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HR and Innovation

Innovation is easy and not complicated as some
believe, it goes beyond coming up with a new
discovery orinvention, to a creation and development
for a service for benefiting humanity.

United Arab Emirates, as usual, was the first to
embrace innovation and to invest in it. It adopts
innovation as an approach and daily practice, as one
of the competitive elements of global leadership, all
the way to 2021 vision; to be one of the best countries
in the world.

His Highness Sheikh Khalifa bin Zayed Al Nahyan,
"May God protect him," has declared 2015 as a year
of innovation, and his brother, His Highness Sheikh
Mohammed bin Rashid Al Maktoum, UAE Vice
President and Prime Minister and Ruler of Dubai,
"May God protect him," devoted an annual national
week for innovation in United Arab Emirates (from the
22nd to the 28th of November). This interest stems
from our leadership's belief in the importance of
innovation for governments, companies, and entities,
in order to survive and achieve competitiveness in the
age of rapid development and intense competition;
where no place can be left except for creative and
innovation minds.

Innovation in institutions should not be limited to
specific individuals, departments or certain sectors.
Everyone has to innovate something, and there is
distinct international experiences from which we can
benefit. Therefore, "HR Echo" magazine highlights a
number of these innovations in each edition.

Because innovation is not an intellectual luxury,
but an urgent necessity, the Federal Authority for
Government Human Resources (FAHR) adopts an
innovative way in implementing its projects, and
this is reflected in many of its policies, legislations,
initiatives, and smart applications; in order to
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establish a productivity-based governmental work
environment that ensures clients' well-being and
happiness.

One of the examples of FAHR innovative services
(BAYANATI, HR information management system
in the federal government, which includes: self-
service moudle through FAHR smart application,
and the electronic support service desk, and the
e-recruitment system, the automation of HR policies
and legislation, and the establishment of smart goals
bank of the federal government functions, and the
launch of occupational health and safety guide in
the federal Government, as well as the establishment
of skills bank for government employees, and the
electronic forum in partnership with the "LinkedIn"
network in a unique experience in the government
sector worldwide).

One of the main innovative projects is Ma'aref;
distinguished training partners initiative of the
Federal Government. It aims to build partnerships
with UAE best training providers, the
development of government employees' capabilities
of high financial efficiency. Also, there is HR Echo;
FAHR magazine specialized in human resources,
with a strategic partnership with key specialized

and

international HR institutions, without any financial
burdens. We can also mention "Maqassert" e-Cards,
shared by Federal Government employees through
FAHR smart application.

All above innovative initiatives encourage human
capital to be more innovative and creative to
compliment government efforts towards
competitive and sustainable future.

more

Federal Authority for Government Human Resources
(FAHR)




Henry G. “Hank” Jackson
President & CEO, SHRM

UAE land of opportunity and
competencies way to success

There is an expression about changing
circumstances that “the only constant is change" .

| cannot imagine anyone who has faced more
change in the past 40-plus years than the citizens of
the UAE. The UAE is a model of creativity, innovation
and adaptability, not just for the Middle East

but for the entire world. It represents a new 21st
century land of opportunity in the region, as well

as tremendous human capital potential. This makes
your work as human resources professionals more
important than ever before.

Human resource management, as a profession, is
relatively young. It was just over 60 years ago that
management guru Peter Drucker published The
Practice of Management and first used the term
“human resources.” Since that time, HR has also
seen substantial change, evolving from a primarily
technical to the strategic organization function it is
today.

Yet one of our profession’s most persistent
challenges has been fully articulating what is
required to succeed in and deliver great HR. We

knew it when we saw it. We could point to exemplary
HR professionals who were organization -savvy, well-
respected and leading their organization’s strategy.

They had meaningful relationships with people at
every rung of the corporate ladder. They were seen
as trusted advisors to the C-suite and the board.
They had acquired the leadership mantle reflective
of the role human resources plays in the success
of organizations. We lifted these individuals up as
examples of great HR and where HR needed to go.

But simply knowing where HR needs to go is not
sufficient. To get there expeditiously, we need a
roadmap that details how to get there and that
defines HR success for professionals at every stage
of their careers. This is embodied in the SHRM
Competency Model. These competencies are the
result of research involving more than 32,000 HR
professionals and organization executives around
the world. They are relevant at every career stage,
across all industries, and around the world. They are
the behaviors organization requires from effective
HR professionals. They are also the competencies
demonstrated by the most successful members

of the HR profession and they drive organization
success.

In this issue of HR Echos, you will find information
that will help you respond to the new, higher
expectations of HR and advance your career to
the level organization demands. You will find key
research on the competencies needed to become
the HR organization leader you aspire to be.

The Federal Authority of Human Resources and
SHRM have no doubt that people are the most
critical lever of success in today'’s fast-paced
organization environment. We believe that HR must
continue to evolve, to lead and drive impact in our
organizations. Most important, we believe in you.
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By: Roy Maurer

This article is printed with permission from The
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Copyright and all intellectual property are resen
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he critical function of

aligning talent management

to business goals—that is,
strategic workforce planning—is
recognized as an essential priority
by the majority of employers, but
is difficult to implement effectively,
according to recently released
research.

In 2014, Workday and the Human
Capital Institute (HCI) surveyed
nearly 400 professionals involved
with strategic workforce planning at
their organizations and found that
69 percent consider the function

an “essential” or “high” priority at
their organization, but less than half
(44 percent) are actively engaged
with it.

“Although most companies
recognize the importance of
workforce planning to their overall
business success, many still struggle
with successfully implementing

it to create a more agile, resilient
workforce that is adequately
prepared to address future business
challenges,” said Jenna Filipkowski,
director of research at HCI and
author of the survey report.

The need for a comprehensive
approach to strategic workforce
planning is driven by a number of
issues facing organizations today,
according to Filipkowski, including
increased competition for top
talent, growing disengagement

HR ECHO 7
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among employees, rising ) '
demand for flexible work
arrangements, the need
to mitigate risk
and changing
business
models. “The top
reasons for investing in
strategic workforce planning

include the ability to address the
workforce skill and capability
gaps and changing workforce
demographics, and to facilitate
growth plans for new markets,

" she said.

Forty-five percent of respondents
reported that their organization

is unprepared to meet the talent
needs of the future, and another
35 percent said that they are

not confident in their strategic
workforce planning process. Forty
percent said that business leaders
do not adequately promote the
importance of strategic workforce
planning change initiatives. About
one-quarter (26 percent) stated
that their organization does not
take effective action with the talent
information they have.

According to HCI, three of the most
essential components of effective
workforce planning include:

« Collaboration among HR staff,
managers and executives.

