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She adds: “For any organization to be successful, trust is not ‘a nice to have’,
but is intrinsic to the culture of the organization. The more someone trusts
a colleague, manager or team member, the greater the likelihood that they
will collaborate, share information and work effectively together, such as
those we are experiencing with Brexit.”

According to Covey with Merril (2006), “the idea that trust cannot be restored

once it is lost is a myth. Though it may be difficult, in most cases, lost trust
can be restored — and often even enhanced.” This is reassuring for those
CEOs who are now keen to focus on rebuilding trust in their organization.
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The more CEOs are
trusted, the more
likely employees are
to believe in their
ability to navigate the
organization through
difficult times of
economic uncertainty

The Institute recommends the following actions to help rebuild trust :

Ask them - talk to your
employees about trust and ask
what they believe needs to be
done to rebuild it.

Don't forget the long servers —
extend activities, training and
development opportunities to
all staff, regardless of
experience or length of service.

Safeguard the future - create a
trusted environment to make the
right decisions together.

Appreciate the demands of line
management — with trust
favouring line managers, they
should persist in working on
their staff relationships to
support the team.

A united front — an honest
analysis of senior gender
composition and shared goals
is important.

Work at relationships - effort
needs to be put into the leader
/ employee relationship.
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Our latest research reveals that employees trust their CEOs less than
they did seven years ago. What should they learn from this?

CEOs are trusted less by their employees than they were in 2011, as revealed
by the latest edition of The Institute’s ‘Index of Leadership Trust’research.

With trust being an ever-present issue in the news headlines, The Institute
decided to revisit this topic to undertake fresh research into current
perceptions of the trustworthiness of today’s public and private sector
organizations and their leaders.
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Trust helps
organizations to run
smoothly, increases
engagement,
improves processes,
drives individual and
team performance,
ultimately benefitting
the customer or
service user

The research is the fourth instalment in the series and calculates an overall
trust score out of 100 across seven dimensions of trust (ability, understanding,
fairness, accessibility, openness, integrity and consistency). More than 800
business leaders and managers took part and the iterative research shows
how the levels of trust have changed over the last seven years.

The findings revealed that trust in CEOs has dropped by eight per cent and
workers trust their immediate line managers much more than their CEOs.
The research highlighted a 13-point gap between trust in line managers
(70.6) and CEOs (58.0). Thisis the largest drop in The Institute’s trust research
to date, second only to the six-point gap identified in the 2011 research,
which came towards the back end of the global financial crisis.

Interestingly, it's been more than a decade since the start of that recession
and the financial services sector has worked hard to rebuild trust among
its workers — and it’s certainly paid off. Senior leaders working in financial
services are now considered the most trusted. However, it's not such a rosy
picture for CEOs in local and national government, as they are the least
trusted among senior leaders.

It is also interesting to note. At a time when gender equality regularly hits
the headlines and there is insufficient diversity in FTSE boardrooms, more
respondents said they trusted female leaders and female line managers than
their male counterparts. It is a small, but relevant difference, particularly
when there are only six women running the 100 largest companies listed in
Britain.

So, what can senior leaders learn from this new research? How can they
rebuild trust across all their stakeholder groups — particularly when their own
teams do not trust them?

Kate Cooper, Head of Research, Policy and Standards at The Institute of
Leadership & Management, said: “Our research clearly shows there is a lack
of trust at the top level, but, interestingly, it is being maintained at the more
personal level of line managers. This is bad news for CEOs and should be a
wake-up call for them.
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Table 1 . What role dose the C-suite play in capitalizing on the workforce
ecosystem? How can individuals adjust?
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Develop workforce management strategies thatleverage opentalent workforces to
meet theorganization's changing needs. Work with managers supervising contingent
workerstoshifttheirfocustowardtheseworkers'engagementand productivity,instead
of concentrating strictly ontask performance.Create development opportunities
and performance management approaches to help give off-balance-sheet workers
access to learning experiences and coachingwhile engaged withyour organization.

Understand the financial implications of theworkforce ecosystem and work
withbusiness leaders to understand the financial benefits that can beachieved by
managing this extended workforce. The significant potentialimplications for the
balance sheet make it important to take a proactive view of how an organization's
changing workforce composition can affect a large costitem onthe P&L.

Chief risk
officer

Work closely with HR to create an ITinfrastructure to help effectively manage the
workforceecosystem.Help your organization move past the use of different systems
to manage full-time employees vs. alternative workers. Aim to develop a single
workforce management solution that can provide full and consistent visibility to the
workforce as a whole.

