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plaallg dlalgllg aldgduwall dérig S (o yaniall pwéll aligire prani piy
dcgingall alpliallg Alngiljiwllg Wlaabl misle wwa diisall dahgll lngny
g laaga guyl duwdall chathgll bingll ga cjall 1aa dnuiljiwl] daall (nod
Glesdgi WA Gy lii 1aisl darldia Gils glg win duwwdall willhg graa
auyijg whgall gy ailigihe gliy (njliinl Glail ge Lo dayilyiwll sl
wiall agngs sxay (nahgll wngll ga cjall 13a (o paic S gi Las . pliliall
puliall 18 ggsyl anrani aig day laiipy cnill 8)aliallg «dpnuilyiwllg «nayhiill
.83g2llg dasllg Gdgll dun a

83l a1 &)1a] daghia palisl Ligd Lwlwi 16gs gi wnadhgll ngll gl go
dllwyg dusall daghgll gy dslisll cnahgll wngll wysi @6y e hiipg
piileall auwijg @hhgall Jiall clallg dlleall &)Litally & pilio (duwdall Glaaig
daghgll 6310l plaallg alialgllg aldgduall aaai ai i asy gU1g .dunwgallg
<liy gulidllg ailiill alai yaailay pipw onill 4eust o] Lioleial asgi of Litle Qay
.lall @13 julall (nle

a1 julea

O waug dayi Ules guliall ggsy gi «(Jled JSuiiy sl &jla] wagiui 1aii )55 Las
il jyleall go lalw éxa1ag dln als degaaa ailii gulwi wile guliall 13a i
289 . auaill §)io lifig dly o piilall auyi)g whgall 16 ga layle Glaill ai
bl naghgll wingll eno 83)lgll plaallg Alialgllg Alugduall ga JS irg pi
.pasllg G3gallg Asgll wile pild anga guliba gulwi wile whgall

wl] quhall nlisll ada JS wl] daghiall gan call daja julea gulida aiaig
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a1 dlclaial Cudgig audill Alaja fing draal
U1 audi (o Alags Alyadi dagd Jgo pus Jao dlia gIs (@il Gbg (o 155 Las
diao (no dwjlaallg jSoll slg) ga Iajlichg . pusill dlelainl dyusdgi Jga cllasg
ada Jga <ljUig uljguitiall gras wis ge wsdlyi SHRM diean Gilbh (g pindl ajlgall
sl j13] daghia Gulail lilac cllaal dawls livag dlaill (g «lcgiagall
Jaliall Jilagl &anly 3311 g0 dilacg dylles JisU1 aif adisi Lo gulwi wnle

dpahiill Whallly lal dsle U lilplg dnalé dicginga pé alajy gawnai gl
e 33 . guisall graal Jabl dysg blnll ] wads of aild ga lsil jyleal
wan wnle ppaill dpawgl Giligh g aaell (o plaaiwdl pis Ylea Jliall Juw
g1 alays @ngl piilall guyipl ga dlglaa onf gl ".gua ¥l 20 s JSiiy Jasy" :3gac
Jguwi ga Lo gi walhgall Jlaidl iy 38 (raw) audT oo Jheall laal j5T gulide o
Ju=all gi “a@sall" gl gl J dlays gusi dlglha (o wai aialai juleae jS)ig

" augall elglull” Jnaall

pé Slalai alajall cl2l] ] geai wnill ¢ljguitiall o pisih angi gi il o Jao
drcgingall pé dnaldll pleall (o Ji bl gaundi (nd gosi U d@l<iall gi
adlii (] claill &j1a] pgada Jgail laalaiiwl wl] ggpiliall cLwdpl pang il
Alhalhnall ¢no

Gldgduall hup ¢llag (dlsuiall adal (Ja ghg o SHRM daa o liSai 269
Aljaliallg Alagilyiwllg Whhall (nauhgll ingll (ios dajlgll plaallg alialglig
gulall ahls julea livng LasS (pjln gai wnle dailyiwll liths (no dianall
Jisiii (no Jalgall adal anlg ap3ai agag 20 .(nathgll wingll aligsa ga JsI
wldallg juleall nle duisall Wiphil 2raa daélga wlhaii enillg (gulall dlild
danga sy aliai guall pasill plhi Gulai g<ar ausill dlac (nd daxdiuall
:JSlira (ga dlaleg

nilitil AA
Gleoégill jglaiy
Gleogill 2oy quly

A

B

guaill jgh (s /cilabgill phsa quly c
Gledgill quly U D

:alisf lgiuall s Alpasill adal dlynal clayyel padi angill ga ayjal
jaiall Jasll (o dlitinl éalal i i<y aledgill Ggay i - cailiiiul AA
alaan (6 Jasll i d3ga ] il Lao .ddgguall dulwl allaall sias wid
Jasll 3130 Tpai culi JSiy ciledgill Gods <la - aledgill jolaiy A glaill cnaiia
w6 Jas=ll Iaf daga wnl] wiai laa « dlgduall dunlwil Gllaall graa (o jaiall
o Culi JSiy aledgill quly <si - cledgill sian wuly B glaill whalias alasa
dyegig (ol yasy cno ledgill Ggay layj «dydgguall duulwil Allaall gaa
Quly o157 - quaill jgh wé /7 alsdgill phsa guly € Taa las ple JSiy Jasll
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Gulis ga Aluwgall 3yl
adlhi nill aljaleall yii
a9l gualigall allnl
paiwall gruaillg hihall

g9a juaiall jlaill
ndyéall gulidall
agagl dolhall daydllg
duwgall (né @lhgall

wnlgi i aluwdall nle

g dnlh draai 3all guathgall
pcallg quaillg dicgill aalp JUs
pl=ill yayo paniag aragillg

elli elagimly guizall galadiil ] plhaill go dpiilie caflalill psaill igyisi]
ilaill acgall cygar dlla (o saill J)Si ga drflaill ayclgall

onill aljlailll Jnoall Guigill whgall dnyo clhac] cnilaill pusill dilac Jadid
Gljaia ge ppbl QUS| pilall gudpll dinjog «dedgiall pyleallg Ailiill acai
clls JS piy lpawy syl guiill enle Wpitall paall dnjall @alil i gog <ahgall

Ausill ayi6 dlai JUs dxxaa Aldgi wnd guaglla plhi jlh] cné
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aaagll @njall ojliicl ngiwll pudill ga Gluwdall 0da o jgaliall gl
Clyigl] Jlpin aSpi Gaén 281 .l (b jprall pasill pusig dadblial grahgall
gsalail (o Junlgill dyjlpainl paal dljn] gus plodll cal] &S clghs lapeg
¢nill SHRM @203 laiy gog «nathiill dall guuail afliillg Whail galpsiwlg
dleall aj1al1 wle d0all dawld guwlii cun Jlaall 1aa (o @iphall Layi agai

ualail (o Jnlgill dyjlpaiwl ga caill

axgl lang Jnlgill gréhgallg gupiiliall clwgyl wnle qay G140l ada Guénilg
wilga gwaa wile (Glailllg hill dalelg dsalpall jadi @l J<$ Joi1 wile dpa
jpall pasillg 1l juleag (paailhg wWingi

ypisally naill 35 i ¢lia S Cuy of «gaaglla pliai wuns pysil dylac irsig
aslyj poll wllaiy Wguw Vg «gayall 1aal lapns jaudi @il J$ J91 inle danlg dpa
b gisliall Uga Jib ga audill clilac lay i eill @syyhll (o Gubaill

- Liatall

JU gag dniljiwll dhall ga pile acyy dyyéi JlaSiwll go daghiall qyidi
ala cjo dlia gslg . puaill Glelaialg alyl claiilg «<IaU1 julsag wnagagll ngll
hyhiig pghillg cuaill grani allls go gsay onill dd44hall gag jolll 1aa o

.daghiall jlh] (o (raragll wslsill

Oi wa pghilg waill gi depuy LiSyai 1301 8)13] dilac A1aiig prani liald cliii
o allall jigall als dlalsll aingall patwall guuaill dlac (uo Uynd leja JSiiy
capnill waillg (uahgall (risill qyjaill éale dsl elia gl Lis]alg .daall
uaillg anéill dlac JUd ga lajgnd gui cnill dlelasllg dljlaall gasy ¢no
SHRM dsala Lildiii 286 «duuwdall Jala pasdill cualhgall ajilll (noliall cnisill

1aycg Alalisll ada dalleal

(ngiuia (nl] &b )7 ggebgis guall gualagall gi airlgll ga awat wclls (] aolaly
wnliall (né alaill paslacl &jlallg éaliall enle wuyaill o s 136 ggaliag wnlci
aill alaai graal dlald dalleal .daxsiall Aljadllg Gljlaall ada wlhii enill
Al duwljall alélallg alygall ga alpiell pogil SHRM dsala clidi] ai ughillg
aligiwall 2103 ga grahgall tnleg il draylsill yjall ga lapcg dlall

.12l puéi juleag Alilhial 1a6g wniaall pghill dad Jlasiwl

:alist Aligiwall o Alpasdill cdal dlundi Glégyei padi angill ga ajal
jaiall Jasll (o dyilittw] aslal Tphi pi<s alesgill Ggay <Iaf - nilifiwl AA
alara (6 Jasll <Iaf dga ] Wi Lo «ddgguall duulwil allaall e (o
dasll éalal i culi Jsudy aledgill Ggay <1 - alesgill jglai glaill waiiag
o Jasll <Iai d3ga wnl] wai laa «ddgdurall dunbwdl Allaall 2uaa o jaiall
o Quli JSdy alesgill quly cai - dledgill gaa qul glaill (adia) alaxa
ducgig (gLl yasy (o aledgill Ggoy layy «ddgduall dpulwdl Allaall gran
ahsa quly s - guaill jgh (6 /alsbgill phsa guly 1aa 1ap ple JSiy Josll
duulwil allaall ga s gl aslg wno Gleégill duli (o Gogy al aisl «ilesgill
Gledgill ga 61 ol - alesgill guly U wlaall g 4isi gi anlg gi / g «didgduall
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l=ill hihiig Jighillg ujaill
dulac o ijais U cjn (naghagll
dlalell (ngéll draii

™

i Laa gulg Jaa jlia caill
aihlall pualaall jasy ]
dsilul

\
\

allaall ga Jisi gi aslg Wi alsdgill duli b Gogs al aisl «iledgill phsa
Whal ga 4isi gi anlg g1 / g «ddgguall duulwil

Jdylgguall dpulwil allaall (s Lails clssgill ga Jb1 <laf - clssgill quly U D
daaall Whall gai Jgasall paaill Gaay al gi / g

pillallg anlgll Guhill gi ¢y aall Joaoe wle dhUl §)la] gginga dali Lii]
laylc Gaiallg gulall dLlall 1Dl jylea gran pc audill alagy pasil Guwliiallg
.a=aall (o call aj1a] daghia Gligla o Luwlwi ligga J<uiy plhill (o

Jasy ] Lnai laa (guilg Jaa jlia il pusil wuwliall Cudgill diwa Glh 269
cuglic Lngu 1ggs al uall yasy aualaa g phaill jasy dsildul dihlall palaall
dysirall cluwdall ga Julb sac dlia angirall guy g<lg dpall alsall jasy
oSlg dailal] yajss guidg <Dl &)lsl dnlall lackhi dlSm éslc] wle Jasi el

.daxdia cililacq LiaglgiSi @uhig «Jaliiall Jinlgill cilyis aslyj ga laidles jijsil

& piull 5jlgall can 42 |




.daghiall

aaail dpaiwall drawpll dahill go &=aall (o gaghgll wsleill hihai pisy
Gog @8ill uariill paslaeiul thiaag «nahiill Jsall (o whga JS giag
wisil aall clns q@oyill alhio Jadig aheiwll pal dpdall Glgiuwdl sac
Jigh all pasi hagio o wiall aall g «nllall waiall ¢uo gajll o jpaall
wall dadsill yapallg aljgallg aljpaall Jlasiwlg «nllall wniall Jd ayio
alalall as il apig gi apogiall alilwl ayahi 269 .SHRM dealy o dglhall
naghgll wsleill aghai Guiai Ao jus Sy aaclai a6 ajlall go asleill Jilaa

.<1ai1 6)13] doghia ga cjas

SHRM d=aal daungill tnaliall

jlail b alaillg croyiaghl nglly dhipall dail pyleal aalill 3,811l ] dolnadl

tnialall paacy (ngiva wnle (pahgall pudi pty dapoll diaall pghill dhs
wnag daall el angill

@AYl pulsall .

Juailly pljilyl .

Jall Jigh paiwall guwaill .
cliacil doad wnle sl .
dyllall algduuall .

Jas=ll 8g6 dayd .

diclaizll dygguall .

st .

Gall agy Jasll .

duimall dalall .

Tpilig UaT jisT apnpill ggsi Cun walira JSiy apaill aillill djpil as gulis ali
.nathgll wingll aligSa dagipall caill jylsal

dnlAall

aawani ai a1 ajlal Laldr Lolhi SHRM dian (o clalll §jla] daghia pisi
dyarhgll Wlngll raa pe dpuilyiwll dhall ga Gaiaa daihg dy)lpaiwl iyl
nathgll Qslsill hyhiig (pghillg quyaill dpawpll pnsill dnia la1 juleag
anlg Juiy pgeallg Jaill Jighg Jall pns (raghiill guusill ga plall waall
L pranill daluy plhill 132 jal) .algiwall god e guliall aLls il
a1y aadail 3ilaill Wil will ugeell wiaiy gi aild gag (Guhill 4<las g0
alanlgay ajuail i anpi aluwde s dsilill dicgigall pé clwjlaall
2iliill d18lp0g gulys wnle laipé JUls go .8pnleall phill lay puwif qill JISLY]
Jac diy (s dglill jaa a1 ajla] daghia Jiai «ciligiuall graa nle dayilyiwl]
Jidiuall (né ¢llasg Il «nallell ingiwall ¢l SHRM éd=an
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Jao jlia claifl

i laa 2ulg
pualaall jass cal]
d=ilul] aihlall

whall gai Jgo=all pasill Géay al gi / g ddgduall duwlwil allaall ¢no Laila
daaall

aillallg anlgll @uhill gi 3y aall Jasa wle a1 d)la] ggihga 33l L]
laulc @aiallg gulsll aLlaN caill julea gran pe pudill Alajy pasdil Guliiallg
dymaall (b sl 415 daghaia cligSa o Luulwi ligsa Jsiy (plhill (nb

Jasy ] Lnai lao guilg Jaa jlia sl pusil wuwliall Cudgill diwa Glh 269
auglic ingui 1g8pés al guall yasy aualaa ge phaill jasy asilddl aihlal aualaall
aySisall aluwgall ga Jul sac dllia ngizall guy gSlg dpall alldall jasy
gslg dailél] gy gulg <lsU1 &jlal dnlall lackhi dlSm dsle] wle Jasi cill
-Goadio Allacg Liaglgisi Guhig «Jaliiall Jnlgill alyis >l ga lailles jj=il