+ Access to and better
understanding of the company’s
data and analytics.

« The use of advanced technology

solutions to integrate disparate
planning sources.

| 8 HRECHO
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The Strategic
Workforce Planning
Process

One of the most important things
to note about strategic workforce
planning is that there is no standard
model that can be used across all
companies, Filipkowski said.

“The particular status, goals and
culture of the organization will
determine their specific journey.

At the same time, workforce
planning must be integrated

with other planning processes,
including strategic business
planning and budgeting, due to the
constantly changing workplace and
workforce,” she said.

So what is the right implementation
approach? HCl recommends that
companies include the following
steps:

« Articulate workforce planning
processes that support and sync
talent and business outcomes.

» Segment roles to determine how
each position contributes value and
which roles are a priority or on the
periphery.

e0 o
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« Conduct a scan of the workplace
environment to identify and
monitor trends that affect the
workforce and the organization.

« Inventory and evaluate the current
workforce.

« Construct a detailed plan of how
the organization and the workplace
environment should look in the
coming years.

Consider both advances in
technology and operational norms.

- Identify gaps between the
current state of the workforce and
the desired future state of your
organization.

- Create an action plan to address,
design or restructure pieces—or
all—of the organization’s structure




and talent initiatives.

« Monitor and report quantitative
and qualitative benchmarks and
milestones to stakeholders and
management.

When asked about these steps,
survey respondents reported
they’'ve been most effective in
analyzing the

current organizational state (67
percent), segmenting roles (60
percent), and performing a scan

of the environment to monitor
trends (56 percent). “Most struggle
to tie together the current state
with future scenarios and plan for
resulting outcomes,” Filipkowski
said.

The majority of respondents (55
percent) reported revising their
strategic workforce plans on a
yearly basis, followed by 13 percent
who responded that they “never”
revise their plans, and 12 percent
each who said biannually and
quarterly.

Only 43 percent of companies
surveyed responded that their
strategic workforce planning
process is scalable across the
organization, and just 37 percent
said that their process is used

throughout the organization.

In addition
to organizational
buy-in and having
a clearly defined process,
factors such as cross-functional
collaboration and having usable
data and the right technology must
be in place for strategic workforce
planning to be successful. Nearly
three-quarters (73 percent) of
respondents rated their technology
as “far from the ideal” or “very far
from the ideal.” Fifty-eight percent
and 53 percent, respectively,
said their analytic insights and
interfunctional collaboration were
far or very far from the ideal.

Full collaboration between people,
data and technology is key to
effective workforce planning,
Filipkowski said. “There should be
a cross-functional team with the
full support of senior leaders. Data
should be readily available and
integrated with people skillsets

to analyze and communicate
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insights, and technology should
tie everything together to help
replicate and repeat the process.”

Responsibility Must Be Shared
Survey responses showed that

the workforce planning process is
mainly owned by HR (56 percent),
followed by a workforce planning
standalone function (30 percent),
the executive team (28 percent)
and talent acquisition (17 percent).

“Today'’s successful business
leaders understand that workforce
planning no longer falls strictly
within the purview of HR—it must
be integrated with the strategic
business planning processes
happening across the entire
organization,” Filipkowski said.

Only 46 percent of respondents
agreed that all relevant
organizational functions adequately
contribute to their planning
process. Further, 52 percent said
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that their organization is not
adequately staffed to conduct
strategic workforce planning and
only 44 percent said their company
provides training to the individuals
responsible for the process.

Ability to Analyze
Data Critical

The data used for workforce
planning comes from a variety

of sources, with the majority (92
percent) coming from the HR
department, and specifically from

a human resource information
system (84 percent), the recruiting
function (80 percent), and the talent
management function (79 percent).
One of the biggest barriers to using
data and analytics effectively for
strategic workforce planning is

the lack of analytic capabilities,
according to the survey results.

Only 45 percent of the surveyed
companies agreed that their

Ly \

workforce planning team is
effective at analyzing data. The top
challenges cited in this area include
utilizing predictive talent analytics
(71 percent), being able to access
data that spans the entire talent life
cycle (66 percent), tying talent data
to business outcomes (66 percent)
and integrating data from other
business functions (61 percent).

“With the sheer volume of data
systems in use across workforce
planning, integrating human capital
management systems is invaluable,
especially for executives and leaders
who need to have a real-time view
of their workforce in order to make
timely decisions,” Filipkowski said.

This is why the market for corporate
talent management software
continues to surge forward, she
added. According to Bersin by
Deloitte, this market grew by 17
percentin 201314- and is now over
$5 billion in size.




Tech Concerns
According to survey respondents, 90 percent use spreadsheets for conducting
workforce planning. Of these companies, 83 percent use templates that were
developed internally, 31 percent use a technology solution that was developed
internally, 20 percent use a technology solution that was developed by a vendor,
and 10 percent use templates that were developed by a vendor.

Nearly 8 in 10 (79 percent) companies who do not use a technology solution
from a vendor say that their technology is very far or far from ideal, compared to
49 percent of those who do use a vendor-supplied technology solution.

Technology tools not being integrated with other business functions was cited
by 71 percent of respondents as the top tech barrier to strategic workforce
planning, followed by a lack of resources (61 percent), and technology solutions
not reflecting the entire talent life cycle (62 percent) or effectively handling the
necessary data and analytics (58 percent).

“Most respondents indicate that the tools and technologies they use for
strategic workforce planning are not effectively working together,” Filipkowski
said. “According to our survey, it is not uncommon for companies to have
one tool for goal-setting and performance management, another system for
applicant tracking, and separate spreadsheets for succession planning and
talent management and development.”

Conclusion

So while there is no standard model for strategic workforce planning
there is, nonetheless, a common set of needs by many organizations that
require a more coordinated and collaborative effort, particularly in the
areas of planning, accountability, analytics and technology.
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Following the South Korean foreign
exchange crisis of 1997, there was a growing
consensus that encouraged government
reforms in promoting a more competitive
workforce.

The competency management system in
the Korean government was initiated in this

circumstance. It was designed to support
the processes within workforce planning that
included: selection; promotion; education
and training; and with career progression.