Consider what new policies may beneeded for managing employment responsibilities
within the workforce ecosystem,including policies around issues such as protecting
confidentialinformation and managing reputational risk. Work closely with HR to
determine where new policies may be needed,and constantly monitor (and,where
appropriate,seek to influence) the regulatoryenvironment around how employers
engage with new worker types.

Usethe open talent economy to your advantage.Employers who have embraced
theworkforce ecosystem and are using different types of work arrangements can help
you gain theexperiences you need to increase your attractiveness in the employment
market.

. R P
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First, organizations should extend their talent management approaches
to workers across the entire ecosystem. HR teams should work with legal
and IT to give gig and contract workers clear performance goals, secure
communication systems, and the right amount of training and support to
make them productive and aligned with the company’s strategy. Cummins,
for example, a global leader in power, energy systems, and engines, considers
its contractors “a part of the family,” and tries to give them the same focus as
full-time employees.

Second, HR should get more involved in sourcing and selection decisions for
alternative workers. Today, more than a third of our survey respondents say
that HRis not involved in sourcing (39 percent) or hiring (35 percent) decisions
for contract employees. This suggests that these workers are not subject to the
cultural, skills, and other forms of assessments used for full-time employees.
Since alternative workers can make up 30 to 40 percent of the workforce,
organizations should carefully consider under what circumstances they
should be screened like regular employees, if at all.

Third, organizations should provide ecosystem workers with onboarding
and development opportunities. Perhaps because organizations fear these
workers will become categorized as “full-time employees,” nearly half of the HR
respondents to our survey (46 percent) say they are not involved in onboarding
alternative workers, and more than half (55 percent) do not support training
for this population. Again, this shows a lack of understanding of the workforce
ecosystem’s importance. Most employers are currently treating alternative
workers as unskilled labor, not as professionals.

Fourth, companies should consider workforce brand and incentive programs
that cover the range of ecosystem workers. What can alternative workers do
to make more money? What skills and capabilities should they develop? How
will they be measured? HR should formalize these practices for the ecosystem
rather than waiting for procurement to do it.

Success stories show the way

The challenges raised by the workforce ecosystem are all manageable, and
companies can benefit from taking an integrated view of the problem.
Consider a large pharmaceutical company whose in-house scientists had
been struggling with a technical challenge for months. When the company
engaged external talent for the problem, it found the solution in just six days.

Businesses such as Fiverr, E-Lance, Doordash, and others have learned to
manage contingent and gig workers. Many are growing at rapid rates while
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Organizations should
give gig and contract
workers the right
amount of training
and support to make
them productive
and aligned with the
company’s strategy

HR should get more
involved in sourcing
and selection
decisions for
alternative workers

Most employers

are currently
treating alternative
workers as unskilled
labor, not as
professionals.

exploring approaches to improve alternative workers' lives. A recent coalition

led by Fiverr, Care.com, DoorDash, Etsy, Postmates, and others, working with
Stride Health, has launched an initiative to help freelancers access health care
programs and insurance in the United States.

As freelancers, gig, and crowd workers become a growing proportion of the
workforce, improving programs like these and integrating alternative and full-
time workforces will grow in importance.

The bottom line

The growth of new workforce models is redefining the employer-worker
relationship, and many organizations have the opportunity to draw upon
today’s variegated labor market. HR and business leaders should proactively
form new leadership alliances—especially between HR and procurement—
to develop integrated workforce strategies and programs that can help an
organization take advantage of the breadth of workforce options available
today.

What role does the C-suite play in capitalizing on the workforce
ecosystem? How can individuals adjust?
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The challenge is not just the tactical one of finding enough of the right people
to execute particular tasks at particular times. To drive real value through the
new workforce ecosystem, organizations need to understand how to appeal
to and engage with workers of all kinds. And not all workers in this ecosystem
have traditional views of what an employer-worker relationship should look
like. Consider the common aspirations of millennials and Generation Z: A
recent study found that 75 percent of workers in these generations plan to
start their own business; more than 70 percent want their work to support
their personal interests, and only 12 percent believe that an invention they
create should belong to their employer.

The challenges of managing the workforce
ecosystem

Our interviews and survey data suggest that most non-traditional workers
are managed tactically, often handled by the procurement department, with
few consistent talent strategies in place. In this year’s Global Human Capital
Trends survey, only 29 percent of respondents said that their organizations
track these ecosystem workers’ compliance with work contracts, and only 32
percent track their quality of work.