639!l dnjall jlicl cagiull pudill ga Gluwgall 03a o jgnliall ]
Clyigl] Jlpin dSpd Gada A6 181 (o jpaall padill pudig dbslial (guathgall
gsalail (o Julgill &yl apaal dip] (b pladl all s Clghs lapg
¢nill SHRM @203 laiy gag «naghiill [l guwail Kiliillg Wlhail yaljeiwlg
dlleall a)lall wile @eaall dawls guwiii Cua (Jlaall 1aa (o @Gipall Lagi agai

ualail (o Jnlgill dyylpaiwl ga <Iaill

80 aagl lang Junlgill gralhgallg gupiilall clwd il enle qoy (@ylell ada Guéailg
Wungi wilga graa wnle Glaillg hill dalclg dsalpall padi ailli Js Js11 wle
wglla plhi s ausill dlac (uadig jpall pagillg «<labl jlsag paailiag
lapns jaudi dilli JS J6U1 wnle 8aalg dpa @ pdially inéill 26 aif ¢ljlica JS Cuis i
alilac lay (npai enill daypall ¢no Gubaill aalij pall wlhiy wgw Vg (el 1aal
JlaSiwll ga daghiall wyiai . Jidiwall (b guSjldall Vda Ji6 go puéill
«>U1 pyleag nauhgll wngll JUs gog «dpagilyiwl] dhall ga piilia pesy duyai
adypall gag j&lll 1aa (o pla cja dlia gslg .pusill dlclaizlg Alll <laiilg
JUa] oo cnathgll wsleill hyliig jighillg qy)aill grani alllh ga gSay cnill
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anliill djpa

alaillg

aylal jugl ygisall :play

«uglla» amea o gal pitig Jlaall 1aa fp
@slall §gan graag wyllill Ggéa gl Lalc
«qglla» amsal dhgana dyysall
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< Syaul Jsaiuall xiai 3lgs ga alall ibgll b duclaizllg dpuaillg dyySal
gaill culgl aclni wnl] (nads laa (rahgall dundiill 6Ll o gi Jasll glka
il jaillg

dcpuy ggolsiy dulnll go psi oy ggsiaiy guall galadil (Jliall Juw nle
J12631 3g3) JUT Yl dlayU1 jelivall g i slasll wlai ga lnglguus S|
Fredrickson, Mancuso, Branigan,) puall cnle jigillg slaalll &)lnll dnglguuoll

.(&Tugade, 2000

danll &jjall Gledpll ga ajall Layi dulull go psi s piii Gad slpoll Ak
anlyll dwjlang o Jsidy plehll Jglii Jghi aljial pgillg (uaaill pac Jio
«(Blanchflower, Oswald, Stewart-Brown, 2012; Grant, Wardle, & Steptoe, 2009)
ol go .dailg djguy gapall plig dnall dledl Wyllsi jaas wilc acluy laa
Josll hgai 20 ol Jalsill tnle 8j28llg digyall aslyj Layi aylayll jclitall
wnle als elily pjlall alaicllg (Gauilal aclasil ge Uné «lipganll JUs aganllg
Cohn, Fredrickson, Brown,) ladaii wnill alelpall @Giph e ellaci Ailii (no psaill
.Gphlaall ¢no dieyllg jISillg dyalall &ulu bl Ailiill ga (Mikels,&Conway, 2009

| 49 dpindl zjlgall tnan

Lyl jebivall gl go

wilc 8)28l1g .digpall a3l
(Jas=ll ngen ga alaiy Jalsill
alaaill aag (no aganllg

}
P

/
3

] aling (néudall jusill
aclasllg dolallg J§laill
gsehhgall go @il

aailjlaa jpjeipakhgall tnlc
psol Gpag dlinayilyiwl slaiclg
Jasll cllaj 2a Jclaillg Gayan
olalsiallg

aic prally jgsuill crisi dylayll
lalinllg dien d<iia
gb]gﬂh‘ngidlgj_éan LLIAJ.I
gusT JLiast JLp glitallg il

! Lllég wnathiill pghill dlasl jjsiall jalall pusill whgall dagloa Jiai
sy ge phaill Bpnig (gslg dalall diglihall Glgaill @Gu6ai pac (o il
dsyliall 3gag pac ge Who &)Ul wily go Julgill wsn Jio legud JsU1 aluwil
anlull achui gi gSay Jag Jusill ggalgall pglsy 13lal jglivill gi droladllg

SalSiall Ja b

g0 3¢ <l gahgall aale geiy (@GoUl (no agli eaill draghiill aljysill 2a
pailjlaa jijei padle way .dligh aljial Gaial alalyislg dlale (o alpngill
iy ulalsiallg Jasll <laj ga Jelaillg a2 psof Gplag alailjiwl slaiclg
&) gehinyg cpall gl glagl e agilall dclasilg awolallg Jglaill Layi pusill
Gluuwdall wily go guudti spaa palll gl .dwmaiill eagas wle alaicl jusill
glall pasy ggahgall jedy lorieo Liyi diglha gilalell agaa (<1g il Alaal
g¢lg wnix pysill daglaa Jawll go auay wnayhgh 3paill (uo psaill uuy Jigill of
wle gglhy graglall ga aasll glo s (nle dglic .cnayhgll palhy ylus wnle
Gluwgall pai Glaall (o .paslhal (o ggaaiy Lo 1iSg «dulwll paasdlga
nag lais! dulull 0ia cgicl ajlgall ge Wns (dlasllg dahlsll @élallg Gbgll
aialallg gujaisall ualgall daa hayii gi Jlaa] wl] ans gga faliab .ella J=ai

rlasll ada clifi

daglaall go @l 13a (uo dulyll gasi §Jgai Tala "aululll Jaai gf Jgla"
asyiiiall aulayll @hlgsllg jclitall pii Ji dugé elpbi ge ¢nail U Ui Sgudallg
Jaiig dajly Jac gSlai Cuiy a8l lawai dwwdall ge 1gasinl guall grahgall gu
sl dan ga Jof dydy dilnog dhuna laisl 3169 (dan ¢o daiio pég palaall

Selingll ada Jia (o Jeai gi dulaulll g<a) 13la

ple Ggay Alpai (o cnisi il «Asgll dcla] gi Cusll ga Lpa Cuyl dylyll
aai lail wle Jnol Jiy daglyll pao gSayg dalopll ale aplyll guaill
dlSiital Ja giag aic paally jgsuiull ella dliof oo .djuns Culs lama (dyla Ul jelitall
AU JLnol U glitallg Jilillg gialgilly jgsuiillg (jora dyaay plaliwll dien
<l &yliay ayly Wl jelidvall pisi a8 .alibina ge dh <lil gloaw asy liaaf Jglaig
pR203g oY1 Jigai lailds gpa gl puiss el ga JisT Llail pe e pgy (io gl

«aljaall lijg guugi dilac JUs go wlel aliginae wl] Jgngll

dyai g (Fredrickson 2006) (jguwisijatyo aing enall "clidlg guugill adgai” aidy
Jgnill ga lagle iy lag ayijall lslhill gugh tnle Jasi aylyll jcldiall
g0 paisa glagll Blhi gugl aai Alail ol gSay duay plaiallg jisyillg
laag .(,Wadlinger 2006 & Isaacowitz) Jiaoi ddyphy palga (o Gaay la dg) lallla
¢a adl gglngi) la Glhig wnaa cllasg @yyaall Alpall anle panlioil ga aji ajgay
Johnson, Waugh, & Fredrickson,) diull ga 23lill @ikill nl] ¢nagi alisglng jIK6i
/ @oyeallg dalall ajlgall clijg aliil wnle guugill ggsa Jasy wnllill (2010
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[ 51 dyiny yjlgall (i

wle guseii dulyll jeliiall
Lahgall aléynig wdlga
Jli> pailalail i
e gall Vgllg as)liall
Jnol Jsiiy gglasyo

alls (o gaaiiull ggsi Laaic
2jall Jia dyly] diohle
(Liall gyl plaialllg
Lyt psuy ailo (cll nl] Lag
aallly jgsuirllg a6ill ga yjay
Ul ga

Tana Jasll alslan Jiai
viehgall &)l jjsil laae
Wlanl deuw 261g)

duaii (no dnlull jclivall aclwi las
¢ga ajo JIb ga dclaiblll 3jlgall
i ] enags onall palll Laliaill
Jlgallg  wiclaall  (Jasllg  alslsl
lana JSdd onill dahlell lailgyllg
dlasg Jasll glsa oo plallllg acall
wnle ¢llas aclwig .dathgll (nod claull
gl ga (Jasll Lifi Gigi aldlan cli
Jasll 28lga (no dsulgll lalgyll ada
@S)lia jujeil lama ljana Jiai gi
Gallup,) Wleni deuw 261gs grahgall
loaic ail ¢luil ajahi aé6g (2012
dyly] dahle dlls (o gadddd] ggsy
Uiall il plaiall (opall Jia
o0 Mjar Ly iy ailo «ells wl] lag
o (AUl 20 dalilly jgsuiillg daill
@lallg asll) dulull jelitall gi g
ga Jlaig gusell wl] oagi (gjallg
Loxd yuaall diglhall diclaall d@aill
dhhiall plaall g @pall gijliag
Dunn  &Schweitzer, 2005;) alai

.(Johnson &Fredrickson, 2005

JiSi (b Ly 63360 dylagl jelisal
wal i G <loynillg wslgall
@Sjliall Jlo pailalily gakhgall
allall @ty dhdiill) graghiill Vgllg
iyt Lo (auwgall pcsl qaclaill
yiiillg GIADT g0 qulu J<iy
Avey, Wernsing, &Luthans, 2008;Chi,)
wle Jy laa (Chung, & Tsai, 2011
Gluwgall aulaUl jclidtall jga draai
@lai o .aia dslaiwll gSas 3jlgas
g9sial) uall ggabgall Jua olaal
palac i wl] dulyll go psi gy
«(Knight &Eisenkraft, 2015) Jinoi JSuiy
agagll Jasi nle aljljall lafl ellasg
@ digay lac Unoé (Chuang, 2007)
dglullg cnclaall psaill (ol
Grawitch, Munz, Elliott, & (wnaolgill
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il dale] gl o
JLieiil pa Julaill ¢ilalucall
Jasll glSa (o dulull

] Glwlyall pa agaell puid
Jasy (il aluwwdall gi
dla] yisi ggalga lays
anliill (o Leloi)l (Ganai

%20 nll Jy

pa dulaul J5U1 ggabgall
%10 iy dplii] Joi Loy

duapall GTJLUI LT dylall

g Jasll ge cuillg
cnahgll gljgall

2a Layllg Ugll ¢llasg «(Mathis, 2003
.(Chietal, 2011) palac {6

AUl wle @hlgsll jigi laliag
ngaall pe gl anle Ll 4igi lailo
@y=ill W] gaaill teuyg .dbhlsll
& ggajliiiy gulill ga dcgara (nle
Layi @l tiswi LaS d@nljall aills
6 lasa ggaauiy guall Aol Gaal

2l i

dlilaall dajalll (ngs @Gupall cliact Jyay
laiy pansy ga @aie cladl ]
Higill ga ayoliiall Gpall sljof cailsy
go JLaill dlaw lail whigsell juaii
amy @l U dsyphay Ll A gasd
dulw yisT daulagUl jelifiall enga alpodl
gc gutlw Al 2o Jlaill JUd ga
axgll julei gusei g osill Giyh
09> Ul anal agnll dpig awall dslg
Jaabiio (Hess & Fischer, 2014) «ncg
ngaell gSay .onjai gf gga gl jgsuls
dcganall clinei gi éaliall o Jaiiy gi
gslg .(Barsade& Knight, 2015) aljo1l
aaieig ULyl isi dcgaaall Gils lals
Jasll jlail Jaf ga yasyll lansy (lc
«ngdi dsidiall dakhlsll jUi culs Lals
jclitall pisi plaal <] (] gexy Lo
Az palll Gl 36 Josll gla o
JLLE (pa @ueaill crailjinll pyhiill
gl gag .udll daulwll jeliall i
JLiiil g Julgill cilaluall pghi ésle]

Jasll glsa (o apluwll

16 5lg la 2 (nl] Ugdea gay 1aa JS
Jlaiiwl gIs 13] Lo Gluwdall Jelwii
Adie) lao @il pisi aulyll o
g0 anell juii A psei ga Qlgall
Jasy wnill aluuwgall gi anll alwljall
Lelai)l @aai ayly) Jisi ggalhga lays
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gyl dsiall gi clls «Jasll b dsiall gasy J1s] Ll dayad] alaliwll go
aslijl Jilwgll Jnsdi ga daalg wnad .dlaaan gi dlgws dllac 3gag wnle dalle
ploh Jglitl agpall Jia dhpuy dhdil JSid cno ella ggsi 26 .aulull yclitall
wikall guji daldl a6 JUs wisall Glai wale dlwill dljba dols] .clas]
o dyli alalpy Gw oo blaill gi dpsn d@ise gi dlawi aliglhg alilyy
ga 1aa gslg (1yls darrw jSoll oda gagi a6 pwll dajlua gi Aljluwll wdga
dalelg «dulull jeldrall pawwilg (paclicl gulill wle @asi lail awndll
0l dlgh dsle Lilni auai a6 dulwll gi Lag .dulal fisi ddiyhy alslsil <l
03a (o pailaalive o ggSj U 36 paudil guahgall glé Jasll glsa (o

agagall Wlaalll ggli (o palac gslal i lslal ggans; Ug dylull

Jclisa jlah] G018 guahgall pylsil dylylll aalip Sp0if (o psaill Lyl clisa)
GlLuilyiwllg aljlaall ada gl go Ll dunaidl] pailis (nuég Jasll gnd dulaul
20 giahgall Jalsig ilSglully Wolgallg jS6¥1 (o @llgai wl] iagi gf
guaill ale Alwjlang tnale wle @alill aalpll gupwli pify .gasddl pansy
diria Alayiljiwlg Anlnll duwaill GUSSINT o dawlg degara piadig culyll
Al Jac Sloig Lo (o pa ga La wile aSiillg dulyll éalyj wl] Waai Lale
duwaill GlAaill eia .(Parks& Biswas-Diener, 2013) palShita wlisiwl Jiléa
Bolier et al.,) dwalell G s dulwll Julsi ¢lasg dulyll daalj o dllso

.(2013; Sin &Lyubomirsky, 2009

Lo Wi¢ il gyjeaiall guabhgall alilsall glisll Glal Loyl 2ol asal gSaig
Jals «nl] Jgngllg gaill tnle paizclua JU go dulwll (uhgd (no guai
o1 gSay Al gralhgall dglwg Wolga (o dala aligai Gld ge Uas paidlh

nayhgll Layllg dylayll ga yisi Igataiwyg

aylall wahlgallg jelitall draai wnle cgill nylwil Jlaall 1aa ey jlaisl)
] ggphaiy gulill Jh 289 .guahgall jrai 83lij (nod (gagnall aag wnle laia
dnxa Jist asyyhy lajgs (o psaill Gy g<lg ditala dliwa laylicl aulyl

1aysil gSay U laaflgs gil

Jasll 281ga 6)Ial Jliss Iayle slaicll dula Ul jga (no dlluall csyiy U «clls 2ag
agaa gio (&l pé Jsiuy padriwi Laaic laii ¢l3 «dalall alwjlaall gi diilgall pé
Laine &Rinne,) dagléallg cLidl ¢pa ajall wnl] ¢nagi ais! cquwno Juoi U auly i
25lai pranis 3Ll plusy duly Ul yeiil duahiill sgaall i gf o sl (2015

.grahgall hlugi (né Glwjlaall ada piii pi Ugi aliSglull adal dailla

Alalell i anle Jasll lewaa lideg (Jasll glsa (o dnlag uisll cniei dulyll
Ll auif dulyll g Jasll gi Jjiall (no LS clgw livdlga Cils laaa lial dulyl
1020l Layl] gllaiy s Alle call Jgngll dnysd

o aalip jghag ¢jlita Aliwi .aslswll Jlae o disly ayal jigl &)gisall
guoill plol hwgll Guitll dlaa piai guyd) ellasg dulyll duuoill Gllaaill
Gleghga Jglifi dalawll (o dnniia dwanlsi dlaa Jgi pied anill oyl bl

.d1=airag dpayleig dpjwg draghii
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Cuils Laaa Ligal dnlay Ul cilalsll
gi Jjiall (nb LS clgu lisdlga
dnpo lil auii aulnll gi «Jasll
alhiy cnps alyle wl] Jgngll
araalllayl]