The competency model
in Korea-focused on the
Senior Civil Service

In terms of the competency framework,

nine core qualities (Communication ability,
customer-oriented services, presentation
of vision, coordination and integration,
goal and result orientation, innovative
leadership, professionalism understanding
of potential problems, and strategic
thinking.)

were originally identified after analyzing

the jobs in the senior civil service, cases
involving major foreign and private business
and the opinions of related advisory
councils. However, it has been adjusted

to six qualities (performance orientation,
change management, problem identification,
strategic thinking, customer satisfaction, and
coordination and integration.)
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Table (1): The Senior Civil Service Competency Model

Competency Group Competency Competency Definition

. Recognizing problems timely through information
Problem recognizing

and understanding analysis, and identifying the cores of problems through

studying various related issues

Thinking

Creating long-term vision and goals, and making action
Strategic thinking plans with clarifying priorities in order to achieve vision
and goals

Considering various methods to maximize job
performance, and pursuing effectiveness and efficiency
in the process of goal achievement

Performance
orientation

Working

Understanding the trends and flow of environmental
change, and talking measures for making an
Change management o o -

organization and individuals respond appropriately and

adapt to changing circumstances

Recognizing work partners as customers, understanding
Customer satisfaction | customers’ needs, and making every endeavor to meet
the demands of customers

Relating

Understanding the interests and conflicts among
stakeholders, making decisions based on a balanced
perspective, and suggesting rational solutions

Coordination and
integration

(Kim, S. & Jung, H, 2010).

| 14 HRECHO




Assessment Center
(AC) in Korea

1 The Concept Of job-related behaviors. A decision,

as regarding a suitable candidate

Assessment Center for assessment, is then made by an

assessment of the shared data.

Assessment Center has gained

wide recognition as a systematic . Assessment
and rigorous means of identifying

a behavior for the purposes of MethOdS
recruitment, selection, promotion
and development within the
workplace.

Therefore, the various assessment
methods such as Individual
Interview, Presentation, Group
Discussion, Role-Play (1:1 and 1:2),
and In-Basket exercises have been
used to appraise each candidate’s
competency in the process of SCS
assessment process, since 2006. The

Assessment Center has a number
of key features. It is essentially
multiple assessment processes,
in which a group of candidates/
participants take part in a variety

of exercises, overseen by a team of Table-2 below shows the types of

simulation that are adopted here.

professional assessors/observers ] .
Table-2 Types of Simulation

, who evaluate each participant
against a number of pr-determined,

The term assessor is used alongside the term observer in this paper. Assessor is more commonly used within
Assessment Centers and observer is more commonly used within Development Center. Similarly, the term
candidates is used alongside participant - candidate is more commonly used within Assessment centers and
participant is more commonly used within Development Centers

HRECHO 15 |




Table(2) Types of Simulation

Role-Play(R/P)

Presentation (P/T)

Group Discussion (G/D)

In-basket (I/B)

| 16 HRECHO

> One-on-one (1:1) or one-on-two (1:2) sessions

> A task to achieve a given goal through verbal interaction

with subordinates, interested parties, and clients

> The participants’ verbal reporting to observers

> A means of communicating the presenters' ideas to
supervisors, the general public, interested parties, etc.,
to prove their suitability as a successful candidate

> Discussions by several participants (assigned role group
discussion or non-assigned role group discussion

> A task to reach agreement among candidates with
opposing views on a certain issue through joint
discussions

> Individually problem solving achieved by using various
tools (memo, email, document)

> The participants are required to address/solve various
problems within a defined amount of time and each
individual’s competency is measured through review of
their problem-solving processes and outcomes and Q&A
session regarding their performance

Source : COTI, 2006




The AC is operated at the National Competency Assessment Center
managed by the Korean government. Seven assessors are able to evaluate
six candidates per day. The individual performance of any given participant
is observed by only five of the seven assessors. The other assessors attend
the integration meeting and contribute to the evaluation process. However,
from 2010, nine assessors evaluate six candidates per day.

3. Rating Scale

The AC employs a 15- rating scale, and legislation would be required to
change the scale. Candidates who receive an average rating of 2.5 or higher
pass the assessment.

4. Integration Meeting

This AC operates as a group decision-making process. All assessors,
including the five assessors who observed the candidates behavior and

the two assessors who didn't officially observe the candidate, contribute

to the evaluation. Thus, when assessing each candidate, all seven assessors
evaluate the candidate in the integration meeting even though only

the assigned assessors actually observed the exercises. This system was
changed that nine assessors have contributed to the evaluation since 2010.

5. Cut-Off Rate

Only 1520- percent of candidates are eliminated. It seems as if the emphasis
is on eliminating candidates who appear to lack the competencies of a
senior level public official rather than selecting the most qualified and
outstanding candidates.

Benefits of Competency Management

. Changing to a personnel management system that has an
inherent future-oriented perspective.

. Improving the competitiveness of the government as a whole
by selecting highly competent personnel, regardless of seniority
and backgrounds.

. Establishing a fairer and competency-centered personnel
management through a well-organized method.

. Encouraging the civil servants’ concerns on competencies and
voluntary efforts for developing their own competencies.

. Measuring and predicting the competencies required in the future
in a more valid, measured and objective way

. Making competency development possible through active
participation in training and education

. Creating a culture of continuous self-development
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This article is printed with permission from BCG
| Copyright and all intellectual property are
reserved for BCG
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As the pace of business accelerates
and competition intensifies,
companies in virtually all industries
are confronting greater uncertainty
and complexity. In the face of such
challenges, human resources has
the potential to be a crucial asset
by ensuring that companies have
the human capital they need to
compete and the ability to react fast
to changing environments.

YetsuchHRdepartmentsaretypically
the exception, not the rule. In fact,
the HR model at many companies—
particularly established ones that
have been in business for a long
time—is increasingly outdated and
insufficient to help them navigate
the current environment.

In this model, HR still functions in its
traditional role as a service provider
that
rather than as a true partner to

focuses on transactions,

the business units. Most business

and this outdated HR model can
prevent companies from making the
changes needed to compete more
effectively.

Conversely, if HR can adopt a more
innovative and strategic role, it can
have a positive multiplier effect. By
optimizing company
developing and flexibly deploying
compant resources, and thus
ensuring that the company has the
an capital in place, HR can
t its business objectives
e both financial

structures,

and
erformance.

HR functions will need
re efficient, forward-
of working and take
active role to support
s. Many organizations
is objective, but they
about how to achieve
will propose specific
t HR organizations

illustrate how one
essfully applied them.
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Four Levers

On the basis of our experience in client
engagements, we believe that adopting
a more active role for HR requires
addressing  four  levers-personnel
quantity, personnel costs, personnel
quality, and transformation and
management-with  company-specific
activities supporting each lever. (See
the exhibit “HR Excellence Depends
on Four Levers.”) The first three are
interrelated, while the fourth provides
a foundation to ensure that companies
can successfully implement changes.

These four levers make up a balanced
approach to HR management that
can lead to considerable advantages,
especially in a volatile business
environment characterized by constant
change and pressure to generate
efficiencies.

