L/

awogall aypinll aylgoll dyabaill agll
Federal Authority For Government Human Resources

ge Jaai dypiull sjlg_ally dn niia digiw @ nidlaa . .
dragSall dpinll 3jlg_all &l dall ayy o] 3_,]9 all

B
}r
i1 5 1g_all

claagillg Crlpiall

(13) 3=l

daiac u].n:ug dials njo




ayogiall aypiull 3jlgoll ayabaill gl g’

Federal Authority For Government Human Resources

o i ds il slg_ally dn nia digiu b nj dla
dragsall il ajlg_all sl diall
(13) 2a=ll 2020 paogi

i
dypiull 3lgall

Glangillg alpsiall @

3jlgall J16iwa Jsui @
a1 g Jasll

daiac Alianig dials (nyo @

Federal Authority | &usl 31 & tes

BOef

www.fahr.gov.ae
hrecho@fahr.gov.ae
@FAHR_UAE
600525524 s 541 JLai¥1 S 1o

ayy w1 ajlg all

plall Wpiall
Jg=dl gaapllare s

il dpui
ey guull ddiile
Wyso pualpl
Mbgjjall 3gasa
JBpull Gjga
Guitglyll Tuwl
Jlosll aic dina
$ugii xana
aill aana
nyall dja
nalaall dila

Guiigll pac
Julgill

dgagsall 4 pinll jlgall &slaill digall
daiall ayyell aljlall

2350 w.ga uhgii

+97124036000 :ila

5002 :U.(a U

+97142319000 :ila

=i U dygiiiall slgall
diall onij ge djgpall

alegngall s
b aljlic) gaxy

galsilly daall cilegiga slac] pi
&piull sjigally dnite dpalle aluwwgo 2a

Janallg pinlill dhgona dpsall @Slall (Ggon graa
daolgag 3] wnle Jgnall ggay piill dslel aauy Ug
2lgall janag pilill o dépua das

dalle Gluwgo ga gglsilly dlaall dleginga slac] pi
Gyl ylgall; dnite

306 pdp pllclll cnilhgll gulaall o dniya dlaall
dlga ¢no alnisll a)ljg wnal dyjlai dalles dlawag
Gaaiall duy=ll Gljlall

e
MARE(E
wlaypily yulgdl WUl (nawl eadi
duill gaull Lolo pléo ]
Jb— g Jl e Jlj gy a5
‘alll abas” . dlgall Juw)
2| gaull wolo (g
O9— i 40 Jl Wl U 2 a >0
"alll oley” . yus @5L - cljjgll gulxo yud) - dgall yud) LU
il goulll Lol (g
| S Y . SS— § Ry O [ L ¥
axluoll wlgall (el AJa)1 Wb (ubgil 2ge (g
Soaidl| gaull Wbl @gilg] (lg
aljloyl plés slai (el gulxall el
gyl g wl il (pibgll gl & uwlia
byl 13l Ll doghsg &3Lb duwall Liljlo] ale all osle]

ADIB




F—
s m“d.l
v %

g

©jguull Tygl
J92ll gl are 3

anhill diall ple paa
dragsall aypiudl 5jlgall

1ijggal

u&ill &waia dalc] cillgaillg dypdull ajlgall
! g J

ahgall Wglha yig daic &l
ailiy

:a0Sgallg duclaiallg duinll Ulaal -
dyclaiallg duipll Ulasll ajy a8l
duwilly dama gurlgas dasgallg
o Jlji Ug «dajill Jla (yalhgall
@ anell dage g0 aauitall deulh
G palac gSlei wl] guakhgall
13] la d6j2a (o ggahgall wéy
JSiy Gopni 26 pailuwge Cls
Saasll Gsgll ey JUa nallai
Wo paio pigll @i Gjial aal
lgamig (dajil JUs pailuwga
paiguwe (o psi waa ge ggiwy
3jlgall @sl6 wlc (nsyiyg .dulasll
otlgdwall  lgigSy i dypnl
ainll Wlaal  gliy  gawlwdl
-dasgallg diclaialig

ayell dljlall dlga 2i6 aGale] g2ag
ald wle iy Jlaclll  daaiall
sgall go Teja TgigSy i dypull jlgall
alail clgu 33 (nle dpagyllg dpydlyiwl]
aslhll Gdg ail "yl cneyhll gngll”
wle guei) (llalg (ggleillg gulaallg
aiwa 1gigsy gf dapiull ajlgall sl
wwsg «nallell guleiill dhal pliiel
aljia] JUs go pailuwgal duuslii 8jp0

Ly piudl sjlgall

5 apiud] ajlgall cnan

«liglglll guiy e dgadl dplill
apiull ajlgall @alé wnle wagiig
dlelplg Alwlun syl jjh JSin
ohgall  dan  glanl 8y
clgu suilgall @618 (b . paiallug
ald aajlaag Jesll joa Jalae guall
8)ghiall Laglgisillg algll alaill

.gual ggs wigilig aclnall Jia

aly no :hlivall Josll gy
Jlaci graa @laiil a9 - 3695 daji
g dasll W] lyjai Gluwgall
mgdll dli jasy agei gUlg asy
sl Jasll glsa wl] dlalsll
Gasull Jolgy Wow laiy dayai
091 Wgug asy o dSjliall Tl
Ul5a §)lal dllasllg Alwluwll 2ing
dpugipll Aliglgil ga hlisall Josll

.y pindl ajlgall Galal

asle] gl daibll guplée 2ig
Higa ga laylgl Gluwgall aio
dlapall lijglai 26 Liif wnle gypisll
Joaiy a8g dailall (o iguwil
hao 1gjs) Al (ualhgall plaial
yio JUs dylaill Jlacll <y nle
(diaall pailis Jil das wl] dajill
diw JIb paapdi pi) Wgw Wisg
dajUl 4igi Wgw WwiSg Sada chgll
pailp wleg Spailaygsl il
Géniy il lli S Sagiaall
apdudl ajlgall aljla] (nakhga wle

Jdaylgsi aluuwgall phea ai6 éalc] g0
clgw .palac gSlai wnl] uahgall dageg
ugahgall awal anija gi Jals Jsiy
¢lla 209 ~19340g5 daily aliclaig alyydli
gwahgall dallwg dny plaiall Jjs U
go sl lugla Jsiy gulelsiallg

luwgall

danll Llad whai JIi U g wog
«luwwdall il ingnd draaly dallwllg
6 daulgsl ciluwgall 216 aalc] gi U]
Jlailolaialg lailiglgi wiji aslc] lagle
alpsill ge lagac ggahgall Jeluiyg
ucg padiye Juw wle ijhi wgw onill
il ppsillg Slalgil wilsall aio duas
Glgaillg Suagdl Jasll lhai axauiuw
w6 Alagliwll wle iphi wew il
oldy Alpusillg $anall ueghll giagll”

Saclas)l allhia

allal ao wlgii (nall aoégll cnog
2a Jal=ill dlgduia dypiull 3jlgall
sahgall aslgi Gnill dalisall alyaaill
4059 payila wl] paige aic
Aljiall ada glo pamoglia (o wianill
allae @l Cysgill 0da wog Ly
duitly jglaa dsyi Jga lailolaial jusji

HE) I

Jlg U Jlall deyhy -dallwllg danll -
g gugpall ga gala ¢ro cladl

sy a6lUyg digrag dcpuy Jasll duwdall
Jasll Jga dwlj nle Cilaidil Los .dailall
Glianillg aclyg dialsll yapallg asu e
huwgil Guidl Glad .aajisi 36 il

Lidyy6] Jlaig

«dolellg danll plgy psl gayi pliall (nog
plisllg alaillg pasill plgs lilluuwgelg
.0san Gbg gpuly dinall ada jglai gasi

19 - 21005 19 d1jagall

wo gilalell plaialg dwlpy Jaa ggsiu
hleill (o Gclasil daal dpindl ajlgall
Jlacil dylpaiwl crauwllg .dojil 20
JIb g anll alaeiwllg «Gladall aiadig
Glgiull JUa (dullell daglgisill & jgaall

Lapail

ylgall wan" ga aaell laa Gog
Llhd dcgarn wnle cgll b " pinll
Jugprg dilac gjlaig «dyjgan Gleghgag
wgjg dall dajall cda go dnlyiua
Gpaiig cuwngall Jasll gliy dilisiwae
3¢ ga gglaill ellsg anpindl Jlall gui)
draunlsi aluuwda (o guallell LS b ga
pabi guallg «aypiull 3jlgally duisa wyaig
.ol jlan] o paiglsi cnle j<dill pal

Jga awlpy wnle cginll nluy aaell lad
lajgag «dupiudl ajlgall aljlal Jréiwa
lajall alylhial Glaiwll (b Gygaall
ahaeiwllg dlalell ngall Jusuiti (nog
Jghill  jlaiiwlg . Jidiwall  aillgl
Jasi wle (elihnll (ISallg (naglgisill

.illhgll dsul wnle apail alpilig «aag

alalailll tnle Lyl cilegingall Gijsyi las
dog Ahls & piull 3jlgall dhidiuall
wle @ilall pitig dajghi Jalpag «Jac
Awj o dgaliliinl Jisi auail daylgai
puani ésle] Gybg luluullg el

3jlgall wan dlaa ga Al ailifiwl sac
ayilitiul plall 132 ) pSyle Jhi dypiull
"19346gS” ligigS dafly Wgyh lalngs
wnlcg 2020 plell 2lha pllell Galial enill
algind paiwiw dlsill lailiclai gi gay la
lelhég &Ll qualia @618 wle (dlgh

.dalizall Jlacll

Gus Glani sl dsbgio jé daily
Jslg  dpiudl yjigall glinl - Guwilly
gui) pghig dails guaidally geiaall
as16 (pllall (hgima nle npiull Jlall
dclinll §gill Jga jgn Cyumall gIs gi
al laislge Juug laillar Js; asyiyl
jolaig @il &y U Jeliul palsid
cilagsall Wle ligygS lataly wnill dajil
] lanle] @Gphg lSuillg aluuwdallg
e dlilan phlao i slasiwllg .aswll

o4glic janii (i dailall i lajla diclg
Ay piull 5jlgall alyllesg Gljaiga jglrag
apillo (Y1 wle gojll go adc JUa
Lo J5u (@uigillg yaaillg dGwlyall (Gaiwi
Glwjlea ga laslgg laduw lag «aixaud
pi QS dpagsy duuwge Jleol agajg

Lialleg Liayls]g Lhha .dnl

a3l dogsall dnai gi ags clin U laag
lngn3 dxaiall dyysll aljlall dlgs o

aypindl ajlgall cnan 4




Jolalu dulauyl Wb dapl Gilol sg=i
WV ple dapinll Cowwli Ay dlils!
Asl o6 646gio gl Lilaiio Cinunig
6ail) dapul Lail .rodleldl Jga dlga I (Lo
Lgjal Lub LJoll A=ig . Liwlul @Uiil 6 Liolle
oladiwill sialall Glalnll did (Lo
Uioli Cun o Wilagl ub LAl LJglilg
ool Al J=a Lo 13dg .6jgraall Culaiigll
o=l clail &0 o6 oyl 6392l fio)

(QA01i
Glsupillg wilaill bl vuawl

| _ il gawll Lol léa il
lilalio &tod Eang 8392 Ulosd IS Uo |
Juwilg  julsoe @og aylaill Uilelleg

Ll o (Lo Slagiutell digorioll ajgil GV Ry, TR <Gl |
§ _. o 21l gawll usln il
ol déhigl Lila2ll pUAill dulhyl \ W - : :9

. CYRY , R ST
ot WG | @gisa | awly ¢y 2000
Lilaiiol Wisilio rojisi Ul Uslaal (1o ali i e i FEEHOAC) ehus asia=2ijjoll gulaa gy s8igast gusd Rl

Lo Layjgau idlg Cllaviwell a1 jamell Uo VE S i
S laiwoll @lgal &t Lle Bigo il pro AR R & awull gawll wolo wnllg

duwisall dslnllg ol d=isll Ciin o = « 1% a N
AUIAS) A8l (Lo dligiall Cilgiig UL!.E‘.LI dl J'.!I.' 'J'.l A0
dalwall Glgall wnlelll aflall uili - vubgil amc wnlg

gsylllg gulill ¢nihgll gl &uwliay
aallall duwliall ois a1y lﬂ wnll=eig ailhw alll cpcls

“alll akhas™ algall guy)

W§alinllg ol Ll 6al=u el o) Wil Ol

Ldlagll plaillg dulasll 8liall o (Lo Logiugll . ; L
"awgioll payl déknigl £ als pllg gl Llifsliag ¢phgll enle

Ciljlof
Emarat

(Gljlal) Jgyill aalall Gljladl duwaw§a &jlal gulao claclg g
dawwdgall (plalell aalsg plall paallg

=y




i N a
) E B N B
7"‘"

5 2020 2018 -

1220 8 2

7y,
£

i

dypintll jlgall
Glangillg Glpsiall

Jusiuiii enle pllell Jga apinl ajlgall Gluunga Josi @S
¢ Jusiwall wilkhgl alasiwYlg dlalsll ngall

u 2020 2023 0
= \ i

09ilgs Gpgy g jpum djla :pldy

9 dapinll ajlgall cnan " dypiull sjlgall cnan 8



Saunlill apiull 3jlgall willhg layle j$)i nill GUlaall la

Jslaa i dypaiwll ajlg_all gjgaa ¢y :Jubi wall & lalell ing all JuS i 1

13 1. JLacil 23l aig 83 13211 Liaglgisill wi wy d@ Liva @ ul1al1 d Lalell ng 81

dalill Galai wll (G 161ig 4 lalell cng &1 JuS 1 éalcl G nyoll jgjaii p a6
L2a alilg pdull gu Jasll Jalsi JUa ga

139> w=lidy il ajlg_all gi gg—Sjaug :wa all (nlc & ails aolai JuSai 2
11511 o 26laaig p allact Alagil)i wl 2 0 (nidilaii d 6187 JuS i g6 Ligin

Jjsil rapanill Sailly & ogean GLYAT ggoraluy :gabgall 415 Jusa 3
padiag g-laleiall dypaielpi] wnle ggjSp Las (paylig grahgall lpia
.aglgYl

dirall Alaill plaaT wl d lalell wng él1g a1y 6L @ dleiall Aljlpall Jus i 4
Laig<liay ¢n il ¢lilull & waai dypadnll ajlg—all gy1aa ¢ja g :ALilull anle
.Jag-nll aag wnle dry bl ajlg-allg (pl e JSu & uwgall l 1hAaill (o

Sasbwi Guph eni

Laui Lty ay 18 il -iliagll o %10 allga yalypll &y iiull 3l all J-tar
doala djgny Alja 611 clin 1g-ald guillg pai uwwdga (o6 daréll d Sjra wng 6
g6l JuS i Jaf ga 1361l 13 a (no6 dxaaall &=yl wilgall 2 1aa (o

.Jroi wall Laslac]g d lalell

A wdiig (il Laic @iy pl diypaull 3jlgall @ ilhg ga wnpai “glgii” ¢llia
s L Ll i giio wn] ple JSuiy clg-il ada

Al i onill @ ilagll g_ainiig il d_gisall dyiiull 3jlg_all @ _ilihg
Lipyai nd aajlg N1 cilja all g o giifl gf a3 alg (6 crwlwi JS iy g_ralgall
Aaninle ggjSp p ag Liiic ga %80 (nllga diall ed aslpof JS iy &
d1015 (n 6 Jiaiall (paaill jlpai il gg-a3lg) pag (gakhgall Gl ih jj=ig
J1ghi (6 Laayhgig & _ailliall & 1aglgisillg & tadyll ¢y ssiall slasi wll

.d_lalsll cng_all

193 @i ]l cne i U6 dyy diull 5jlgall tn_élhga o wny Al d il L ai
e j S0 dgla] dsph gd d 16l o a alpof gg Sy ¢y L aiayhgl cuagilyiwl
a6 dfalloda Jacdeuh gi go pépl tnleg.éxaaall a2yl Gl bll o eni
diall o3 m wfliag Judiuwa gi 2 disi Liif U] duwgall Jac JLaal dwlio gg.Si
d wwdall ingi wa wn el ay pg 87 e ill j1galll & taai ig (agall a_aii<y

1S JSiy olyii

[ 11 dpin yjlgall i

(nalle glay] dlia
dauhg gi wle

d il 3ylgal
Jaiwl 18] (raglil
laglai gi lalac
a8, pall guoiy

plall Lajga alyi] d1ais Lacai Llnall ga Iaac il ajlg all & aihg Jgliii
ylgall g<ay @S .duwgall dmilyiwl &6 cLan] JILA ga duwgall JAals
(6y5g 56 atall Gl ylaal &lal bl 4ol o 1l g golagall 445 &l dyp il
d_o)2a p a0lgag -tohgall Alaliinl d 6)al 1L1aglgisill (a dalai wll Laisa)

fdann

S Sy Ll will duflngi wll & wljall 2 il ap abi (Glow 13 s aidg
HisiLays ¢yl o illg 2020 plsl &y ainll 3jlg-all Jubi wa gliy cna pl gy
«alyiilll 1} tia 1} ai .o el cLail 2 103 g0 dpaiull 3jlgall ¢njp1aa 30 1300 (0
dy il 3jlg-all daghg gi dpiull 3jlgall gypae danas JS go &l 2 Gisy G
Glalibll & opeal Lanai pughip iy o 113] 21w gainle d ala j 1€ auniw
2103 g—a Gluwgall (G-aii JLnisl Lal kh 1haillg @ Lalell (ng all &liai wall
dyy1inll ajlgall d_athg gi wnle @ ale §jg 1 p ll=ll ¢n6 pl 2aillg AlinnAill

& dyyall guai Laghsi gi Lalac yai wl18] eha ylail LalS iy i w

oliy d lilao §)g-ny p 2616 Gl (o ggsjluitall gguagaiill cLuwgyl wnaig
ag)appai glaiy Lippai anle Gulall (o gusyliisall Lili G olgs ¢ 4ol laa
gyl @ Si pa e JLa (b a il gp wnallg a«2019 plsd gyapaiill cl gl
Wnog.pla pic arnpw palac glo usiall pllell 2.0 &yl 3jlg-all gpraiill

-Ja2 g ihga dypdull 3jlgall d arhg dlelhia ni gylicwll1a s cgn

132 dayl e & o7 gc duyp il 3)lgall Judi wal dilnsi wll i wljy @ 1isig
03 & dro i) Liadg 1 ay g—uallell gisjliall g 8190 & 1c)6 & cgaral
dwlall dise 3a %10 (nllga) &ual iy dull 3jlgall Gl uwwga & cgaaall
w130 a d ailgll & cgarall ad a j )i «awai & 6gll (nog .(ailnsi wll
plle (b i wall g3 payLino payl 8400 Gljsb syl cn e dyp-dugl3jlg-al
wle @ ailall dolaill p eng (Jréiuall (o dlalell tng 611 JiS i) :uniag jpieia
JUA ga ¢LA JSg “Jaleiall dapa” guainle 1othga dj15 p tanig « wWa all