Ul wnle dtivall palpdl Aoif
wulu 1 guoill ple Alwjlaag
alilsall glisll (GUa] ¢no acluyg

draghiill aganll iagd gl
2ilai praniy dylyll Ayeiil
Ugi ailiSglull asal dailla
w6 Aluylaall eda pdii pf
Jrahgall hlwg

ji=y o gy glitall ge pusill
wnclaiallg cnolail ¢gluwll
ST ] Gyl

diwnll dlaleall gid ga
J=ai gl Lyl dasyll
a}iSaig yuailly aidi jyj=ig
degaaall (nl] Gnaiiy aily

iy Gilelaall iagi i elyle
«lalaig &jlw JLai pasT

Lal gaiwl «(JSlita il 13]g
U9si 266 (ngsuill wnlin algdy
810 dl<drall

0 %6 duuig (63gall Glws tnle ells ggsy gi ggy) alill (i %12 (ll Jny
e Jidiuall (o pawil Gouw cai ¢ns dalijg (Jasll Alclw (b déolinall daydll
Bockerman&llmakunnas,) psi drathii alyji wl] déla] «lcli nll ga ayasll
2012; Edmans, 2012; Ford, erasoli, Higgins, &Decesare, 2011; Oswald, Proto,
@811 U (nill laang wna duly] J811 aluwwdall gi ¢lls nisy Ug .(&Sgroi, 2012
10 duuiy dalii] J51 Lyl pa dylay] JsU1 guatgall gi Ji alyil go jall

.(Oswald et al., 2012) alizall (pa J61 aliyi ggdday wnllillig

alelug Jasll ge wsill Jio (Tl duuif Gaghiill Gyisill i Qg
Erdogan, Bauer,) aulull go mjall pili <ai lagi wuadhgll glygallg .gajall
.(Truxillo, & Mansfield, 2012

JS6U1 gasy lim § dcpuy plagll cliy eliSoy GiS 3]
2aiwl . JSlira ¢l 13]g «lalaig ajlw juai auaéi wlhy alclaiall fagd gi elyle
clorm gt wguw (U3 gag .Gjpa dSiiall ggsi 266 wngsuill waln algéy lal
Li" :Jgally dlaiwll JUs ga Jgb ge dayllg ingasll J1aiil plai Giphll 2hs ga
¢lif Lay (261911 (no Sdl<udiall ada (Ja liiSay @i Jga ¢lj1561 ena Lo (Jgéi La gawi
(Alahll 333y) ...20 gglailly Joba 3lay] dana claylsi i) 366 dpasll, Lalal] yisi

MSgueguut Gxa (nasi Ja (ggulul paily asiill 2a

oo Jlai gi gSayg <l go Jesll (o ayllg whlsill Glhiwll cda jahi
waludi Jranig .diclaixll alsllsll d<ia dslclg Jdal jpa U enill gl
-Anadlgag padhlge dlgguwa

0 UgS ey Jliall Juw (nle oyhallg lalll e pii dlaguy quyllwi JISI sy
dlaj dlac ge Jgull asa guglallg «aia wlh ggs digsn gralgall Jist dgaall
.cquuill (o daalg apal ellag «Jaslly dalsia clpbi (o Gaaill Lslaia cguull
ladgnall alphill gasul slasiwl e ggsig (AT gaiud 2a Gl gguwll ¢no )<
w6 daglaall wale pajlyn] e Igholy of alsll usall ga «gakhgall duuill

néaall @hlsill Taa dlilaa

Joi Tgapayl (uahgall unei wgdi (o aclwi gi dponll Jlacll cdal gSaig
20 dylay] st alslisel dagsllg Gjall 2o Jasll (uo paisjlita e 1glié)g dybw
jujsig aiaat ety cnaliall Jai gf Liyf dawsll iwall alolsall gl go guyall

- dcganall cal] uatiy ail aySiig guaill aisi

30 6380 cganal dyail i allusy LS s o glizall g pysill Lyl elisoy
dunaubill 4g6 Jio duwgall laigaad) cnill <ludill 1ago jS3i yaull JS galgall
pauil<a wnle Jilwl ada gihgg «nilall (s lay 1gald dulu] Jleoig @éslhllg

dhiija ggsi U laric lingna gard eni wnle pifill lai<ay dilwi] alwal cda
pu=ill @slana W uahgall (o yaell lapie onillS dyitig) dalad gi aysi yalp
AU tal qulyll (nclaizllg cpolall dgluwll ga jjsy gf gSay gliiell ge
gc pu=ill dlwjlaa giai las (McCullough, Kilpatrick, Emmons, & Larson, 2001)

.(Wood, Joseph, &Maltby, 2009) <]l
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Cluwlwi ¢pa dpindl sjlgall pist
.‘".. . ULD . g-n Lni ab_l

Jhill jasy dpauiliwl] laolaad
g @ Jasi ¢all glhall ge
peyll tnleg apoljaall lasbga
atilyiwl] hihaill deal go
a9 ail Ul «dpindl 5jlgall
go plaiall (o yadi Wil
a3 gagady aluwgall Jib
ga dajill ddisiwall lalyiall
=il (aall enle d il 5)lgall

auuwgall dpyilyiul @Géail

ylgall  cnagiliwll  laghaill
ayil phia djp] ga & piull
dlppasdg  dljlaa gu  dgaoll
&yogiall & piull 5jlgall Glpsg
alaliallg duwgall (no 1l
wle zliy dglhall dléiuall
(duwgall donilyiwll aliglgil
g4 Ggaoll hoo sy U gaod
Wb dpindl jlgall ga 3gagall
LSy ai] Js Aidina Gglhallg
daild digia allahia d@lpn o

@le¢] @ dxna aliglgl wlc ik . g g Lale | pupta ga g3l pitig Jlaall 1aa payi
danall elli B - Jupal dhgana d)ysoll @Slall Ggén graag wlill
.4gaall ¢
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:Jalpa dsuji o dpindl sjlgall cragiliwll laghaill "pupe”asgai ggsiy

auhibime digyg aljgni ulwisl :nlgil dlayall il il apa anle 2lip «wpllill 23gaill gi daaiall jLislg pghis "pupa” @Spih Cald a6g
allel dolallg dpll wilhgllg ddlaiaall Jasll dlagylivw Wlive pghi cpal ga dpiull jlgall  adlg wnlgall Glhaill wle aluwgall wlita go lale gupite ge aji lal daiaa
-aalnisV] diyllg duuwgall lnhi cnle cliy dllwpll G8a1 gu dgaoll apaail phia 2619y ge phill jagy duunga i (o 33gaill laa Gulai gSay aif "pupa” Gasg
Glpag alpsg aljlaa  aplill dijlae ails Zlgw dpiull sjlgall cuagilyiwl] hyhsill dlac alSpa gi
:palaall 6g26 gulis :auilill dlapall ayogiall & pinll 3jigall alijlaall ga laye gi (grahgall jlaci gi «aljlaall go diglhall
Jasll alagylisw cgir (no @llwyl @Guéail dajlll dpall willagll sac Glwial duwdall (ns Lila
¢Saall ga giall gihll grahgall sacg (diglhall walgally 4iiill) d=8giall didiuall Glalyiallg  upaillg jghill (ngiua ga «Aluwdall gy Lo Guhill (o GUBDT J<iy La ]
onill dgaoll ylwisl pf ag (&l dllasll Juai) hbiuell (no pay dilsiwl] wnle 2l diglhall  go dgha JS (o laalaaiwl piy cnill Junloill ingiwag (doxiuwall lyisillg
I3 asyg dypiull sjlgall ga diglhall alaliall (no Lnai gi lafls gainii a6 dyilyinl ciliglgil .23gaill gi dnaiall Glghs
ajla] wlhii algasll eda ga i aaail .8gaéll cda phlaal audt cjpal iy mm.ugnj_l

:ualgall ajla] 23gai ¢iljl :aillill alagall
alaiwall & pinll ajlgall clalyial (uo daflall cilgaall dallsal aljlall pyai

:aajUl cilelyall slail :deylyl dlayall ol eyl go dupdull ylgall el bl bybatll uujo"3sgal
wwo &jliaall aljlall ile 2l laaeii d%) waall dighg duns hiha eing
il dlayall

. . . - - 23gai allis .3 8920 yulid .2 dljgai lwisl 1

3jlgall yarnai gay aild duwda ol (o daali il dilac ggsi wniag dojlll clelppll slail .4 ‘ Galgall §la] ‘ shlaall dulibiua d14)9

Juagig pdii 1aa plall ga ails Jaa @Guénilg «nolsil pcall 116gig dajill dulall
gui=all @015 (nl] dedgiall Clpilillg «dilasll ada Wiaai

ualsuﬂpgb:

nailiwll adaaill dilac Wlaal cna Lo gzl
Sy Sigal =

Joa auwdall lasni il hhall guisy dpiull sjlgall cuagilyinl] hyhail yjlgall cnailyiwll hyhaill -
dygy dypinll ajlgall pylwdl jlaiil] cnle jSpill lallls go pipw cnill dyaySi] Lasni cnill hindll cnisy & piull
JSuiu gslg «Evasia VISl aljlatiwl] oda 3aiig (jlaiiwl] 13a ga ailell puasi pipw onill 4asiT Jga duwgall o -
«néubgll lalillg .guabgall uso Glulug lblsall Jga jgaa lails ple Jloiiwll cnle Syl allls go o -

cwnillg guaaillg dpinll yjlgall graghiill JSiallg dlcluallg .<lailg dusy &y piull yjlgall prluwll o
il lam - el .. Jlaiillg asjall «
allnillg asluallg Jaiiwll1aa gaailell prhhs<i

wnaghgll yghill -

. cu.ogn]l allasll
PINTI

u.algn]l U\J.C hlaall

slgall dayilyiwdl ahall B ggss of Wy dypiull 3jlgall aloliisl lghai g
Alaliall aani Gluuwdall plidg (JlKall a6 dllesd dha awnil ) pdull

40 )4 dcgana 1al Jog) csymll wsall cnle dypiull sjlgall ga digliaall v v v v
ypiudl 3jlgall ajlal dlleall clyagilyiwl]

gl d&uarhgll jlgall aai (o yadi ga ilsi Gluwgall (aal GilS 13] Loi walgall a)13] Jgla dalolall ingél dhs Jolaall pjadi lagyliu @liva g
Jalsill & piudl ajlgall j1al plai éagana ggsi aljliall gls clal hihai alg dlaball Jos]
o Llaly peldull diisig «najlall gusill (no aljlall ada Jiaiig abgall 2o
dabnay piay laa Tl niall dyi gi diglhall allagall as jolgii éhga JUla
8ale (nallg (iddall dnylall dlasll guolil dan plaaiwl gi dllé dwwdall

8alj @alST duwdall Wl
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jlallg haill cilclhé nle i

Guuaiaa Jia) clhéll 1hal diglhall duuildl aljlaell ylhdinl (b ¢haai dlia
audlall uahgall pasig wilhgll ada wnle wlhll aljl dyiis (aliglasgyill
132 (6 dlalell AlSpiul s dpindl sjlgall dpayilyiwl glo (ple JSiing .pasll (b
dajllll aljlaall Glwislg .dldinall alaliall aaai ddac ganii gi way glaall
alaall go guai grahga qlhdiwlg Spall (ngd go guuniaa wihgi JUb go

.dwsliall

dasy dajlll alnnaill jasy aai gl guaiwi U aluwwdall gi "pgl dalge” cnisig
2021 pinw ail Gledgi 3gag wnisy Laa (dugall gi ddaall Glgwil ¢no willagll
dlias ggalgall cUga ggsig «nallell jgaill Jgaal lasg Gilnmnaill eda (uolal

Jlswll (el 1a6g Jaiill pjag jgaill ulh pal Gaug iluwdall gu La dllayl

malnidl a3gai gag «nSjLiill slnisll wnle "pgi dalge” alhna pgada Jay
AT alaitil 1B (pa @Sglaa yjlga gi Joni pali gi yaljisl allls ga 31011 g<aiy
aslaiwl aiy U gi lnaije Lo doas gi delw jsuw 991 g 23gaill 13a wihgi gSaig

215 Guwsig gl quwsi daa ¢lls wnle Jlio (gl Jigh JolSIl laio

"ima auwy Jilsag Cigll yasul «ll ga cllo Lo

il padiwd Gluwgall glo cnllillig (@alaiwll wnii U doailjiwll eda g]
walgall gail Gojlll dypghill eyllwil paai (sl dypiull lgall Guagilyiwl]
Jia djlll giabhgall dycgig dlibimall clalyiall dulil duwwdall (s dajl
o agaall cfal palall asgll (o diglhall Alnnaill gass (s aaall guagjall
.@0alall piic duaall gi apdisll cilgiuwll

dllall Gilaaall
allhiall &lhaiwllg wilill pan flhall 13a wé dlalell Aluwdgall i gf
anlall Jolaall pudi aledjal iiag (ORSA) Jio dablill ciley piill dayiis dx1jiall
dalivall allall algalll (i jlaiiwll Glosys disallg (MIFID)g «dylall d<llallg

Caiwllg pawil Jia

grehga gusil lasgan JS Jari dlell cleaall glhd o dlalell Glunwdall gl
Mljio jSpiaag) LaS Wdpoln] dalsi gi aljie dulla clici Jaai gga clasig gunniia
gyl Grquwillg gulalsiall ga Jnlgill Jawi alilel dwsyll aljlaall wmilc

U Gugl ge

dypindl ajlgall cnagilyiwll ghaill dlac lhall 1aa (o Glunwdall padriwd
claiil wning wihgilly Z1ai) daihgll dLall d)ga 20 Jalxill (no daclutall Waay
JSuiy liall glsall ¢no wwliall whhgall giag wile juis)ill g0 «alhgall daas
o dacluall dosla wihgi Alagilyinl gihgg (Golsill dun ga Geclosil any

Uit aiglaall 63yaall Aljlaall dpaiig g
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alhna pgada Jyy
AlnisUl tnlc "pgl dalgc”
a'nge.i gag «nSjLuill
gaalpoeill gsar (nalnisl
Jgual pali gi yalyisl allla
6 ga dSglaa 3jlga gl
AT yalaud

il il adhaill
scluy dypdull sylgall
alnall 4jga a (Jaleill (no
i gysill sio dyaylagl]
dljlaall (naiig aclsill
Guliall yadiull gig
wwliall ¢lKall ¢no

¢lyaiw 1aild iy pindl sjlgall (ragilyiwl JSiy baghailly duwdall plis dlls (g
«lgiwy 1819 apny gi Jub yasill gi dp0gll dun ga calidiwall grahgall ging
alalial daslgal dlall ada o aljliall go sl aai duundall gls llillig

:(no ¢l jahyg il ajigall ga duwgall

dalij ua liag («dwols pe uohgall dudalall aljluall Juaiw (nia agaad .

aalpllg Audsll Glwlall ey Jia dpughill qelpll @Glhi guugig
iglhall alanailly dwwdall A6y @16jallg driaall

ailiiy paalle] JUs (ualhgall agjig (uathgall drathg Gljluta jighi .
@illhgll Jga Glagleay duayhgll alibliallg ngiwll Ul auai
1ay gadi 3gag cnatiljiwll laghaill dlac Gyahi cnill dlsiwall

wlc pasiadig grahgall hlaiall dilac ajlal dlleo aalp prant .
ahgall jasy cgalg dieghll allaiwll Julbil duwwgall (no clall
Acldill anl]

wilhgll Jauid glagall guaylbll guadipall o dlegaaa pghi .
dallall guunig duusliill &jiall jpjsi JUA go duwwdall ¢no diglhall
-Jasdl aabal d)laill

] d36g lay aags wnill Alianaill (néd gaipall daill (ngd guahgall Jai .

lgauny i go Uy Judiwall guo gadi lay Juay gi 2dgi wnill plusdl
.éailj dllac

g auay Ay dalllh ga drathgll plaall A6if piy cnill déiphll pusei .
Clli ge daliva Glpag Allage ggsla) uahga Guph ge ladiaii g<aall
Do adybgl aylialf nil

d1b1hgll jlgalll ga dedgiall Alapaall arhsil willgll prani ésle] .

alelasi anle Jgnall Juauwil Jasll 16ii ags piy (all gdgall pnsi .
(iglhallg duuliall

ilelasil ogi dyilsal pac dayn gussi Cyay Josdl dpyilyiwl Jiasi .
gl d3ao dullo 44ST ilia dgl il Sl digliaal
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drimall-droljinll Glaaall

aload padi enill aluwgall ga aasll glo «aljliiwlll cnaglaill 23gaill j&i 20
] sl alelw sac gulwd cnle dosdall Goaall ge casil a6 dolyial dyjlitiwl
.Jalallg dyllell dagall aila cilaiiall cnle jysyill

wo la dalive daljlaa wngd gpahga wnl] dalall jahi gueill 13a 20 Jalsillg
alaiio (rpsag (gilalsiall allial pajiig pady g gdaiuy Glepga Gupo s
ahld Jgh Jla go dlaaall piadig gylalsiall Allisl pad (le giyald Jglag

Jisuiillg pghill

dypinll 3jlgall (ragilyinll hghaill diaall gi dslyiall aloaall alSph pasiwig
il «Jesll 33gai (6 lal jif psi dlsiwall alpusill Gaaiw gl pasi (sl
aplall Jasll @6 o axaall aljpallg aljlaall eda cliy lallla ga piyw cnill

Jhall 132 (o dspasll paips JUa go pal silgell Géai wlc

AUlnillg dlagleall Liaglgisi

3517 apis Allgad glb «dilasll dLall (] (raglgikill 1SA11 dnlia Jluall dlas Lals
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Voice of Youth and “HR Echo”

We are delighted at the Federal
Authority for Government Human
Resources, to present the sixth
edition of the HR Echo Magazine,
which coincides with the 7th
International Human  Resources
Conference organized annually by
the Authority under the patronage
of His Highness Sheikh Hamdan bin
Mohammed bin Rashid Al Maktoum,
Crown Prince of Dubai.