(For an example of such an approach

in action, see the sidebar, “NORD/LB
Revamps Its HR Model.”)
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human resources

are crucial asset that
companies need to
compete and the
ability to react fast to
changing
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Personnel
Quantity

Ensure the right
number of employees
in the right roles.

Forecast future
workforce needs

Understand
external factors

Factor supply and
demand into future
HR plans

HR Excellence Depends on Four Levers

©)

Personnel
Quality

®

Personnel
Costs

Analyze wages
and total

compensation

Map future
scenarios to

budget targets

Determine how
benefits fit into
the employee offering

Understand the
current labor market

Assess and
develop skills
and competencies

Create a strong
training and
development
program

Set priorities for

allocating resources

Include recruiting
and diversity in
the HR strategy

While all industries must deal with
a dynamic business environment,
banking currently faces a unique
combination of circumstances

that have made operations far
more difficult over the past few
years. Uncertain macroeconomic
conditions, changing regulations,
and nimble new digital competitors
have challenged incumbent banks,
and many have relied on HR as a
means of responding.

In 2013, NORD/LB, one of the largest
commercial banks in Germany,
realized it needed to reduce

head count by about 15 percent
to address these challenges.

But management knew that a
staff reduction alone wouldn’t

be enough. Rather, it wanted to
emerge from the process with HR
as a strong strategic asset, leaving
the bank better prepared to meet

future challenges.

Before that point, the company’s
HR function did not have a clear
idea of the workforce’s skills and
competencies.

Nor was it aware of workforce
supply and demand across the
organization: one department
might have sought to fill a vacant
position externally, without
knowing about a qualified
candidate in an adjacent
department.

In response, NORD/LB set up

a centralized database with
standard nomenclature regarding
job titles, descriptions, and skill
levels. The bank also analyzed

the qualifications for all positions,
along with the cost and effort
required to fill vacant positions, and
it categorized employees using a
three-part hierarchy—job, cluster,

®

Transformation
And Management

Use HR to help
Implement

Transformation

Establish processes
To plan the workforce

Link HR planning
To the overall
Business strategy

Communicate
changes to and
obtain buy-in from
all manager

NORD/LB Revamps Its HR Model

and group—corresponding to the
similarities between positions.
The bank also established
guidelines for filling vacant
positions, using a similar hierarchy
When a position needs to be filled,
the bank first considers internal
candidates who can be deployed
most quickly and with the lowest
cost (generally from existing
positions that are highly similar to
the open job).

If no candidates are available,

a multistep process gradually
widens the scope of the search to
employees in similar job clusters
and then job groups. If the
company still cannot find a match, it
looks for an external candidate. This
process simplifies hiring decisions
and allows the company to fill
positions in a way that minimizes
disruption, training time, and costs

HR ECHO 21 |




NORD/LB Set Up a Hierachy to Identify Internal Candidates for Vacant Positions

The Candidate holds a similar job

Less
than 3
months

Employees require minimal intriduction
after assuming the new postion

The Candidate holds a similar job cluster

About
3 to6
months

Employees require brief training and minimal

Increasing cost . . . .
9 introduction after assuming the new postion

and time

to fill position

The Candidate holds a similar job group

About
6 to 12

Employees require extensive training after

months

Source: BCG case experience

for the successful candidate. It has
correspondingly larger benefits
during company efforts such as
restructuring.

As a result, NORD/LB not only
managed to achieve its target
head-count reduction in an efficient
and sustainable way; it also gained
a much stronger understanding of
the supply and demand for talent
across the organization.

The bank established a clear system
with rules for filling vacant positions
and for using HR measures most
efficiently—in a way that benefits
both the organization and the
employee—and it now has accurate
data to help it improve its HR
performance over time.

| 22 HRECHO

Personnel Quantity

In addressing the first lever—
personnel quantity—HR must
ensure that the company has the
right number of employees in the
right roles and under the right
employment conditions (such as
full-time, part-time, or flex-time).
This is not a static situation.
Best-in-class HR departments can
project forward and assess how the
organization’s business strategy
will translate to specific workforce
needs. These HR functions also
understand external factors that
might shape the supply of talent,
such as changes in the education
landscape, demographic shifts, and
other trends. Finally, leading HR
functions have planning processes

after assuming the new postion

to address potential imbalances
between supply and demand,
including finding the right balance
between developing internal talent
and hiring from external sources.

Personnel Costs

The second lever, personnel costs,
considers the financial implications
of the workforce. Top-performing
HR functions are able to give a
highly detailed accounting of the
company’s current employment
costs (in both wages and total
compensation).

They can also assess the
implications of various scenarios,
map those scenarios to budget
targets, and accurately forecast




future personnel costs regardless
of market shifts. Critically, the cost
lever also requires a consistent
compensation strategy—including
how benefits fit into the overall
value offering to potential
employees—which in turn means
understanding the current market
for labor and management, and the
degree to which the company can
use compensation to recruit and
retain talent.

Personnel Quality

In addition to the quantity of
employees, HR must assess and
develop the workforce's skills and
competencies. This third lever
entails defining the tasks and
required certifications for all current
job categories, assessing how well
the company is meeting those
objectives, and determining how
employees will need to develop
over time to meet future business
goals.

If HR departments
can accurately
predict and plan for
future needs their
companies will keep
ahead of the curve

Top-performing HR functions
have strong talent-management

and training-and-development
programs, with priorities for how to
allocate resources and generate the
largest payoff in terms of new skills,
capabilities, and certifications. Last,
they understand how recruiting and
diversity initiatives fit into the larger
HR strategy.

if HR adopt a more
innovative and
strategic role, it
can have a positive
multiplier effect

(BCG research has established
that talent management is one

of the most urgent priorities for
HR functions across industries
worldwide. See Creating People
Advantage 2014-2015: How to Set
Up Great HR Functions; Connect,
Prioritize, Impact, BCG report,
December 2014.)

Across all three levers—personnel
quantity, costs, and quality—
scenario planning is crucial.

As the business environment
becomes more volatile, the ability
to react fast to changes and plan
human-capital needs several years
ahead, across a wide range of
potential situations, will become

a key differentiator for companies.
HR departments that can accurately

predict and plan for future needs
will keep their companies ahead of
the curve, while those that cannot
will be repeatedly surprised by
events—and consistently behind in
reacting to them.

Transformation and
Management

The fourth lever is managing the
process of change—both within the
HR organization and, more broadly,
across the entire company.

This lever is essential if HR is to take
on a more innovative and strategic
role and thus successfully support
company-wide transformations,
reorganizations, and efficiency
programs.