(@ 1V (nLe d aflall Gl yaill pladi wl

sjlg_all d_ayhhg gi wnll plsll1a_al dylnai wll d wlpll & gl 3 il i
Lailiglgl jusi e j$pi aliall jasy gi ¢ dalize alis ] puwdif dyyiull
dcjlwiall & padyll ciljg_hill ¢gc d_aalill cilyaaill & aslga W ay Lija 1jusi
ajla] Wb «d_bgigallg dypaall» 23laill cluwaill Jhai iy sl ailis gi gn wis

uwdall (b dyy dull ajlg_all

6 Jasll cLifi ailajUl goa s yasll aalgi dyydnll jlg-all @ ilhg gi wo el U
wle plaialll j iall ¥l Laf (paiwall j12illg 3 yéeilly pwis ¢nall pg il p llc
«alyaaill 03 a daslgal daliall dpiyll ajlgall G-6 JLiI3] d 468 ¢-a yals gai
il il w1 d apdlly &gy dull 3jlgall & Il Alwwgall jg= i cny_ag

ailuwgall dyy il 3jlg_all ciljls] Lagani

dpiud] 3jlgall (nan 10 |




pranilly grohgall Gy dueai :a31al1 jSpo) ggahgall

g—tohhgall a3 1al & 4glgil 1g_aci dyilnai wll dwljall ¢no us)laiall g—o %95
Gl i «dadn (G-olgin daall dapadnll ajlg_all aluwwda CLilsg jas)i JLaas
Lals duwwdall duilyiwl dyglgi gia gotlalell dypai gi wile Wleni

4315 pranil 4 ailé druilyi wl Laual daal ! diy dull ajlg-all Gluwga ¢a %75
Laacyig glalsiall 13 jj<i datilyi wll ad ag (tothgall

wLaanill p1$6ill Gjeid il dull 3jlg_all Aluwda o %46 o wyd) La
aailuwdal daid & 6Ll drydull 3jlgall d_ahg Lailhii & ylc &jlaa aif wtle

Gl JUA ga GLiludl &6 1 Jay &bl dyaiull 3jlgall @ ilhg pg 67 @S
€dlal=ll (ng-all

AN alja 6 pight dilndt wll dwlall (o psjlitall g 1aa g—a %40 332
3)lg_all Liaglgisicn 6 pail wwda jlaii wl d uwipl d Ui le wil gy g0

d-iaifg il 3jlg-all GLLilai gi & sl dypdull sjlg-all dluwwge CLangig
Aals (RPA) gi duigigl ailulasll disia JUA (o dypdiud] ajlg-all ¢lelpalg Glaoas
n2glgisill jlaii wll gilaa

dyp il 3jlgall aluwga (b glalsll o &wljall ¢nd gusylitall o %45 251
Aana @ thgiwled haall QLT algiwll JUA jSpiw pail wwda gi daalipl
alilull p lleg 7 alilull

ay il ajlgall Gl aicn 6 J<ollyd palpll dynll ajlg all Gluwwda paii wi
o 83433 alyisd JL5Y GLasgall g0 %35 la-hsig . igig)l lLulasl] a Laifg
lgiw LT ] epiiw gginc gn o (nclihnl] <153 11

alalall ingall Jusai
aypin1 3jlgall cuyipl ¢naaill

«Salalsll (ngall JySuiti»  cnisi Tala Jgi

ng 113 yaail J_aiaall gyjliswll (nle j <py Laaid Lalsll ing a1 JiS i 3 aiy
g0 JLDT13 2 (n_bg <ilgiw qilad cnl] u_as gg-iaé (b diglinall & Lalsl!
wclihnll (183 Mg dcjlwiall d_ad 1 ciljg_laill ¢l yiti d_d)20 gls_a) &_paalll
il Jasyw @ysg Lasliai guill aljLaallg Laaaag dlalell ing all JSib cnle
ails d_Lalall ing_éllg JLacll d_ab 2 63l 4 Lolsio & _aghia g_an Lia cililg

el aclas]l

<Sa 1 g gyLaill @ ingl padi wall 3 thinall - & sulpll d sclinll dyg-i1 juiii ]
1y -d1opeall Alniallg (ML) (1Tl p_leillg il iqugl & 1idig «nclilinll

[ 13 dypiny yjlgall (i

L

N

e N
ot

S
r 4

a1
aypinll ajlgall cnuwipll enaaill ga dlalell ing &1 Jusuisi

dwladl oo gusylaitall dyindl ajlg_all JLaa w6 gtlalsll g_a %56 §_oi
wiclihnll 53 1111aglgisi e a (Jaleill d Lalell ing 811 J1aii gi wnle drilnéi wll
gyl 3jlg_all @ ayagl pSUT graaill Jiagw d Lnll als alyiaillg (Al)

d sl dluwga ond gg-lasy g5l &yl 5jlg—all cnlggwa g %76 G-oi
wng 611 JS diwna ai g a Jaleill tn 1] d alay iy aull 3jlg all & éihhg gi wle

Jlalall ing 811 nLe dLnll ails il yiaillg grclibnVl 1S3 11 Lyaglgisi y yifi ajlal
aljlan grwail dyglgil aia oy adi wnle dyydudl ajlg-all ¢njpaa (a %66 2.a2y
Qi @ 2.61}i6 d 1l @ illhgll drwilly Lai .dyalell @ ilhgll ¢n 6 d Lalll tng 811

%74] dwill

«&ao18ill jLiisl» jlial

Jusiwn lel v ggLlasy dilnsi wll & wljall a6 (usjLiiall 2 1as (a %61
Lailasgig & wwdall Wla ai g o wiilaiil pail wwde (6 dxil wll & 61aill

dpagilyi ! Layal @ sl dgydull ajlg_all il wunga gi éwljall 3 ili ¢iy_ahi
wwgall Jaly é apnlld 61610 tin_Le bl aallg dpai wall & 18lpall & diho

lailuwda gi wnle «dx dy (G 61gi» daalipl dryp«dull 3jlg oll Gluuwda ga %71
durad dwiy “ax iy G197 Laiy @ apnll 4 o18ill cluwy] ¢nd Ligin ljgs sli
Wa allwle j <$)idry dull s)lgall (6 & nnialjigai Layal gi tnlc Wl sii

.a_olaillg

dpiud] ajlgall (nan 12 |




-nhh_wgl 15 aig ¢l wsSall -jiag w dSy b dai 3 nll 13 a (o aa diiwig
A Lgygi (no d gt Gl clin dSy i J1STg Gliwiall 833 =ia d cgara (nag
A= dypi dyygw ginngs wncag &Sl (no &yl 5)lgall gud) il plé
Liililac cn 6 & iailll g0 3 yjallg > yjall Gain :Jg-61 ¢ aiuwwga (o jall
JUa @iy jgnilg Lasj quwisy 1a @ g1 dylell ) Sta dlapa (o gai.dyyhll
oiill plaall s c (n b dylall a) 1S 8j 66 a iw i _Lisall gu_aall cilgi_wll

«Jgailllaal giasiwa gg-<i gi ] dalay gaig Laiiail pipw

aLiajl gg—=8gi1 drilnai wll & wljall (s gusyluirall gi Liwlys JUa ga Liaag
otlalellg (1i8dall tlalellg i hjlell d Ilasll Al 6f tnle pail wwda slaicl
aa i gi aapall gag (G- Ldall AU algiwll JUa %10 - 6 druis pall a Sleilly
U921 j g2l e «oninlall plelly dijléa Alalall gaignio dslyj Gluwwgall ada

AT alail eni (o walina gaiwnle alaicll

dypindl sjlgall ¢naa psi Jiag nclihnll (153l dlalsll angdll slac] : 1 <l

s0190
o
asion

8l duwi uuy dilalli 100 W] alsyil ggana Jiny Uas : dhalla

alalall tngall Jusairiy pljilUl

Jisii dtlac & taai pllll claii g 1an (s @y aindl ajlgall aljla] g-ahga ¢ljay
JLiall Juw e le 1 aé 1561l dalclg G y1auldill jlgall Jal & Lalell tng-all
dclinl agSwl gy &)y glalell cnlgguta 8 us s eniuyS dpwll 1 Sgi
il d eyl dogiis (uilyg Lalac o Glwg pa s e oy Jgaill gi alall
Jag-ai Lyl gain 2 Jg-0ig .61 )gn) JLacil clsi (nd jlpaiwlll g2l g iagll
ln 1haig & lalell (ng-811 Jlaiwl ¢ a diclinll §)g-ill alpili g 0 & 5j=a
CL6gll (b 1 blinig .« alll 1 a iy A 1aii nl] aliai ¢nd I1d Lalell wng 811
La Liif U] .aualiil] grwnig @ uIKill ja 63 (oo Liflilac d iaff awd Clamwi ¢nall
«@a illagll gi d Lalsll ing 811 J1aiwl dila) jluicll ¢noo Al gi wnd] daly Lilj
lsuiwl a2y orall 1aa G8ail wlwi 1ol d Lalell ing a1l Jas i jrieg ¢n
gy d g J 8iill o grahgall iSaig (i anlg 2 1aTy 6 (nill dx 1aall jigaill

«Li<aa ¢LI3 g5 LalS gaall

[ 15 dyinyl yjlgall (i

ousjlitall o %56
UK dwlplleno
wngdll alac] g

20 Jalsill dlalsll
wnclilhnlT 15l

@) dhiijall Alisillg
HSUT il Jiapw
paoilhgl

willhgll o %65
Lii6g wno dagagall
gi Glgiw 10 ggiaé
83137 Gpay piiw

nill willhgll aac
1S3l 1malau

g Joi enelihnll
La)liail ¢no

Lay glalell (lg_if g taa p_ini ¢ d lalell Lalgd Jis i wnle aluwgall
dlla=llaly 6ig pall s 8leilly gi (1i8dall gilalellg (prailall g lalell €l la o
Aligigplg aliUl (] & olall G hjlell

& a1 d@ Lalsll ing a1l & yiyall d i)g<ill o a d sylyll d_yclindl d)g_ill ¢y 3 &l
3g-agall willagll ga %65 gi JusiT IS GV j Spo ja 63 6g.a10 G=a) UTjusi
Jg9—c (o LIS & 4n @ptoy pii w gl 83g-2ga gg-Si g1 cn Il Liisg cn o
d_wljally drydudl ajlgall g spae duad JS g dilli G aiig 13 a «Cilgi w ) dic
@ illagl aa ¢ gi wnle wnalall plell JLall g a LasS dLalisjai (il diilnai wl]
2.ag Lajliail (b ey il €Ll ga J-81 (rclilhinbl (1S3 01 laéla g w gl
wnpai dja «2019 plsll giraiill cLawgl dagy» jipaia S Jalaall (o «cLa
Aausliw o ill ¢LIT g _a j ST @ ilhg @Glaiw wn_clihnb 1S3 11 d iai gi p_aia

anpabgid diphayalalaei wll Lide waé i agy 8 Lac j hill ja 9ig

i wnle dypiudl ajlgall dyila i wll Liwlps ¢nd (usjliiall -0 %56 G-aiig 1aa
Jiarw a dlayipall ¢l yidillg (rclihnl <153 11 2.0 Jolsill d_Lalsll tng 11 3la c]
dypuinll 3)1g-all (nlggwa ga %87 gi g0 pcpl tnleg.p maillagl p iSUT (naaill
U] . ibLwall (b & Lalsll ing &l S ki & 185 & tisall sg mall a1glghl gg-hasy
Ay g oo 3y plyall 3 &i Jn61 ga gpibyia jue dyaull ajlgall G316 i
ng_all h 1haill (n6 & suiall dyalaill Gpall Jlaiawl (o aluwdall jasy
anclinnl (1S3 11g & iaill ¢l yiii g0 J_alsill d Lalsll (ng 811 J1ali 2.0 d Lalsll

apindl ajlgall cnan 14




wng Ol JuS i 2 il paet wa pie dipainll ajlg all cnlgg wa p hea: 2 JS il

aiuLa %80
%44
Aeiua jic %21
%56

paplhi ailll & pindl yjlgall wls i [l

A6l duwi g %100 ] alé il cgana Jny Uas : dhalla

iy d lalell tng 811 ya 167 wnl] ainly pu Las (40:60 wnl] 60:40 (- Li6gall

J5aall ¢noo ells g il aliwil Jiadi g . J1dall 2 éell @oniia Jglay %30
Gauall dlwlw wnle Lapilig (4 ulall aloaall d clinl jg aiall

] IS igali dS )iy gehhgall ggg i pwd gud) gy diila Lijla gl 61i
a2l (b Jg—arall @ ilall Gl i Gloxd (noadag GULnill gals dia Sl
Aail gijlo darwll aalof & lai wwde (b aljlaall j gt 1]d ahll
«lalell ing 811l thai a] enalsill enolpégaiall 3 aill ga JLaiiUL» gg_agés
sy pjilis :Colialg .«dljLaall (ile a ilall & Lalell tng 6l thaiai ] o §
g0 Lillaci jg-hicg 1 (nog.p ailjlaa jighig Lijahga Glj 6 & paiiy 1S 1igali
Gl=ii 63131 aljlan tud] dalall Liaas «drad) &Sy an] dadai allnil d$)
-l jgal gu g—o anilpwll galllg ¢ clilhnl fI53_11g d_aanll alilull
J—a=ig «i_lalsll (ng_ally & alsiall JLacll (o ¢iaai il alp_ysill ulsyi_wl

» il A al dalaiwl oo aljlaall Jus i éalcl d avin 3 alp wnle

g 811 Jus i dalcl) @ alall & alall d_ale djg—ay dyyiull 3jlg—all gy 1aa ¢
wg-allaljlan jghil dyglgil p_aie d illi JS g—o gLiil (nasy ¢ yia «d Llalell
pighiwn ] paia %77 hay Lain Laule (n_clihnll (1S3 1) i &)1a) & Lalsll
d 10811 alja il JLaa b a ayal d lalsll ting 811 g %30 - %1 g—u La ciljLaa
d.alpn 1 isiaxiaf o ayal g udeiill cLwdpll gi gaug & Lidall LN algiwll JILa
h_h3) w2019 plsll g y3ibiill L wgll 4 1g)» pyyail L 66go «uilallls agn b
dLalall ing-all i ga ST aljlaa pyghi ] douipl Glg-wil paia %44
wnle 8)3 éllg alilull pa éiall jgnill Jia) d3y3201 & tad Il Gluisill (nle o ayal
g0 hh_86 %1 n_h3y Laiy) & _Léall algiw G JILA (¢L13 wad] Lag & aapll

(d_Lal=ll ing 811 p_hea aljlaa 2.6) ] gUl tniia dyyiindl 3jlg_all (ny1ao
aiwll jlaa (nle alal Ul aslyj gy dylsll Ligs Lialyijl Liaag (Lilihai JU5 gag
e & 1101 & Lalsll (ng 811 ga %30 - %1 GljLaa ;ighil hag & palall dylall
Jlsi gi 2_apall g_ag & _Léall G algiwll JU3 d3 300l d radll al_yisill
alsy il dijlén plea o) Lale alalp Ul g_aiéalyj gc dayy il 03 a il uwda

[ 17 Gy yjlgall (i

dyydull 3jlg_all ailjla] aliini cpail wwdal dliai wall Glalisld_uli s aig
%90 2.5§i Liag .dalaill plaall dnllé 3 bi) o wd Jiaiall (naaill Ja ]
auliai wall d Lalsll ing &1 Jusaii gf en] @yalyl dgydndl ajlg_all luwwda o
10 13lasi ] 3=t ua Laii Laio Lijjéi %80 wnyig il wl d1glgi dliarasy
Lija guasiwn i Lol pail p aflphiniga 3 isi sLsl «elis g ag .clla plyall
. lalell (ng a1 JuS il GUhD1 (nle guasiua j i€ gi

Jlall guiy aljldiwl pws guyi)g jse «nSwipl Jg1 2 gy atily g
d lalell (ng 811 Jus i i dxaiall alylgll - ¢na pl ey oS d@sp i enoéd eny il
dicy wg dyan pisig aien led yalsilld Lalsll ing 811 thaiy pléll gnoisy U
g0 3 3sll (b Lama jga waly d Lolell ng a1 b phai Jljla & 818301 (nd Jy
d_Lalall Lng a1 Jusiii i Liaag «gtlaleiall 2o Lil i JILa g_ag «Luwwdall
w6 3101 st ad 9o w G d wwdall Alalaial & oada ¢nod enoily i weay
ol g-tlalsiall g o> pasll (g dyllio Joc dy Glag dylil] Gl 601 el
il 3)1g_all (rlgg ual 1a j33 Linnais sid aaalloda

Sdiraai wiaa lag Sdlaleall ada no Gljlaall pghi g6ga ga la

(d_rallell ¢alill A8y b (] (o d Lalsll ing_all JiSati (né LisjLib Laaic
drilyt wllahluall g 0 d cgara p @ad wnley aisiy fliill dxg o i Lil il
wng a1l JSab e 86 guyl 83436 LT ailjLuall ad al 9IS . Jasll Laaalgy waill
alai 3 yaiill d ygllha ggsiw (il Aljlaall tnle Liyi g-<lg L aaiag & Lalsll
Wadll pisaill aljlaa jjei wle JLiall Juw ale Glagyliswll A o jS)
dlwlw aljlaa pyghicnle p AT gyjlipw j ) Laiy (g-4éhhgall (na ] (naganillg
d 620 &jgp i (nll & oLl (g13)gall &)lal &naili wl aljl anallg > y)gill
d_wla d ol ¢lia & lals & 620 Laaang dilisi wall @ Lalell ing a1 Jus isi
Glaliall & ulil (Lajladag) & dlall & Lalell (ng 11 ailjlaa grwaid 1a)S & 6j2al

asypw alla awljs

d_gallsll elg_iyll 3 af (n6 aglyal p i cna 1 d Lalsdl ing_all JyS_iiti J_ylai j ahi
JLlasdl il giahgall dpui ppsi cud] eLildl d sl éaaiall dSlaall (o dlalsll

dpiul] 3jlgall (nan 16 |




dIalunll pg- 61> 6 (JLiall Juw wnlc .d cgiin dy 1 Gy a sullLansey
onlyiolll @ slgll en ] §)Luiiwllg QU =ll Jgai) wgwg i an jSlpa iy
dlopll aljl wa pranidal c] pit wg «nclihnll 1S5 111 12glgisii pg caall

.noyall (nclilhnll IS T éalyj j1c (J alslh

Saanll Jlaa (o dhsi wall dljlaall aludhial dwilila & JS ¢nisg 13La
Jg-hig «nclihnl <153 1112glgisT giSaig Eayaa dalic dljluo ag plle (nao
g Ligalg .daglha - d cgiiallg - d-aliaall dayaall aljlaall ggsiw Jigall
¢lsaizall JLacg gtolell g uilnsill y 1$id sl dlia gesiw aii (o LAy
.Gligugllg wnclilhnll (153 11g G 16)2all dGaclwall g a p cny (g uléiiall G 1laall

o< «2019 pl2l ga0iill L gyl & 1g)» &wljs (no plaialll y yiall } allg
Lwgl g-a %68 Jljla alii «aljLaall jighi) Laidlle ¢y ga jlaiiwll dyglgi
%32 g1 g2 (10 83 13211 L 1aglgisill ¢no jlaii wlll d1glgil gg-hsy g-yyaiill
J9-1316iill eLwdyll 31j13] .é_Lalsll (ng a1 ¢iljLaa j 1ghi wnb ggpaiiuy o aia
rogindldahy aails Jpuslpghidaigeall dljlaall pughi Alagliwl A aii
Lil 2 iijg.Laughig a ayal d Lalell ing 801 a_yleil guwliall J_igaillg 3jlg_all
<l wgpllg &yl 5jlg—all (npse gy @Gruwiiag2g 8)g)n & wlpll JULA g a
13 ® p_eald ajUll alayilyi wllg & Lalell ing &l Jus_dii 2 _olip giidy g_uisaiill