Readers and observers might notice
that each of HR Echo editions focuses
on a crucial issue or theme related to
human capital development, such as:
creating positive work environments,
training, motivation, workforce
planning, talent management and
women in the workplace, millennials
at work, work-life balance, and many
more.

When talking about the young
generation at work, HR Echo
provides reference to most studies
on characteristicc, needs and
aspirations of each generation,
and ways to address the ambitious
young talents that are the driving
force of sustainable development
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and the future of nations. The
Magazine is available on www.fahr.
gov.ae, in Arabic and English for all
those interested in human resources.

The International Human Resources
Conference 2017 will be addressing
issues related to youth, a topic that
has been the focus of HR Echo. The
Conference will be held under the
theme (Millennials Shaping the
Future of Work), with about 500 HR
experts and specialists and business
leaders from the UAE, the region and
the world and 25 speakers to share
their experiences through such an
important knowledge platform.

The major issues and titles
addressed in the sixth issue of
the HR Echo include: Shaping the
future of human resources, ways to
build a global work environment
through an integrated performance
management system, prospects of
transformation in human resources
concepts, happiness and positivity at
work, effective HR strategic planning,
and incentives and rewards.

The topics tackled in HR Echo are

the outcome of the result of an
effective  strategic  partnership
between the Authority and an
elite of internationally recognized
human resources organizations
and universities, which deserve our
recognition and appreciation. These
include: The Society for Human
Resource  Management (SHRM),
Boston Consulting Group (BCG),
CIPD, Monash University, Duke
Education Foundation, AQR, Korn
Ferry Hay, IPMA, Gallup, Mercer, and
other outstanding partnerships that
are underway.

In conclusion, we hope to achieve
the desired benefits for readers and
followers of HR Echo and for the
participants in the 7th International
Human Resources Conference. We
call upon organizations to pay more
attention to the young generation
that will make the real difference
and shape the future. This could
only be achieved through successful
planning for talent attraction,
recruitment and retention, and
unlocking the potential of the
youth and fostering creativity and
innovation.

Foreword

This issue of the HR Echo has

as its overall focus the issues of
engaging employees, having a
positive workplace environment,

and change management. These are
all important, relevant, and related
topics for employers across all sectors
throughout the world, and | commend
the leadership and staff of the Federal
Authority for Human Resources
(FAHR) for its focus on these issues.
These are all issues impacting the
workforce of organizations and as the
only department within organizations
with the people as it primary mission,
it is incumbent on human resources
professionals to embrace a leading
role.

There are numerous surveys that
have shown that many employers
throughout the world struggle with
increasing the engagement of their
employees. Focusing specifically on
the public sector, the 2014 employee
engagement survey undertaken by
the International Public Management
Association for Human Resources
(IPMA-HR) found that 48% of public
employees in the United States were
fully engaged. Gallup, which has
measured employee engagement for
years found that only 29% of United
States government workers are
engaged. This compares with a global
engagement level of only 13%.

According to Gallup, setting clear
expectations may be the most
foundational element of employee
engagement. The desire for clear
expectations is an “example of a
shared need across generations,
from millennials to traditionalists. All

workers, regardless of age or stage
in their career, want to know what's
expected of them in the workplace.
And the lack of clear expectations
can cause anxiety and confusion in
workers.”

If your organization is measuring
employee engagement, it is important
that you establish a plan before
undertaking a survey as to how you
will address the results. Otherwise,
employee engagement may actually
go down due to the failure to take
action based on the feedback
provided by employees.

Having a positive workplace
environment is also a contributing
factor to employee engagement.
There is an increasing emphasis on
organizational culture, which refers
to how an organization functions and
expresses itself. Creating a positive
workplace culture or environment
needs to start with the leadership

of the organization and the policies
and practices in all areas need to
support the organizational culture.

In a survey conducted in 2017 by
IPMA-HR, only 50% of respondents
indicated that the culture of their
organizations supported innovative
approaches to doing business. We
have seen examples where the
organizational culture and policies
have contributed to scandals and
tragedies resulting in the resignations
of chief executive officers. Two recent
examples involved Wells Fargo bank
in the United States and Dentsu, an
advertising firm in Japan.

Organizations across the globe are

A WA

Neil Reichenberg
IPMA-HR Executive Director

dealing with an unprecedented
amount of change. The pace of
change is most likely going to
accelerate. There is a need for the
leadership of organizations to
understand the change management
process and to ensure that employees
are cognizant of the reasons for
change and the way in which the
change will be implemented. Effective
communications are critical to

the successful implementation of
change. It is important that human
resources professionals embrace the
role of change agents within their
organizations. There is a need for
human resources professionals to
work with management to project
future workforce trends and needs

as well as assist with the transition

of all employees to a new, changed
environment.

Also included in this issue is an

article on the 2016 report issued

by IPMA-HR that is titled “HR 2020
Shifting Perspectives: A Vision for
Public Sector HR. The report identifies
the five focus areas of leadership,
culture, talent, technology, and
communications that need to be
examined through the lenses of
business acumen, innovation, and
strategic orientation. This framework
is designed to establish a roadmap for
human resources professionals that
will assist them in shifting from being
transactional to being transformative
in order to achieve organizational
success.

We hope that you find this issue of
the HR Echo to be informative and
relevant.
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The cover of the July/August 2015 issue of the Harvard Business Review
featured a bomb with a caption that read “It’s Time to Blow Up HR and Build
Something New.” The 2015 World Federation of Personnel Management
Associations and Boston Consulting Group report titled “Creating People
Advantage” found that across 27 HR subtopics, HR respondents reported
higher capabilities than non-HR respondents.

In January 2016, the Boston Consulting Group released a report titled:
“Creating People Advantage in the Public Sector: Transforming Government
Human Resources.” The report stated:

Today, the leaders of most organizations would agree that their employees
are their most valuable asset. The HR department is the only one in
organizations that has the people of the organization as its primary mission.
Given this, why is there still a negative view of the value provided by HR
departments to their organizations? Why does HR see its contributions in a
more positive light than does the rest of the organization? More importantly,
what can HR departments do to change this perception and increase its
value and relevance to their organizations?

Against this backdrop, the International Public Management Association for
Human Resources (IPMA-HR) formed a taskforce in January 2016 to research
the challenges and opportunities facing HR professionals in the public
sector. The resulting report, which is titled “HR 2020 Shifting Perspectives:
AVision for Public Sector HR” was released in September 2016 and is designed
to provide a framework to help public sector HR professionals navigate the
road ahead. In addition to the report, IPMA-HR has developed a website,
www.ipma-hr.org/hr2020 that contains practical tools and resources that
will be continually updated.

As the report notes:

“It has been clear for some time that the Human Resources function can
no longer afford to be purely transactional. Yet many public sector HR
departments lack the support, exposure, and resources to make the transition
from transactional to transformational. Most are understaffed, overworked
and coping with antiquated human capital management strategies and
tools that are unsustainable in the long run. HR must find the path forward
to remain relevant.

The desired outcome of government is to protect and enhance the quality
of the life of its citizens. The services provided to respective constituents...
are largely driven by the people employed by public sector organizations.
Employees who are skilled at what they do, who are committed to the
public good, and who act in an innovative, ethical and responsible manner
create efficient, effective and responsible government. Because the
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HR professionals who strive to put the best possible
programs and services in place in these five key
areas have the opportunity to fundamentally shift
their organizations to a higher level of performance
and to strategically position HR as a driver of
change and innovation.
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business of HR revolves around human capital resource management, HR
professionals have the opportunity to help fundamentally influence and
shape organizational outcomes by identifying future trends and assisting in
navigating successfully through them.”

The framework contained in the report starts with three critical lenses:
Business Acumen, Innovation, and Strategic Orientation. Viewing issues
through these lenses will assist HR to shift from being transactional to
being transformational. The taskforce identified five focus areas: Leadership,
Culture, Talent, Communication, and Technology.

The Lenses

The report observes that developing HR strategies through the lenses of
Business Acumen, Innovation, and Strategic Orientation will be critical to the
success of public sector HR. It will assist HR to be viewed as an influencer and
strategic partner rather than a transactional, supporting player.

Business Acumen

It is important for HR professionals to understand the business of all the
clients that they serve. This includes such factors as understanding metrics
and performance measures, finances, technology, public process, and
political realities, both internally and externally. It also includes the ability
to understand and articulate in business terms how HR programs impact key
objectives of the organization.

Innovation

Change is occurring at a rapid pace requiring organizations to engage in
continuous improvement in order to remain productive and relevant. HR
professionals should be in a good position to be innovation leaders, since
they have a unique and comprehensive view of the organization and can
champion process improvement initiatives and help the leadership of the
organization engage in effective change management strategies.

Strategic Orientation

Strategic orientation is the ability to assess the environment, understand
the challenges and opportunities facing the organization, and develop a
roadmap to get from the current state to the future state. There is a need for
HR to use performance measures and metrics to assess the strategic impact
of HR initiatives and to shift from transactional processes to providing
consultative services.

Focus Areas

The five focus areas of Leadership, Culture, Talent, Technology, and
Communication “encompass the HR professions’ most critical and
widespread service gaps that must be addressed.”
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The shift from
transactional to
transformative

is possible and
imperative; and for
HR to have a seat
at the table it must
behave as if that
seat already exists.
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Leadership

The report states that the “effective HR leader maximizes the opportunity to
link the people component with effective and efficient business strategies
to achieve successful, measurable outcomes.” HR leaders need to be able to
understand the challenges facing the organizational leadership and craft the
best possible solutions.

Traditionally, HR has been viewed as lacking business acumen, focused on
transactions and enforcement, and not as a strategic function. A 2016 survey
conducted by IPMA-HR of HR leaders supports these perceptions. Almost all
(95%) agreed that HR professionals need to be recognized as leaders within
their organizations. Only 63% stated that their HR departments are consulted
when the organization makes operational decisions. More significantly, only
40% indicated they have the necessary tools and resources to be viewed as
a strategic partner.
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The report “Workforce of Tomorrow” provides the following vision for HR
departments: “Often seen as the ‘rule police’ and the ‘agency of no’, the
human resources department of tomorrow must be flexible, nimble, creative,
can-do, strategic, and staffed by skilled employees who champion people
management issues and set the workforce agenda.”

HR leaders need to be perceived as providing strategies and tools and
offering insightful and creative solutions that will position them as
partners rather than administrative roadblocks. HR leaders gain influence
within organizations by knowing their business, raising organizational
issues, offering solutions, and challenging the status quo. No other part of
organizations is as important to the acquisition, development, and retention
of its most valuable asset - its workforce as is the HR department.

Culture

Culture is the personality of the organization and involves how it functions
and expresses itself. The report notes that “culture has a fundamental impact
in that it influences the relationships employees have with leaders and co-
workers, the work that is performed and the way in which it is performed, and
the type and quality of connection to the organization that is experienced.”

HR professionals need to understand the culture of the organization and
how it either enhances or detracts from the objectives of the organization.
In the 2016 survey conducted by IPMA-HR, only 50% stated that the culture
of their organizations supports innovative approaches to doing business.

Similarly, only 49% believe that their recruitment and selection processes
directly support the culture they are trying to create and sustain. There were
98% who said there is a gap between the desired and actual behaviors of
managers and employees in their organizations.
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When viewing
through a lens, there
is an expectation of
either magnification
or clarity of the item
being viewed

The indispensable

HR professional
positions themselves
as a person who
understands the
pressures and
challenges of the
leader and is available
to help create the best
solutions possible

Those critiques
included that HR
lacks business
acumen, pursues
efficiency in lieu of
value, and forfeits
long-term value for
short-term cost

98% of those surveyed
reported a gap
between the desired
and actual behaviors
of managers and
employees in their
organizations

There is research demonstrating that trust and integrity, and the consistent
practice of organizational values are vital in shaping and reinforcing
organizational culture. HR professionals need to:

. Provide reasons to senior leadership as to why specific values
should be important to the culture of the organization.

. Ensure that employee engagement and climate surveys are
undertaken to provide a reality check to senior leaders as to how
organizational values are truly reflected in the workplace.

. Communicate actions taken based on employee engagement and
other surveys so that employees know that actions have been
taken based on their feedback.

. Promote innovative practices for attracting, selecting, and

promoting employees who possess the desired personality
characteristics.
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Talent

Talent management is the “heart of all HR programs and services.” Talent
management focuses on ensuring there is a high performing workforce
in place and encompasses integrated talent strategies and learning and
development programs that are aligned with the mission, vision, and core
values of organizations. Effective talent management programs result in
organizations recruiting, retaining, and rewarding top talent and ensuring
that the right people are in the right positions to support the mission and
vision of organizations.

The report notes that few public sector organizations have “focused the
right amount of energy and resources on developing an innovative talent
management strategy and implementation plan.

" There were 97% of the 2016 IPMA-HR survey respondents who indicated
thattalent management was important to the success of public organizations
now and during the next five years. Despite recognizing the importance,
only 7% indicated that their organizations are very prepared to meet the
challenges of recruiting, retaining and rewarding top talent in the next five
years, while another 30% said they were somewhat prepared.

Public sector HR professionals need to establish a business case in order
to convince their organizations of the importance of designing a talent
management strategy. Governments need to be able to compete with
the private sector for top talent and to be seen as an employer of choice.
The public sector also has to understand the need to identify the top
differentiators of government service in order to attract those who are in
sync with the mission, vision, and values of public service.