Companies need to establish
processes and rules by which

HR can centrally plan the

workforce using objective criteria.
Furthermore, these criteria have to
be linked to the company’s overall
business strategy and financial
objectives, and they must be clearly
communicated and accepted by all
managers. This requires a significant
change at many companies,
especially in the HR function itself.
People will have to change the

way they work, with new roles and
responsibilities, different objectives,
and different metrics to gauge
performance.
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Data Is Critical

A critical success factor that
supports all four levers is data.
Transparent data is the foundation
for fact-based, quantitative HR
work. Company leaders cannot
make the right human-capital
decisions if they don’t have an
accurate understanding of their
personnel situation, and they

can manage only the things they
measure. Accordingly, companies
need to establish a reliable source
of high-quality personnel data

on the basis of standardized
processes, clear responsibilities, and
unambiguous terminology.

The data must be far richer and
more detailed than that currently
tracked by many companies.

In addition, companies must
frequently aggregate and report
this data to the people who need
its insights in order to make smarter
decisions. The reports should be
oriented toward the business
requirements of the recipients—
rather than the traditional metrics
of HR—so that the information can
yield real value; this is seldom the
case at many companies today.

As part of this effort, companies
should establish a standard set

of regular HR reports for different
purposes (such as development,
performance, and steering) and
provide them to specific groups
(for example, board members,
business unit leaders, or employee
representatives).

These reports keep the different
groups informed about overall
company developments, support
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discussions among them, reveal
required HR action in specific units,

and provide a basis for HR decisions.

With the right data foundation

in place, companies can begin
establishing the processes needed
to make personnel management
more efficient. For example, all

HR measures that influence the
personnel budget should be linked
and aggregated—through data—
so that HR leaders have a clear

and current view of their financial
situation. Routine personnel
events (such as hires, departures,
and internal transfers), along with
larger initiatives (such as job cuts,
department expansions, or changes
in the organization structure),
should all be simultaneously
entered into HR controlling and
financial controlling databases.

Top-performing
HR functions have
strong talent-
management

and training-and-
development
programs

By establishing such a systematic
approach, in which all HR measures
are aligned and in sync, companies
can efficiently deploy the right
workforce, especially in the case of
company-wide changes such as a
restructuring or reorganization. As a
result, HR and business leaders have
an accurate and real-time indication
of the company’s personnel
situation—across quantity, cost,
and quality dimensions.




In the current operating environment,
companies in all industries must
become leaner and more agile, with a
greater focus on human capital than
on hard assets. The efficient, flexible
deployment of HR resources is a central
element of a company'’s ability to
compete, invest, and remain viable and
successful.

HR can be a critical differentiator in
helping management teams achieve
their objectives, but only if HR
departments can change the way they
work and adopt a more active role.
Getting there requires focusing on

the four levers we have identified—
the quantity, costs, and quality of
personnel, along with transformation
and management—and supporting
them with accurate data. The HR
departments that succeed in this effort
will not only improve their personnel
management performance but also
strengthen the company’s overall
performance, giving it a critical edge
over competitors regardless of what
the future holds.
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Introduction

We work in difficult times — whether it is the threat
of pandemics including Ebola or SARS, large scale
natural disasters such as tsunamis or earthquakes,
terrorism, corporate scandals, or the global financial
crisis —a constantly changing and inter-connected
environment has become the norm in workplaces.

Given these turbulent times, the concept of
employee resilience has sparked much interest in
many organisations. The word resilience comes
from the Latin word - resili - which means to

spring back and most definitions emphasise the
ability to recover quickly from disruptions or shock
events. Resilience-enhancing HR practices have the
potential to contribute to employee wellbeing, their
ability to cope with change, and their capacity to
thrive at work.

HRM is often not viewed as a value-adding
component in organisations because the
contribution of the HR function is not measured
in tangible terms (Guest 2011). That situation is
changing, in part because of stresses placed on

many organisations by the global financial crisis
(GFC).

A complementary or additional framing of a

bundle of HR practices is located in the notion of
employee resilience, a concept that has received
increasing attention as organisations respond to the
uncertainties associated with the GFC. We provide

a discussion of two approaches to understanding
resilience and also offer practical guidance for HR
practitioners.

Recent research conducted in the U.S.A. has shown
that resilient individuals can better cope with a
continually changing work environment (Shin,
Taylor & Seo, 2012). Human resource professionals
can have an important role in developing the
psychological capital and the resilience of their
employees. Resilience can be developed through a
variety of HR practices. To date, much of the focus of
HR practitioners has been on training interventions.
While we agree that training is critical in building
employee resilience, we suggest there is much
potential for developing a broad set of HR practices
to enhance employee resilience.
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Studies of resilience

Two approaches underpin
research on resilience as applied
to individuals in the workplace:
(1) positive psychology and, (2)
conservation of resources theory.

A key feature of the first theoretical
approach, positive psychology

in workplaces, is a focus on
“psychological capital” (Luthans,
2002). Psychological capital refers
to a person’s level of confidence to
take on challenging tasks, optimism
about succeeding now and in the
future, persevering toward goals,
and, if problems are encountered,
bouncing back and being resilient
to achieve their goals (Luthans et
al. 2007).

| 28 HRECHO

Resilience can be identified in
individuals who, after exposure to
significant threat, risk or harm, are
able to adapt positively and do not
lose normal functioning (Bonanno
2004).

There is increasing
interest among
employers to
develop resilient
employees

Further, resilience enables the
individual to use setbacks as
opportunities to grow and thrive.
Relatedly, Luthans et al. (2007)
suggest that resilience might
also help people to cope with
both adverse and positive events,
such as a promotion or new work
responsibilities.

The second theoretical approach,
taken by researchers including Shin
et al. (2012), applies conservation




of resources theory (or COR) to
managing organizational change,
and proposes that resilience is an
individual resource that can be
improved. In this sense, resilience
can be viewed as a resource and HR
practices can develop and maintain
employee resilience.

Given COR theory maintains

that resource losses have a more
acute impact than resource gains,
protecting against resource losses,
or minimizing these losses, offers a
potentially powerful intervention
strategy (Hobfoll and Lilly 1993).

COR theory further explains why
resource gains such as an inclusive
and positive organizational culture
(Denison et al. 2006), support
from supervisors and co-workers
(Rhoades and Eisenberger 2002)
and work-family enrichment
(Grzywac 2000) have positive
empirical relationships with
employee mental health and
subjective wellbeing.

HRM Practices to
Enhance Employee
Resilience

There is increasing interest among
academics and employers to
develop resilient employees.