.aalipll

pubriillg dyp il 5jlg-all JgUT gusipll aili (gljg-a gug)Is 25§y Ll T a (nog
h 6ill JLaa (o6 Jasi alwiall 83x <ia diliw] &Sy cnag Ly dS)aiy
ng-all JuS i 3alp (nd guagaiill gypaall JLiS dS)Lie & paai (nle (jlsllg
il wll h hall 3 aii g2l ga JLs ol g-Sag U» :Jg-&y &g (dLalall
1@ pyg «duwgall Jals Jgai gi pusi ol <lpa] ggs dauili wll & wwgall
daiac ggsiw &y dull 5)lg_all Gyl wl j il & 1gitall agaallg 3jlgall»

il 13 a (o @ uungall Gl 3 yai p §13] aailall

[ 19 dypinyl yjlgall (i

=0 dlaill (o «aif ja i Liil g ¢no .dalina drwiy aljlaall jg_laienill
aljLaall jighi g_a Lia wngi_uta Lalasi) é Lalell tng a1l u_Lhii gi J_airall
il alsy il gi @ auiill ad a Lil j alhi.d Lidall éa yaell Algiwll (na_a e
Gljlaall yghil Lipag éaga dwljs Liugjae Liai 3 aii Lailsly] g-ai gc Cuilcd
syl galaail asuiy Aljlaall jyghiags p iy b9 i gio aif jSall jyaallg
Hghi (g2 6g.aayaall Jasll diy g0 @ Sill plsill (uinio ey U gno
a1 galaail aaLj wnd] aalg CLdg wno dyydiudl ajlgall galiapus s c aljlaao

sl g_ai e le T il (o llillg

yighai (] 1201 gy gas6ith Lyl Jilde & pil sjlgall : 3 JSill
.lalsll ingall dlal ciljlaall

—

CEOs %44 HR %11

%51 (o isi Aljlaa pght %51 ga Jis1 ¢ljlaa pghi
dlalell (ngall dlalell (ngéll o

hlaill )0 -30+

dsypw dlla awlys
d1iullg d 1agsall ggguillg d nll dylefll cnoallell gutipl (Jtiip <jla Jg-8y

L hdll gulalell ga dsyji aling w .drallell (s p] g oS @Sy iy - yiaill
G1=ii (nillg Laaaaia e gnill jlgalll gan & blive aljlaa (i l] grianll

& piull 5jlgall can 18 |




clai g oal @ 61610 } uei ] dalall aLall jLas ¢ljay ¢yn «d 61aill Jga ¢iyaall
«duwwdall JLaci

Ay @S 337 gl bl ala_éizallg alisglul] Lail & 6laill @ ng g-<ay
d_uwdall va a g wdilai) J_a=ll 13 & J_=aiéjj_2all d 6laillg . J_asll jLai]
3lg_all guaeiill gypaall g o %61 g—o jisi Ll Jasy [Liiagd L dog ) sl
a3 ag Lashal 2o wdlaiil pailuwde d61a7 usiwnle pllsll dyiull
Laog) g-yasaiill gypaall jLus alyglgl 6ainf duwgall & 6laf Jusi jxni G

(«2019 plall g3,0iill Luwg il d1g)» juybil

G oS oyl sjlgeall gudy wuili gg-ip giudl gyl spaldl Jg-64 vadils go
Jig «@Slaila gail p a grahgall gi ¢jain :ax aiall alylgll-cy J1 Jl e pl
paaig s il cle pajosifac d iy G5 oo pauy Lioydg Litola dauyi

«Liglalsial J_oil

Jdil pastasiwl 1ga i gussaiill clwdyll go %44 glo w2 iliil Lasgg
J-31a 83gaga d-61aill ad a i k86 %56 3 ST Laiy) (G uuwdall (o GLasll aolaf
Gela d@paindl ajlgall (npuza ande JIgwll guai Linghh Lasic . (pail wwda
J-S1 ) <ira @ 6187 p ey a )i p @il gi %60 _disy CLyn ALyls d alirae 5 iliill
Jall @lsiy Laxic gg-198; La gg-12d1g hlitiy gg-suliy paisld i 193161 b 86 %31

.aolailly

gl Wb gg—ép guioiill Ll gi d&wljall no (usjladrall g—a %90 2 _disig
Gl aiio 18] dulwll quolgell gy GLall gga ISl cnle §)x 61l p agalhga jody
GliSglw gg-aany a aizd gi gtakhga dpdic JS o diw 2 dis) Laiy &)liall

| 21 Gy yjlgall (o

(0 %61 (pa JiSi

dla ¢nayay eg il gu g dyypdull 3jlgall pwd guti) (it lig glShh daaiig
d_agsall Laleyi d uwwgdo (n_ag (ylasll g-ayll & tihgll d ljaall & uwwgall)
Jis i aslc] (no lat unwdal & ylyVl & yjaill gc nlasil g all cLhs (o
JLacil g j i<l jlail aiy «lla ¢nayps duwdga ooy @ 1ils i lalsll Lng_all
¢Lyal ailloj Jac d23lpay galagall a i plus go Uaso a1 plsill JUs go
phsa Gl16 iy Lo sy p1ivip I» xapiig .«liay plisll Laisay 4 i 4 4isi Ul
plaocgalylia, pg sila.dlaall gl ilhg dlsl) 6) <6 g ag ala il
«eunp Al daglgisill alyisillg (Ul plsill JIa ga Lajijei ai 63310g dp19n

Ja=ll ing 6 JuS_airil & salyll dyy il 3jlg_all il uunga Lalisii Gyt gu_od
Gy lyAL usal]

JaL6 Lalaia 1y gandis @ lalell tng 61 Jis il ajlgallg & 6gll yatinai 1
gaiwall jyeilly Ja=ll JLlaa pwiiglaa .dpaiwall Alppeill dilaiwll anlc
GAluwwga paif wila | .Gxai wa dlelpalgda aa d oc g lhija leay 1 aa
«_Lalall (ng 611 Jis dti @ ilhg ¢no 1) usS ladi wl & ualpfl dy il ajlg all
3jlg_all & athg Lanliai ¢ ill alja 811/ aljlaall waa] e ed a i 2 divig

R ImviT |

Jsiwall (né J_asll cilagylipw go a1y d_Lalell (ng_all JuSiii gi eljp] - 2

28 alagylipwll 03 @ gi pé) “d4lapa plae als Jac Jgas” s yaif clls a4y

I yhaillia yglaa .La s a) dlalell tng all (rayiliwl lahaa Jac o Laii

Joalpalli Leas unall p i i yllall @ lalsell <ng il d Lalell ing a1l (na ylaill

(b “aillal1*g 2Ll jyjsi (b paluny Laa uwliall cubgll cb &yl

wiSallg jg il & lilall cilygiwall 876y a_iSlg . J—a=ll ¢nJ1all 33g_aill
nclihnll <185 11 d_yiai (uisi gc dailill d lairall & yaliill

aljaall Lasllial glang d Lalell ing-all ¢iljlaa wngiwa g 6y wle j Syl 3
Liis aljlaall gl iy wig il wall J_aslld iy (o J_asll dwliall
pl=illagad p 2 go Julbill (nsuiy Ug A Lalell ing 811 JusS i @ 0 (Lia ]
Jghillg
J—pall LS 2o gglsill JIA g—a dLolell (ng a1l s i gl ai ptheil 4
Alelpallg il g g-pilaill gulgguall pa1g-igS gi wiay Cup (guapaiill

-

AL lill

il JILa o & Lalsll ing all JuS i cilagylivwl & alaiio liaag dLddl s
1 g=<aig .d lalell tng 6l1g & wwdall atle ga i gf g<ag a1 JSaill eno
it _uall (b a_fyhai 4516 gg.<i

«&olaill jhisl» jlial

a 8gll ¢l lay g ao «dya JS o6 dpyilyi wll cnle Gg_aiid olatlls cLils 13]
iyl

alaj» :daaiall dSlaall - (o p] ey oS sy oy ey «Glga Qs apawll Jg-a1

dpiud] ajlgall (nan 20 |




Juill pascl upw @S dun gea «dolaill e daaill» ] dalyy gaio «dalina
«cilyglgilg Crlinuilyi wll el 17 G 167 n Le ¢ 6161l

"yl @slaill Ay o Lige 1gs dypindl sjlgall wsli: 5 Jsal

- %63
%90

%18
%4

%6

payilhi axilyll &y piull sjlgall cilspd [l

bl doui g %100 ] pld)Ul ggana Jiy Uas @ dhnlla

walgall uda wns & billg dnnsall d 161810 jigall gp digd d 8llc Liayi a agi
dnniaLohai payal gaall dwlpll gis)liall ga %70 ga wpéd) La ¢
6 d a7 ) ST p_ail wnle ) diull a)lg_all pl_aa (6 & iana d_161ai 1jigaig

PaIlS) 1 gai Wix af & plil dwliall @algall wa s e p aijas

095138 .JuS gaitnlc dag o pué el if d 6laill ax inl1 dSla glb «cLls g ag
daull Caing Laso $» dannll» aolaill (n ] J_ni @ i$» :g_a 1 isUT J1gwll
@ gigsi gnadl p aill y yeinisg vl d olatl al] ppsill of il gi Lig

.a_61lnig & uwgall

aly¥gll - ¢na pleny oS @Sy iy Jgguwall (gyaglsia ¢l yla » digy «aily g0
J9_agéig a_ail)lys gg_Lalell aya ai) (nd 11 3 aill JS$ i d_614il gi 6 aiall
a1 & laia gygoiallg pail uunga 2o g-lalsiall g o gglclaiig palosy
.aidilhal (nSgluwll p pgill 6316 p§ cnwwdall Gy all p aé)é)g hiall & 61aill
o< aulggwall gipaall JLiS Jaai) Losic U] Léa Dlso 1o a gg-Su of g-Soy U
J—alcg d 2015 dg-65 a1 ainll 3jlg-all a drloi wll g0 Laacyg (G-6161l1 JuS i

d@616111 jLiisnl» anlipl apindl ajlgall Gluwga jliall Gpho duas

(2l dligh dalaiwllg Jgil ¢noolaill ppsill éalysl wowliall Gpallajaai 1

3jlgall pl ao gan Lasing p it U 8) dolaill } 191l & nnia jlgai cLuiilg

@G-01gill (@ 1ag pifill (n le §x 81 & niniall ajlg all 0 a g iaif . (G wull
JLlacil glhiy

| 23 dypiny yjlgall i

L=

pg-maal g gay duwgo g drwlia Gyl 8y Sirall ¢ 61611 gi g1n (ndg
aaill dligh Wla alllg axyaall 5 61l (rolSi Jgaill Jia - anilnag jIS il
S G e - eLls ol Lag it wllg & billg o oganill 4 Saillg
g4 J-alSio blyijl aags ¢ (AT ey gg-<a &Lyl gi ga g .aolaillada

Lal asLyal d230ig daanll d slaill

wlclloa allg 0 p aislaid aflge wnle dy dull sjlg all Gy 6 j1Syi: 4 JS il
pail wwgal wngiua

%61

alha %18

%20

Aol duwi wuy %100 W] pld )il cgaaa Jiag Uas : dhalla

ay il )lg_ally &nlall dlnai wl dwljall cod gusylavall cuili oa jisT »_sisy
aaly 13 Cilsg .d annll @ 61ai clwl wnd Lign 1jga wisli dryidull jlg_all i
@ Slaall-cna pl ey on S asp iy galggwall x of (G lga Gys ayawll dea i
d_olaill @ _yyei aSy il ¢l liaf g was (a1 <dgll (n_éd» 3 Jg a7 CLia ‘éa aiall
Jigallg guyifl Wy aall dliay diull sjlgall a1a] glé Laxyi (il & paghiill

iuwdall (n s 1h wyio (rolaill p ysill Ja o

s wno d bl dy il ajlg all dluwwgal dj taall Alawll wna 2] (J iafig
a1l 5)lgall & auhg gi wile p aia %71 «da iy (G-olgy» Coin @ olaill p usi
Jg—a 66 %15 1 dijléa G annll & ol6ill g hg w6 Lala Tjgy w=li p ayal

A_ailhi

ddlpallaylasll Jjliall ga) dwwda go githg g4lsh dpwll eny i dladily go
el dgydull ajlgall aj1a] piaa nle weay Gon (gu il wna g lS @ 6168l i
:angig .«Lal g <aag duuudall & 6181l gujlag «np<o6 3 i8S awai wynii ]
salall clanl Lis d nlall Cilyiill dnia Jia Glgal padiwi «&lla (nagpo wnd»
Joa i gi g—a 2 S1ill (n ] Lyl g Lhiig «a6laill ¢l Lay g0 wle (naljaayall

«Lillach Liold d1aS ga fjais U cj 2 gg-illg

il Laule & holaallg pail wwdal dal wil & slatl & 15150 o sy Laibg
oSyl (ol gc Wleid diw drwiy pisT sl dpdull 3jlgall aluwwga
duili wl g ayal gi winle «dg-é1 p aidolgan wnl]lgjladi gl & wlpnllgno

Laulc hl oallg p ailolai & 161pal & aild

plen oS asy iy & o18ill pwd & uy) (gLl Lyagls 83l 3 ngigls a
a_olatll arwyi gc Jgdwall Jasll Gapal g-Say» aii :6x aiall alyUgl -¢na
Gligiuallg hg hAll jic Jasllg Laws cnolill ppsill g1 wi G uundall (o
alyglgig Aliagiliwl g al Lijal ggLaolsialls xa_yiaig .«d_alisall & uuugall

dpiud] ajlgall (an 22 |




gralhgall Alps prani doeai
«Sgrahgall Glpd prani» g enigilila

a1y ptanil & uwwdall ingiwa wnle Wil a 3 ai claily j ol G loiy -
wngiwa wnles dp1 bl Jai ga dathg J$ 3 aispao guilg (prahgall
.J—ahgall & 113ag dlar ung «clUai wall

20 J_alsii (il {d_padyll 61501 ;) ia alp1all g0 d aliva clg ii Alia -

(_iclaiall 8; 1allg ta_malaa sl gg_ahgall laaxai wy ¢ ill Liaglgisill

Ug (Ja=ll gls 0 p raniJ ia 4 iull & 4Allg ‘2 airallg ggl<illy jg= uillg

3l Jasll ] phill gga grohgall Ay jjsi Jlgall ga JLa ol g Say
paydhpollainlg pallayogi p iy cnill tlgslg ay gg—ogay

il dp v nle Jgmall enlall &bgll gnd Jasll g Slai Jaai onill JLnil g gii
S @Sy adipal @A Eagdl JUA Lil g G ¢ Jasll (s ellai wall (ngiua
gtahgall a3 13 i “Connected Enterprise” & Lniall a5 1l Jg1a nle ¢na pl gy
1S5 &lanll 2 590 (b a_siagg -sasl] 815 e ljdilua T4l 1 167 of g-Sa
daclga (g i gi g<aig ‘«tasll Aledgi G1éaiw Le Jall» 2 aiw lc j all
@-Baig 1 . JLachl &y 63Lyj ] J-pasll & i il wlg g ralgall 645
«olani dsyji ga 18T 24y Jhwgia grabhgall dp15 ¢nd paiiwd oniill aluwwgall
] e lell asylidrall Gligiute (nagi Las «oleni duasy pisi alslpj] kb wgiag

Aa ] &) b %147 &y p aflyai aule Sluwgall Gg-af

Jalsialls whgall
alplee G pal gy g0 gahgall Alpis prani dypdull sjlgall gpiaa @ ing

A lisall algiw ST en 1] il jla o enle y all ¢l pat wung Lyl p al
g—alhgall Alpid p tani gi aaabpl dp dull 5jlgall Aluwdga g—a %73 2_disig

| 25 dypiny yjlgall (i

Alpa jujei

hyiy duwgall
plaally Tgig Ualyj
Taiglgly cail

Al enill algalg
diyllg pal lapogi
A dhaiall

gy danlgh d gl Ugai wlhii cnill cllaallgddlall aslaildalh pas 2
Layle jigiw il J_asll Wy af clis (s Lay dagépall dhai wall a1l
&3 aall dolail

oSy il @il pitill Joalge ga > paell Layal g dull yjlg all plaa 3
dayphy p i) gi w18 e gi U] dals adig alsglwll jy6ail laalsai wl
Laislg G.upall inle p ilal IS i1 cnle 3 $§7 (il @ 611l Jwyig .d8 wio
gtahgall (] dujlinta Jilwy GLolall djlalg enapall dlaill la 86 paai wyi
S a] (ueludlg anaaiall i<l aluwjlaa aai apiill alisglw J-iaig
Jall J-ieiyg .d_pmaiall Gllaaill s jaaigis gyala 1g-igs) gi way d_olaill
L3 (o Lay.dpolnia d by phay cglwll blai gg<il pyilill Jalge Gaacno
aljlaall (na Lag «aiis)ig ailolfa p iy g0 3 yaaig gurunipll g igall y yaai
Al @ Sg ATlS 3y gag (ol clis p i @ Sg Lagli p i) cnill aljadllg
wnle jisyill Jio dyglgil cils p_yéll anle x isiill gpalhgall Glpid p_tani
Wy anaaio s onf @0 JLall g-a Lasg .dldgasiillg ¢g-iillg ¢-tlaleiall
dsbgiall p1e alychsill h haillg jSaill

dwwda JSI dal w» @ 61872 g7 Ug «(§183g daaa JLh] Lal dolaill gidljy] 4
dLlnll & dyig druwdgall akiill JLiall & 6187 gg<iad «JLiall Juw il
-0 b (gl dnll 6 bhig ggSia 6 diad)ll 46187 ¢Sl (yasull Lansy
aglgil wlhiilaisl laiy Lawo d wwdall (néd wnpalll alslaill J olsifa 6
duwgall (b 833 gl hlail gc ¢l aic jiSjillg

wrwll g a 18 ag (aall jLsi Lisai Jiag d 61811 Ji$ i gl lalw Lij$s Las 5
gLl 13 @ (n o6 G 0167 648 al dyagaiill d ialll ¢no La yadr i 3g2g g (o
g0 leja gi gg-Sja1 &)1 gulaa cLiaci é18) gi Lalllh 13 1a0 1jaf Jia) 28
@30 il ¢naill agjg druwgall G o141l jyjei¢ns Jiai) dLagll paalaa
61810 JS i gc 31811 dlgdua cnsly U jga 1113 ag o Jasll

dpiudl ajlgall (an 24 |




&j1a] Linglgisi Jg1a (o paii wid lnadia @ illhg d1g) wnle Liaicl » 69 . hgall
syl dajill dlasll 3 yaaien 6 Al 1isill ad @ acl wig ServiceNow .(J-ia daxall
¢cLd (o Lay dala allsiall g 6)g digyisiUl alilgul JILa ga &6j=all jalina

.y dull 3jlgall daxd jSpa JIA ga

wnSipaf Jale gulla &illi ga ST g1 173d0 (i palll Jasll cilyilna] (i€ sLéi
arwi<all 8yl jLicll cno 3 38l 2 0 p @ivl)] gaaa) e i p 26ilihg gg-Sp
i 1918 dplw Juali 6p15 go 1g-ile gl gaahgall gi alwlall apahiglia
da_wgiall (nog .l Jbi wall (n 6 p_a6illhg p yil gyipe dLwiyd njc
9d tlyalill il g5 JULS UaLidi 50 g0 4i51 JLas] 3 yaall a agall e =iy
plaall «JalSidega pg-dy gi way agaall @ hgall gi dau6a <l asll aai wingg
(HCM) enpiinl] JLall guly 8)15] pLiail Lasg Jasy Ug Lay pludll atle gyeis gill
Lillia 1} af gu 13 ag ailiall jyaall i dypainll ajlg-all daphgg «dtlasl g1gsig

gehhgalld) 15 jg hia ga

wiawnlelaips oo ple JS by d bl dpiull ylgall adluuwga Giiglaa
drwis) papghig (%85 drwiy) aay hlaiallg (%87 drwiy) walgall Jiol
og.dillill | olgellad a wn o6 @ 61l d cgaaall ad a ga %72 2161 CLin (%93
il ajlgall aluwéa ¢ljal wiaa Jga ¢gS il ga sy Lijglawi p oll & 8164
Jjsiy Layig Liblijl iy «gtlalsiall & ylayVl Gjlaillg alpiall jyjsi gf d gl
-0 %75 Cing .plaiallg dlgluwall go ja- 811 yudiy payjlaig grahgall Al s
G315 g4 §-019ig J-alSi G enl] wa @i d auha dailjiwl Layal g aluwgall