Here are ten practices that should be included in an effective talent
management strategy in order to create a systemic approach to recruiting,
retaining and rewarding talent:

. Career planning

. Competency management
. High potential development
. Learning and development
. Performance management
. Leadership development

. Workforce planning

. Recruitment

. Professional development
. Retention
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By creating the
urgency among
agency leadership for
Talent Management,
the public sector can
avoid trailing the
private sector in the
search for top talent

Technology is a key
driver in creating

potential opportunities

and success as HR

prepares organizations

to deliver services
and respond to the

challenges of the future

HR2020 Taskforce
Survey indicated
that communication
is inconsistent and
many expressed
concern over the
level of difficulty in
reaching employees

Technology

Technology plays a critical role in providing human resource services and
encompassed not only automated processes and devices, but also the
analytics that such tools can provide. Technology is a key driver in creating
potential opportunities and success as HR prepares organizations to deliver
services and respond to the challenges of the future.

Technology can be expensive and many public sector organizations are not
in a position to afford the technology that is needed to keep up with the
rate of change. There were 94% of the respondents to the 2016 IPMA-HR
survey who indicated that technology was very important in achieving HR
priorities in the next five years. Half of the respondents reported that their
organizations had difficulties in being able to budget appropriately to meet
technology needs. HR professionals need access to accurate workforce data.
Governments need to consider establishing a social media presence that
allows content to be delivered quickly to a large number of people.

The challenge is to have the resources needed to keep the social media site

current and the content appealing. Data security is becoming increasingly
important and personally identifiable information needs to be safeguarded.
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Technology should be used to enhance communication with employees
in a variety of circumstances. The report states that “HR professionals
must become knowledgeable in how technology can be used to enhance
productivity and business outcomes: it is a key component of business
acumen for the 21st century.”

Communication

It is important for HR professionals to ensure that communication strategies
are included with all programs and change initiatives and that they
make sure that the messages have been received and understood. Multi-
generational workforces require diverse communications strategies and
tactics to distribute information throughout the organization. HR has a
leading role in ensuring employees are well informed and communication
gaps are minimized.

Respondents to the 2016 IPMA-HR survey reported that communication
is inconsistent and many expressed concern over the level of difficulty in
reaching employees, some of whom do not have daily access to computers or
mobile devices that are provided by their employers. Respondents reported
that email is the most widely used form of employee communication. Over
70% stated that they do not have a communication strategy that measures
communication channel effectiveness for the organization.

There are four components to a robust communication strategy:

1. Connect which focuses on how the workforce connects to one
another, to the leadership of the organization, and to those served
outside the organization.

2. Content which requires careful consideration to what content is to
be delivered, how it will be delivered, and who is responsible for
gathering, developing, and deploying the information, which
needs to be relevant, reliable, and engaging.

3. Consistent which focuses the importance of having consistent
messaging both in look and utilizes diverse communication
channels designed to meet the needs of a disbursed, multi-
generational workforce.

4, Conduit which requires HR professionals to understand the
importance of becoming reliable communicators within the
organization and for HR to be viewed as the distributor of workforce
communication. HR should ensure that it is easy for employees to
share internal communication content externally though their
social networks.
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The report states that the “HR professional must prepare themselves to
be strategic contributors in developing an organizational communication
strategy in order to position HR as a significant driver of workforce
engagement and connectivity.”

The Way Forward

The purpose of the report was to create a compelling case for the need to
shift from transactional HR to transformational HR. The report attempts
to provide practical ideas and suggestions. IPMA-HR believes that the
framework that has been developed with the focus areas of Leadership,
Culture, Talent, Technology and Communication that are viewed through
the lenses of Innovation, Business Acumen and Strategic Orientation will
create or enhance HR's “seat at the table.”
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CAN INCENTIVES ENCOURAGE
ORGANIZATIONAL INNOVATION?

By: Dow Scott, Ph.D./ Thomas D.
McMullen / Erik Larson

This article is printed with permission from world
at work | Copyright and all intellectual property are
reserved for world at work
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Surveys show that CEOs consistently recognize innovation as a top priority
second only to “human capital.” The Conference Board identified innovation
as the second highest challenge for CEOs in 2015, which moved up as priority
from a year ago, according to the report. (e.g., Craren 2010; Mitchell, Ray, and
van Ark 2015; Pawlenty 2014).

According to the Conference Board 2015 Report

What CEOs say they are seeking is high-quality sustainable growth — and
the strategies they selected to meet their top challenges in this year’s survey
reveal a longer-term focus around capacity building and developing strong
cultures around innovation, engagement, and accountability within their
organizations. (Mitchell, Ray, and van Ark 2015, 4). Brian Cook, chief HR officer
of Chicago-based USG Corp., who was interviewed as part of the report,
attributes the major driver of corporate profitability to the development
of a culture that supports innovation as a top corporate goal. Bill Gisel Jr.,
president and CEO of Rich Products Co., points out that there is an increasing
number of pioneering innovations coming out of Asia,

as opposed to replicating ideas from other countries (Mitchell, Ray, and
van Ark 2014, 25). The expressed lesson is that one must innovate or be
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left behind. McMullen and Lash (2014) found that the “best companies for
leadership” are more likely to reward innovation and collaboration than
other companies. Furthermore, there is a trend to expand the responsibility
for innovation beyond the research and development (R&D) department to
employees throughout the organization (Baumann and Stieglitz 2013).

Creating a culture that encourages innovation is not simple. It requires
organizations to engage employees so they envision their jobs in a broader
context rather than performing their assigned responsibilities. Employees
must not only understand the business model, the business processes
and technologies, they must have the freedom to experiment with new
processes and new ways to serve their customers. Finally, employees must
be rewarded for their contributions, especially when it requires them to step
outside their normal job duties and take risks.

At the same time, the impact of rewards programs on innovation is debated.
Some experts contend that incentive plans discourage innovation because
employees whose pay is based on performance, focus more on what works
as opposed to trying something new (e.g., Ariely et al. 2009; Kohn 1993;
Amabile 1996). Others contend that correctly designed incentives can
encourage innovation (e.g., Azoulay, Graff Zivin, and Manso 2011; Ederer and
Manso 2012; Sauermann and Cohen 2010).
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This study offers insight regarding the positive and negative effects
of rewards programs on innovation. Although numerous articles and
presentations articulate how management and human resources can
support or encourage innovation, there are few specific examples of how
rewards programs actually encourage innovation. This study also examines
how business leaders use rewards to encourage innovation.

For this study, senior HR and compensation professionals were surveyed to
learn how:

1. Innovation is defined by organizations and the importance each
company places on encouraging innovation.

2. Effective rewards strategies, programs and policies encourage
innovation and what are “best practices.”

3. Rewards professionals develop rewards programs that will
support a future culture of innovation.

DATA COLLECTION METHODS AND
RESPONDENT CHARACTERISTICS

This study examines how rewards strategies and programs affect innovation
from the following three perspectives:

1. Extensive review of the literature.

2. Interviews with senior managers and rewards leaders representing
companies that have reputations for being innovative.

w

A national survey of HR and rewards professionals.

The literature review and interviews with senior management and rewards
leaders from five innovative companies provided the context for developing
a survey that examined the importance of innovation, and the metrics for
measuring innovation and effectiveness of rewards used to encourage
innovation. A sample of WorldatWork members and Hay Group clients were
surveyed during March 2015.

The authors received 166 completed responses from North America. As
shown in Figures 1 and 2, participating organizations were fairly evenly
distributed by size. Approximately 33% of respondents represented
organizations with fewer than 500 employees; 23% had between 500 and
2,499 employees; 24% had 2,500 to 19,999 employees; and 20% had more
than 20,000 employees.
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When size is defined by revenue, organizations are again divided into four
categories: 32% had revenue less than $250 million; 22% had revenue of $250
million to $1 billion; 24% had revenue of $1 billion to $5 billion; and 22%
had revenue of more than $5 billion. Respondents were also from a diverse
range of industries. The largest representation came from health care (15%),
manufacturing (13%), wholesale and retail trade (9%), consulting (9%), and
finance and insurance (5%). The remaining 44% was distributed throughout
other industries. Participants were asked: “What best describes the primary
focus of your company?” More than 50% of respondents overwhelmingly
said it was to “offer exceedingly high levels of customer service.” Twenty-two
percent thought that “bringing the most innovative products and services to
the market” was their primary focus, 13% thought the innovative focus was
“variable based on the business unit or industry in which we compete,” 10%
said it was to “provide products and services at the most competitive prices”
and 2% said that they “don’t know or that the question was not applicable.”
Findings from the research study are presented in three areas:

| Definition and importance of innovation
| Programs that reward innovation
| Future support by rewards professionals.

The findings are followed by a section summarizing the research conclusions
and making recommendations as to how management can utilize rewards to
encourage innovation.

FIGURE 1 Company Size Defined by Revenue

Greater Less than
than $5B $250M
22% 32%

$1Bto $5B $250Mto $1B
24% 22%
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FIGURE 2 Company Size Defined by Number of Employees
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RESEARCH FINDINGS

Definition and Importance of Innovation When asked if their organizations
had either a formal definition, mission statement or message of innovation,
66% said that they did, whereas a third said they did not formally define
innovation. However, even companies without a formal definition of
innovation described innovation broadly-well beyond the development
of new products and services. More than 80% of the respondents said that
innovation included enhancing the quality of our current products and
services; development of new products and services and development of
new internal operating methods.

Table 1 provides insight as to the importance of innovation for the sample
of companies. More than 60% of respondents agreed or strongly agreed that
“innovation is one of our company, business unit or division’s core values
and an important part of our business strategy and/or corporate culture.”
Seventy-one percent reported that innovation was everyone’s job and
52% agreed or strongly agreed that senior management takes advantage
of every opportunity to champion innovation. Further, 47% strongly agree
or agree they have clear vision and strategy for innovation and 42% report
that they have strong processes, measures and controls in place to manage
innovation. A small group (21%) agrees or strongly agrees that they invest
more than their competitors do in research and development and a small
number said they did not know.
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TABLE 1 Importance of Innovation

NEITHER
STRONGLY AGREE OR
DISAGREE DISAGREE DISAGREE AGREE

IMPORTANCE OF
INNOVATION

Innovation is one of

our company, busi -

ness unit, or division’s

core values and an 2% 11% 19% 34%
important part of our

business strategy and/

or corporate culture

Innovation is consid -

ered everyone’s job,

not just a specific busi - 1% 13% 12% 49%
ness unit, division or

department

Senior management
takes advantage of
every opportunity to
champion innovation

5% 18% 21% 30%

We have a clear

vision and strategy

for innovation, clearly

identifying the areas 6% 23% 21% 33%
in which we will

pursue new ideas and

approaches

We invest more

resources in research

and development than 14% 14% 28% 9%
do our major competi -

tors

We have strong
processes, measures,
and controls in place to
manage innovation

6% 27% 22% 32%

When asked if there was a function or department whose primary purpose
was innovation, 11% identified the R&D department and 31% identified a
center of excellence, taskforce, etc. However, more than half (58%) reported
that they did not have a function whose primarily responsibility was to
foster innovation. Those companies that had an innovation function or
group reported that it focused on the “development of new products and
services” (42%), “process improvement to enhance quality” (37%), “process
improvement to enhance efficiency and lower costs” (31%), and “re-tooling
or re-purposing current products and services” (28%).
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The implication here is that, for a majority of organizations, innovation is
the accountability for everyone in the organization and not to a particular
function. Within the context of an organization, another indicator of the
importance of an issue can be determined by who champions the cause and
evaluates its effectiveness.

In the case of innovation (see Figure 3), the three primary champions of
innovation within the organization are senior leadership, the HR function
and the finance function. It is interesting to note that even though the survey
was completed by rewards professionals, only 56% thought they were
effective or very effective in this role of champion. In contrast, respondents
considered senior leadership, the R&D function and other permanent
innovation units as particularly effective (76%, 78% and 77%, respectively)
in championing innovation.

Figure 3 Champions of Innovation
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TABLE 2 Programs That Reward Innovation

EFFECTIVENESS OF NOT MARGINALLY VERY
0

REWARD VEHICLES % USED EFFECTIVE  EFFECTIVE  ° ECWVE  erpecTive

P ional id -

e:z,:?oc’r:“ma consid 67% 4% 43% 40% 13%

Bonuses or incentives 62% 0% 28% 47% 26%

Non-financial recogni -

tion 61% 5% 30% 40% 26%

Spot cash 60% 5% 36% 33% 26%

r:zzzor merit 37% 12% 38% 42% 8%

Rewarding for patent -

ab‘l': ide'a? P 31% 5% 24% 52% 19%

Rewarding for patent -

able ideas and patents 28% 6% 28% 50% 17%

obtained

Equity awards 20% 7% 29% 29% 36%

Programs that Reward Innovation

Table 2 on indicates the types of rewards programs used to encourage
innovation and the effectiveness of those programs. Job promotion is the
mechanism most often used to reward innovation (67%), followed closely by
bonuses or incentives (62%), nonfinancial recognition (61%), and spot cash
awards (60%). It was interesting that three methods considered effective
were not as frequently used. Rewarding patentable ideas, rewarding
patentable ideas and patents obtained,and equity awards all were rated very
effective or effective (71%, 67% and 65%, respectively). Merit pay (at 50%)
was identified as the least effective method of encouraging innovation.

When unpacking the concept of innovation in the interviews, the authors
found innovation to have both an internal and external focus. Internal
innovation is focused on improving internal processes either by reducing
production costs, reducing production time, improving quality, etc. External
innovation is focused on affecting the external marketplace. These kinds of
innovations disrupt the current market either by introducing a new product
in a current competitive market (i.e., when FedEx and UPS joined the package
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delivery market and competed with the U.S. Postal Service), or when a new
product creates a new market (i.e.,, when the Pebble watch was one of the
first movers in the wearable technology market).

Tables 3 and 4 identify the metrics used to measure innovation, internally
and externally, respectively. Note that each table indicates the frequency of
use, how effective the rewards program was in encouraging innovation, and
if the measure was used to reward employees. Table 3 reports the internal
innovation metrics, including process improvement. The two most often
used metrics were “level of internal customer engagement, satisfaction
and retention” (83%) and “potential or actual revenue/profit of innovation
initiatives” (75%). However, the two least used process innovation metrics,
“development of patentable ideas” and “number of approved patents,” were
rated as most effective (85% and 79%, respectively).

TABLE 3 Internal Metrics for Measuring Innovation

INTERNAL METRICS FOR
MEASURING INNOVATION

Level of customer
engagement, satisfaction
or retention

Potential or actual
revenue/profit of innova -
tive initiatives

Level of employee

engagement, satisfaction
or retention

Number of innovative
initiatives implemented

Quality/value of potential
innovative initiatives in

the pipeline

Number of innovative
initiatives in the pipeline

Financial results of
patented ideas

Development of patent -
able ideas

Number of approved
patents

Other

USED AS
% NOT MARGINALLY VERY

EFFECTIVE A REWARD
USED EFFECTIVE EFFECTIVE EFFECTIVE MEASURE
83% 2% 31% 42% 25% 81%
75% 2% 22% 59% 18% 68%
67% 4% 34% 43% 19% 44%
67% 0% 37% 41% 22% 60%
66% 2% 26% 52% 20% 58%
54% 5% 24% 53% 18% 50%
30% 0% 33% 52% 14% 24%
29% 0% 15% 50% 35% 28%
28% 0% 21% 58% 21% 24%
14% 0% 0% 100% 0% 60%
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Furthermore, these measures were among the least likely to be used to
reward employees (29% and 28%, respectively).

Table 4 identifies the external metrics for measuring innovation that are
often based on product and services. Again, “level of external customer
engagement, satisfaction or retention” was the most often used. However,
it was used substantially less frequently as an external measure than as
an internal measure. Note that all of the external measures were used
substantially less often than all of the internal measures. The most highly
rated external measure was the “potential or actual revenue/profit of
innovative initiatives” (88%).