We suggest that it is feasible and
worthwhile to identify a set of

HRM practices that are resilience-
enhancing. Based on a review of
the theories and previous research
related to HRM and resilience,
Bardoel and colleagues (2014)
offer the following advice for HR
managers seeking to enhance
employee resilience: Of course,
these would need to be considered
with regard to understanding of the
workplace and social context:

Developing social support at
work - promote collaborative
relationships among employees
and managers including
process-focused interventions
involving collaborative enquiry
or appreciative inquiry and work
teams.

Supporting employees’ work-
life balance - provide support
to employees to manage their
work and non-work domains by
providing both instrumental and
psychological resources through
offering work-life programs.

Access to employee assistance
programs - provide counselling or
consulting services that provide
employees with strategies or
training to facilitate the prevention
or remediation of personal
problems they may experience
either personally or within the
workplace. Human resource
development - develop HRD
practices that enhance resilience
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Resilience-
enhancing

HR practices
contributes

to employees
wellbeing, their
ability to cope with
change, and their
capacity to

and psychological capital such as
training workshops in mindfulness
or resilience development
techniques.

Flexible work arrangements,
reward and benefits systems - to
avoid negative consequences of
economic downturns, some firms
have implemented approaches to
organisational change and re-
structuring using HRM practices
that are resilience-enhancing,

for example, changes to shifts

or working hours for the whole
workforce may avoid the
termination of some workforce
members.

Occupational health and safety
systems - HRM practices directly
focused on OHS have proven to
promote resilience. Examples
include safety training, health and
well-being programs, safety culture
promotion, and employment
conditions enhancing workers’
health and safety.

Risk and crisis management
systems - implement policies and

practices related to areas such

as risks associated with natural
disasters, emergency and disaster
preparedness, workplace violence,
industrial theft and sabotage,
investment in technologies to
improve security, and ‘hardening’
facilities to enhance in-house
security.

Implications for
practice

Increasingly the HR function is
under pressure to demonstrate
delivery of value to organisations.
For many HR practitioners, a major
objective of the HR function is to
link the employee job performance
and organisational performance.
HRM professionals must increase
their efforts to strategically align
HRM practices within organizations.

Further, developing HRM practices
to support employee resilience
could help practitioners to provide
demonstrated value to the
organization.
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Are women
disadvantageéed
in employggnt
and in caré

opportuniges?

This is a global issue - not just a local
issu




However, this is changing and the
pace of change is accelerating.
Some of the change has been
driven by necessity. During both
world wars as men were required to
join the armed forces, this created
gaps at all levels in organisations
and in society which could only be
filled by females. This duly occurred
and females generally handled their
new challenges every bit as well as
males did.

Another driver is the economic
case. Most developed societies,
seeking to grow wealth, need the
active participation of everyone

on their societies. It makes no

sense to complain about a lack

of skills or human resources

when approximately half of the
population is under-utilised and is
perfectly capable of developing and
applying those skills.

The field of equality in the
workplace is very complex. This
particular article will focus on

one basic question only. Is there

a reason — in terms of abilities or
attitude why females cannot carry
out “male” work?

And the short answer is there isn't.

Cognitive Abilities

In the workplace there are three
sets of cognitive abilities which are
generally held to be important for
performance

« verbal skills - to understand and
process written or oral information

« numerical skills - to understand
and process numerical information
and data

« spatial skills — a unique type

of intelligence which enables
individuals to understand and
process information in the form

of shapes, diagrams, images etc.
Often important in engineering and
the sciences.

There is now a wealth of research
across the world about the
corresponding capabilities of males

and females in this regard.

In 2014, the American Psychology

|34 HRECHO

Association (APA) published a
summary of research which showed
that Psychologists have gathered
solid evidence that when it comes
to how — and how well — we think,
males and females differ in very few
but significant ways. (http://www.
apa.org/action/resources/research-
in-action/share.aspx).

Looking at more than 3 million
participants in education,
researchers found no large overall
differences between males and
females in math performance. Girls
were slightly better at computation.

Males showed a slight edge in
problem solving, which might be
explained because they took more
science classes that emphasized
those skills. But both understood
math concepts equally well and
any gender differences actually
narrowed over the years.

Is there a reason -
in terms of abilities
or attitude why
females cannot
carry out “male”
work?

And the short
answer is there




Is there a reason - in terms of
abilities or attitude why females
cannot carry out “male” work?
And the short answer is there

In the UK, in recent years we now
see that females generally do better
in exams than males and, in 2015,
for the first time there are more
females attending university than
males.

Spatial skills have long been
thought to be an area where males
are superior. But the perception

is not matched by the facts. For
example,

In 2011, the US National Academy
of Sciences published research
examining this. (http://www.
pnas.org/content/10814786/36/.).
They noted that “Women remain
significantly underrepresented

in the science, engineering, and
technology workforce”.

Their findings suggested that,
where the context was equal -
education and social attitudes —
there were no gender differences
when looking at tasks which
required spatial abilities. However

it was possible to see differences
where the education experience
for males and females was different
- and where the social norm was
that women weren’t expected to
develop those skills.

Ultimately the suggestion is that
males and females have equal,

or perhaps higher, cognitive
abilities in terms of these three key
cognitive abilities. And that this was
much more the case where they
had equal or equivalent educational
opportunity.

This has implications for education
prior to employment and for
training and development when
females do participate in the
workforce. This means that this is
also a challenge for leadership.

If the purpose of leadership in
organisations is to enable everyone
to optimise their potential, then this
should embrace all employees -
male and female.
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Attitude-
Mindset

The core of our work lies in
understanding mental toughness
and its implications for individuals
and organisation. Mental toughness
describes mindset - particularly

in terms of resilience, confidence
and the ability to rise to challenge.
It describes that aspect of our
personality which determines how
we deal with stress, pressure and
challenge.

This is described more fully in

HR Echo - Issue 2, April 2015. A
significant part of our work and of
those who use the model and the
associated measure, MTQ48, lies in
examining gender differences.

It is sometimes supposed that males
are more mentally tough than
females and can deal better with
the pressures associated with some
roles — especially senior roles.

The evidence is clear. The patterns
of mental toughness are equivalent
when it comes to looking at male
and female responses. Females

can deal with stress, pressure and
challenge as well as males.

Given that we also understand how
we can develop mental toughness,
when this is needed, this suggests
that there is no reason to suppose
that females are less able to carry
out many roles simply because they
are female.

|36 HRECHO

Moreover mental toughness (and
mental sensitivity — the opposite

of mental toughness) is normally
distributed across both male and
female populations. This means
that there will be males who are
sensitive to stress, pressure and
challenge and there will be females
who are particularly tough.

This is an important element in
understanding what enables
performance. There is evidence
to show that, along with ability,
mental toughness (mindset) is
one of the most important factors
in performance, well-being and
adopting positive, “can do”
behaviours.