.¢-tlalsiallg g1ohgall

o dai J oY1 o a dypdull 3jlg_all glgdwas ualgall djlsLy ol G lsis Lasic : 6 JS_dll
Lay hLaiall

&l & piull slgall Glspd

wiall

il dpinyl ajlgall GlSpd %63

E ayalyll &bl ylgall sy
9 Wl apiudl sjlgall alspd
T anlyllapiu syigall Glspb
sl dpandl yjlgall Glsp %58

1@y [l lodan @il [l

o231 ggalagall
Jali dpa algile
i1 1gils dulw
(Hipa iy Gy
il Juiral

aply U1 Alpall jjsi
jAjsiy 1gig UaLiijl
guélagall alprd

g0 8l yuaiy
plaiallg dlglucall

%87 %13 VA

%30 %7

%85 %14 A

%55 %7

%93 %6 A

%35 %7

Gilg e [l

A6l duwi g %100 W] pld )il ggana Jiay Uab @ dhnlla

| 27 dpindl zjlgall cnan

3jlgall gpna wing
Gl prani dpdyl
g ga grohgall
pal Aljalua GUT pal
Lls

Aluwga ga %73
dpinll 3jlgall
asLuivall dyaly i
adisi dwlpall (né

Jias guagall
Lal dailyiul aiglgf

ulani) hlaiall
alelasilg ualgall
Glaaill Jisi o Al
allal G4 endll
o ) pindl 3)lgall
1aa liagy

ieg Laa (Laflphi ga %64 Jaléa) Lalesh d uwwdall dngilyi wl daglgl Jiag
lS il 2 1aa Jlaci Jgaa wnle dilsa Jing pall 18 a gi

209 «Jasll Glgwi g 3 iasll (o dnnaiall aljlaall (e wlhll slajyglaa
21y (Jga Il g0 3 sasll (b dr wld ligi e el & Il Gl 20 gL asil
2099519 «nj2als Lac ggay ¢y sn o CLBg nf ga yisia flgay JLasl
alagleall (] Jg-ngllg @ wa ¢illalsag o lall 3 ic g ylalsia dasag Lysla
15 pani gy gLill «ul] Gluwgall gLlini pa 6710 cg-i (n0g (dy)go &)g-ny

oy hLaiallg gugagall gilalall 1 iSi i aalji1s] Lagahga

yoiy Laiud .dypdinll ajlgall ¢ilyang pisia ai wealgalli hlLaill a i .p §ag
drwiy) aalgalld 2w le p aijnd n 66 us d 60 dyydull 3jlg_all gy 1ra
«Laxa ] gg-ailgr paili p aaniy 8 (%62 drwiy) walgall jyghig (%66
wullas] o b 86 %16 sLoig .o aual walgall Jash bLAU ja s Law b 6o
Gl - & Uil J_olgsll b ggailg p_ails & wljall laile i o ill & cgazal

J1ghillg hl ainllg
Alspill alaxa &j1a] gai

1Sl Aload ajla] aliglgi ayanig jlaii wll (o 1g-ai g-alyl Liidg (o am di
ol glwil gc J1gwll yicg .gralhgall alp1al peall dalyj W ay ¢ (ESM)
Aluwgall (pa %36 Crain (g painl] ajlg-all Linglgisicn 6 133G jlaii wll G-oxil
6 Jlait wlll AUlaae @ dli paf gan alsy dll aload éj1a] Liaglgisid sl
Liaglly ggpeiiny paily %77 sLolg (Lailphil %20 J1loa) dypiiull 5jlgall Liaglgisy

Jlaiiwll1aa gc

dlalsiag dlalis b1y prahgall a5 prani ] &bl dlwwdgall (neawi
G (o «do6)lall alhalll» A wyil 1aglgisill (a Galai wll 2 yyig «d lniag

& piull 5jlgall can 26 |




Whgall daxdall &ardll &)la]
clglwll ple

alsil nle dyigall ailjlyal slail dlac

d_iS1ag & a6l ¢tohgall & axal & adl &jlall %
(RPA) &_yigig/)! Gl ylosl] o

dlalell Lngall JySati

(4Bs) dlalsll Lngall Glagési graa dla]
dyghiall Gl <]

dnlsyllg draghiill alilhiall 46y2a %9

otlaleiall daxd dléc pladiwl

%38
%42

%34
%38

%33

%34

24

B
;
f
E
E
E

%100 (] Juai U cililyll glo eallillg nlgill Giljall no jglaa ailli Jgi dwljall (no ggsLitall girg : dhalla

(RPA) dgigigyll cilylasll diaiig d1ad i1 grathgall dasal dpadpll &jlall
dsypw alla awlps

L6 drpinll )lg_all (nlalsial (iaranill pSaill aljlaa w] dalall aylji Lii
alg_all ¢Sy i <l ps (i) Gald oJLiall Juw wn_le Jhg ala JS iy sy ddll
‘Jalsll Laysl dypainll sjlgall daghia p paniéalel 1540 pllsll oo d yilpaysl]
«(tlalsiallg g1ahgall & slnall d_ardll Lay pa 7 il d é) pall guwai wa sy
Ll dligiwa g-0)ig p-ailps jj=ig g4ohgall Q3 278j1aa Jac dip Glhlg

Lallaci g-ai wnle Lyly] gus=iy onall ol ayal gnagagll

asdlagall aps gulys

ol» :allall gjirw d cgaray dypddull 3jlg-all pwd gu ) IS tigal gljgw Jg-&i
1Al dlalud &g 3 gai dyydindl 3jlgall Gyl 311y & pad)y & 1610 GLYi6T g 2g
wle .alsLidrall cnl glaiwll ¢nb U ygh Lisg Liwnai» :¢1_linlg .« 1akhgall
d il gu_1é7 ol dra_wll dyilndi wll alwljall &lsi pasi wi (JLiall Juw
dylelay Ja=i LS g] Lo gasy Lago IS 081 g0 p ST Lil j 69y Laa g wgall
] glai_wWl enle Ty yiS j <pil oS .a_slaill gné j psill &la o] @ Lnlga wn_lc
o gul g6 (o liacl uy (na 11y ol g-ag p-ailijeg gtalhgall Glhalla

.do1hgll paisle wg o aln)

gLy (ng<uill 2 hlgag @ hgall d@Sjluia <ljg g-61gall & 6p2ay j oll G leiy Laric
U awhall (od gusjliiiall gy Layle Wjleiall guliall ¢lgai glo «athgall dp 13

[ 29 dypinyl yjlgall (i

wnle jSyenill cna
rdlagall dpai eyl
luwwgall Jala
pailps gigiig
Glaaall piadig
aal dalisall

wsipail Jasll Glilna] uisa
2018 (i Lnaus Sl

Lauohga alp1d grunil 3 aill 1 & G i 6 Gaaien il alwwgall gag
J99— o wd guyiy «gSy ila Lijla Jg—81 33 nll1a s ¢nog IS tigoli Sy
G136 g0 Wb ¢ Ja=i Litahga i p tania icr @Syl ¢no -1ahgall
b doaat & naiallg 2 aill i plaai wl JILA gab «alolsiall & 5
Lisalhgal b &6 gu g b i Iy 208 gsdbgall 4445 2 iai g lolsiall 8445 pgani

.«ng 13 911 agy Liflaasg Liilatia p ranil 1 i g <Ig Lillaci duilyi wig

wnatanill p<aillg apinll ajlgall

2637 (CX) ¢tlaleiall )15 2.0 & Lniag & &olgia (EX) lrga dp1d wnd] dalall g
g.ag anaranill | 5aill 638 wnle j Syl ] dg-&) dypdull 5jlg_all Gluwwdo
(-0 %38 jLidlg (Jslitall Ja ono phiillg gl Ul pawisg gluwill ajgaa 3 ai
Lahii aljlaoc i o ai g—ah (natanill p 1<6ill dp dull 3jlgoll (ny1aa
9l9gwa dpgglaa . pail uunge (nlld ais & olnl &y iully)lgall & aihg
Jsiy ggjane p @6 wnatanill p Saill & glae JUa go aif & ull 3jlgall
a2 6 gi Ll gg_Laleiall al_big . lhgall J_ac &)ga wn_é «d_sjgaall Jalpalls
(EVP) ahgall & 038411 & asall ¢nllaa] ggsi wnis paaclwi aranill | i<aill
gilainallg gullall gralhgall gapc clisi] (oo dulle duglgl guhally Jiay Lo gag

el alpaalls JIS gea ¢ls 3 sy o aclyil way gl

gsahgall g a6 (nisa) «a hlsilly Layi cnapanill <561l ga S <f 2 G lsiy
nle 1oy s @ glbe gnia JUS goa aif ag-agy Lisf)g .33 sia i Glasg go
iy & tlclog Loy i Jac & iy @15 (aganill  Kaill ghi wy glwil]
gl wll & ylésll Gl ialg &G aglhall 3jig_all (nl] Jg_ngll gg_akhgall Las
Ay wnylnd Jigwnle gplélgigsig djo1a Jac d iy gan Jas=llg

.S Litallg g_tahgally L6l g wai el giad s Laa d_uwdall

A @Sy Jgaillg gtlalell p s gu ) ggs jiuglia g1 Gl s a (nog
e aiSy i jusyi nde @3 aiall d<laall LinglgiSill il jisi naal dinglall
WS 20 guooliill weenll ga» :ahgig .al do0ldall d_aubllg @ hgall & yjaf
1815 (b 4 i i @Sy il (nle 13 alg «aaag a1 JLale e Lyaglgisill il ds
psaill (] Lissay 13 ag «Layalhgal & o3sall d aiall JILa oo la wéij yai
& pal Laogai Liisey uill ¢l all g ig (- jalagall 2 o Lilelsi d 465 guo
Liisl d 6l6 dylic o Lhiig Gapa paf aif el Vg .3jlg-a gutlg sl 618 p a6 1 <4
i il @il al JolS gna S a_aab Jglaig @ live JS iy @ _bhgall Jalsi

.J-a=ll i ajLa

dpiud] 3jlgall (nan 28 |




] 8pnll praniaiag & @ raall Gaalg Gouyl galhgall 448 gl dopa 2

Jdila JS iy gg-Lasy gl gala ¥l 66 yu g .4 Lalell tng 611 2 1ad

3 0lg gg i tahhgall gi wnaliiall & i6dallg dp a1l @ fllhgll Al nisl ¢nisy

wle Ly &Sl gugagall gtlalsell d ailé Jaidi ¢ (graraiwall ga

o4 La pajlaci aglpii gl g4idgall glalellg g—ylglaallg gujlain]

JLaill jgsuill (] JLasll Vg a JS aling . asll oo Gluisilaillg ¢iliyy sisl]
A2y 2 a §-olgiig p ailedgi cnli dS)idia 815 JUS ga - &Sl

ALyl ganii ¢ tdad) dp1d 3pa0 g ST ena gaehgall apa gi dlp] - 3
.a1ali6l1g d_1claialllg d yinll

g G «dgpuldl vjlgall dahg wnd (natanill piSeillnle dadll cliy 4
il glhll dLanlg (alhgall Alesgi Wliasiwl go Laiai wl ¢y
21ugig dsjLitall inle ¢ 1ahgall jani (il g 61gall @Liislg il sall wnle

1 hill ja ) gahgall ap1al Jaldill panill alilhio x javicné apliall 5
. allanaig o asilhg g_c

Salalsll ingall cilily dpaud Ja dypiull jlgall willagl gSay @S
Salalall ingall cilily Julais cnisi 15la

ng_élly & élsiall & yjlaill ailyaaill d anlgal dalive jslna o Glilull plaaiwl
jaisig dmwdall cnb (ayhagll gliga i 4635 LIS (nb Lay . Lolsll
«_Lclll (ngi_wall (] «Laflsi | yghi» o @pall g_1Saig g_ralgall & yaliil
] Lag d_Lalsll ing 811 j_hi d aag go didlill S siallg cilalailll & 6ysag

clls

IS irall d alleal dajlll cilelpall cl1asg «Gnay 38 La Jg-a Gl glai Glaai wl
€ go Laislg auilall e e ¢no Lamo )93 Linglgisil] wuslig (i =5giallg aidilill
(HCM) & Sirall enyiiudl JLall guiy ajla] pLiai cilja é nle b 86 3 aisi i 2250l
:g-aii anpal gailna ] dals Liagi dlia gi ¢un

e d yirall Gl ylaillg «dyydnll 3jlg_all @ fligs & IaU1 n_le o flal jly 81l g in
13 s .aledpal il Lalga Lao dauwdall J 3l Laduhid sjliag ol gl
panig alaglsall d4g) aise) g0 Jg-a Wila JSiy psailly Lingi polll G lsig
.asLall jly all sLail aillg Sqigy

Alilull ag6
g) dnalyyll dry dnll 3jlg_all Al uwda ga %56 gi el Liasi & wlyall o ilii o di
wlwil gy g ogluicl wnle alilydl Jdai wd] phif (Gluwwdall ¢ndl ga %38

ntangg gl 3y1g-oll Liaglgisi on jlaii sl Laasad o i & augiyl & 31
pguldryinll ajlg all 6316 p hea plaial Alilull Juai

[ 31 dypiny yjlgall (i

3)1gall glgguua jSp
g9l & pinyl
wnle psi&yginy pgyll
dunadul Glleloill
aisliall o8
dsclaall Glclaiallg
alps gulial
gtahgall

Glwlp
allall gulis

asjLira Alwlys
apalsll gabgall

asil Julaifl
guahgall alilyl
Jliall Yy cnle

geahgally hlaiall

aunadill allclaill
Glclaiallg ddibliall 486)
(¢ll3 ] Lag «dyclaall

s Aluwljy gaiaagill g a (%65 drwis) dialaill dSyliall alwlyy gia J1j0
hLaiall ala <a J-ia) grahgall alilul oSl Juaillg (%52 dwin) & 1all
.aLidall a Uil plg eVl JUA (%50 drwiy) (tlalell

ug-ainy guSjlitall ga lwi & 10 i gi Lalipal ol Gwladl &y Laing
3jlg-all plbai 3jLa dyaglaill 3 e alilyll ¢nasil Jylaill Jio - doadiall qylwil
J-nlgill Jilwg bliil Ul J4laig «g1abhgall 8 ua h hio pwjg «dyydull
A B11a @ dalyj 264l pal drwlwi Gplas - claijll d Llal djasllg «nclaiall
gyl 5)lgall glgguwa j S .d1aldl &y dudl 3jlgall Gluuwga (o6 & nlag
Glclaiallg adsliall (@3-6) duas il allclaill (nle y ST é)g-ny pg-ull ggsliyll
(—ahgall 6 15 gulyal @ Lolell tng all alilyl ¢nasi Jyhillg (@ yclaall

. Lball @il plg el s Laaai 1 ist adlwi Guhi gno éalyjaa diiwg
O-4IS1 apanll Jg-67 & ella gnaypo duwga ¢no J=ally aly psill 0d a Giayg
pLall JUS Lijsy» :dla gnapo) g-iill gutyg dyydindl 3jlg-all pand guy (gislig
ala1 paniwl e ] angiull gUai wl g o Liliil 3 66 .claiwll dwlpw e ganlall

Lil LLb 2 wnig . Laflpn] gos j<ai g il alpusill glady J-=all 3gajg 3gay11d 6j2al
pailhillag pailji ] glai wll Lalivfi o il qwllwil g0 (talhgall Jclaiwna o

oa6lagall 13 yulys @b Cyaa ke gyl dypiudl syigall glggua Jasy 8 JSill

>y _—

m @ 1 alilydl quasit Julaill

3ylgall plhi ola dyaaill

g ISV ) iyl
(a1 -Jilwyll dasa Glnia

=2 2<+~ S
gLy <11 Jylai) Jliall
o 0 Jinlgill Jilung bl

(unclaiall

i ‘ il dllall ajanil

sl awslyall Jilwgg
(10T) <Luh U1 Cuipii] plaatwly

.@oalall plgei &illi nl] gralsll JUag pgull dlnaall glwil (ns jusill dgiall duwill
s g3 JU3 ga gaalhgall dpa jajsy syl dupaiull 3ylgall Gluunga pgai
g-tabhgall 815 3 1ngi (b Gyl yjlg-all aysli gi g <oy (nall jgallaopea 1

dalaiwall gugyall ¢lla ¢no Lay «Gaaga djg-ni Laatanig ¢-taleiall 6315/
Laanig Lasllclgiig taald laslialall g aod 1015 Jgog-tlaleiallo

dpiud] 3jlgall (nan 30 |




ol 83,1ji0 d1glg QIS ClylSa] jyjai iay :10 JSil

829191l Oljlatiwlll Gl &L enled Gy

dayadll Alisill Jlagiwl %36
%49

adylaudl end] alilyll Jai %27 -
(J

e (ERP) 3jlgall la thaid alail g o JalSill %33
OSNH] Lng.l_x.u.o %39

X I I
Y
o))

ohgall drad i alaxall jjsi

ANl Glilsalll jjsi
: %38

Whgall alily dingna guoli
%39
Jgail psia an g acjaSas pliall g %44
dyydudl 3jlg_all %37

Linglgisi JILs o abgall 613 J-add pcs %36
ISyl Glaxs a)la) %20

pajilhi [l axilll dypindl sjigall cluwga il

%100 jglaii U cililyll gl callillg Gluwi @illi pai awljll g ggsjbitall @in : dhalla

A aall (ngiuwa nle eg il d dlall gjitw d cgala ¢a 15 tigal darwll hl wig
w6 G 8gll ga p il Livaal 2 6l» :Jg 87 ¢an Al yaillg alilull wnle jiSjillg
21aal aalg eagiua Ul Lisalg «ALiludl Julaianle Lifjad p el @ 117 d iy <L)
alpaiwl g Lisai gillg «npall dougipl alilull jslnay hyipae gréhgall alily
wo L=a Laljg dulall alilullg «alewall alilug (daliill alilug 12Ul alily

<83 31g &) p a7 gl

aypindl ajlgall aylill Glaaill :apasyll ajlaall

dapeaial sylg-all J-ac -5 alind ikl Julail d il & agéll G asai 3l o
g0 p¢)lLg d_tagull lailwjlan (nd Lazerg dayad Liaglgisid ypai i ] Ly
sl Jg B9 «orall 15 @ Gubiai gc da sy dyyidull 3jlg_all @ illg iU Ll
anpall @ ilhgll g a dijlaalls :ona p] g oS sy i ana | Jggwall (gg-ilgs
Joaillg & taill ¢ps g0 801 n_a dypiull ylg_all  iliag g Licl LiiSay