In an open-ended question, respondents were asked to identify their most
effective rewards program as it related to encouraging innovation. Over half
of the respondents suggested annual incentives and bonuses, spot awards
and non-financial recognition as their most effective rewards programs for
encouraging innovation.

Future Support by Rewards Professionals
Respondents were asked about their organization’s future intention to
support innovation. Fifty-six percent of respondents indicated they intended
to increase the current level of innovation investment and development,
41% planned on maintaining current levels of investment and only 3% said
they intended to decrease their current investment level of innovation.

Half of the respondents said they were currently developing rewards
strategies or programs to specifically encourage innovation. The other half
mentioned greater usage, adoption and/or retooling of incentive and bonus
programs, spot bonus awards, nonfinancial/recognition awards, or hiring
people with successful track records of innovation and collaboration as a
way to encourage future innovative efforts.
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TABLE 4  External Metrics for Measuring Innovation

EXTERNAL METRICS FOR
MEASURING INNOVATION

Level of customer
engagement, satisfaction
or retention

Level of employee
engagement, satisfaction
or retention

Potential or actual
revenue/profit of innova
tive initiatives
Quality/value of potential
innovative initiatives in

the pipeline

Number of innovative
initiatives implemented

Number of innovative
initiatives in the pipeline

Development of patent -
able ideas

Number of approved
patents

Financial results of
patented ideas

Other

USED AS
% NOT MARGINALLY VERY

EFFECTIVE A REWARD

USED EFFECTIVE EFFECTIVE EFFECTIVE MEASURE
68% 0% 32% 29% 39% 76%
55% 0% 30% 43% 27% 45%
= 46% 0% 12% 56% 32% 61%
44% 0% 29% 42% 29% 53%
39% 0% 24% 57% 19% 44%
37% 0% 30% 45% 25% 48%
24% 8% 15% 38% 38% 33%
24% 8% 15% 54% 23% 26%
24% 0% 23% 38% 38% 30%
15% 100% 0% 0% 0% 0%

CONCLUSIONS AND RECOMMENDATIONS

The diverse sample of rewards professionals offered substantial insights into
the extent to which rewards programs are used to encourage innovation
and the effectiveness of these efforts. This study indicated that most
rewards professionals were consistent with CEOs in identifying innovation
as a high priority. Rewards professionals overwhelmingly reported that
incentive programs had a positive impact on encouraging innovation, and
none reported a negative impact on innovation. Furthermore, respondents
identified numerous ways in which rewards programs could be used to
encourage innovation and evaluate the effectiveness of these methods.
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To summarize, the authors found:

. Most, but not all, companies formally define innovation. However,
it is discussed broadly in terms of new product/service
development, quality improvement and increased efficiency to
lower costs.

. Most, but not all, companies agree that innovation is a core value
and it is everyone’s job to innovate.

. Most companies do not have an R&D department, center of
excellence or other unit whose primary responsibility is
encouraging, developing or fostering innovation.

. Senior leadership takes a major role in advocating innovation and
is considered effective by rewards professionals. Unfortunately,
the HR role as innovation advocate is not considered nearly as
effective. Promotions are considered the most often utilized
method to encourage innovation, followed by bonuses and
nonfinancial recognition. Although rewarding for patents is not
utilized nearly as much, it is considered very effective.

. Metrics to evaluate innovation are more widely used for internal
sources of innovation rather than external sources, and these
metrics may or may not be used to reward employees.

. Management’s future commitment to innovation is strong, with
most increasing the level of innovation investment and virtually
none saying they are going to decrease their current innovative
commitments.

The authors’ findings provide strong support for using rewards
programs to encourage innovation. From this research, the authors
learned that HR and compensation professionals are effectively
using rewards programs to encourage innovation; however, some
rewards programs are more effective than others.

. The literature review, interviews and research findings show
rewards programs that effectively enhance innovation share
certain attributes.

. The organization’s performance model and desired work culture

must drive the design of the rewards program as it relates to
innovation.
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A culture of innovation often includes a work environment of
experimentation, interaction, collaboration, “time to play” and
tolerance for failure.

Innovation is carefully defined and organizational drivers of
innovation are identified to focus rewards both in terms types of
innovation desired and the rewards eligibility of employees who
are expected to drive it.

The responsibility for encouraging innovation starts with
leadership and includes research and development, human
resources, marketing, finance and operations.

The responsibility for innovation is broadly defined and not limited
to senior management or a specific function such as an R&D
department.

Innovation metrics are balanced between:

1. Leading and lagging drivers of performance;

2. Hard (e.g., financial results) and soft (e.g., behaviors,
perceptions) metrics; 3. process, product, service innovation;

4. Short-term and long-term objectives; and

5. Individual, team and corporate objectives.

A variety of rewards and public nonfinancial recognition are in

alignment with core values and the drivers of innovation.

Substantive investment in the rewards programs are made to

obtain an ROI. For example, effective recognition programs often
require 0.5% - 1.0% of payroll.

Effective rewards programs are often more about effective

implementation than superior design. This includes effective
communication and ongoing engagement of employees as well as
leveraging the value of total rewards via the role of line managers.

Evaluate rewards/innovation programs rigorously to ensure the
organization is optimizing its investment in these programs.

Conduct periodic reviews of incentive plans to determine if the
correct metrics are used to measure the contribution to innovation
and to determine if those programs are, in fact, encouraging
innovation.
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Much of what has been written and presented recently about performance
management has accomplished little more than to attempt to transform
the concept into a modern oxymoron. Numerous articles have been
published with titles that suggest that many large corporations are
eliminating performance management altogether, when the contents of
the articles clearly describe an organizational transformation from formal
annual performance evaluations to more frequent conferences, and even
ones supported virtually.

Unfortunately, a cursory scanning of only the titles of some of these articles
would lead one to believe that the performance management process

is a dinosaur destined for extinction in many progressive organizations.
Quite the opposite is true, especially at The Society for Human Resource
Management (SHRM). At SHRM, one of the cornerstones of our world-

class work environment is our passion for a world class performance
management system in action.

Other articles appearing in a wide variety of publications during the past few
years have encouraged the elimination of ratings altogether as a means of
measuring and communicating performance success. The rationale for this
radical departure from tradition appears to be based on the presumption
that performance evaluation processes have failed due to the application of
measurable ratings in a subjectively based evaluation environment. In reality
the most effective solution to this apparent dilemma is not the elimination
of ratings, but rather the development of specific performance criteria that
are measurable themselves so that the rating system applied is relevant and
meaningful throughout the performance management process.

A critical element of effective performance management in all organizations
that is missing from exposure in the literature during the past decade is
the necessity for every element of a comprehensive system to tie directly
into the organization’s strategic plan on the front end, and into the formal
training and development and succession planning programs on the other.

An effective performance management system must seamlessly flow as a
thread of continuity from the specific goals and strategies as they appear
in the strategic plan, through job descriptions, standards of performance,
evaluation mechanisms, to initial, recurrent, and remedial formal training
and development programs, and must provide the foundation for equitable
succession planning based on thorough readiness. During the past two
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years, the SHRM human resources team, with the close cooperation of
all employees and management, has developed and implemented the
Performance Management Cascade which thoroughly satisfies each of
the requirements for a successful and effective performance management
system.
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The Performance Management Cascade

The SHRMteam hasincluded theterm cascadeinthe nameof our performance
management system because it best describes the interrelationships of each
of the system’s parts with its other parts. Every component of the system is
derived directly from the component that precedes it and is a determinant
of the elements of the one that follows it.

Each element of every component clearly supports one or more of the
published goals, strategies, or initiatives defined in the most recent version of
the organizational strategic plan. And each element throughout the cascade
is designed to be measurable in terms of time, quality, and quantity to the
extent possible. The tightly woven nature of the cascade’s components with
each other, and back into the strategic plan of the enterprise ensures that
every employee has a clear focus on the nature of his/her job and how it
directly supports the mission and goals of the organization. This focus,
and the measurable nature of the elements of the cascade provide a firm
foundation for maximum productivity and engagement of every employee
of SHRM.

The components of the cascade derive their direction and strategic relevance
to the mission of the organization from the goals, strategies, and initiatives
of the published strategic plan of the enterprise.

The first of these integral parts of the cascade is the formal job description
document, which reflects, in measurable detail, the specific responsibilities,
duties, and tasks for each job as they relate to the strategic plan components
of the organization. The next is the standards of performance document,
which details the measurable performance expectations of each element of
the job description.

Then comes the evaluation mechanism, tying directly into the standards.

And finally, the training, development, and succession planning components
complete the cascade. Graphically, the cascade is portrayed as follows:
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Performance Management and the
Strategic Plan

A well-crafted strategic plan provides a clearly defined guidance structure
for all activities at all levels of an organization. The primary requirement
for providing this structure is a strong, yet concise mission statement
which accurately summarizes desired outcomes for the critical functions
and stakeholders of the enterprise. Emanating directly from the mission
statement is a series of goals which serve to break the desired outcomes
defined by the mission statement down into more manageable segments,
each providing a clear organizational performance target in support of an
outcome presented in the mission statement.

A critical factor in the development of all goals, in fact in the development of
every component of a strategic plan and performance management system
as well, is the assignment of measurable criteria to each in terms of time,
quality, and quantity.

The most effective organizational strategic plan consists, therefore, of a series
of measurable goals each supporting the tenets of the mission statement,
and each producing a subsequent series of measurable objectives which
directly support that goal. In turn, each objective is supported by a series of
action plans which break the activities required by the respective objective
into their smallest and most manageable tasks, and include the assignment
of deadlines and identify the employee responsible for accomplishing each
specific task.

In many organizations that even get this far in the strategic planning process,
this is where it stops. The management of these enterprises consider the
strategic planning process to have ended with the action planning phase
and view performance management as an endeavor separate and distinct
from it. SHRM has taken a different approach.

The Essential Thread of Continuity

SHRM'’s Mission, in part, recognizes that we have a distinct responsibility to
“proactively provide thought leadership, education, and research” to our
stakeholders. Recently we have embarked on a course which emphasizes
not only our mission to provide leadership in HR thought but in HR practice
as well. And this expansion of responsibility to our constituency requires that
we think very differently than those who have implemented more traditional
approaches to HR structure and process in the past. Our recent approach to
performance management utilizing the cascade process demonstrates this
commitment to thinking differently about HR's critical role in the delivery of
organizational perpetual improvement.
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As mentioned earlier, many enterprises approach the processes of strategic
planning, performance management, training and development, and

succession planning as though they are separate and distinct from each
other. In some cases, they may even appear to be mutually exclusive. At
SHRM, we embrace the more comprehensive structural philosophy that,
not only are these functions related to each other, they must be inextricably
interdependent to provide maximum organizational efficiency and
effectiveness.

That is why we have combined them into a cascade under the umbrella of
the comprehensive performance management system, creating a thread of
continuity and emphasizing the interdependency of each to the other.

For performance to be effectively managed, it must be effectively measured.
And the only way to manage anything is to measure it against a relevant and
established standard. At SHRM, we believe that the most compelling standard
against which to measure the outcomes of our work is that established by
the goals, strategies, and initiatives embodied within our Strategic Plan.

The Job Description

Although the job description has been a ubiquitous document in the
workplace for decades, it has rarely enjoyed the status of a critical tool for
routine use in the performance management process. Many organizations
update a job description only when a position becomes vacant and the
document is required for its routine use in the recruitment and hiring
ritual, and then it is filed away until it is needed for the same purpose
somewhere down the road. At SHRM, we have a very different perspective
on the relevance and usefulness of the job description in our Performance
Management Cascade.
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Jobdescriptionsat SHRM serve as a critical link between the strategic plan and
the individual employee. The document contains the traditional summary
of the respective position and the details of reporting relationships, the
level of responsibility, and FLSA status. At the top, right-hand corner of the
first page is a prominent rectangle containing the date of the most recent
revision, which is critical to the control of the document in the execution of
the cascade.

This is important because the section of the document detailing the
responsibilities, duties, and tasks of the position are not only individually
tied directly into the latest revisions to the goals, strategies, and initiatives of
the strategic plan, but they are also individually reinforced and agreed upon
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by both the employee and his/her supervisor at each performance review
conference during the year. The job description serves a vital, dynamic role
in the fluid, two-way communication which must accompany any effective
performance management system.

The contents of the responsibilities, duties and tasks section of each
document are individually tailored to the position as it relates to the goals,
strategies, and initiatives portrayed in the strategic plan.

This section of the organization’s job descriptionsis not uniform across similar
positions throughout the enterprise but is unique due to its differentiation
between strategic performance expectations as well as the consultative
agreement regarding its contents between employee and supervisor.
Also, each entry in this section of the job description clearly identifies the
specific organizational goal, strategy, and initiative to which it relates, and is
constructed to be measurable in terms of time, quantity, and quality.

Itisthe job description that provides a strong foundation for the Performance
Management Cascade elements that follow it. The degree to which it
concisely defines the relationship between the respective position and the
mission and goals of the organization directly correlates to the effective
engagement and optimal performance of the employee, the supervisor,
and the enterprise. Now that the specific responsibilities, duties and tasks of
positions have been defined, we must turn our attention to how the success
of the outcomes will be identified and measured against relevant standards.

Standards of Performance

As stated earlier, for performance to be effectively managed, it must be
effectively measured, and this measurement must be made against a
relevant, predetermined set of outcome standards that have been agreed
upon by the employee and the supervisor at the beginning of, and during
the review period. Each responsibility, duty, and task appearing in the
employee’s current job description was crafted with an inherent metric
based on time, quality, and quantity.

The standards of performance stage of the cascade extends this metric
for each of these elements into specific target results for the element
to be completed by the employee during an agreed upon time period.
Taken together, the contents of the job description and the standards of
performance documents complete the answers to the questions, what must
be done and how well must it be accomplished?

SHRM'’s Performance Management Cascade systematically incorporates the

identification of specific responsibilities, duties, and tasks in measurable
form and the standards of performance associated with these vital activities

HR ECHO 41 |




for the express purpose of mitigating any confusion and misunderstandings
that could occur between employee and supervisor regarding performance
expectations. This is an important component that is missing from the
attempts of many organizations to develop and implement performance

management systems. These enterprises generally approach the job
description as a perfunctory document which is seldom consulted during
the performance assessment process, and they fail to assign measurable
standards to evaluation criteria that are subjectively based and many times
irrelevant to outcomes required for organizational success. The senior
management of these organizations then wonders why their attempts at
annual performance management fail to produce meaningful results.

The process for creating and revising performance standards is rather simple.
The foundation of the SHRM philosophy of performance management is
frequent, open, two-way communication between employee and supervisor.
The initial document which can be used to identify the standards is usually a
page with four columns.

The column farthest to the left contains the SHRM goal, strategy, and
initiative relevant to the responsibility, duty, and/or task from the job
description being addressed, which appears in the second column from
the left. The employee and supervisor have in front of them the clear link
between the strategic plan and the job description component for which
they will be assigning a measurable standard(s), which appears in the third
column from the left when agreed upon.

The fourth column contains the deadline for the respective job description
criterion, upon which they have also agreed. The standards of performance
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step of the cascade is complete when the two principals involved have
documented and agreed upon measurable standards and deadlines for all
responsibilities, duties, and tasks contained in the employee’s current job
description.

Halogen Performance Evaluation System
Performance management can only be successful at the end of an evaluation
period when individual outcomes can be accurately measured and compared
to the standards established and agreed upon by the principals at the
beginning of the period. A performance management system which does
not include a comprehensive mechanism for assessing and communicating
the level of success of the employee in meeting or exceeding the established
standards neither addresses performance nor manages it.