Interestingly, one of the
components of mental toughness is
Confidence which has two elements
- Confidence in Abilities and
Interpersonal Confidence.

Although, when looking at
confidence as a whole there is no
significant difference between
males and females, there were
slight differences when looking

at the two elements. Females
appeared to be slightly more
Interpersonally Confident than
males — but were also likely to

be slightly less Confident in their
Abilities than males. This, despite
the foregoing evidence that females
were as able, or more able, as males
in key aspects.

This may suggest that attending
to confidence in abilities is an
important factor in optimising




the performance of female staff
whereas targeted interventions in
interpersonal confidence might be
especially useful to some males

AQR's partner in Poland carried
out a study on senior managers in
Financial Services organisations
in Poland which indicated some
interesting issues for the career
development of females.

Published in the Harvard Business
Review the study revealed
differences in mental toughness of
women and men in top managerial
positions. “Promoting an employee?
Remember about the differences

in male and female mental
toughness”], Katarzyna Kloskowska-
Kustosz, Katarzyna Lorenc, Harvard
Business Review, October 2007

They used MTQ48 to assess the
mental toughness of males and
females. At the regular employee
level, females appeared to achieve
slightly lower mental toughness
score than males. The mean sten
score for male employees came

to 6.6 (ona 1 - 10 sten scale)
whereas the mean score for female
employees was 6.0.

However, this pattern was reversed
when it comes to senior managerial

positions. There, the mean sten
score for senior female managers
was 7.1. Males in equivalent
positions scored 6.6 on average.
The implication may be obvious to
some - especially when we consider
social stereotyping which can
prevent women from climbing up
the organisational ladder and the
“glass ceiling” they so often come
up against. It seems that, to get

to senior positions, the top of the
hierarchy is occupied by very strong
and resilient women and they may
need to be more mentally tough to
get there.

The over-riding conclusion is that in
terms of mindset that, again , there
is no reason why females cannot
operate as effectively, or more
effectively, as males in the vast
majority of roles.

And, as above, this is a challenge for
education and for leadership,

As stated in the previous article
about mental toughness, if our
Mental Toughness has a core
purpose it is about being the best
that we can be. For leaders it is
about showing everyone, staff and
students, how they can achieve this.
And everyone means female as well
as males.
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More recently, organisations have
seen the potential in these sites
as a focus for talent management
networking. As such, workplaces
ing new issues which
a ndlng as well as
nan resource m‘énagement

procedu]‘es to deal with

/ looking at embracing
ology to engage with
current employees and potential
employees. In the ‘tool box’
of talent seeking and talent
management, social networking
ites can be an instrument to

inside and out:
in recent year; Jition, organisations
explore and
place to wor
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of upcoming events linked to
job opportunities. Management
are increasingly aware that
social networking in and across
organisations can help develop
highly integrated knowledge
networks. From a human resource
management practitioner’s
perspective, a study in the UK of
275 HR managers found over 80
per cent of them belong to social
networking sites with the focus
of the social networking being
the development of knowledge
networks.

In an era of mass e-communication,
this process is important however, it
can also be somewhat of a ‘double-
edged sword’. Whilst corporate
websites will obviously profile the
organisation in a positive light,
prospective employees have a
variety of sources to research and
profile the company (Holland et al,
2007; Holland et al, 2015).

Research is increasingly showing
that the themes of values and ethics
play an increasingly important

role for prospective talent in their
decision to join or not join an
organisation.

What this research highlights is

the increasing use of blogs and
websites by potential employees to
find the ‘real’ organisation.
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This allows potential employees

to make a judgement on the
company and provided them with
more detailed information to ask
specific job-related questions in
interviews before accepting the
position. The impact of these
sources is already causing concern
in major organisations such as
Microsoft and Macquarie Bank with
information and commentaries
provided by internal boggers
potentially having an effect on the
future workforce. This awareness
of prospective employees can have
a serious impact on the image of
the organisations and how it is

perceived in the talent marketplace.

flexibility in work
arrangements and
challenging work
as key drivers for
the success of these
organisation

It is increasingly difficult in the
digital world to hide questionable
business and work practices, and

once a negative perspective is
created, it can be difficult to shake.

Examples of social media websites
that have emerged in recent years
are those that allow employees

to comment on their workplace
anonymously, be it good, bad or
indifferent aspects of the workplace.

In Australia, an example of this is
the Naked Office website, where
prospective employees can log in
and look at individual organisations
or compare organistions within a
sector to determine who the best
and worst potential employers

are. Referring to the issue of the
‘double-edged sword’, Nankervis,
Compton, Baird, and Coffe
(2011:208) comment that in the
search for talent, organisations
must be wary of making promises
that they simply cannot keep

as it provides a new source of
discontent and turnover, which
again are common themes in the
‘blogosphere’ and web-sites such as
Naked Office.

Associated with the electronic
development of branding to
employees is the concept of
‘Employer of Choice’, as a way to
gain attention and develop a high
public profile. Each year, these
national awards gain increased
attention, in particular ‘Employer
of Choice;’ or ‘Best Place to Work'’
nominations.

Whilst these awards attract a lot
of media attention, particular the




Organistions have
developed their
own social media
pages as a way of
developing and
enhancing brand
awareness, with an
increasing focus
on attracting new
talent through
listing jobs on their
webpage

quirky organisations with slides,
lolly jars and games rooms, a more
in-depth analysis of the winners
across all categories reveals issues
associated with trust, flexibility in
work arrangements and challenging
work as key drivers for the success
of these organisations.

To emphasis this point, call centre
(which don't have good reputation
for their work culture) Salesforce,
has in the past won the Hewitt
and Associates award - best place
to work - in Australia and been
regularly placed highly.

In the UK, the call centre - Save

Britain Money - has also ranked in
the top 10 places to work.

What this illustrates is that even in
sectors where the jobs are by their
nature potentially monotonous, if
management addresses these work
conditions in a way that creates

an attractive work environment, it
can quickly gain the attention of
potential employees - particularly in
the electronic media.

This increasingly underpins the
amplified focus organisations

give to these awards, as the
expectation is they will lead to the
attraction and retention of talented
employees.
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“You have to adapt
or become obsolete”




tis 40 years since the birth of the

UAE, and photos taken in the

1970s — which show a sandscape
peppered with a few small buildings
— are often used to provide a telling
contrast with the enviable skylines
and world-class infrastructure of the
modern day.

But such rapid growth has not been
without its challenges, particularly
around human capital.

The UAE wants to fuel business
and economic growth not only by
attracting the right sort of talent,
but developing a knowledge
economy that acknowledges the
challenges of a rapidly changing
macroeconomic environment.