A wide range of worker types

TRADITIONAL Open
Organization led Employee-led

FULL/PART-TIME JOINT ~ CONTRACTORS FREELANCERS GIG CROWDS
EMPLOYEES VENTURES WORKERS
Source: Deloitte analysis Deloitte Insights | deloitte.com/insights

Figure2 . A wide range of worker types

The sheer variety of today’'s work arrangements makes it hard to even
understand what types of workers are employed, let alone manage them
strategically. As shown in figure 2, the workforce ecosystem ranges from full-
time workers to freelancers, gig workers, and crowds who focus on projects
and tasks but may have little understanding of or interest in an organization'’s
overall strategy. Organizations may expect these workers to be well trained and
ready to work, but in reality, they need support, guidance, and performance
measures if an employer wants to optimize the entire mix.
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Organizations need
to understand how
to appeal to and
engage with workers
of all kinds

Making things even more difficult is the fact that the HR software market has
historically not built many tools to help employers manage non-traditional
workers. Only in the last few years have vendors such as WorkMarket (just
acquired by ADP) and Fieldglass (acquired by SAP in 2014), as well as startups
such as RallyTeam, Fuel50, and others, started to offer contingent, gig, and
project management tools to help companies manage and communicate with
the broader workforce ecosystem. In most cases, once they see the problem as
strategic, organizations build their own tools and apps to manage the most-
used types of contingent workers.

That the problem is strategic is becoming beyond debate. Aside from the
opportunity cost of failing to capitalize on alternative work arrangements,
new workforce models can create legal, security, privacy, and other risks. For
instance, more than one-third of our respondents (42 percent) worry about the
loss of confidential information due to the use of contractors, and 36 percent
are concerned about the reputational risk that could arise from a negative
perception of non-traditional employees. Some 38 percent worry about
the instability of a non-traditional workforce, and 39 percent worry about
violations or changing government regulations in managing or categorizing
these workers.

Engaging the workforce ecosystem

What can organizations do to engage these increasingly important ecosystem
workers, even as they turn away from the very idea of being “employees”? Our
research and experience point to several important components of success.
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The composition of the workforce is changing dramatically. As alternative
work arrangements become more common, how can organizations appeal to,
engage with, and drive value through workers of all different types?

A diverse talent ecosystem

Today's workforce has become a dynamic ecosystem. Only 42 percent of this
year's survey respondents tell us that their organizations are primarily made
up of salaried employees, and employers expect to dramatically increase their
dependence on contract, freelance, and gig workers over the next few years.
As alternative work arrangements become more common in the broader
economy, HR and business leaders are rapidly trying to plan and optimize their
own workforce ecosystems, pressured by the need to improve service, move
faster, and find new skills.

The composition of the workforce is changing dramatically. Globally, there are
approximately 77 million formally identified freelancers in Europe, India, and
the United States.

In the United States, more than 40 percent of workers are now employed in
“alternative work arrangements,” such as contingent, part-time, or gig work.

This percentage is steadily rising—increasing by 36 percent in just the past
five years—and now includes workers of all ages and skill levels.

In this year’s Global Human Capital Trends survey, 50 percent of the year’s
respondents reported a significant number of contractors in their workforces;
23 percent reported a significant number of freelancers, and 13 percent
reported a significant number of gig workers.

All of this suggests that, in simplest terms, the traditional employer-employee
relationship is being replaced by the emergence of a diverse workforce
ecosystem—a varied portfolio of workers, talent networks, gig workers,
and service providers that offers employers flexibility, capabilities, and the
potential for exploring different economic models in sourcing talent.

While it may be appealing to hire contractors quickly or to outsource technical
or service work, taking advantage of the emerging workforce ecosystem’s
benefits brings a variety of new challenges, and our research shows that most
companies are not fully ready. When asked to forecast the makeup of their
workforce in 2020, 37 percent of this year's survey respondents expected
growth in the use of contractors, 33 percent in the use of freelancers, and 28
percent in the use of gig workers. But despite this anticipated growth, only
16 percent told us they have an established set of policies and practices to
manage a variety of worker types, pointing to an enormous gap in capabilities.
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Employers expect to
dramatically increase
their dependence on
contract, freelance,
and gig workers over
the next few years

The composition

of the workforce

is changing
dramatically.
Globally, there are
approximately 77
million formally
identified freelancers
in Europe, India, and
the United States.

Alternative work arrangements are on therise

Respondents expect a substantial increase in their organizations’ use of
contractors, freelancers, and gig workers over the next two years.

Figure1 . Anticipated use of each labor type in 2020 relative to today

Contractors 37% 46% 16%

Freelancers 33% 52% 15%

Gig workers 28% 56% 15%

Crowd workers 21% 62% 18%
Increase Stay the same Decrease

n=11070

Source: Deloitte Global Human Capital Trends survey, 2018 Deloitte Insights | deloitte.com/insights
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allowing participants to connect with their program whenever it is best for
them. Such new forces are allowing more employees to upskill and reskill,
and to do so more often. As technological advances continue to improve
the delivery and uptake of executive education programs, we can expect
executive education programs (and other forms of professional development)
to become more commonplace, and more effective.