We utilize the Halogen System at SHRM as the primary platform for our
formal performance evaluation process. At the beginning of an evaluation
period, after employees and supervisors have consulted and agreed
upon the contents of the job description and standards of performance
documents, the supervisor enters the individual standards into Halogen with
detailed descriptions of the desired outcomes and the measurable standards
expected. Access to the system is restricted, by password and separate access
verification, to the employee, the supervisor, and the manager to whom the
supervisor reports for confidentiality reasons.

Deadlines for evaluation completion are programmed into the system,
and automatic email reminder messages are sent directly from the system
to persons charged with meeting those deadlines, including frequent
reminders if a deadline has been missed. The final evaluation process
consists of an opportunity for the employee to document in detail the
accomplishments supporting the expected outcomes and standards, the
opportunity for the supervisor to then respond in writing to those employee
contributions, and then the opportunity for the manager overseeing the two
to respond formally. This is all done within the Halogen system at prescribed
times during the end of the evaluation period.

The Critical Nature of Ratings and the
Timing of Performance Conferences

As mentioned earlier, there has been considerable debate about the value
of ratings in performance evaluations, as well as controversy over the timing
of the evaluation conferences themselves. As thought and practice leaders
in the human resources profession, SHRM has been closely monitoring
all publications and opinions on these subjects, and we have developed
our philosophy of the respective areas of our Performance Management
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Cascade on what we believe to be the most effective, practical, and prudent

alternatives available.

Assigning ratings to performance criteria that are subjective, vague, and
many times irrelevant to organizational goals can be frustrating and
counterproductive to all involved. Take, for example, a criterion appearing
in some form in many formal evaluation documents for decades, “works
well with others.” Any attempt of a supervisor to assign a numeric or other
measurable rating to this criterion in a formal evaluation is begging for
an argument from the employee, or worse. Other common criteria focus

"o

on an attempt to assign ratings to “creativity,” “thoroughness,” or an all-
time favorite, “pleasant demeanor.” Is it any wonder that publications are
appearing more frequently calling for the abolishment of ratings altogether?
Butitis not the assignment of ratings that is causing serious problems. Rather
it is the vague and subjective criteria to which supervisors are forced to
assign them that have relegated the concept of performance management

to a contradiction in terms.

At SHRM we have created a solution to this problem. Our system of
meticulously tying responsibilities, duties, and tasks in our job descriptions
to goals, strategies, and initiatives in our strategic plan has been described
in detail. As has our process of establishing measurable standards to each
of these job description components. Having clearly defined these factors
in measurable formats, and requiring the agreement of all parties involved
on the criteria and standards to be utilized in the evaluation process, the
following rating system can be uniformly and fairly applied to each with
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little, if any, conflict arising from their application:
AA - EXCEPTIONAL

A - EXCEEDS Expectations

B - MEETS ALL Expectations

C - MEETS MOST Expectations/Developing Role

D - DOES NOT MEET Expectations

For further clarity and guidance, detailed definitions of these ratings are
provided, and presented in part below:

Level AA Exceptional -- Performance far exceeded expectations due to
exceptionally high quality of work performed in all essential areas of
responsibility, resulting in an overall quality of work that was superior...
Level A Exceeds Expectations -- Performance consistently exceeded
expectations due to high quality of work performed in all essential areas of
responsibility, resulting in an overall quality of work that was superior...
Level B Meets ALL Expectations -- Performance consistently met expectations
in all essential areas of responsibility, at times possibly exceeding
expectations, and the quality of work overall was very good...

Level C Meets MOST Expectations/Developing Role -- Performance met
MOST expectations, but failed to meet expectations in one or more essential
areas of responsibility, and/or one or more of the goals were not met...
Level D Does NOT Meet Expectations -- Performance is consistently below
expectations in most essential areas of responsibility, and/or reasonable
progress toward critical goals was not made...

At SHRM, we take performance management seriously, and a vital component
of our Performance Management Cascadeis the clear, relevant,and consistent
application of ratings to all measurable and agreed upon performance
criteria. The question of the appropriate performance evaluation frequency
has been one that has also been subjected to widespread controversy,
resulting in some unfortunate common misconceptions.

Notwithstanding the notion on the part of some who have read only the
headlines of some recent articles but not the content, there are a few
innovative enterprises that are restructuring their performance management
systems, not to eliminate them, but to enhance their effectiveness with more
frequent two-way communication and the implementation of advanced
technology and processes. The dinosaur in these organizations regarding
annual evaluations is the annual evaluation as the only opportunity for
employees and their employees to discuss and evaluate performance
progress. GE and others have made significant strides forward acknowledging
the critical nature of continuous two-way communication and review of
goals and outcomes for improved organizational performance. And SHRM is
also leading the way in this arena.
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The foundation of the SHRM philosophy of effective performance
management is frequent and meaningful two-way communication. Toward
that end, supervisors and employees must meet face-to-face at least
quarterly to review, revise, and agree on all aspects of their job descriptions,
standards of performance, and measurable progress to date. In the final
Halogen evaluation process, each participant must certify that he/she has
met with their supervisor/employee at least once quarterly expressly for this
purpose. Failure to have done so will result in increased scrutiny of the way
evaluations are conducted by these participants in the future.

The cascade process is nearly complete, with direct support from the strategic
plan, through the job descriptions and standards of performance, and into
the evaluation mechanisms and conferences. But there is one important
piece of this vital puzzle that remains, and that is how we incorporate training
and development and succession planning into the cascade framework.

Training, Development, and Succession
Planning as an Integral Component

As we were designing and implementing our Performance Management
Cascade process we quickly realized that training and development must be
a seamless part of the perpetual improvement of our world-class workforce.

Recognizing that there is a persistent need for technical training for
onboarding employees, remedial training for employees recognized as
deficient in certain skills and competencies through the evaluation process,
and additional technical training required for employees to advance within
the organization, we developed SHRM University to address these needs
and more. Additionally, it became obvious that employees anticipating a
promotion into a higher level of the organization would require a significant
amount of leadership and management training to prepare them to be
successful in positions requiring those advanced skills and competencies.

To comprehensively address all training and development challenges,
SHRM University has been designed to provide dozens of relevant courses,
seminars, and other educational opportunities, and employees at all levels
are required to complete a professional development plan demonstrating
the selection and successful utilization of all appropriate opportunities in
their standards of performance and Halogen evaluation processes.

Succession planning at SHRM is a formal ongoing system involving the
identification of each employee’s position on the organizational chart, and
their individual readiness for promotion classified by the number of years it
is estimated for them to be ready. Requirements for any promotion include
a minimum prescribed time in their current position, a minimum average
performance rating during the entire time in their current position, and
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the completion of required SHRM University and other educational courses and
opportunities.

Available data has demonstrated that the frequency of internal promotion versus
hiring from the outside has increased rather dramatically since implementing this
succession planning segment of the Performance Management Cascade.

Incorporating SHRM’s Guiding Principles Into
the Cascade

In addition to the successful execution of the standards of performance tied to the job
description and the successful completion of the individual professional development
plan, employees are evaluated on their level of support for the ten Guiding Principles
of SHRM, which are:

Ethical Standards

Commitment to Excellence
Continuous, Long-Term Improvement
Member Focus

Financial Responsibility

Workforce Value

Social Responsibility

Innovation

Teamwork

Profession Leadership

The values of the three parts of the evaluation are weighted differently, with standards
of performance tied to components of the job description weighted most heavily.

Conclusion

SHRM’s Performance Management Cascade is a comprehensive performance
management system designed to create a functional thread of continuity from the
strategic plan, through all job descriptions and standards of performance, a formal
evaluation platform, and into relevant and responsive training, development, and
succession planning structures. The overall goal is short- and long-term organizational
improvement that is clearly substantiated by collaborative, measurable outcomes at
all levels. The system is relatively simple in its design and efficient in its application. It
eliminates the common shortcomings of the traditional, subjective, and cumbersome
models common in other organizations, and incorporates the most innovative
qualities of contemporary systems. By measuring and controlling strategic outcomes
at all levels, the Performance Management Cascade represents the cornerstone of
SHRM’s world class work environment now and well into the future.
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POSITIVITY

MATTERS

Organizational
positivity, that is.
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Employee resistance to change is a frequent barrier in organizational
development and often responsible for the failure to achieve important
desired transformations. But, apart from some of the more typical reasons
like poor communication on the part of management as well as lack of
follow-through, transparency, or consultation, why do employees resist
change and can greater positivity help?

With looming organizational changes, employees are asked to make
a number of changes to long-standing habits and assumptions. They
must broaden their skills, adopt new strategies and ways of thinking, and
interacting with coworkers and clients. Change also requires optimism,
motivation, and self-efficacy, the belief that one can effect change through
one’s own efforts. It is not only a matter of organizations securing buy-in
for change, but the efforts of employees towards it too. When insecure or
stressed by the prospect of personal upgrading, it is easier for employees to
resist even at the cost of their own job satisfaction. Further, many resisters
stay to act out their negativity and are often successful in their aims. In
response, organizations waste time, emotional and mental energy, as well as
resources to contain this negativity. But, by doing so, they may inadvertently
ignore and demotivate capable and willing employees in the process as well.

Enter positivity. What, you say? Positivity in this context of resistance and
misery? I'm not talking clown noses and group hugs, but the introduction
of positive emotions and shared emotional resonance between employees
who have grown apart and away from the organization itself. You've seen
and felt these workplaces: cold, threatening and unproductive to the left,
frustrated, competent and disappointed to the right.

What to do and what'’s positivity
got to do with it?

Positivity is not about goofing off, or wasting time. Rather, from the research
literature in positive psychology, the science of wellbeing, positivity is more
aptly understood as the experience of positive emotion, no matter how
brief. Examples involve feeling proud about a difficult job well resolved,
inspired after a great motivational talk, humbled, moved and grateful after
being graced by the good deeds of others, and optimistic after hearing good
news about one’s prospects. While positive emotions have been relegated
to sugar coatings on a good day, they are much more than that and
transform individuals and propel them to reach greater heights by a process
of broadening and building.

The Broaden and Build model developed by Fredrickson (2006) proposes

that the experience of positive emotions serves to broaden visual ranges
and consequent perception, focus, and attention so that individuals take
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a broader approach to situations

and literally see more of what's
occurring around them (Wadlinger
& lIsaacowitz, 2006). This, in turn
increases their openness to new
experiences as well as their range
and scope of possible thoughts
and behaviors conducive to a
successful  adaptation to the
environment (Johnson, Waugh, &
Fredrickson, 2010). The broadening
component thus generates and
exponentially  builds  physical,
cognitive/intellectual, psychological
and social resources in the present
with benefits extending far into the
future both in the workplace and
in the personal lives of employees
leading to upward spirals of growth

and personal excellence.

For instance, individuals who
experience greater positivity more
quickly  achieve physiological
recovery after stressful events as
positive emotions undo the harmful
physiological reactive effects of
stress on the body (Fredrickson,
Mancuso, Branigan, & Tugade,
2000). Under the influence of greater
positivity, individuals also undertake
more health-promoting actions like
not smoking, sleeping more, eating
well and exercising (Blanchflower,
Oswald, Stewart-Brown, 2012; Grant,
Wardle, & Steptoe, 2009), with
obvious implications for healthcare
costs and sick days.
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Positive emotionality also increases resilience, the ability to successfully
deal with workplace difficulties, land on one’s feet during upheavals, and
grow from these events, as well as self-efficacy, the belief that individuals
can influence their own outcomes through the actions they take (Cohn,
Fredrickson, Brown, Mikels, & Conway, 2009), with positive consequences
for initiative, innovation and risk taking.

Positive emotions further help in developing social resources through
greater openness, which leads to better connectivity, teamwork, dialogue
and emotional attachments that serve as a source of workplace support
and inspiration, as well as a reason to stay in one’s job. In fact, these broad
workplace connections and the development of closer friendships at work
act as a resource and have been found to boost engagement by a factor of
seven (Gallup, 2012).

Further, as trust depends on making judgements about others, it is highly
dependent on one’s mood with research showing that when experiencing
positive emotions, i.e., joy, interest, gratitude, amusement, etc., individuals
also feel greater trust and a sense of oneness with others, while negative
emotions (anger, anxiety, sadness) generate the opposite and decrease
the collective trust that is needed to move team projects or tasks ahead
successfully (Dunn & Schweitzer, 2005; Johnson & Fredrickson, 2005).

Positive emotions are useful for attitudes and actions too. Positive
emotions in employees correlate positively with engagement attitudes and
organizational citizenship (pro-social activity to help one’s organization),
and negatively correlate with deviance and cynicism (Avey, Wernsing,
& Luthans, 2008; Chi, Chung, & Tsai, 2011), providing evidence for the
role of positive emotions as resources organizations can leverage. At last,
employees with greater positivity tend to show greater task performance
(Knight & Eisenkraft, 2015), better decision-making (Chuang, 2007), as well
as greater originality of group ideas and more consensus seeking behavior
(Grawitch, Mungz, Elliott, & Mathis, 2003), and well as loyalty and satisfaction
with their work teams (Chi et al., 2011).

While emotions impact individuals themselves, they also influence others
via emotional contagion. Individuals seek groups of people that are similar
to their own moods and teams also attract individuals who are similar in
this respect. Team members that share similar moods tend to stay united,
while those who do not experience tension. Emotions are easy to catch, even
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involuntarily.

Positive people become more negative by being in contact with other’s
negative moods via mimicry, where we unconsciously mirror others’ facial
expressions, body language and tone of voice (Hess & Fischer, 2014), which
cause us to feel other's emotions. Contagion can come from leadership or
individual group members (Barsade & Knight, 2015), but the more a group is
interdependent and relies on each other for work completion, the stronger
the effects of shared emotion and the more reason to pay attention to
emotions in the workplace.

It may be the case that some strategic reorganization is required whereby
hives of negativity require splintering to weaken their influence on others.
The reorganization of space can quieten negativity or give it less room to be
aired decreasing its chance of survival in the workplace.

This all sounds pretty; but, organizations will be more interested in whether
investing in positivity brings more to the bottom line. The answer is yes.
Several studies suggest that organizations with more positive employees
have shown up to a 12% increase in productivity (without a loss in quality),
a 6% value-added measure per hours worked, an increase in future stock-
market performance across several industries and greater organizational
profits (Bockerman & llmakunnas, 2012; Edmans, 2012; Ford, Cerasoli,
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Higgins, & Decesare, 2011; Oswald, Proto, & Sgroi, 2012). However, it is not
only the case that less positive workplaces do not make greater profits, it is
that less positive employees are up to 10% less productive and consequently
also generate less profit than normal (Oswald et al., 2012). Finally, other
major organizational costs like absenteeism, sick time, and turnover, are also
reduced under the influence of greater positivity (Erdogan, Bauer, Truxillo, &
Mansfield, 2012).

So, how do you quickly build positivity? Here are a few ideas.

Start meetings by asking for good news and successes. If problems arise,
listen as the complainant is telling you (s)he still cares enough to be annoyed
and the problem may be legitimate. Yet, your goal will be to short-circuit the
venting to prevent contagion and seek solutions by responding with,

“I hear what you're saying and that does sound bad. What are your thoughts
on how we can solve this? In fact, since you're the most acquainted with the
issue, I'd like to task you with finding solutions and pair you up with Persons
ABC (ensure these are positive folks) to do so.

Is two weeks enough?” This response shows empathy and a willingness to
act on your part and can reduce gratuitous complaining, restructure social
dynamics and hold people accountable for their emotions and attitudes.

Reinforce and model small acts of kindness in radical and extreme ways.
For example, buy your most difficult employee a coffee without being
asked, sit with them and ask about their weekend. Have no work-related
conversation and only do it with them that week. Repeat the following week
with someone else and be prepared for some curious and confused looks!
For employees, it's very hard to keep up with fueled resistance in the face of
genuine kindness.