The Emiratisation programmes —
which, broadly, seek to integrate
Emiratis more widely into the
private sector workforce — are
integral. But the government needs
to become as innovative and as
modern in its people practices as
elements of the private sector,

and in recent years has been
emphasising the importance of HR
and seeking to raise the level of HR
practice across the board.

The seven-year-old Federal
Authority for Government Human
Resources (FAHR), tasked with
enhancing HR practices and
government sector innovation
for the benefit of 90,000-plus
employees, is at the heart of this
change.

People Management caught

up with its director general, His
Excellency Dr Abdul Rahman A. AL
Awar, to gather his insights on HR
change, and the wider workforce
issues the entire region is grappling
with.

In what areas do you feel the local
Emirati workforce has particular
strengths to offer the UAE economy
- in terms of cultural traits and
skillsets - and which are the areas
in need of further development?

The UAE has developed its human
capital by investing significantly in
its education system.

We believe that our Emiratis are a
very important success factor of the
UAE, and they will continue to be
the focus of our development plans
and strategies.

Dr Abdul Rahman A. Al Awar
on Emiratisation, going mobile and
the challenges of change
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The UAE is one of the most open
and cosmopolitan countries in the
world, with more nationalities and
languages spoken then the UN.
Emiratis are very welcoming and
accustomed to working in this kind
of environment, which is one of
their strengths.

The skillsets Emiratis have
developed are a result of the
melting pot of all those cultures,

as we've been exposed to many
skills from across the world. Emiratis
have learned and evolved though
this merging of cultures, enabling
them to compete in many market
sectors — and | believe we have
presented a successful model to the
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“We do not

~ differentiate
~ in terms of
- gender...in

~ fact, thereis a

- positive bias”

iha

region in relation to our skills and
competitive economy.

There is always room for
improvement. We live in a very
dynamic world and need to
constantly adapt to change. We
always benchmark ourselves
globally and set targets to be
ranked among the top countries.
The UAE government works to
identify and bridge any gaps.

There still remains a challenge in
integrating more UAE nationals
into the private sector. What are
the primary reasons for this, and
what measures is the government
taking to change it?

The UAE has been an incredibly
fast-growing economy - much
faster than you'll see in many
other countries — and it has been
able to create literally hundreds of
thousands of jobs every year.

There is always going to be room to
enhance the integration of the UAE
nationals in the sense that certain
sectors are growing very fast and
you have to catch up with them,
while the education system has to
keep up with what'’s happening

in the economic sectors. Another
challenge is the geographical
distribution of the workforce,
meaning they might sometimes
need to relocate to another Emirate




in order to participate in the
economic cycle.

I believe there is now a trend
towards more integration into

the private sector through
entrepreneurship and small-to-
medium-sized businesses. A decade
or more ago, the government
introduced programmes to support
this, and it’s a strategy that will
continue evolving. Likewise, there
are incentives to help Emiratis
integrate into certain economic
sectors. Banking is a particular
success story.

There’s one more thing. The
government doesn't differentiate in

terms of gender. The UAE is a global
leader in this respect. We have
female UAE nationals integrated
across all sectors. We have pilots,

doctors, bankers - all on the same
pay scale as men. In fact, there is

a positive bias towards women in
areas such as maternity allowances
and tertiary education.

How do you feel the size and nature
of the public sector will look in the
future, and how will FAHR help it to
get there?

The UAE started initiating its
e-government initiatives 15
years ago [online functionalities
replacing what were previously

manual processes]. More
recently, it announced its smart
government initiative, which is
beyond e-government - a two-
year plan to transform all services
into smart services 24365 ,7/

days a year, like any other service
company. Government entities
are now ranked against a five-star
system, and the targets to improve
customer satisfaction rates are
directly linked to both employee
performance and HR.

This had to be accompanied

by changing mindsets in the

way people work within the
government. The mandate is that
services be available on mobile,
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anywhere, anytime, with minimal

manual interference - and the
skills of the individuals within the
government should adapt to this
technology. This has increased
the efficiency of operations and
definitely increased productivity.
Government employees went
through significant changes in the
way they react to requests and the
services they provide.

There were many challenges

in revisiting and reengineering
many operations. While the vision
itself was top-led, every level

of government employee was
involved in brainstorming cross-
functionally. And we measured their
success. For example, in HR we can
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check KPIs across all government
departments through a dashboard
system.

Government departments across
the world have a tendency towards
very top-down practices. Do you
feel UAE entities have been guilty
of this in the past, and how do

you encourage a more innovative
approach?

The UAE government has had a very
smart way of ensuring the success
of its various entities. They were
asked to present plans and KPIs
were set.

Beyond that, there were
independent means to ensure

the quality of their success. The
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indicators are very important
because they leave no room for
people to be left behind. You have
to adapt or become obsolete.

It is very challenging, definitely,
because of human nature traits

- not in everyone, but in some
people. No objective is in motion
unless forces are acted on. The
force in this case has been to
drive the change to transform the
government, and everyone had to
react to that change.

Many people reacted positively,
although no doubt there will always
be pockets where people react
differently. But there is no room

for this, because everyone quickly




The diversity
of the
Middle

East poses
challenges
for its
recruitment
market

becomes clear on whether they're
lagging behind. The government
has developed various quality
checks, means and tools to ensure
the transformation has happened at
the various levels.

In HR, we worked with the

PMO (Prime Minister’s Office)

in developing comprehensive
strategic and operational KPIs
based on financial and business
performance, as well as smart
technology transformation, and we
have linked these all together. What
we do at FAHR is to lead the HR
transformation through these KPIs.

Innovation is a big government
focus. An initiative has been
launched for government
employees to get a diploma in
innovation. Innovation guidelines
and plans have been developed,
and training provided to the various
entities. In November, there’s an
innovation week where entities will
contribute on initiatives they have
developed.

How do you see the role of HR in
the UAE changing, and what part

does FAHR play in this?

FAHR plays a role beyond a
traditional civil service bureau. We
act as a facilitator to the profession.
We have kicked off initiatives to
bring together local government,
federal government and private
sector specialists to share best
practice.

Notably, we have an initiative called
the HR Club, which brings together
various sectors and professions,

to network, share success stories,
transfer knowledge, and create the
environment to grow the HR sector
in the UAE.

We've been in touch with many
international organisations to bring
this kind of knowledge to the UAE.
These include the CIPD and other
global HR bodies.

We transfer this knowledge to
regional forums and an annual
international conference, where
we bring these speakers together.
We publish practical HR papers and
have been successful in attracting
people from across the region to
share in these best practices.
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