Organizational learning and its impact on the future

As mentioned earlier, employees who are highly skilled and are effectively
using their skills in the workplace are more likely to be engaged, productive
and ultimately, happier in the workplace.

Arecent Gallup report found that “engaged employees make it a point to show
up to work and do more work—highly engaged business units realize a 41
percent reduction in absenteeism and a 17 percent increase in productivity.”
Undoubtedly, workforce happiness relies on a careful mix of many factors
other than just skill utilization (acknowledgment of work, and contribution
to a greater cause are just two other key considerations for workplace
happiness). However, the case for skills and workplace happiness is gaining
much momentum, as the far-reaching impacts of employee skill realization are
being better understood.
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Advances in
technology have
facilitated more
effective ways for
employees to engage
in their professional
development

Employees who are
highly skilled and
are effectively using
their skills in the
workplace are more
likely to be engaged,
productive and
ultimately, happier in
the workplace

Encouraging
employers to make
the most of their
employees’ skills can
improve productivity,
reduce inequality
and contribute to
economic growth

Employers who
better match skills
to job roles benefit
from improved
retention of workers,
higher productivity
and better industrial
relations

According to a 2017 report from the Organization for Economic Cooperation
and Development (OECD) and the University of Warwick Institute for Employee
Research, “encouraging employers to make the most of their employees’ skills
can improve productivity, reduce inequality and contribute to economic
growth...For individual employees, better use of skills is associated with
improved job satisfaction, while employees who use their skills are often
better paid than those in roles which do not stretch them.

Employers who better match skills to job roles benefit from improved retention
of workers, higher productivity and better industrial relations.” Therefore, as
we move towards a world of work where skill utilization becomes even more
imperative, the stakes are becoming higher.

The happiness of individuals, the success of organizations and wider economic
stability, are all tied to the continual improvement of skills and application of
skills in the workplace.

There is much reason for organizations and their leaders to look for ways
in which to ensure their workforces are equipped with the skills their
organizations will need in the future. Executive Education providers — along
with schools, universities, vocational colleges and others — can all form
valuable partnerships with organizations as they prepare for the future of
work.

Empowering current workforce and leaders with skills for the future, and most
importantly of all, the ability to learn new skills, will help to safeguard the
long-term viability of today’s organizations and the long-term happiness of
those they employ.
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children will end up employed in jobs that do not even currently exist. With
the majority of jobs yet to be invented, we can also expect to see drastic
changes to the workplace itself. Bricks and mortar places of work will become
less commonplace, with technological leaps already seeing a rise in the “gig
economy,” and a reduction in the amount of jobs that require the worker to
be in a specific geographical location at a specific time. Perhaps the greatest
change of all, however, will be in the workforce—or “the who"—as described
by Deloitte Insights. “The who,” of course, is all of us, the people who undertake
the jobs in the workplace.

As mentioned above, the exponential growth in digital technologies witnessed
over recent years looks set to intensify, meaning that most workers will be
required to continuously update their skills to stay employable and relevant.
Learning how to learn will be more important than the learning itself, and
being able to acquire and apply knowledge will outweigh knowledge. This
pursuit of new skills and knowledge, and knowing how to gain new skills and
knowledge efficiently, will be where executive education will play a defining
role. Executive education experts understand what skills and knowledge
will be most valuable, and how new skills and knowledge can be effectively
acquired by workforces— at scale.

Skills for the future: why the buzz?

While learning how to learn and having the skills to upskill will determine
success in the future world of work, there are some basic skills that we
know will be highly valued by employers. Often referred to as “21st Century
Skills”, skills that will be demanded of employees include (but are not limited
to) critical thinking, creativity, collaboration, communication, flexibility,
leadership and productivity. Also highly prized are interpersonal skills, along
with information literacy, media literacy and technology literacy. Indeed,
present-day employers look for these skills when selecting new employees,
and are increasingly holding such skills as equal to, or more important, than
formal learning. These are the skills that will be helpful in any organization and
any role, regardless of whether that organization or role is yet in existence.