These small acts can help employees soften and become less preoccupied
by their negativity facilitating their integration back into work teams and
more positive relationships with others. Kind acts also help recipients
see themselves as good valued people, boosting their self-esteem and
reminding them that they belong whether they like it or not! You can also
practice gratitude by writing a personalized individual letter of thanks to
a small handful of employees each month, noting what they bring to the
office, i.e., their personality strengths, energy, positive things they’ve done
in the past, and leave it on their desk.

This personal touch will move anyone especially when it is not tied to an
employee recognition program or trotted out as a perfunctory certificate

|54 HRECHO

HR ECHO 55 |




parade that many employees find lack credibility and often backfire with
the most negative. The expression of gratitude can even generate more
moral and prosocial behaviour in others (McCullough, Kilpatrick, Emmons, &
Larson, 2001) and inhibit the experience and expression of anger too (Wood,
Joseph, & Maltby, 2009).

An obvious strategy is to also have fun at work. The F-word is not a sign of
a lazy or careless workforce, but instead, is the single best way to increase
positive emotions. These can be simple activities like going out for lunch,
having an office-wide Pictionary playoff during break, redecorating the
office with plants, a fish-tank or small library, or engaging in a scooter race
in the parking lot or coloring contest. These sound silly and a bit cheesy, but
that's the point. They get people to loosen up, forget their negativity, and
rebuild relationships in a non-threatening manner.

As negativity sometimes becomes a long-standing habit in the workplace,
employees themselves no longer recognize their contributions to negativity,
nor understand why their own workplaces are unfulfilling; contrasting a
regular workday with glimpses of fun can serve as a positive reminder of
better days. At last, asking the miracle question, i.e., “what is the smallest
thing we could do to improve your experience here?” can further bring about
additional ideas as to what employees want that are sometimes surprisingly
small or inconsequential.

You might also consider implementing a positivity program where
employees are taught how to generate positive emotions at work and in
their personal lives too. These skills and strategies create shifts in thoughts,
attitudes, and behaviors, and in how employees relate to one another.
Better programs are founded upon the principles and practices of positive
psychology and offer a broad range of positive psychology interventions
(PPIs), empirically validated strategies designed to increase positivity and
emphasize what is good in the lives and workplaces of individuals versus
exploring their problems (Parks & Biswas-Diener, 2013).
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These PPIs are effective in increasing positivity as well as decreasing
negativity in large-scale meta-analyses (Bolier et al., 2013; Sin & Lyubomirsky,
2009). These programs can unleash the potential of top performers who are
often lost in the mess of negativity by helping them grow and reach their
full capacity, as well as create important attitudinal and behavioral shifts
in employees who could benefit from greater positivity and satisfaction at
work.

In sum, what this article has hoped to highlight is the importance of
emotions, positive emotions in particular, in harnessing greater excellence
in employees. Positivity has often been seen as frivolous or an after-thought;
yet, its effects should be taken more seriously as its benefits are undeniable.
Yet, lest anyone get carried away with the positivity train, it is not and should
not be used as a panacea for poor workplace management or leadership
practices.

When used inappropriately, positivity efforts not only fail, but create more
suspicion and resistance (Laine & Rinne, 2015). Thus, organizational efforts
to implement positivity should always begin with leadership playing a
role in consistently and genuinely modeling these behaviors first and then
investing in and infusing these same practices within employees.

Positivity matters, especially at work, and we could all stand to improve our
positivity habits no matter in what context we find ourselves; whether at
home or work, positivity allows us to reach greater versions of ourselves and
this is ultimately what everyone wants.

Dr. Louise Lambert is a happiness researcher, associate professor and
program developer in positive psychology interventions, as well as the
editor of the Middle East Journal of Positive Psychology, the first academic,
peer-reviewed journal in the region specializing in happiness across
organizational, clinical, education, and community domains. Find her on
LinkedIn at https://ae.linkedin.com/in/dr-louise-lambert-89434927 or read
her publications on researchgate.net

HR ECHO 57 |




FUTURE

PROOFING

BUSINESS
STRATEGY

WORKFORCE
PLANNING

Anand;

By: Julia Howes; M
Joanna Monta "

This article is printed with permission from
Kelly OCG | Copyright and all intellectual
property are reser\(ed for Kelly OCG

| 58 HRECHO

-

In any organisation, regardless
of industry or location, the
workforce is fundamental to
delivery of the business strategy.
However, there is often a lack
of attention given to the long-
term workforce requirements
needed to actually deliver on the
business strategy.

Strategic workforce planning
(SWP) is a systematic process for
identifying and addressing the

gaps between current and future

workforce resources and needs,
based on the strategic priorities
of the business. But not only does
SWP identify the gaps between
supply and demand for the
future workforce, it also creates
robust and prioritised plans for
closing this talent gap.




Mercer has developed and tested the following methodology based on our
experience with organisations globally over the past 20 years. We find that
this model can be applied to any organisation regardless of the drivers of
the strategic workforce planning (that is, whether there is a desire/need
to address productivity versus skills versus ageing workforce). What differs
between organisations is the sophistication, techniques, and level of detail
that are applied in each of the steps of the methodology.

Mercer’'s SWP approach consists of four phases:

1. Gain strategic insights: development of different likely future
business scenarios and mission-critical jobs based on business
plans and the economic environment.

2. Measure the gap risks: calculation of how many positions in each
mission-critical job are needed under each business scenario
(talent demand forecast) and of how many current workers we will
have in the future (talent supply forecast) to then calculate a gap,
which may be either a surplus or a shortage. A risk assessment of
that gap is then conducted to determine which gaps require active
management.

3. Model talent management options: evaluation of options for
addressing the workforce gaps.

4. Take action: creation of long- and short-term people plans to
execute on the options selected in phase 3.

For SWP to be successful in any organisation, business sponsorship and

support are critical. To get this, it is essential to be able to communicate the
purpose of SWP and the impacts of good workforce planning.
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Strategic workforce
planning (SWP) is a
systematic process
for identifying and
addressing the gaps
between current and
future workforce
resources and needs,
based on the strategic
priorities of the
business

For SWP to be
successful in any
organisation, business
sponsorship and
support are critical

WHAT IS THE PURPOSE OF STRATEGIC
WORKFORCE PLANNING?

By workforce strategy we mean the organisation’s plan on how they are going
to focus their people investments in order to get the maximum return on1.
Gain strategicinsights 2. Measure thegap risks 3. Model talentmanagement
optionsQuantity Quality Location 4. Take actionBusiness scenariosfor critical
segmentsRiskassessmentWorkforceplanTalent solutions andownership mo
delBusinessimperativesTalentdemandTalent development (build strategy).
Attraction. Retention. Engagement. Career development. Performance-
Rewards- Leadership. MobilityTalent acquisition(buy strategy)Contingent
workforce(borrow strategy) Talent deployment(transform strategy)Talent
retention(bind strategy)Workforcegaps and risksTalentsupplyTalentimp
lications3 investment from their workforce. These investments can take
a multitude of forms, but generally fit within workforce initiatives around
reward, attraction, engagement, performance, accountability, workforce
structure, recognition, training, leadership, and communication.

Figure 1: Stategic Workforce Planning Steps
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Put simply, SWP should be an input into the workforce strategy in order to
make the workforce strategy as effective as possible. By taking a longer-term
view of workforce needs, organisations have at their disposal a larger set of
effective workforce strategies. If an organisation has a shortage of a particular
job role today, there is not much that HR can do besides externally hire
(provided the candidates exist), fill with internal ready-now hires (provided
the candidates exist), leave the role vacant (often to the detriment of the
organisation), or use agency/temporary staff (if available, and generally ata
premium). However, if you have an understanding of emerging shortages
or surpluses years before they come to fruition, then there is a lot more an
organisation can do:

. Identify where current internal pipelines will not be sufficient, and
therefore where development programmes, such as graduate
programmes and apprenticeships, need to be expanded.

. Develop new career paths for internal workers and influence
annual performance and career discussions by providing
information to employees about future roles where a shortage has
been identified.

. Create a more active retention management programme to reduce
voluntary turnover and retirements.

. Develop new external candidate pools by improving the value
proposition and employer brand.

. Move high performers in surplus areas to divisions in which a
future shortage is expected, rather than making them redundant.

. Change the way the job is done so that it can be done by workers
with different qualifications and experience than it is done today.

. Redesign work in order to maximise the output of roles where a
shortage of talent is expected.

. Change the location of where the work is done in order to have
access to the right talent.

. Adjust the business strategy to reflect that the talent required to
execute is not available at a price that makes the strategy feasible.4
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Industry Focus
Oil and Gas

There is a continuing shortage of key skills within this sector (such as
petrochemical engineers) driven by increased demand and ageing
workforces. Generally, across all companies within the industry, the typical
talent strategy has been to acquire the necessary skills through hiring
experienced engineers and other workers from competitors.

The uber-globalisation (that is, organisations cannot find the talent in local
or even global markets) of certain roles means that there is an expectation
that employees will be paid according to a global pay scale. These employees
are truly “global nomads” and they can demand pay and mobility packages
at a premium.

This strategy is not sustainable, and so more organisations are using SWP
to understand the development routes required to grow the right talent
to meet future demand, and the quantity of people (such as graduates)
required now to fill gaps in 10 to 15 years’ time.

Financial Services

With organisations having to understand the impact of and respond to
increasing regulatory demands such as ORSA and MiFID, financial services
are grappling with how best to staff the “rise of the middle office” without
increasing overall workforce headcount and costs.

There is also an increased focus on digital skills to drive online customer
experience and marketing. Organisations are using SWP to help smooth
out the boom-and-bust cycles of hiring and firing employees, determine
the best location to place staff in a cost-effective way, and create targeted
staffing strategies to help buy and build the new skills that will be required
in the future.

Railways

Due to ever-increasing fuel prices and a focus on greener technologies,
electrification of railways continues to be the hot topic across Europe,
and will create huge demand for certain skill sets within a heavily ageing
workforce. SWP is being used by organisations in this industry to understand
different methods for developing and transferring this knowledge to the
next generation of the railway workforce.
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Professional Services
With the disruption of the tradition
consulting model, many professional
services organisations are moving away
from a straight hours-based service
to focus on high-value products and
solutions. To support this change,
differently skilled employees are
required, including a sales team that can
understand and translate client needs,
and product and solution managers
who can understand client needs and
productise services into scalable but
configurable solutions.

Professional services firms are using
SWP to understand where in the
business 5 model these changes will
have the biggest impact, and how
they will build these new skills and
capabilities in their revenue-generating
teams that have deep domain expertise.

IT and
Telecommunications

As more technology-savvy generations
enter the working population, huge
shifts are taking place in how these
people interact with their world — the
way they work, the products they buy,
the services they expect, and so on.

This is forcing all industries to, in
some way, start looking for digital
skills to change internal systems or
the products/services they offer to
ones that are more in line with the
expectations of newer generations.

The progress that organisations are
making in this space is becoming a
source of strategic advantage; however,
these digital skills didn't even exist five
years ago, so fulfilment of this demand
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requires careful assessment of the feasibility of the talent strategy.

These strategies are not necessarily new, but SWP provides the evidence
that business leaders require to move beyond short-term workforce fixes
to people strategies that, at first, may appear more expensive but will have
better return on investment in the longer term.

Ultimately, workforce planning is about today’'s workforce solutions: the
point of going through the effort to forecast the future and size the gap is
to solve the issues identified through better workforce strategies that will be
implemented today.
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WHAT IS THE IMPACT OF GOOD
WORKFORCE PLANNING?

Allowing SWP to influence the talent strategy helps the talent strategy
better mitigate the risks associated with lacking the right people with the
right skills at the right time in the right place and at the right cost. As such,
the impacts of good workforce planning mean that the following risks are
mitigated:

. Talent risks: growth concerns, a weak pipeline
for the future, or an oversupply of the wrong skills. Workforce
planning allows organisations to smooth out the cycles by
developing processes that ramp up and down your talent inventory
and work effectively through the boom-and-bust business cycles.
This in turn can reduce turnover, lower labour costs, and avoid lay-
offs.

. Financial/operation risk: lost revenue from
having to slow operations or put them on hold, because the labour
was not available or was too expensive. Workforce planning allows
organisations to avoid delays, meet production goals, and ramp up
rapidly on new projects and growth areas because the organisation
has prepared and trained its talent to meet business needs.

. HR practice risk: investments in the wrong
people, overspending caused by 6

unpreparedness, or not having the capacity to respond to the requirements
of high-volume hiring and retention issues. Workforce planning allows the
HR team to understand how talent will be bought and developed in the
future and can equip the HR team to be staffed accordingly to meet these
plans.

BUILDING THE URGENCY AND BUSINESS
CASE FOR SWP

Mercer's point of view is that all talent strategies should be informed by
SWP, unless an organisation is confident that it will always be able to find
internal and external hires with the right skills needed to execute its business
strategy.

However, in order to get started, organisations may need to identify specific

drivers that may help create the urgency around what kind of SWP is needed.
Some common drivers include:
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An ageing workforce that is causing a looming retirement bubble

of long-tenured workers.

Roles with high turnover or current vacancies that are
difficult to fill.

An area of the business with a boom-and-bust cycle of workforce
management (high volume of hiring, followed by phases of

redundancies, followed by phases of high volume of hiring).

New skills and competencies required by changing business
strategies and new technologies.

Existing skills gaps caused by a shortage of workers with this
experience in the external labour market.

Current over-reliance on overtime and contingent workers.
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SO, HOW DO I SELL THIS TO THE BUSINESS?

It may be possible to quantify the potential return on investment from SWP.

Several approaches can demonstrate this return by building a financial

model that computes the potential cost savings and benefit gains of taking

steps to fill future gaps, rather than waiting for positions to open and filling

them on an ad hoc basis, such as:

. Improve time-to-fill and reduce the amount of time key positions
remain unfilled.
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SWP provides the
evidence that
business leaders
require to move
beyond short-term
workforce fixes to
people strategies

The impacts of good
workforce planning
mean that the risks
are mitigated

Quantify the potential
return on investment
by building a financial
model that computes
the potential cost
savings and benefit
gains of taking steps
to fill future gaps,
rather than waiting for
positions to open and
filling them on an ad
hoc basis

Organisations may
need to identify
specific drivers that
may help create the
urgency around what
kind of SWP is needed

. Calculate the difference between optimal staffing levels and actual
staffing levels requiring overtime or outsourced labour at a
premium rate.

. Create more opportunities to build the required workforce, rather
than buy it, and avoid the expense of having to hire experienced
recruits and agency staff at a premium.

. Focus on opportunities to retain, rather than recruit, workers when
turnover is high in critical areas.

. Employ foresight to reduce recruitment costs and agency fees,
and increase the quality of hired staff.

. Reduce the need for “hire and fire” cycles through adequate
planning, which will result in smaller recruiting costs and less
severance payouts.

. Consider longer-term solutions, such as shifting employment to
lower-cost work locations and organisation redesign.

CONCLUSION

As HR continues to transform into a true business partner, one of its most
critical capabilities will be to understand and apply the method of SWP to
their organisations. Without a way of translating the business strategy into
the requirements for workforce volume and skills, no HR professional can
truly be strategic. By adopting an approach to SWP, HR can help future-
proof the organisation and ensure that the talent strategies will build the
workforce needed for the future, and not just deal with the issues of today.

HR ECHO 69 |




Published by the Federal Authority for
Government Human Resources

All topics have been prepared in cooperation
with International Organizations Specialized
in Human Resources

CONTACT US

Federal Authority for
Government Human Resources
United Arab Emirates

P.0.Box 2350 - Abu Dhabi
T.+971 2 4036000

P.0.Box 5002 - Dubai

T.+971 4 231 9000

WEBSITE
www.fahr.gov.ae

Email
hrecho@fahr.gov.ae

Twitter
@FAHR_UAE

Instagram
@FAHR_UAE

Youtube
FAHR2011