«nSAll

Gluwda gniii  Jasell glsa ¢nd alilull J i plaai wl p ol @ leiy Loaicg

nlei dcl 6% aligiwa Jawi & @)la nll j Spa ono dalipll diy aull 5jlg all

aaalhai wl W ing Ja wgiall (no6g.dardiall Gl yaillg alilull pladi wl o

:d-ta «lia cd $» adf wnle Wleni 5 jla da) Laadi p iU Gl ylaill

gréhgall go dipma Glis (no gaslitll ddall Gluwdl i -

ylani g a ailjhig adilaall (ndlell 3Dl gngd alisgl w gy Gupoill -
Ja—0aiall s

.aSjlirall e Wwgjellg (rahgall Wljiiwl jalna WLLIST -

Jic clgl il bl aif dop2al (naglaill djyadull 3jlgall plhi ajLa alilyll guii -
L1 Lagun claiall Jnlgill Jilwgg p1gaillgd binyallganigpisiUla ypll

| 33 dyiny yjlgall (i

wal ailw aagi dai
3jlgall dluwga
6lujd aslyyll il
o Aljlatiwll pan
slgall Laglgisi
pcs il dypiu
alild! Julav

Y

B

P
.
L ]
b

Liaglgisicn 6 yala gaien e jlait willl & pal il @y padull ajlg-all alwwga a haig
diailll g0 3yjay aa-ig iy jaill sjlgall Alily Jolai poexinill dpdndl sjlg-all
(-0 %60 (G-ai1g «dlidall allill plg ¥ jlaa wnle .digugyll cililasll diail Jia
1us Tjpei alhip w8y aall alyisill ad s guini g ale Liagi aluuwgall ad @

Lyl 3jlgall willhg J-Al Jigail e

&)ala dllac lladi wl wle Aluwwdall ad a j 7 Aljlaii wll ed al d qiiig
JooU1 (nle g dupdinll 3jlgall plawsi Jals clg-w (Ll Julai (b & nnaiag
/Al e seinlg dluwwwgall e a @ nigauy d1l aw ing lald nnia
JUalale il guahga yladiwl piyw @ ilhg Ul p af gan go alilyll clalcg
@bl dyypdndl ajlgall Aluwda paii wi gi aopall g G Ldall @il plg cil

Lailysl dijloa Lipai @ enll dwinjga 13 awpn s

g dxyaall d pinll 3jlgall Laglgisi i & pinll 3jlgall gpaa adisy :9 JSull

Uluwga
dypiull lgall
anlylt

%60 Lagljhi %40

J1gail ada (nb dyymga Alusi pjly aif ggadisy %

d-ai» :ona pl o oS d@spdy Jggwall (gnglSis spwll Jg- 8y jLUT 1A 2 onog
1S Jaai ad] ¢l la ga Ua g J_siiig «alilull p_Le J 1lai alaaiwl pa e n ]
0= Iagjo daluy g lhii gn 818401 Julaill anle dja 611 gi U1 Jawdl plhi o

<« anll

Ll Joalai allac ga d il 3jlgall glgguwa apaiwy (oS! aii Liaag 2 dl
L3 (o6 Lay anilga éa c jluicll gasi 3 ali g wy

wl] Jgngll danllin pagal gadll gala il agaaig alogleall Goxidmi -
fénlnllad a p adia p 715l alg Gl agleall

.da%gallg jlgaillg Jljall gin Jalpa prani -

aluungall jic apLill alilyll ple aljlaa (] Jgngll d oS tnle Jasll -
wuin Joasll 1Sy aljla eLiy . jyifill goa g-San 2 s Glaal Lasyhig
dlac g 63l laslw ¢ alilul i cnill dolall Glaail spw ¢ lg_isai)
sjlg_all alunwgo 263 il wiwll g a els g5 gi J_airall g_ag «J_asll
(g Gl il lgadl s af aililudl JLae jLicl nd] d yalipll dyy gl
a_Lidall lgiw SN ] guiiwll jla_o (le Lays jlaiiwll

a6 o alilull gSiat wa g<ail (i Alilull ¢nipall jay<ll Jg-ls ptani -
Jdlga uwy LAla] 3 U1 UL diall

dpiudl ajlgall (an 32 |




yaa pughind] d wla dalay daiull ajlgall @ ilhg gi » Gisi plisll (nog
@ _ilhgllod_a Wia ai Jgo Lalaiy a3 j 1567 33gai ¢ninf JULa o Jol g
095iw ¢ «alaaall d iafig diad ] (nb jlait wllg Laeadi il il aaallg
ST Yy dgpaindl ajlgall alja 8 cLiy dale] (n o6 éa 160 G i84all Cilghallad a

.01

Laalgi guill alyaill g J-eally dll ylg_all Gluuga ja-sy 3o wig
aililullg «J_asll j1_wg L1aglgiSillg (y_tlalsll cilja_8g L ailexay L aiUl (no
] ggsuy pail LS ST jus)i JLasll e j <) dgp iy 3jlg-a & aiig <Lasil
dbilaiil dyalaill Jasll Gy pusig o ailsi @ ilhg (o d lilao aily ysi j1eai

Ja=ll 167 uwa g a Jnol JS iy

| 35 dyiny yjlgall (i

oo alilll Jylai go aalaiwl 2 8 & ylall gjsivw & cgaaa i IS tigall 2 $gig
oAt ui» : ol ¢y il dnpe 1581 gabhgall 3 yaail lapw U wilgall o aasll
Jolaill 3 15 (e eliyg woljiiw] paal g iajall clajil s yaail alilyll Jolai
ol sl (ngs el ajll dwilly dnld dpapanill cldy Ul jas 2 ihgs pg_ai
Joalgsll goa Taac Lisaa 3l . Jairall g ahgall J3ii Jasa Juléi Jaf g cllag
VA= J-eally Ligiy 3 b9 «Japll & aje 1 isT _asll Jyaj J-sai gf il ga Gl

<ol 3 a guo aylall dplyll 3 iliill

263l a Ll tngy U 3dlai doyi agalyll ayaill 5)lg_all Gluwwga padiwi
:g—tlalall clai

«uypinll ajlg all @ illhg Jala alja_o6llg Liaglgisill a JS (o jlaii wll 1
¢ dalaill ¢ dpwlnll Linglgisill @ ilhg goxsiigalo nlllaaiag
Jisaill Jadul &y <iall gnptiudl JLall guiy §)15] plhi alilke] 2.4 wna asia
il JLall guiy d)1a] alily J-alSig (8xd2all allulaillg alilull jgnians
.gL=illg & paliillg glalsiall 4)15 J-ia JLacll guylaa 2 0 8y Siall

plnapic g leoll G 8gll o Laldhig alilull 3 oy JILa gowngyclis 2
ALl yay ollg Gls diall (nd] i il aljlaill p ol d olivall alilull
ewgll duwdall (a iyl 3jlg-all plaa o Alilull 303 €L ganiy
Aylall alilwl jalna ¢g-ag

pl3aT wl 6314811 G446 20 Jasll JIL3 o dpayall cnle (rita y mi gyl 3
il alilKell (ua La :J-ia dolall Jasll dliwig lS sia dalleal Glilull
dwalo) wily ] lalaiua clai GLai enill Gpall La Sarwsliill djall pesiw
SLillaci (né JIS iUl p eaienill aaludll Jalge na La §Gupall clinci

Aluylaall g naf dony d sl ainle (noiva pisai uglwi cnoisii duldc slaicl 4
.d_acllallg & llnll G183 p usil Lalhoigd ogliall

oo dyyp il ajlg all Liaglgisillg cnclilhnUl <183 11 plasi wly gyl aill ayjiw ez 11 JSaill
A Lisall GILEN algiwll ggné

3)lgall ¢lspi %18
aalpt a piuyll %35

1aglhi

padl W dws-2 M

.upoll Judiwall (no cnclilhinll 1S3 plasiwly dpind] sjlgall ajlai cno psi %o

& piull 5jlgall can 34 |




49===
|

I Iﬁ ||*|.LF!1' “_F
We Congratulate the leaders and the | euf of -

United Arab Emirates on its 491 [
May the United Arab Emirates continue to prog

HAPPY NATIONAL DAY

We Congratulate the leaders and the people of
United Arab Emirates on its 49th National Day.

May the United Arab Emirates continue to progress and prosper.
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°
Tel: +971 4 580 7998 | Mob: +971 50 716 8189 | Email: info.dxb@zoom-lift.com We offer a wide range of lifts which are just as perfect for your
www_zoom-lift.com home as well as for public and commercial buildings.

o Explore our lift solutions with unique designs!
9=-‘-—-‘-Wﬁﬁl] : -

President of the United Arab Emirales
And H.H. Sheikh Mohammed Bin Rashid Al Maktoum
Vice President, Prime Minister of UAE and Ruler of Dubai
And H.H. Sheikh Mohammed Bin Zayed Al Nahyan

Crown Prince of Abu Dhabi And their Highnesses. the Members of _ EVE RY D ETAI LM AT E RS ’Jb

' f 1[!' » I’ ' = k. B
. ; . TR ™
Congratulations to . o . A |
H.H. Sheikh Khalifa Bin Zayed Al Nahyan . ) o | I I 4 L

the supreme council, the rulers of Emirates
And the people of the United Arab Emirates

ol
On The Auspicious Occasion of The ETH EREAL LlFT }l ES'GNS

4g* Natlonal Day
POLEFIN - N __ ' fYw©@in®
POLEFIN INDUSTRIES DMCC

307 HDS Business Centre Tower Cluster M, Jumeirah Lakes Towers (JLT) Dubai — UAE

Email: avp@polefinindustries.com | Website: www. polefinindustries.com ‘. +971 58 587 2915 - enquwy@avezzmﬁs_cnm 0 WWW.&VEZZ“lﬂ:S.CDm
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Congratulations to .
H.H. Sheikh Khalifa Bin Zayed Al Nahyan L=
President of the United Arab Emirates

HAPPY NAT|ONAL DAY And H.H. Sheikh Mohammed Bin Rashid Al Maktoum @ _
We Congratulate the leaders and the people of Vice President, Prime Minister of UAE and Ruler of Dubai .'xﬁfi?:*ﬂﬁff?ﬁﬂﬂd o
United Arab Emirates on its 49th National Day. And Their Highnesseas, the Members of the supreme council,
May the United Arab Emirates continua to progress and prosper, the Rulers of Emirates. HH.sheikh Khalifa Bin Zayed Al Nahyan

' And the people of the United Arab Emirates President of United Arab Emirates

/ . L #nd HH. sheikh Mohammed Bin Rashid Al Maktoum
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to keep data secure and assign the correct access levels so you can avoid
potential cybersecurity threats.

Video and audio conferencing:

You want to be able to communicate with your teams often and in a way
that's as close to real life as possible. Teleconferencing will be very useful
for conducting brainstorming sessions and large meetings, sharing quick
updates and feedback, and even for having a daily huddle to set the rhythm
and check on progress. There are many well-known tools out there in this
regard including Skype, Hangouts, and Zoom.

Project management:

Things can get complex especially when working on multi-faceted projects
with multiple stakeholders and data points. It is important to provide your
teams with access to project management software like Trello, Asana, Jira,
and such.

How to Make the Most out of Your Virtual
Meetings

Does your team spend their time texting and sending emails during virtual
meetings? This isn't a good sign. Teams gather for a meeting for a reason,
and a major part of it is listening. So, if they're not listening to what's being
said...What's the point?

The virtual meeting room should be a hotbed for brainstorming creative
ideas that employees would be excited to gather in and that would approach
with a sense of mindfulness. However, that is not always the case. Meetings
can be a waste of time if they’re not done in the right way and with the right
attitude.

Here are some simple yet effective tips that you can try out:

1. Start off with a kick

Meetings often flop from the get-go, especially when the team has to sit
and wait for everyone that struggles to come in on time. Not to mention
the ones that don’t even make it at all. Others will want to start their own off
topic discussions, which can make it quite difficult to get everyone on track
and focused on the important stuff and forget about the unrelated topics.
Punctuality is key when it comes to meetings, and you need to make sure
that everyone understands that.

2. Encourage engagement

If you constantly find yourself the only one that’s talking and sharing their
ideas in meetings, then you might have a problem. You can increase your
employee engagement by asking questions and facilitating a positive and
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friendly atmosphere where everyone in the meeting feels comfortable to get
involved and express their points of views. But, while maintaining control of
the discussion, you don’t want your employees to lead the meeting off-track.

3. Spice things up

You can't expect to have a productive meeting when it’s just you reading
out bullet points from a piece of paper or a slide show with a monotone
voice. If you want to keep your meetings interesting and worth attending,
you'll need to add some variety and change this up a bit. This can encourage
your employees to participate and most importantly keep them from getting
bored. You should approach your meetings with some level of flexibility and
be open to new ideas and suggestions from your staff. Maybe they would
prefer you to use more visuals and less jargon, for example.

4. Conclude with action-plans

Meetings are made to clarify certain issues and topics and come up with
decisions and action-plans. During a discussion, it is pivotal to end it with an
action-based conclusion, even if there are many disagreements. Some ideas
have to be compromised, as not all can be implemented.

And when you agree on an idea or concept, and further action-based
decisions have been made, you'll need to break it down into achievable
tasks and assign appropriate people to do them with a set time limit. To

take things even further, you should also assign someone to take note of
all decisions made and tasks given and form a to-do list in a place where all
people involved can refer to, in order to stay on track.
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Well-known Job  Postings and highly utilized CV Search tools allow
companies to maintain their talent sourcing efforts. Recruiters can announce
their vacancies, utilize automated filters and screening questionnaires, and
communicate online with the desired candidates.

These tools are not only accessible from anywhere and anytime, they can
actually be shared and utilized by multiple members of the same team. CVs
can be shared, annotated, tagged, and sorted into folders so that remote
teams can collaborate and maintain their hiring rhythm.

2. Interviews and assessments without
physical contact

Some companies are also worrying about the ability to assess and interview
candidates. Typically this step is done through a face-to-face job interview,
a panel interview, or an in-office assessment. But, even for this step, there
are virtual and highly effective alternatives that deem physical contact
completely unnecessary.

With tools like Evalufy, companies can measure candidates against
their benchmarks with customized assessments, video responses and
collaborative scoring. These tools fully streamline the assessment and
interviewing process since companies can send their assignment to many
candidates at once. Respondents then record their answers, which in turn
can be viewed, scored, and discussed among the hiring teams.

Similarly, more specialized tests and role-specific assessments can be
conducted and scored fully online. Employer tests are often vital steps for
hiring companies, and just because they cannot be administered physically,
that doesn’t mean there is no possibility to conduct them fully remotely.

3. 100% virtual customized events

Conferences, tradeshows, exhibitions, expos, career fairs, trade shows,
and various other events across the Middle East and the globe have been
cancelled or postponed indefinitely due to the Coronavirus spread. Yet, the
good news is virtual reality and simulation technology is now advanced
enough to provide a fully virtual event experience.

vFairsis a widely used platform that provides customized virtual event
experiences. Governments, universities, and companies around the world
are utilizing this technology to carry on with their vital events and operations
that need to be conducted at a large scale with no physical contact at all.

4. Streamlined collaborative employee
onboarding

Even once a new employee is found and offered the job, the onboarding
process can also take place in an online and safe environment. This step

| 58 HRECHO

typically involves lots of paperwork, logistics, software and access set up,

training, and endless coordination. But there are possibilities to conduct it in
a streamlined and efficient online manner.

With tools like AfterHire, businesses facing the uncertainty of COVID-19
have the option of automating onboarding flows, tracking the progress
of onboarding virtually, collaborating with the remote teams involved
in onboarding (i.e. IT, Finance, Administration, etc.), protecting sensitive
data and ensuring it is only accessed by the right personnel, consolidating
all employee data, and overall ensuring the process is done much more
efficiently and accurately than any traditional method.

5. Remote employee management and
engagement

Running a fully remote team, department, or entire company may sound
daunting at first. But once a strategy is placed and all essential tools are
deployed, there is little reason to worry. Yes, proactive management and
frequent communication is required, but it should all be manageable.

In regards to collaboration, communication, project management, and the
fun day-to-day matters, here are some tools to get you on the right track.

Communication:

Make sure your entire workforce has access to instant chatting tools besides
their email. Tools like Hangouts, Teams, Slack, or even WhatsApp should be
sufficient for this purpose.

Cloud storage:

Access to data is vital for getting business done. Enable your teams’ access
to cloud data through Google Drive, DropBox, or any similar storage tool.
However, be sure to involve your infrastructure team and management
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Disadvantages

1. Isolation

Often, professionals working from home complain of isolation and loneliness
given their removal from their bosses and coworkers, and this can be very
depressing to some. Since the workplace provides a location to meet people
and make friends for many, professionals working from home have to be
more creative and resourceful in getting to know people and in staying in
touch with their colleagues.

2. Distractions

Although office distractions are avoided by working at home, different
distractions may arise. Interruptions from children, work, neighbours, friends,
family may be very disruptive and special efforts must be made to make it
known that employees are actually working and unavailable for interruption
within work hours despite their physical presence at home.

3. Difficulty in separating home from work

The temptation to engage in household matters since employees are at
home is often very strong. Suddenly they may start feeling obliged to clean
the home, do the shopping, the childcare, the cooking, the home finances
and the socializing all while meeting the full requirements of the job too. It is
essential to draw the line between home and work so as to avoid both areas
suffering.

4. Work doesn’t end

Since there is no-one looking over employees’ shoulder enforcing strict
hours, they may feel tempted to work endlessly. This pressure to work
endlessly may be compounded by the fact that they feel there are greater
expectations made of them as home-workers or by self-imposed pressures
to prove themselves and their abilities in this arrangement. Moreover the
lack of physical separation between home and work may add to this pressure
to work endlessly.

How to Continue Your Business Operations in
Face of Coronavirus

As COVID-19 continues to spread around the Middle East and the globe,
businesses are rushing to understand the impact of this on their viability,
how they can continue their operations, and what arrangements they need
to make for their employees and clients.

Various countries have already announced country-wide lockdowns. Several
countries are placing strict measures on travel, movements, and gatherings
in effort to slow down the spread of Coronavirus.
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These measures have left organizations big and small wondering about their
ability to implement remote work options, resorting to technology to run

their operations, and to search every possible alternative to maintain a sense
of normalcy.

While this sudden shift is causing a lot of panic and uncertainty, it is also
shedding light on how powerful technology can bein this critical time. We are
coming to realize that there is a plethora of tools and software that supports
just about every kind of virtual business function. From teleconferencing,
to shared projects, to online hiring and talent management, and all the way
to virtually simulated events and conferences, the possibilities are massive.

Many companies, especially those that already operate in the technology
field are finding the shift less cumbersome (think of social media companies,
digital news outlets, software providers, and such). Other establishments
that are more heavily dependent on physical contact (such as restaurants,
retailers, government agencies, etc.) are a bit challenged with this task.

Nonetheless, it is vital that all kinds of organizations and sectors quickly look
at utilizing virtual and online technologies to minimize the economic and
financial burden that is already surfacing due to COVID-19. Similar to how
cities and entire countries are going on lockdown to curb the spread of the
virus; businesses, organizations, and governments can (and should) quickly
deploy tools that minimize physical contact in order to ensure some form of
business continuity.

Here are some tools and strategies that can help businesses navigate
through this phase.
1. Fully online talent sourcing

For those wondering how hiring can take place while most of the world is on
lockdown, the answer is online recruitment. Today’s technology means that
the entire process of searching and locating your future employees can take
place 100% online and with zero physical contact.
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Advantages and Disadvantages of Working
From Home

Now, as an HR professional who is trying to help employees navigate through
this new work arrangement, it is good to be aware of the advantages and the
disadvantages of working from home. And despite the fact that remote work
is becoming the favored option to counter the spread of communicable
diseases, it can actually be a very smart way to increase employees’ sense
of independence and flexibility with work. Here are some of the highlights:

Advantages

1. Saving on hidden costs

By working at home, employees save on many hidden costs associated with
going to work. These include costs of commuting, car wear and tear, fuel,
road taxes, parking as well as indirect costs such as expensive professional
wardrobes and the dry-cleaning of those. Often they can also save on older
children’s care arrangements although for younger children it is highly
unadvisable to forgo the childcare arrangement and try to balance close
care and supervision with the demands of the job.