Organizations in the Middle East and across the world are enthusiastically
investing so that their workforces are furnished with these 21st Century
Skills. Governments are endowing huge sums to see the uptake of such
skills disseminated across the working populations of their countries. In the
UAE, much energy is being funneled into equipping the “young generation
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with the skills required to face future challenges and achieve the core goals
of Vision 2021 and Centennial 2071. This is being manifested in programs
including Emirates Skills, the National Program for Artificial Intelligence, One
in a Million Coders Initiative and the UAE Hackathon, among many others.
Governments and educational institutions are recognizing that 21st Century
skills are relevant and necessary to all levels of the workforce and across all
industries, and that it is never too early - or too late - to have people acquire
these skills.

Making executive education accessible

One of the greatest challenges faced by organizations looking to improve the
skill level of their workforce is the associated time cost. Typically, the greater
the leadership role of an individual, the greater their time constraints. As
employees climb the corporate ladder, they find their time for learning and
professional development is diminished. Executive education providers are
acutely aware of this paradigm, and are constantly looking for ways in which
individuals at all phases of their career can access high-quality and impactful
skill development. Fortunately, advances in technology have facilitated more
effective ways for employees to engage in their professional development.
AUS Executive Education offers highly flexible, blended learning approaches,
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Eleni Papailia, Manager of Executive Education at American University of
Sharjah, reflects upon the ever-popular topic of skills for the future of work,
providing an insider’s view to the role executive education play in this rapidly
emerging field, and revealing the importance of skills not just to organizational
productivity and profitability, but to the overall happiness of society.

The world of work is changing

Whatever our profession, industry, age or background, we are aware that the
world of work is changing rapidly. We know that the future workforce, the
workplace and jobs themselves will likely be very different from now. Experts
tell us that even five years from now the world of work with which we are now
familiar will probably be vastly altered, thanks to exponential technological
development. Equipped with the knowledge that the concept of work is
changing, and fast, what can be done to prepare for this new reality?

This article explores the role executive education plays in successfully
navigating the terrain of the new world of work. Undoubtedly, business,
government, schools, universities and many other public and private actors
play an essential part in preparing individuals and communities for the future
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of work. However, in this instance we will look at how executive education
has unique role in equipping current employees—and their leaders—for
future challenges and opportunities. In particular, we will examine how
upskilling, reskilling and gaining the skills to learn new competencies will be
fundamental to the success of organizations, and subsequently the growth of
local and international economies.

For AUS Executive Education, preparing organizations for the future, and
giving their employees the ability to adapt and take on new skills quickly, is
one of its most important missions. Workforces where individuals are utilizing
their skills constructively make for more fulfilled employees. Happy, productive
workforces are mutually beneficial for the employee and the employer. While
employees will likely be more fulfilled if they have regular opportunities to
learn and apply new skills, the organization itself will also profit, through more
productive, efficient employees.

Defining work: the who, the what and the where

When we talk about the future of work, we are looking into the next 5 to 15
years. Five, and even 15 years, seems less than a blip on any historical timeline.
However, it is important to note that the speed of change in the world of work
is accelerating at a pace. While no doubt other times of speedy technological
development had untold impact on the workplace and workforce (and
the skills it required), the current digital revolution we are living through is
occurring at a pace previously inconceivable. The haste of change intensifies
the need for individuals and organizations to reskill now. Five years from now
will be too late.

When we talk about the changing world of work, what do we actually mean
by “work”? “Work” is a broad concept. For the purposes of this article, we are
referring to three key elements, as recently enunciated in an article published
by Deloitte Insights. As the authors of the article make clear, the future of work
can be defined “as a result of many forces of change affecting three deeply
connected dimensions of an organization: work (the what), the workforce
(the who), and the workplace (the where).” In all probability, all three of
these dimensions will be simultaneously buffeted by forces unleashed by
technological disruption. Among others, these “forces” include big data,
artificial intelligence (Al), virtual and augmented reality (VR and AR), and
breakthroughs in communication. Jobs themselves will be revolutionized,
with some estimates suggesting 65 percent of today’'s primary school
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in your values, you want to have a beneficial impact on local communities?
Teams need to work with each other. In Germany in 2016, a controller was
busy playing on his mobile phone and mistakenly pressed a button that
opened a single stretch of rail where two trains crashed, using the manual
override - yet the Al was not programmed to inform both trains to stop. In
another case (still under investigation), the Boeing Max, may not have allowed
the pilot to override its autopilot. Human-Al teams is a big area of research
and as an organization you will need to consider what works best so both the
human and Al function well together!

Is Al an autonomous decision maker where humans will report to Al and do
what Al asks? Here the Al takes charge, and humans would need to evaluate
on what basis that decision-making ability was given to the Al, and what are
the rules and regulations put forward to hold Al (or its creator) accountable.
You must ask yourself where your failsafe mechanism is if human intervention
is required and the Al needs to have an override. This means a clear
articulation of your safety-criteria. Who is responsible for this? More and
more we are delegating decisions to Al. Netflix, Amazon and Google browser
recommendations we click on?

While Al helps in analytical problem solving, “humans can still offer a more
holistic, intuitive approach in dealing with uncertainty and equivocality in
organizational decision making.

There is something valuable about the human-human interface. Humans can
take decisions based on scenarios that Al has no capacity of understanding.
How many times have you been frustrated by a technology that you
cannot talk to, explain to, or that can comprehend what you are trying to
communicate? As a responsible manager - how many times do you try out
your new Al prototype (since you will not introduce it without testing)? Al is
about learning fast from failure and quick iterations. It is as simple as that! Look
at the way platform companies like Uber manage the back-end with people
or a company-wide level and ensure they deliver a superior customer service.

Do set outa company Al policy. Do educate your employees what you mean by
Al. Do look at all your software and smart equipment and categorize them and
measure their risks. Al involved tradeoffs. Be sure the Al project is about what
is good for your people (employees), customers, organization, and society
(nationally and internationally). Al may need different talent - will you train,
replace or outsource? These are vital decisions to be made. But below is a key
parameter for you to consider in terms of responsibility and accountability. Al
is not a human and as a human we are still responsible in courts of law for the
decisions being made
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Al decisions must have explainability: What were the main factors in the
decision?; Would changing a certain factor have changed the decision? Why
did two similar-looking cases get different decisions, or vice versa?

While this is just a few points for you to keep in mind, there are many other
things you would need to know about Al to manage a project from a top
management point of view successfully.’* Understanding the market, the
regulations and trends from both within the country, and outside, are critical
for long-term success and reputation.
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Data should be relevant, not necessarily large volumes. The value of the data
(even big data) is in the relationships, not the data per se. The data you feed
Al should ideally be relevant to the problem you want to solve. Data should be
structured (tagged), and it helps when this is done when the data is collected.
So for example, the Al may ask what nationality a person is and assume that
someone who is an Indian, speaks Hindi and so automatically changes the
language to Hindi. But India has 22 National Languages and many Indians
speak English. This may lead to customer frustration because the Al was not
programed to collect the right data set.

The challenge in the real world, where Al is used to support decisions (as
opposed to taking them with or without consent of the human), is the validation
of data and abstraction in complex real-world contexts. If Al learns from the
data it is fed, it learns the data biases, and then the Al can be biased. This has
been seen in experiments. Norman, the psychopath Al developed by MIT
proved biased data could create an Al with inappropriate behavior (Norman.
ai, 2018). Another example is the 2014 experiment, where Amazon was testing
an Al for recruitment that became biased against women. Twitter's chatbot
Tay.ai by Microsoft had to be aborted within 24 hours as it was learning from
negative tweets. What was surprising was that a forerunner of Tay, Xiaoice
developed by Microsift two years earlier worked well in China and became a
social media opinion leaders.
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How can you make sure the data has no bias in the initial runs? How can you
minimize bias? scales, The only way to limit bias, is to ensure that as the Al
project that Al is not outsourced, or limited to a specific department. but is a
company-wide data science project that is carefully monitored

Data trading - to get access to relevant data, even from the supply chain,
maybe a future area that is a great opportunity. This allows platform
companies like Uber to extend into new areas like Uber Eats or advertising,
which become new sources of revenue. In 2017, Shanghai as a city got into
data trading of unprocessed base data including personal information,
credit records and figures related to commercial transactions, data related
to consumer behavior, and corporate operations to improve risk control.
They handle approximately 30 million pieces of data per day and in 2018,
could mine potential tourists in China using their data for potential tourism
opportunities to Indonesia. The concern with data trading is consumer
privacy, data structure, model predictability and error, and your ability
to negotiate and convey value. Potential market with lots of grey areas.
Governments workin the business of trust so be careful of the data you collect
and ensure safeguards! The threat of cybersecurity is real and dangerous.

5. The Human Decision Problem
Question: What Are The Human And Al Decision Responsibilities?

Al acts as a support to extend human thinking when addressing complexity
or resource challenges. At what level do you see Al working in your
organization? Whatever the level of Human-Al decision making, law still
cannot hold the Al accountable, even though in some cases the Al can
represent the human.

Is Al a tool to help humans make decisions? Then the responsibility for
decision making lies with the human. You will need to understand how
humans interact with Al and the levels at which human intervention occurs.
Does the human understand how the Al is helping them make decisions?
What training takes place? If a machine tells a doctor to prescribe the wrong
medicine based on the Al diagnosis and the patient is hurt, it is the doctor
prescribing the medicine that is responsible.