2. Flexibility

This doesn't just relate to timings either although the flexibility to determine
one’s own work hours to some extent is the most important aspect of this.
Employees can also determine their environment, lighting, temperature,
setting, mood; basically work in the framework that suits them best and
makes them happiest and most productive.
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3. Less distractions

Coworkers banter and distractions, unnecessary interruptions, unimportant
meetings can all be avoided if employees are safely at home and sealed off
in their own environment which they have barricaded from any possible
interruptions.

4. Proximity to home and family

For many, the physical proximity to family and the convenience of being
at home are tremendously comforting. For parents it can be especially
pacifying to know that they are very near to their children and available
should they be needed for any reason. This also applies in the case of elderly
care.

5. Less stress

The stress of commuting in bumper-to-bumper traffic at rush hour in many
countries is extremely counterproductive and can lead to disgruntled
workers who are already exhausted and worn before they have even begun
their day. This is especially true where the workplace is far from the office.
Other stresses often cited include unfriendly coworkers, a suboptimal work
environment and constant distractions.

6. More productivity

Removed from the stresses and distractions of the workplace and working
independently in their own preferred environment at their own pace,
professionals are often a lot happier and a lot more productive.

7. Better health

Often with long commutes and anywhere from 1 to 3 hours a day spent
getting to and from the workplace both physical and mental health are
adversely impacted; the former as the exercise hours are usually the first
to go and the latter due to the stresses associated with both the commute
and the workplace itself. By working at home, the commuting time saved
enables employees to resume physical exercise (ideally from home), as well
as to take care of their general physical and mental well-being.

8. Better work/life balance

Work/life balance, the aspiration of the modern professional, is often
achieved and tuned to satisfaction through a working at home arrangement,
particularly when a professional has the flexibility to report into the office
and work from the office partially as an option and can fine-tune the
arrangement to achieve the most optimal balance.
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they are able to create a similar work environment to that in the office at
their homes.

Data for the Remote Work in the MENA poll 2020 was collected online
from May 3, 2020 to June 9, 2020. Results are based on a sample of 2748
respondents from the following countries: UAE, KSA, Kuwait, Oman, Bahrain,
Lebanon, Jordan, Iraq, Palestine, Syria, Egypt, Morocco, Algeria, Tunisia,
Libya, Sudan and others.

How to Successfully Manage Telecommuting

As more and more companies across the region are asking their employees
to work from home, many questions are rising up about how that can be
managed.

In light of the ongoing Coronavirus (COVID-19) outbreaks, working remotely
is becoming an ideal means to remain in the workforce and to continue to
be productive thereby maintaining all the tangible benefits of being part of
an established company, while enjoying all the advantages of being based
at home. Most importantly, this arrangement is aimed at minimizing any
unnecessary physical contact and mass gatherings that could result in a
further spread of the Coronavirus in the Middle East.

However, working from home has its potential pitfalls and challenges
that everyone need to prepare for to mitigate any further obstacles to
maintaining productivity and well-being.

The key concern for every employer is whether an employee can be as
effective working from home as they are when at the office. How can you
make sure that communication is seamless within the team and that all data
is secure?
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In essence, virtual teams are different because they don't communicate
and interact in a traditional face-to-face manner; however, it is possible to
successfully manage telecommuting as long as you plan well for it:

1 Setyourteam objectives: Though members of your team may be working
remotely they need to operate as one unit. A well communicated set
of objectives and goals will ensure everyone is on the same page. Also
make sure each member of your team knows exactly how they are
contributing to achieve the set objectives. If your telecommuting team
members think they are working individually, they will act individually;
but if they know they are working towards a common objective they will
be more active in collaborating with other team members.

2 Use the right technology: Using the right technology and online tools
is important for the success of your telecommunication program. Make
sure your team members who are working from home have access to
the internet, audio-conferencing, file sharing and other software for
collaborating. You also need to understand the software and tools that
your employees use on a day-to-day basis and the associated security
risks involved, so make sure you take this into account in your overall
telecommuting plan. Ensure that sensitive data such as contracts and
client lists are available for viewing only. Carefully assess such things
prior to allowing employees to work offsite, to avoid technical glitches
and data leaks.

Even for large events or conferences, you also have the option to conduct
this fully online via tools like vFairs. This tool is an extremely useful and
cost-effective alternative to physical events and conferences, especially
in the middle of the COVID-19 global outbreak.

3 Communicate often: To make sure that your telecommuting team does
not feel isolated, arrange for weekly or short daily teleconferences.
Regular communication will also keep your team motivated and
engaged.

4. Proactively manage their workload: Be extra diligent in workload
management to ensure that work is completed on time. Explicitly
communicate the deadline to your telecommuting team when
assigning tasks. If the project has a six-week course for completion,
then break it up into weekly phased completion. This will ensure that
your project delivery stays on course and achievable. Telecommuting
can be a valuable option for employees and helps to establish you as a
considerate employer.
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Remote Work in the MENA Poll

The Remote Work in the MENA poll, conducted recently by Bayt.com, the
Middle East’s #1 job site, revealed that almost three-quarters (74%) of
professionals prefer jobs that allow them to work remotely.

As aresult of the global outbreak of COVID-19, countless organizations in the
region have enabled remote work for their employees. According to the poll
respondents, remote work offers employees a variety of benefits including
flexible working hours (35%), increased productivity (30%), possibility of
saving on transportation, food and other expenses (24%) and increased
quality time with family (9%).

Ola Haddad, Director of Human Resources at Bayt.com said: “The recent shift
towards remote work has radically changed the way most MENA businesses
operate. Post pandemic, many companies will likely continue offering
flexible and remote work to save money and boost employee morale. Our
Remote Work poll explores emerging trends while the region transitions into
a new normal.”

As MENA enterprises enable remote work at scale for a majority of their
workforce, most companies have ensured that employees have seamless
access to their workplace apps in the device they carry, and that they
develop meaningful relationships digitally. A majority of survey respondents
(87%) say that they have all the resources and tools they need to carry out
their job remotely.

Interestingly, 50% of professionals believe that there’s more room for
professional growth while working remotely, and 21% said professional
growth is not impacted by work arrangements. According to 89% of the
survey respondents, MENA companies will start favoring employees who

| 50 HRECHO

can carry out their jobs independently and remotely.

Furthermore, digital workplace solutions improve worker productivity
by enabling them to connect and collaborate with fellow employees
efficiently. More than three-quarters of respondents (79%) agree that virtual
communication is a good enough substitute to physical communication
between their colleagues and managers.

In fact, facilitating remote access can lower equipment costs, reduce office
overhead, and boost employee productivity. This is especially true for
employees who value autonomy while they work -41% of respondents said
that they work best without direct supervision and 40% work best with some
supervision but not a lot. Only 10% say that they need direct supervision to
keep them on track.

The COVID-19 pandemic may have presented MENA employers the
opportunity to rethink the way they work. More companies are set to
embrace remote work in the future. A whopping 90% of survey respondents
expect remote work to increase over the next few years while only 5% don’t
see the trend taking off.

As for bumps on the path towards remote work, some professionals want
to work with other people in the office because that’'s how they get their
energy. According to the survey, challenges most commonly associated
with working remotely include feeling lonely or disconnected from in-
office employees (24%), absence of opportunities to learn from colleagues
and managers (20%), distractions and absence of a professional work
environment (19%) and overwork / inability to disconnect from work (9%).

Employees enjoy the conveniences of home offices, and those with young
children have more flexible schedules —-85% of survey respondents say that
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HR trend watcher Josh Bersin on why HR teams need to be designed for
agility and act locally with global coordination

HR has been on quite a journey - beginning as a back-office, transactional
function, then evolving to service delivery and business partner consulting.
And today, HR has become the hero of the moment, leading company
responses to the pandemic.

HR leaders and their teams are now at the centre of the organisation’s safety,
crisis management, workforce planning, and communications policies -
areas that are absolutely front of mind for every worker. Related decisions
and programs must come together very quickly, which means operating
with extreme agility.

We've learned that absolute centralized control is not the best answer for
this time. While HR leaders may still need centres of excellence for safety and
pay policies, recruitment procedures, and employee relations policies, the
ability for local teams to react and make decisions is a critical during a crisis
like COVID.

Doing things differently

One of the alarming facts about the pandemic is that it is so unpredictable.
We don’t know where or when the virus is going to flare up next, or when
it's going to cease. Business conditions will vary according to the pandemic’s
local status. As a result, leaders need to design HR programmes and policies
so that they can flex quickly - city to city, country to country - so they can
adapt locally as needed. Rather than relying on time-consuming, top-down
decision-making hierarchies, the most successful HR teams are putting into
place cross functional teams, collaborative design, and employee feedback
mechanisms to help shape programs and policies.

Previously, HR teams needed to design a new employee programs — such
as a performance management, a leadership or training program, or a
rewards initiative — they would spend months, even years, carefully building
consensus, getting everybody in the company involved and coming up with
ideas everyone could agree on. That approach just doesn’t work anymore.

Now we are finding the opposite is true. The best approach now is to design
something quickly that works, listen to the people who are using it - and
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then adapt it as required. For example, PepsiCo developed its pandemic
response policies and programs in weeks. In the past, such an effort would
have taken years of coordination.

This pandemic is greater than any single executive or team. To thrive, we
must trust and empower. For HR, that means structuring the organization
around a federated model and designing for ongoing collaboration,
communication, and coordination.

The author is an internationally recognised analyst, educator, and thought
leader in the global talent market, and is a frequently-quoted commentator
on the world of work, HR and leadership practices. He is also dean of the
Josh Bersin Academy, the world’s first global development academy for HR
and talent professionals at all levels and across all industries. Learn more by
downloading a copy of the The Big Reset Playbook: What's Working Now.
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data analytics to identify which colleagues are at risk of attrition, and making
targeted interventions accordingly — particularly for highest-performing
colleagues — in order to mitigate potential turnover,” she says. “We've
identified a number of factors that would make a colleague more apt to
turnover, and we've actually seen some very positive results in that regard.”

Four ways Pathfinding HR functions are using
analytical insights to drive people performance:

1 Investing in both technology and capability within the HR function.
This extends beyond the basic out-of-the-box technology functionality
from cloud HCM vendors to include thinking about data visualization,
sophisticated analytics, and integration of HCM data with business
metrics such as customer experience, productivity, and collaboration.

2 Building insights from integrating and analyzing data in real time across
different data sources to understand the signals that point to emerging
issues and opportunities. This includes combining data from the HR
function, from the broader organization and from external data sources.

3 Taking a hypothesis-driven approach by working with the leadership
team to use data to answer critical business issues and questions such
as: which capabilities will drive competitive advantage? Which teams
create sustainable performance along with team member wellbeing?
What leadership factors drive innovation in our business?

4 Adopting an evidence-based mind-set so that common and best
practices are subject to a rigorous evaluation of validity and relevance.

Figure 11: Experimentation with Al and related technologies will increase for
HR within the next 2 to 3 years.

Pathfinding HR %18
%35
%8
Counterparts
%20

Today |l 2-3years [l

% change in HR experimentation with Al in near future
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Conclusion

“This is all very interesting, but what should | do?” As we have evolved this
research over 20 plus years, we are consistently asked this question by
HR leaders. In 2020, we can see a path forward for HR that requires some
fundamentally new thinking about what HR does and how it is built to
deliver.

The way forward may start with discrete adoption of workforce shaping
or piloting a more digital experience in one of their business units. In our
view, these interim steps are only going to be helpful if they catalyze a more
thorough rebuilding of HR capabilities.

Some HR organizations are indeed using the disruption they are facing to
justify a multiyear roadmap that integrates changes to service delivery,
people capabilities, technology, process, and data to create a more worker-
centric HR function. They are also seeking to stimulate similar changes in
their peer functions, changing traditional ways of working to better align to
the future of work.

The power of the next generation of HR isn't in pursuing disconnected
capabilities; rather, it is in creating a holistic and mutually reinforcing
"whole system” approach to building the workforce (and organization) of
the future. It lies in an organization’s ability to integrate new capabilities,
taking a worker-centric view while addressing cultural shifts and embracing
an increasingly digital workforce.

How KPMG can help?

At KPMG member firms, our HR consultants understand these challenges
and opportunities and are working shoulder-to-shoulder with businesses
like yours every day. We're delivering the experience, research, and industry
know-how organizations need to define the Future of HR — now. For more
information, we encourage you to contact any of the contributors listed in
the publication or your local KPMG member firm. More information about
this research can be found at home.kpmg/futureofhr.
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— Working out how rare data science skills can be accessed across
organizational boundaries and applied to maximum effect

— Building business partners’ skills so they can tell relevant stories that
contextualize the data to drive action; that's also likely why Pathfinding
HR organizations ranked this as one of the top roles to invest in over the
next 2-3 years

— Designing data visualization solutions so that data consumers can easily
understand the most pressing issues

To that point, Citizen’s Financial Group’s LaMonica highlights the level of
effort and focus on data and analytics. She says, “We have spent a lot of
time creating an infrastructure to support our data analytics capability.
We now have a single repository of all employee data that is connected
to other key data sources, from which we are able to extract performance
data. By performance data, | just don’t mean performance review data, but
productivity data, sales data, financial data together in one dashboard.”

Figure 10: Enhancing analytics capabilities is a growing investment priority.
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Digital dexterity: HR's next frontier

In order to realize the true value of data analytics, HR teams also need to
experiment with new technologies and integrate them into their day-to-day
practices. Yet, HR is still far from achieving this goal, argues KPMG's Bolton:
“Compared with other functions, HR is probably the furthest from being
digitally dexterous — from being switched on and rising to this challenge.

So much so that you've got CIOs saying, ‘Well, I'm going to take over the
workforce-of-the-future agenda because HR’s doing nothing.”

When it comes to utilizing data analytics within the workplace, the
Pathfinding HR organizations are ahead of the game. They reported higher
proficiency levels in the use of advanced data and analytics. On average,
they were 5x more likely to rank their use of more advanced analytics as
“very proficient,” such as:

— ldentifying root causes of attrition in specific populations
— Differentiating behaviors of high versus low performers
— Spotting burn-out and disengagement

— Tracking data beyond the traditional HR system to understand patterns of
behavior via email, chat, calendar, social media, etc.

LaMonica confirms Citizen’s Financial Group has used data analytics
specifically to identify employees more prone to turnover: “We are using
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4 Building a design thinking capability into the HR function. Doing so
enables the HR function to explore employee expectations, personalize
experiences, and unearth and positively expand upon the drivers that
motivate employees to engage — the true return on investment.

5 Taking the lead in defining the requirements for the overall EX design,
regardless of which function owns a stage in the process.

Breaking the cycle: How HR functions are cracking
the data code through workforce insights

What do we mean by workforce insights?

— Using data from different sources to address business challenges relating
to the workforce, including forestalling unwanted attrition, boosting
productivity, enabling teams to “jump their performance” to the upper
quartile, understanding trends and emerging issues in workforce
sentiment, etc.

— Generating insights about what may happen as well as the actions needed
to address emerging and predicted issues.

— Technology enables this activity but is unlikely to be based solely on out-
of-the-box Human Capital Management (HCM) system capabilities. Other
attributes are also needed, including: evidence-based decision making
within HR, storytelling leveraging insights, and driving a narrative in the
organization that turns the insight into action. It's also about thinking
purposefully about who gets to see what information and designing the
decision-making protocols for leaders.

The power of data

“In the absence of an explicit model of how it brings value, HR has often
rushed to the latest fads and fashions (i.e., the ‘war for talent’ or 9-box talent
grids) and has limited itself by doing so. The way to break out of this vicious
cycle is to bring predictive insight and evidence to the people issues of an
organization,” says KPMG's Bolton. “It's time to understand the business in a
more scientifically sophisticated way — one that enables HR to operate as an
equal member of the leadership team and to bring as much evidence about
what will happen as the chief marketing and finance officers.”

Fifty-six percent of Pathfinding HR organizations (and 38 percent of the
rest) identified enhancing analytics capabilities as among the top three
reasons for their investment in HR technology. Similar to EX, analytics is on
the agenda of most HR leaders today. Pathfinder HR organizations plan to
invest specifically in HR technology that enhances HR analytics and allows
for further HR automation (such as RPA) over the next two to three years.
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Sixty percent also agree that embracing these new technologies will require
a significant change to roles within HR.

As a result of the investments, they are zeroing in on the importance
of needing dedicated, skilled analytics resources, either within HR or at
least dedicated to HR. Almost half ranked data modeler/scientist within
their top three roles to invest in within the next 2-3 years. Pathfinding HR
organizations are almost twice as likely to invest in this role compared with
their peers.

When it comes to analytics, from what we have seen first-hand, there is
often a misperception about implementing cloud/HCM technology and the
ability to quickly and accurately leverage the analytical insight derived from
those systems. A multinational utilities company described the challenge
and opportunity of analytical insight as follows: “It's not enough to simply
move one’s system of record to the cloud. The HCM vendors paint a picture
of predictive analytics at the touch of a button. There is no button, there are
a lot of hard yards involved in designing processes and building people’s
skills to generate hypotheses for testing and then applying the insights so
that action follows. The technology does not do this for you. But if you make
the effort, it's worth it.”

Figure 9: HR executives believe new HR technologies will require a
significant change to HR roles.

Pathfinding @ o &0 Counterparts [l %40
HR

% that believe significant role changes are required

KPMG's DiClaudio adds, “We tend not to use data science analysis but
instead turn to the ‘out-of-the box’ analysis from the system of record. There
are often big promises from vendors about that type of analytics capability.
But, in reality, this quickly becomes an exercise in reactively describing what
has already happened, versus what could happen. True analytics capability
simply requires more effort.”

We have found that, for HR to extract real value from data analytics, multiple
aspects need to be factored in, including

— Configuring information flows and deciding who sees what information
for which purpose

— Designing decision-making processes, roles, and governance
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Quick case study

We have seen the need for design thinking skills significantly pick up for
member firm HR clients. For instance, one of the world’s largest chemical
manufacturers recently redesigned its entire HR organization to improve
the way it delivers value and to create a best- in-class employee experience
to attract and retain high performers, improve customer satisfaction, and
accelerate business growth.

One of the key activities — and game changers — of this transformation
started with extensive design thinking workshops with hundreds of
participants from around the world.

Measuring the employee experience

“Having in place digital monitoring technologies enables HR teams to have
a 360-degree view of the employee experience,” says Susan LaMonica,
CHRO, Citizen's Financial Group. “We have spent quite a bit of time in terms
of investing in listening posts. As an example, we use a formal survey tool
that measures organizational health. This provides us with a lot of insights
in terms of whether we're effectively moving the needle on the culture. We
also have more in-the-moment listening posts that we use selectively across
the organization, so that we can get more of a real-time, day-to-day, week-
to-week feel for how things are progressing.”

When it comes to understanding the drivers of employee engagement and
employee experience pain points, the predominant measures among survey
respondents continue to be traditional engagement surveys (65 percent),
with a move toward pulse surveys (52 percent) and quantitative analysis of
workforce data (such as retention rates) (50 percent) over the next 2-3 years.