Is Al a substitute for decision making? What is the risk in this? In this case,
you would need to specify the level at which Al is to be used. Some examples
maybe repetitive tasks. Here a choice could be made that even if there is
an Al failure, no human life can be lost. It may not be enough as you should
also look at secondary losses. If your Al puts people out of a job, and many
are mid-career workers with families - that impact maybe four times harmful
at an individual level - ask yourself - is it worth it? Especially if somewhere
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3. The Experimentation Problem

Question: How Will You Design, Monitor and Learn From Experiments
Safely?

How does the company fail fast and safe? The current forms of machine
learning technology (like deep learning), which self-learns and looks at data
through a “black box,” arrives at its conclusions by presenting relationships
between data. Since the data samples are huge, we may find it harder to
catch mistakes as we don’t know easily on what basis the Al arrived at its
final decisions. However, what is very important - is that we can test the
final decisions for the accuracy or even ethics, even if not the process. The
stronger the training process - the more likelihood of success. Who from your
organization, is responsible for working with the Al team? Does the person
deal with the departments that are impacted with Al? You definitely need a
person with a boundary spanning role that can speak the technical language
but also the business and customer language.

In 2013, MD Anderson used IBM Watson's cognitive computing power in
a project to “cure” cancer. The data used was hypothetical cancer patients
rather than real patient data and cost US$62 million. The project was shelved
in 2017 after it was found the recommendations by the Al were unsafe and
incorrect. Some Al projects take time but there are not wasted - there are
learnings so make sure they are documented.

We need an Al sandbox, which is an isolated environment that allows you
to execute Al but allows you to articulate and monitor the development of
hardware, software, data, tools, interfaces, and policies necessary for agile
learning and feedback. Basically, implement a Learn-Plan-Test-Measure
process. Keep a record of each version history to allow the data scientists to
have a history of how the experiments evolved. By putting pressure on time
for launch, you may be taking shortcuts in the quality of your Al.

This need for experimentation will exist for some time in the future: “We are
establishing a correspondence between code and the high-level content of
our minds, not a correspondence between code and the dynamic process
of a human mind.” Who is responsible for the experimental boundaries in
your organization, or do you deploy what has not been tested? Why would
you introduce something that has not been tested when there is a chance of
failure?

New markets mean you need to test...humans are not identical, and what

makes them unique is their unpredictability. Have you done a risk analysis of
what could go wrong? Who is accountable when things go wrong? Gone are
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the days when R&D worked in isolation to create new products. You need
a healthy ecosystem and need to be open to new voices, even criticisms or
concerns as they can make the innovations better and more ethical.

4. The Data Problem
Question: What Relevant Data Assets Do You Need?

The technology behind Al is not just the software, but the data used to make
the system “smart.” One of the things Al cannot do easily (we do not have
tests for this) is have a 6th sense, better known as intuition. Al can extrapolate
data and predict better than humans at times, because we don’t have the
focus, or ability to process huge volumes of data. However, keep in mind that
most of the data sets Al uses, was only created in the last few decades (the
mid-1990s onwards). Older data before the internet is not representative
of the volume of data we have today. How old is your data? Of course, this
may also depend on what purpose you are using it for. Data can used for
very narrow tasks. Knowing when to turn on and off the lights based on the
movement of people, or darkness, requires less training data that an Al that
needs to sort say for example, garbage and recognize something recyclable.
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Value also revolves around the mission and ethics the organization projects.
Responsible management must look beyond the organization and country
boundaries to the global goals (Sustainable Development Goals SDGs), which
the UAE is committed to achieve by 2030. Before starting an Al project, do a Al
ecosystem mapping to help guide these important and costly decisions. Start
with the fundamental question - What is your goal? Why? How is it relevant to
the organization vision and mission? Does the Al project ethically adhere to
your values? What safeguards will you invest in? What are your benchmarks
(if there are none then you need to take this into account and invest more
resources). Make sure the benchmarks are not just local but international! How
much are you willing to invest into Al onboarding and training? What is the
time investment? These are just some questions to get you started.

2. The Engineering Problem

Question: How Can the Al System Be Managed both Internally and
Externally?

Al is a complex combination of software and hardware. When you think of
robots or smart cities (sensors and software decoding immense sets of data),
the challenges are different for each. A strong understanding of your field is
vital.

First, take simple hardware engineering problems. Data needs to be stored,
and software needs processors. Robots need exo-skeletons and perhaps
optimum performance environments. Does the sand and heat effect
hardware? What about the occasional rain? Where is the data stored and who
is responsible for this? This field is also one that is rapidly evolving. What are
some hardware decisions you need to take? Do you have a choice? Hardware
innovation goes hand in hand with software innovation. Where is the talent?
If the talent is outsourced and patents are being created outside the country,
are you handing a competitive advantage to other organizations or countries?