And while our survey found that a comparatively small percentage of
respondents rank advanced approaches — such as quantitative analysis of
nontraditional data beyond the HR system, journey-mapping, sentiment
analysis of social media activity, or wearable devices — as their primary
methods, we do expect this number to increase, particularly in Pathfinding
HR organizations. Pathfinding HR today are more focused on in-person
interactions (focus groups and town halls) and quantitative analysis of
workforce data to measure EX, and we are seeing an increase in applying
more advanced methods over the next 2-3 years.

At Freddie Mac, such changes have already begun. Says CHRO and CDO
Jacqueline Welch, “Over the past year, we have been focusing on our
listening strategy. We've moved away from the annual survey, and instead
we use a tool to crowdsource responses and reactions to changes we're
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Pulse surveys

Traditional employee
engagement surveys

Quantitative analysis of
workforce data (e.g., retention
rates)

In-person interaction (focus
groups, town halls, etc.)

contemplating. What has become evident is, once we get that information
from our employees, they demonstrably respond. Not only do they hear us,
but they did something with what we said.”

Five ways PathfindingHR organizations are redefining

Figure 8: Pathfinding HR are modernizing ways to measure EX.
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Journey-mapping

m m Quantitative analysis of
nontraditional data, beyond
O —) the HR system (email,
calendar, messaging

platforms, etc.)

i i Qualitative insight (e.g.,

sentiment analysis of social
media activity)

i i Wearable devices and other

Omeeeeeeessss———() monitoring capabilities using

the Internet of Things (loT)

% change in preferred method between today and 2-3 years ahead

the EX:

1 Recognizing the role HR can play in clarifying and designing a unified EX/
CX, including learning lessons from the customer organization on how
to understand and design for the real-life experiences of all worker types.

N

Understanding that EX is not the same for all. Experience design
extends across the total workforce, not just directly employed people.
The growing gig economy means that employees are just one type of
user, as a company’s talent also includes consultants, contractors, and
other contingent workers who range in age from their 20s to their 80s.
All these workers need to feel connected to the platform — with a
shared experience that meets their expectations and aligns with their
motivations.

w

Understanding that EX is composed of more than just the digital
experience. ltembraces environmental, social,and leadership dimensions.
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really grasped that, in order to create a positive customer experience, the
employee experience must be equally on point. Seventy-five percent report
they have a strategy in place where employee experience mirrors the
customer experience they aim to deliver.

Figure 6: When it comes to Talent Management, HR is least confident in
retention.
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Note: Numbers may not add up to 100 percent due to rounding

Such an approach has been central to Telefonica’s drive to improve its
employee experience. “When designing our employee experience, we work
very close to our customer experience team. By using the same approach and
methodology used for designing customer experience, we are positioning
the employee experience as an active driver not only of our people and
business strategy but of our day-by-day product and services design,” says
Telefonica’s Machicot.

HR and design thinking

The need for a frictionless, connected employee experience (EX) and
customer experience (CX) is increasingly driving HR organizations to focus on
the capability of design thinking, a human-centric, structured, and creative
approach to problem solving. Thirty-eight percent of HR executives cited
design thinking within the top three skills required by the HR function to add
value to their organizations. HR recognizes that, through a design thinking
mentality, they are better equipped to design a wholesome and connected
employee experience by understanding how to create the “moments
that matter” throughout the employee lifecycle. Clients also report that a
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Pathfinding HR %87

design thinking capability helps them configure an overall employee value
proposition (EVP). And this, of course, is a high priority in creating an offer
to existing and prospective employees that must then be followed through
with the “lived experience.”

A large part of design thinking is also about empathy, i.e., understanding
employees from multiple perspectives. We have seen first-hand that, by
adopting a more human-centric mindset, design thinking can lead to a more
satisfied, efficient workplace wherein employees have access to the required
resources, possess the right mindset, function within the right culture, and
are able to give their best to the organization. This, in turn, could lead to
improved employee retention and engagement.

Alastair Cooper, Head of People Strategy and Transformation at Arm Holdings
— the largest tech company in Britain — confirms their focus on EX and EVP.
He explains, “It's hard to compete with the biggest tech companies on pay
alone so you have to look at how you can differentiate yourself through your
Employee Value Proposition. For us at Arm, that tends to be thinking about
how we treat people, and the kind of experiences we can give them. We
think about employees as individuals, rather than resources. It's a stressful,
demanding industry, but we treat you differently and try to understand you
as a whole person with a life outside the office.”

Figure 7: Design thinking is ranked among top skills required by the HR

function.
Design thinking %38
Managing EVP %42
Behavioral science
Evidence-based decision making %38

Digital employee service management (and RPA)

Workforce shaping

Managing the complexities of total workforce (4Bs)

Performing advanced analytics

Understanding regulatory requirements

%19

%33

%
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Using a customer service mindset %23

Note: Respondents ranked top 3, thus data does not add up to 100%

HRECHO 31 |




— Simply put, employee experience can’t be considered without looking at

the work that a person does, the tools they are provided with, and the
environment they are surrounded by.

Generations now entering the workplace expect a consumer-grade
experience at work. We know through research by KPMG on Connected
Enterprise that employee experience can directly influence customer
experience and centricity. It's about “walking the customer talk.” Aligning
employee experience and customer experience strategy can lead toincreased
business profitability. Organizations that invest in employee experience
have more than 4x the average profit, more than 2x the average revenue5,
and higher engagement levels lead to the organizations outperforming their
peers by 147 percent in earnings per share.

The employee as customer

HR executives are ranking employee experience design among their top
three current initiatives and continuing over the next 2-3 years. Ninety-three
percent of Pathfinding HR organizations believe that employee experience
design is a strategic priority for the entire organization (and 64 percent of
their counterparts). It's on everyone’s agenda.

In many labor markets, demand for specialized skills exceeds supply. And
with record low unemployment rates in many countries, workers have
greater leverage than ever before. They want meaningful, rewarding work,
on-demand customer service, simplified transactions, and instant access to
information. “It's a ‘buyers’ market’ in many industries. Organizations need
to be deliberate about the design of their employee experience if they are
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to attract and retain the most talented. There’s certainly no shortage of
statistics around this concept,” states Jane Gunn, Partner and Head of People
& Change at KPMG Australia.

Consequently, talent retention has become one of HR’s biggest challenges.
While HR executives feel largely confident in their ability to attract talent
(66 percent) and develop talent (62 percent), half admit to only being
“somewhat confident” when it comes to holding onto their top talent. Only
16 percent of the entire population surveyed report being confident across
all three areas — attract, retain, and develop.

The growth of Enterprise Service Management

We are also seeing a rise in investment and prioritization of Enterprise Service
Management (ESM) to better support the employee experience. When asked
about the primary reasons for the recent investment in HR technology, 36
percent of Pathfinder organizations ranked ESM technology within their
top three recent HR technology investment areas (20 percent for their
counterparts), and 77 percent reported being satisfied with that investment.

Pathfinder organizations are seeking to design the employee experience in
a holistic, end-to-end, and connected way, and want to leverage technology
to address the “moments that matter” within an employee’s journey. We are
used to seeing separate functions invest in service management technology
solutions such as from ServiceNow. These help to define a process for finding
knowledge through portals and raise cases for resolution such as through
an HR service center. What is clearly now emerging is the use of portals,
workflow, process design, voice and chat bots, case management, “in-the-
moment” prompts, and Al to be configured as a horizontal integration layer
for all types of experience— to address employee moments that matter,
regardless of function.

The US Bureau of Labor Statistics7 recently reported that over 3 million US
workers voluntarily quit their jobs every month. Consider the onboarding
experience. Studies have shown that employees who experienced a negative
onboarding experience were 2x more likely to switch jobs in the near future.8
On average, the new employee has to complete over 50 activities within
their onboarding lifecycle.9 One client described the fact that the new

employee has to act as “the integrator” for tasks to be done, not the HCM
system, not the process configuration, and not the HR function or the line
manager. This is not ideal from an employee experience perspective.

Uniquely, Pathfinding HR organizations are generally confident in their
ability to attract (87 percent), retain (85 percent), and develop (93 percent)
top talent — with 72 percent of this population reporting feeling confident
across all three areas. We suspect that Pathfinding HR organizations have

HRECHO 29 |




purpose. This can only be truly effective when the C-suite takes accountability
for shaping and nurturing the culture while leveraging HR as a shepherd,
facilitating and driving that culture change.”

Five ways Pathfinding HR organizations are passing
the “culture test”:

1 Identifying the right team to drive both the initial culture change and
long-term sustainment; establishing dedicated culture change roles
(they may not be housed within the HR function). These dedicated
resources have the power to influence and create alignment across the
business.

2 Understanding the current culture state and the areas requiring a shift
and gaining clarity on the desired future state, including the business
objectives the new culture will influence.

3 HR has many root-cause levers of influence that it can use to nudge and
shape behaviors. But this has to be done in an orchestrated way. A culture
that emphasizes team-based innovation but only uses individual-based
performance and reward management is sending mixed messages to
employees. Nudging behaviors is an exercise in systems thinking, and
those seeking to enable culture must be skilled in identifying systemic
interventions. The key is to pull these levers to configure patterns of
behaviors in a joined-up way, including identifying the key influencers
and defining who gets rewarded and promoted, which skills and
capabilities are built, how teams are built, who becomes a leader, and
how employee experiences are designed to emphasize priority values
such as customer centricity and diversity and inclusion. And, as with
anything that is systemic, thinking abou and planning for unintended
consequences.
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Understanding that culture is specific, it is nuanced, and there is no
one “right” culture for every organization. For example, a culture of
regulatory compliance might be very relevant for some, but a culture
of digital might be highly relevant for others. “Cultures of...” are not
mutually exclusive. But they do require priority and focus when new
patterns of behavior are sought in an organization.

5 As Mike DiClaudio mentions previously, shaping culture is a C-suite
challenge. This is why having someone on the executive committee with
a culture brief can be helpful, as long as the rest of the board accepts that
it is their task to raise the culture implications of decisions in the spirit of
a constructive challenge. Such a role does not remove the leadership’s
accountability for shaping culture, but such a role means that, as one
client described: “I am not always racing to catch up with the culture
implications of executive committee decisions.”

Employees in the driving seat: The importance of
employee experience by design

What do we mean by “employee experience by
design”?

— It's about taking a purposeful, organization-wide approach to employee
experience design, not just a function-by-function approach with the
aim to create a “consumer-grade,” simple, and engaging experience for
employees.

— There are different types of experience: the digital experience, which
deals with the technology employees use to get their tasks completed;
the social experience, the sense of collaboration and community; and the
environmental experience, such as the design of the physical workplace.
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Figure 4: HR teams are focusing on aligning their culture with their
organization's higher-level purpose.

Agree
Neutral %18
Disagree %20

Note: Numbers may notadd up to 100 percent due to rounding

empowered to innovate without worrying about negative consequences if
the initiative fails. Close to 6 in 10 also believe that their leaders appropriately
model the behaviors of the organization’s desired culture.

While an overtly innovative culture is not right for every organization, the
concept of innovation and its characteristics — such as adequate funding
for new ideas, stretch goals, design thinking, trust, autonomy, etc. — seem
to have some bearing on the “right” culture recipe. Another key ingredient
seems to be leadership, as there is an integral connection between the right
culture and leadership’s modeling of it.

But who owns the culture agenda? And who guards
it?

Over two-thirds of respondents to our HR survey believe HR plays a vital
role in establishing the right culture. That was an encouraging sign to Kate
Holt, KPMG in the UK, who says, “While the business must own defining
the organizational culture they want, HR is the key driver and influencer in
making culture change stick.”

One differentiating characteristic of Pathfinding HR organizations is their
perceived level of ownership in driving culture change: 71 percent “strongly
agree” that their HR function is playing a vital role in establishing the
right culture, compared to only 15 percent of their counterparts. “Culture
is a living, breathing organism. HR should endeavor to position itself as a
thought leader, a guardian of and enabler

of culture,” explains Freddie Mac’s Welch. She elaborates, “Here at Freddie
Mac, we use tools such as our intranet platform to democratize who owns
the culture. We also look to ensure that inclusion and diversity are part and
parcel of how we do business. These kinds of questions should never be
owned by a critical few — they should always be democratized.”
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When it comes to monitoring and maintaining the right culture for their
organizations, Pathfinding HR organizations are also 6x more likely than
the rest of the respondents to “strongly agree” that they have a strategy in
place to monitor and maintain their cultures. Not surprisingly, they are also
5x more likely to have dedicated roles in HR that focus solely on purpose and
culture.

“An empowered team, focused on culture, can accelerate culture change
and allows the team to influence on a broader scale, working across
organizational lines and levels ,” explains Claudia Saran, Chief Culture
Officer, KPMG LLP, US. She adds, “Our stakeholders have varying strategies
and priorities. We need to ‘talk culture’ in terms of how culture change will
help them attain those strategies and priorities.”

Figure 5: HR plays a vital role in establishing the “right” culture.
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Neither agree
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Pathfinding HR [l Counterparts [l

Note: Numbers may not add up to 100 percent due to rounding

A strong correlation also exists between dedicated culture roles and
confidence in attracting talent. Approximately 70 percent of respondents
with dedicated purpose and culture roles embedded within HR are also seen
to be more confident in their ability to attract the right talent to meet their
companies’ growth objectives.

Yet the ownership of the culture agenda is somehow left undecided. The
bigger question may be: “How do we actually evolve to the “right” culture?
Changing to the right culture means altering the way the organization lives
and breathes, as Jacqueline Welch from Freddie Mac eloquently describes
previously. Mike DiClaudio, Principal, KPMG in the US, adds: “Culture shapes
the way workers make decisions, do their work, and interact with colleagues,
clients, and customers. Evolving culture starts with understanding the
organizational purpose and then driving behavior change to match that
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is minute tasks, specific tasks, being augmented by machine learning and
other technological capabilities.”

Five ways Pathfinding HR organizations are shaping
the workforce of the future:

1 Devoting time and resources to workforce shaping as an entirely new
discipline capable of responding to continuing disruption. The world of
work is changing and requires a new mindset and actions. Pathfinding
HR organizations are investing heavily in workforce shaping roles and
believe this is one of the skills/capabilities needed by the HR function.

2 Understanding that, although they may still require strategic workforce
planning in some capacity, workforce shaping starts from future business
scenarios and then “works back.” Traditional workforce planning starts
with the existing workforce and moves forward in time. This tends to
anchor the outcomes and “answers” in the present model of work, and
misses the enormous levels of disruption and potential productivity
gains driven by Al.

3 Focusing on upskilling the workforce and ensuring they have the right
capabilities to work in the future-state environment. Upskilling goes
hand in hand with workforce shaping, and the scale of learning and
development effort should not be underestimated.

4 Maximizing the success of workforce shaping through collaboration
with C-suite leadership, as they should be the ultimate owners of the
outcomes and the actions arising.

5 Establishing regular refreshes of workforce shaping scenarios through
considering what the organization and workforce could look like and
could be capable of achieving in the future.

Passing the “culture test”

If “culture trumps strategy every time,” whois holding
thewinning hand?

“The conversation around culture is intensifying as senior leaders understand
the need for culture change to drive business performance,” explains Kate
Holt, Partner, KPMG in the UK.

Culture can be described as the underlying behaviors and beliefs that define

how work gets done. And a purpose-driven culture aligns this work with
the organization’s higher-level purpose. According to our research, over 61

| 22 HRECHO

percent of HR executives globally are currently in the process of changing
their organizations’ culture to align with their organizations’ purpose. This
could also explain why, for what seems to be the first time, culture has risen
to the top of the C-suite agenda (per 2019 Global CEO Outlook).

“We know that people are our greatest asset, and our culture and values
foster an environment that inspires them to innovate and deliver the very
best for our clients,” says Darren H. Burton, Vice Chair, Human Resources,
KPMG LLP, US.

We are all striving toward the “perfect culture”

Says Siemens’ Soria, “The ‘right’ culture allows all of those who are a part of
an organization to unleash their whole potential towards the common goal
of the business.”

Eighty-four percent of CEOs1 express wanting a culture where failure in
pursuit of innovation is tolerated (only 56 percent confirmed that this
culture is in place within their organizations). When we asked the same
question of HR executives, the results came out a little different. Sixty
percent believe their leadership want to support an innovative culture,
but only 31 percent report their leaders are actively following through and
doing what they say they would when it comes to culture. This conundrum
seems to support the all-too-common disconnect between the words and

actions of organizational leadership in many organizations. But, consider the
Pathfinding HR functions. Close to 90 percent believe that their CEOs want
their employees to feel
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Interestingly, when our 2019 Global CEO Outlook asked about
investment priority as it relates to upskilling, 68 percent of CEOs
are still prioritizing investment in new technology versus 32
percent in workforce upskilling. If CEOs are to deliver on their
desired (and aggressive) upskilling strategies, they need to provide
the appropriate resources and funding for the learning and
development of their workforces. What is clear is that CHROs and
CEOs need to be connected and aligned on the workforce shaping
agenda and strategies to support that agenda. Carlos Moran,
SVP of Human Resources and Organization at Cepsa, a Spanish
multinational oil and gas company, couldn’t agree more about the
importance of C-suite engagement: “Strategy alone is not going

to cause any change or transformation within an organization,” he

says. “Resources and efforts made to deploy an HR strategy will be
Figure 3: HR vs CEOs on upskilling need of majority of workforce. useless if leadership is disengaged.”

Jacqueline Welch, CHRO and Chief Diversity Officer (CDO) at Freddie

~ Mac (Federal Home Loan Mortgage Corporation), a government-
sponsored enterprise in the secondary mortgage industry, explains
CEOs %44 HR %11 her organization’s positive experience of reshaping the workforce.

“At Freddie Mac, a lot of the work taking place in the modeling
environment is being supplemented by machine learning. So, rather
than an individual cross-checking someone’s work, you now have
Upskilling over 51% Upskilling over 51% machine capability that can do that.” She adds, “We have not yet
of the workforce of the workforce experienced what most people are concerned about, which is the

+30-point differential idea of wholesale jobs being eliminated. What we are experiencing

Quick case study

Take the world of healthcare. According to Mark Britnell, Global Chairman,
Healthcare, Government, and Infrastructure, KPMG International,4 health
sector workers will need different skills within redefined roles that relate
to each other in diverse new ways. For example, pharmacists may operate
wellness centers, treatment and consultation will move to virtual interaction
supported by Al, and care pathways will be completely redesigned via
cognitive Al augmentation.

What does this all mean for future skills requirements in health? In a world
with new clinical pathways, Al enablement, and evolving roles, diverse —
and diversified — new skills will be in demand. We also suspect that there
will be a greater need for generalists and traveling community workers,
supported by cognitive assistance, Al, and robotics.
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successfully. One scenario, for example, emphasized digital and design
thinking skills, but another emphasized supply chain and strategic supplier
management skills. Alongside the need to understand fully the make-up
and size of the future workforce, there’s a critical need to understand how
to upskill the current workforce (and how much of it) to meet those future
needs.

Quick case study

A workforce shaping analysis enabled a global UK bank to identify that it
needed to change its ratio of employees- to-contingent workers from 60:40
to 40:60, followed by a workforce reduction by 30 percent by the middle of
the next decade. The key reasons are the evolving structure of the financial
services industry and its impact on the value chain.

Figure 2: Most HR functions are not prepared to identify the future workforce
composition.

Prepared %80
%44

Not prepared %21
%56

Counterparts [l Pathfinding HR [}
Note: Numbers may not add up to 100 percent due to rounding
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Marta Machicot, Chief People Officer at Telefonica, one of the largest
telephone operators and mobile network providers in the world, discusses
the need for upskilling at her organization. “We are moving from a traditional
demographic approach to workforce planning to skill-based workforce
planning,” she says. “At Telefonica, we are committed to our people’s growth
and development. As our business has evolved from a traditional telco to a
digital business, we have identified the need for new skills around big data,
artificial intelligence, and cybersecurity, among others, to accommodate the
changes taking place in the business around the workforce. We are working
onmassivereskilling programs as the answer to this challenge.” HR executives
generally identify with the significant need to reskill the workforce. Two in
three are prioritizing upskilling of the workforce to manage the impact of Al
on the workforce, with 77 percent planning to upskill 1-30

percent of their workforce in digital capabilities over the next 2-3 years.
CEOs seem to have a more aggressive agenda. According to the 2019 Global
CEO Outlook, 44 percent of CEOs across major markets plan to upskill more
than half of their workforces in new digital capabilities (such as advanced
data visualization, ability to code, etc.) over the next three years (yet only 11
percent of HR executives plan to upskill that much of the workforce).

So, what's the verdict? Is there a magic number? While this is debatable and
links back to the need to do proper workforce shaping, through our analysis,
we found a very strong correlation between increased revenue over the
last fiscal year and plans to upskill 11-30 percent of the current workforce
in new digital capabilities during the next 2-3 years. Organizations in
this range are more likely to report increased revenue growth year over
year than those upskilling a different proportion. While we estimate that,
ultimately, the entire workforce will likely require some level of upskilling
over the next several years, what this finding tells us is that companies with
reported revenue growth are taking a well-thought-out and agile approach
to upskilling.

Any time upskilling occurs, a natural decline in performance follows, owing
to the learning curve of adapting to the new work environment. Upskilling
too many resources at one time may intensify the performance decline and,
therefore, negatively impact revenue growth.
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organizations have started replacing the debatable certainties of supply
and demand forecasting of traditional workforce planning withworkforce
shaping to deal with the impacts of automation and Al.

Eugenio Soria, Vice President of HR at Siemens Mexico and Central America
— a multinational conglomerate and the largest industrial manufacturing
company in Europe — is experiencing this first-hand in his organization:
“We are implementing more and more automation in our administrative
processes. We are at a very early stage, yet this is gaining momentum. |
envision that, during the next five years, we will see a really big jump in the
number of tasks that will be automated, and we need to be prepared for this
shift.”

Did you know?

We found that respondents that expect their organizations to increase their
reliance on contingent, temporary, and gig workers by 6-10 percent over
the next 2-3 years are more likely to experience increased revenue growth
year over year than those increasing reliance differently, in either direction.

Figure 1: Preparing the workforce for Al is HR’s biggest challenge.
haree
Neutral

Disagree

Note: Numbers may not add up to 100 percent due to rounding

Committing to workforce shaping

The importance of using workforce shaping to break down and rethink
traditional roles is largely understood by HR functions across the globe.
For example, Kristie Keast, Chief People Officer at steel-maker BlueScope,
confirms that the transformation is in full swing within her business and
that it is a normal outcome of constantly challenging the status quo to
do things better. “We are currently grappling with what the industrial
revolution 4.0 means in terms of the displacement of the workforce, and the
workforce planning we need to implement around this,” she says. “While
the automation of processes such as crane machinery within BlueScope has
given us the opportunity to bring down costs and improve productivity, we
do need to take into account the potential for the displacement of workforce
or jobs. Workforce shaping is central to this aim, in order to accommodate
new roles that might become apparent, and enabling employees to move
seamlessly between vocations wherever possible,” says Keast.
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To meet the future needs of their organizations, HR needs to actively
challenge who — or what — carries out the majority of traditional tasks.
Ninety percent of Pathfinding HR organizations cite that identifying the
future workforce composition is a strategic priority, and approximately 80
percent believe they are largely prepared to do so. However, over half of their
counterparts report they are either not particularly, or not at all, prepared.
“Workforce shaping is not a case of doing traditional workforce planning
harder and faster. In fact, workforce planning still has a role to play in many
organizations. But from discussions with clients who are at the forefront of
digital disruption, we find that workforce shaping should generally come
first. It frames the more operational decisions and creates the context for
action. It is, many clients argue, a new discipline for HR,” elaborates Paul
Lipinski, Principal and Head of Human Capital Advisory at KPMG in the US.

Where does upskilling fitinto the equation? And how
much?

When we undertook a workforce shaping engagement at a global insurance
company, it became clear that the quality of the outcomes was dependent
on understanding a range of strategic choices with which the business was
confronted. These choices had unique implications for not only the shape
and size of the workforce but also the skills that would be required to execute
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— To manage the impact of Al (and related technologies) on the workforce,
2 in 3 (66 percent) HR executives are prioritizing upskilling of the
workforce. For Pathfinding functions, it's even higher — close to 3 in 4
(74 percent).

Passing the “culture test”

— 61 percent of all respondents are in the process of changing their
organization’s culture to align with their organization’s purpose.

— Pathfinding HR organizations were 6x more likely to “strongly agree” that
they have a strategy in place to continuously monitor and maintain the
right culture for their organizations.

— 71 percent of Pathfinding HR organizations “strongly agree” that their
organization is playing a vital role in establishing the right culture, and
5x more “strongly agree” that they have dedicated roles in HR that focus
on purpose and culture.

Employees in the driving seat: The importance of
employee experience by design

— 95 percent of respondents are prioritizing employee experience (EX) as a
focus area, and Pathfinding HR organizations were almost 3x more likely
to “strongly agree” that employee experience is a strategic priority for
the entire organization.

— 75 percent of Pathfinding HR organizations have a strategy in place to
design an EX that mirrors and supports the customer experience.

— Almost half (46 percent) of Pathfinding HR organizations identify design
thinking as a top skill required by the HR function to add value to their
organizations. This capability is used in the context of experience design
efforts to address the “moments that matter” to different types of
workers.

Breaking the cycle: How Pathfinding HR functions are
cracking the data code through workforce insight

— 40 percent of all respondents identify enhancing analytics capabilities as
among the top three reasons for their organizations’ investment in HR
technology. Pathfinding HR organizations highlighted HR analytics and
HR automation (via Robotic Process Automation, or RPA) as their top two
technology investment areas.
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— Almost half (45 percent) of Pathfinding HR organizations ranked data
modeler/scientist within their top three roles to invest in within the next
2-3 years; they are almost twice as likely to invest in this role compared
to their peers.

— Pathfinding HR organizations are already investing in HR analytics and
RPA, and 35 percent plan to experiment with new technologies like Al
within 2-3 years.

Workforce shaping
is HR’s defining challenge

First, what do we mean by “workforce shaping?”

— It's taking a scenario-based approach to defining the required workforce
in 5-8 years’ time.

— It's understanding how digital disruption and Al will change the overall
shape, size, composition, and skills in the workforce and how humans
and machines will work together to drive business value and a high-
performing workforce.

The impact of the Fourth Industrial Revolution — the term used to describe
the convergence of Al, RPA, Machine Learning (ML), and cognitive platforms
— is forcing teams to shape their workforces to consist of all worker
types, including permanent, gig, contingent, and machine. To use the 4Bs
vernacular: buy, build, borrow, and bot.

This Fourth Industrial Revolution has irreversibly altered the genetic make-
up of the modern workforce. Indeed, the Big Innovation Centre estimated
that 65 percent of our jobs will not exist or will be done in totally new ways
within 10 years.3 Three in five HR executives from our survey agree, as they
did last year, that Al will eliminate more jobs than it creates. Yet, the 2019
Global CEO Outlook, in contrast, confirmed again that CEOs continue to be
more optimistic on the matter, with close to 70 percent expressing that Al
will create more jobs than it eliminates. Regardless of what might happen,
we must prepare for it, one way or another.

Over half (56 percent) of the respondents to our HR survey agree that
preparing the workforce for Al and related technologies will be the biggest
challenge for their function. And while most (87 percent) are prioritizing
efforts around how to identify the future workforce composition (the 4Bs)
HR leaders still seem uncertain about the best approach to do that. Some
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2 Shaping a purpose-led culture: They understand that HR plays a vital
role in shaping and maintaining a culture aligned with their business
strategies and higher-level purpose.

3 Shaping the employee experience: They utilize techniques
underpinned by design thinking to address the “moments that matter”
to employees and understand that this mirrors the same core principles
needed for customer centricity and experience design.

4 Shaping decisions about people and the workforce by using insights
from data: They maximize the power of data science to generate
predictive and actionable insights for the whole organization, and they
are investing accordingly.

Any one of these things may not be unique and certainly not a defense
against digital and economic disruption. What is unique is how they seem to
work together for Pathfinding HR organizations — the four characteristics,
in our view, mutually reinforce each other and are connected. This group
is tackling them all, and we believe, this has an incredibly powerful and
amplifying effect. How?

What we mean is, for example, one could argue that experience design
without analytical insight could lead to self-indulgence.

Workforce shaping and analytical insight without a purpose-driven culture
may become an exercise in dehumanizing scientific management. Workforce
shaping without analytical insight may lead to a continuation of the current
workforce structures and an inability to see the “disruption iceberg” that is
dead ahead.
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Within this summary, we explore how these Pathfinding HR organizations
are addressing their challenges and areas of focus and give our perspectives
on why we feel they are charting a course toward a genuinely value-driving
and connecting role in their organizations — shaping a workforce and
people function fit for the future.

Which path are you on?

Pathfinding HR are the circa 10 percent of functions that our research
suggests are value drivers in their organization and who have purposefully
built capability in all four areas identified in this report in order to shape and
prepare their workforce for the future.

There are other “types” of HR functions uncovered in analysis. Broadly, these
fall into two categories as we read the results:

Searching HR are those functions who are building capability in mainly one
or two of the capabilities in our report.

They make up about 80 percent of our sample, and chiefly, it is experience
design followed by culture that are their prominent areas of focus. This, of
course, begs the question: how are they preparing for digital disruption and
building, with evidence, their workforce of the future?

Disconnected HR are those who seem not to seek a strategic role for their
function. They are administrative in nature and do not focus on any of the
four identified capabilities. This may be appropriate in their organizational
context, but we do not see this as a viable future for HR or a way to remain
relevant.

Key findings
Shaping the workforce is HR’s defining challenge

— Over half (56 percent) of HR respondents agree that preparing the
workforce for Artificial Intelligence (Al) and related technologies will be
the biggest challenge for the HR function.

— Three-quarters (76 percent) of Pathfinding HR organizations agree that
HR needs actively to challenge the future workforce composition (who
to buy, build, borrow, bot) in order to meet the future needs of their
organizations.
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The HR function is dealing with a range of questions: How can it prove its
relevance within its organization and bring strategic value? How can HR
design an employee experience that responds to evolving demands? And
how can it utilize technology to truly understand the needs and motivations
of employees?

A particularly striking finding from our Future of HR 2020 survey — in
which over 1,300 HR executives from across the globe participated — 3 in
5 HR leaders believe that the HR function will rapidly become irrelevant if
it doesn't modernize its approach to understanding and planning for the
future needs of the workforce. In short, organizations of all shapes and sizes
across the globe generally agree that the HR function will cease to exist in its
traditional form if it continues to operate or deliver in the same way.

CEOs are similarly concerned about irrelevance. Two-thirds of the
respondents to our 2019 Global CEO Outlook1 agree that, if they don't
adapt to the changing world, their business will become irrelevant. In such a
scenario, the ambitions of the HR function become moot. This is why KPMG
has invested heavily in a philosophy and approach designed to help our
clients become Connected Enterprises.2 These are organizations that not
only survive in a digitally disrupted world — they thrive.

They have eight common characteristics, such as experience centricity by
design, insight-driven strategies, digitally enabled technology architecture,
and an aligned and empowered workforce. The eight capabilities all work
together and are mutually reinforcing. It's no good just having some of
them. All eight create a revenue- and profit-driving “whole” that is greater
than the sum of the parts and sets them apart from their competitors.

Our Future of HR survey reveals a very similar dynamic for a small subset
of our global respondents. We have called this grouping Pathfinding
HR organizations (approximately 10 percent of the survey sample). This
confident group of HR executives are simultaneously focusing on four
discrete capabilities to chart their course to the future in a disrupted world:
shaping the workforce of the future, nurturing a purpose-driven culture,
designing a “consumer grade” employee experience, and all through the use
of evidence-based insights.

We recommend the report to anyone interested in the latest thinking from
HR leadership around the globe about how the HR function is evolving and
how they are reshaping their own future and those of their workforces.

When we reviewed the first output of data from this year’s survey, we were
excited to see what we would find, as, indeed, we are every year. This year,
at first glance, seemed to be a continuation of trends and themes that we
have observed over the last three years, particularly the way in which the
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HR function seems to be dividing into various groupings. At one end are
those that are fundamentally changing their focus and priorities in order to
take on the challenges resulting from digital disruption; on the other, those
preferring to stick with the “tried and true.” But we quickly realized that, this
year, the data has crystallized into something more definitive.

No matter where they’re based, there is little doubt that HR functions are
experiencing at least some level of adversity as they navigate through
today’s complex, ever-changing world. What is particularly interesting is how
different HR groups are choosing to address these challenges. As Mark Spears
mentions in the Foreword, we found that Pathfinding HR organizations
seem to show a pattern of addressing four discrete areas of priority and
actions in this respect. These HR executives seem to be universally confident
in the strategic value their HR functions provide to their organizations. Their
attitude epitomizes US founding father Benjamin Franklin’s famous saying,
“When you're finished changing, you're finished.”

When we reviewed the first output of data from this year’s survey, we were
excited to see what we would find, as, indeed, we are every year. This year,
at first glance, seemed to be a continuation of trends and themes that we
have observed over the last three years, particularly the way in which the
HR function seems to be dividing into various groupings. At one end are
those that are fundamentally changing their focus and priorities in order to
take on the challenges resulting from digital disruption; on the other, those
preferring to stick with the “tried and true.” But we quickly realized that, this
year, the data has crystallized into something more definitive.

No matter where they’re based, there is little doubt that HR functions are
experiencing at least some level of adversity as they navigate through
today’s complex, ever-changing world. What is particularly interesting is how
different HR groups are choosing to address these challenges. As Mark Spears
mentions in the Foreword, we found that Pathfinding HR organizations
seem to show a pattern of addressing four discrete areas of priority and
actions in this respect. These HR executives seem to be universally confident
in the strategic value their HR functions provide to their organizations. Their
attitude epitomizes US founding father Benjamin Franklin’s famous saying,
“When you're finished changing, you're finished.”

What are Pathfinding HR functions focusing on?

1 Shaping the workforce for the future: They recognize that existing
workforce structures are being disrupted by new technology and
business models, and they are seizing the opportunity to reshape the
workforce and gain the full benefits of humans and machines working
together.
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Future
of HR

Which path are you taking?

How HR organizations across the globe are shaping
a workforce and people function fit for the future

By Mark Spears & Robert Bolton
KPMG International Group
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Dr. Abdul Rahman Al Awar
Director General of the Federal Authority
for Government Human Resources

We would like to put before your
hands another extraordinary issue
of HR Echo. The circumstances of
the Coved-19 pandemic, has swept
the world in early 2020, and seems
to have heavy impact, on our lives
and in various business sectors for
many years.

Instead of

An unexpected pandemic has
created great challenges for all
those interested and specialists in
the promotion and development
of human capital, worldwide. As
opposed to talking about the
Fourth Industrial Revolution, the
main concern is how to adapt
and overcome the crisis arises
due to Corona and its impact on
the  governments, institutions
and companies, and ways to get
them back on the tracks, as well
as preparations to face any similar
unexpected risks in the future.

| firmly believe that the pandemic
will continue to be at the forefront
of human resource conferences
and events for almost a decade.
In fact the experience deserves
to be studied, scrutinized and
documented, with all prior and
existing institutional practices and
responses, whether governmental
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Human Resources
and Fundamental
Transformations
Following Coved-19

or private, locally, regionally and
globally

Thereisnodoubtthat the experience
of the Federal Government of the
United Arab Emirates in particular
will be subject to the study and
attention of human resource
experts, in terms of the efficiency
in dealing with the crisis, seeking
business continuity and service
provision, and the good preparation
through the high technological
readiness during the recent years.

In this issue of HR Echo, we highlight
a range of issues and topics,
practical experiences, lessons drawn
from this critical phase, and future
insights on institutional work and
human capital development, in
collaboration with a number of
our global partners from academic
and human resource institutions,
to whom we extend our thanks for
their cooperation in the publication
of this magazine.

The issue file highlights a study
on the future of human resource
departments, their central role in
responding to phase requirements
and the formation of workforce,
preparation for future jobs and
avail itself of the technological
development and artificial

intelligence to the fullest, and the
effects of the latter on the nature of
jobs.

Other topics focused on future
human resource  trends  as
departments and task forces, the
stages of their development and
the impact of the pandemic on their
roles, to become strategic in the
design of programs and policies,
and ways to redesign the institution
to work quickly, flexibly and
gracefully post the pandemic. It also
included a study on remote work
and it opportunities and challenges,
which covered the Middle East and
North Africa.

In conclusion, we wish you the
progress and success of your
institutions, and that the whole
world will overcome this ordeal as
soon as possible.

Architects of Change

As businesses open and employees
return to the workplace, whether
fully or partially, they face an
environment greatly changed by
COVID-19. Even in parts of the world
where the infection rates are low,
anxiety around safety remains high.
Concerns about how we will all
work, thrive and succeed permeate
discussions around the reopening
trend.

While health and safety issues
remain paramount, the reopening
of businesses brings a host of
additional issues to the fore. Even
those fortunate enough to be
employed are wondering about how
their livelihoods will be changed.
How will offices open? How will day
to day work be changed? How will
strategies shift in the “new normal”?
How will competency requirements
change?

It falls to HR leaders to manage many
of the biggest questions facing
workers as they emerge from home
offices and return to their corporate
environments. Their work will revolve
around four primary categories:

+  Health and Safety: Naturally,
remaining physically safe from

the virus continues to be the
top priority. HR leaders will be
prominent creating new policies
and procedures to ensure health
and wellness - everything from
one-way entrances and exits to
cutting-edge technology such as
no-touch elevators and doors.

Managing the hybrid workplace:
During the initial crisis, virtually
all corporate work moved to
home offices. Now, some of
that workforce will return to
the traditional workplace while
others will continue to engage
from home. Crafting policies and
processes to manage this hybrid
workplace will be a key priority
for HR leaders.

Creating pandemic  metrics.
Reopening businesses is a sign
to many that the worst of the
crisis may be behind us. In
that eventuality, employees
who focused solely on the
survival of the  business
during the crisis period may
now turn their thoughts to
how their own careers have
been impacted. How will | be
evaluated during this year of
pandemic? How will the crisis

Laura Luelsdorf
Egon Zehnder

affect my compensation? My
career trajectory? These are all
questions employees will bring
to HR, looking for guidance.

. ESG: Environmental, social and
governance issues emerged as
important topics for employees
during the crisis and they remain
top of mind as many come
back to workplaces. Employees
want to know: did my company
behave ethically during this
turbulent time? Many of us were
shaken by the crisis and are
looking for greater purpose in
our work lives. HR leaders will be
key messengers of ESG efforts.

As the UAE reopens for business,
HR leaders will be part of both the
strategic and day-to-day efforts to
make the “new normal” successful. It
is a time of energy, enthusiasm and
collaboration. The human element
has never been higher on the priority
lists of top leadership. Therefore, HR
leaders need to be ready to embrace
their moment in the global recovery
and in chartering new territory on
the way to creating competitive
advantage through HR management
for their respective organizations.
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