The structure of the protocols (rules and guidelines) issued by the human - a so-
called architecture or engineering problem is an area where work is constantly
improving, albeit in various limited fields (narrow Al or weak Al). The questions
you can ask your technical experts at this level, revolves around the algorithms
(programs) they have created and what proof or fail-safes are in place. Say, for
example, to separate data noise (irrelevant data from relevant data). Ask if the
tests have been reproduced with different data sets to see if the findings are
generalizable. It may work for one demographic group and nationality, what
happens with another group? What happens if the conditions change? Most
of the Al available today is narrow Al; it has been trained on one specific type of
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data set. Suddenly when confronted with a new type of data, the system may
not work well. So, Al that can recognize license plates cannot work to detect
cancer or vice-versa. All this means that. the secret behind the effectiveness
of Al is the data, and how well Al is trained on data sets. It requires time and
structured data (not just any data).

Most organizations do not have in-house capabilities for Al. If you are
outsourcing - it is critical to find out how many bright minds work with your
Al problem on a fulltime basis. What are your criteria for success? Are you
prepared for Al to fail or succeed partially? Al needs to be constantly trained
and ideally the bigger the project; you will need to invest in an in-house team
that also researches and works across all stakeholders - in the organization and
outside the organization. You need to be able to identify the right team and
the associated costs and responsibilities.

The reality is that managers often do not want to know the shortfalls, and
they pretend that by ‘outsourcing’ it is not their headache. Well, if it is part of
YOUR value chain, it is YOUR problem. You are responsible, so be sure to ask
questions and get the answers in writing. Keep in mind failure is part of the
iterative Al process.

Does your organization have aculture that has a tolerance for failure. You do
not want to scale a project that does not work simply because the employees
are too scared to acknowledge they failed. What are the KPIs you have put into
place to monitor progress?
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Al is impacting our lives - businesses, governments, and potentially all
people. But at this point, not many people understand what the term Al really
means, and this affects decision making. Often, senior managers without an
IT background, are responsible for making decisions on expensive artificial
intelligence (Al) technology. Did you delegate or outsource? That is great, but
as a manager - the first rule of leadership is that you take accountability for the
decisions you make, even of it is delegated.

If the Al fails - or has a negative effect on consumers, employees, or the society
- who will take responsibility for implementing that decision? Keep in mind,
no matter what we think Al is - it is still not capable of functioning as a human,
which leads to Al bad behaviours. If you think of Al as a teenager, then as a
parent (decision maker) - you are still accountable. Someone is.

Before we start, perhaps there is a need to clarify some of the misconceptions
about Al. The discipline of Al has existed since 1956 when scientists tried to
mimic different types of human intelligence (of which there are many). While
scientists are working to develop Al that can be an equivalent substitute to
human intelligence, the reality is we are not at that point in time yet. There
are many reasons, but the easiest way to illustrate this is a simple fact:
Sophisticated Al techniques of machine learning like deep learning networks
can have 10-1200 connections and 10,000 neurons. Impressed? Don't be! The
human brain has 1000 trillion connections and 86 billion neurons! Of course,
this field is rapidly evolving so you must be mindful of the next disruption.

Based on our research with leading governments involved in Al, and investors
in Al, here are some questions that will help you consider some relevant points
before taking a decision about Al and its implementation.

1. The Value Problem

Question: What Is The Value You Are Trying To Create? Is It For The
Organization Directly Or For Your End Customer?

This is the starting point of any Al project. What do you want out of this project?
The goal cannot be simply, ‘to implement an innovative Al'. It must be for a
valid reason, as this will define what resources you need. Organizations often
make many mistakes in deciding the value question. Different departments
who will be part of the value process of an Al project may not “talk” to each
other, they may have different sourcing of technology so the machines
are not compatible (interoperability issues), Al may not actually help the
customer causing more frustration (chatbots, or analytical tools that can’t help
stakeholders take decisions), or the outputs of data may not be reliable as the
data sets fed to the Al are not relevant or biased (data sets). TechPro Research
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reports that 53% of companies interviewed did not know how Al could benefit
their organization. If you belong to the government, then eventually you need
to understand how your department fits into the bigger picture as you have
the same customer!

Simple goals for Al can be:

1 efficiency - to save time

2 increase productivity (not to fire people, but to free them up for more
customer-centrictasks)

3 toaid decision making (here the objective is not to replace but to be a
helper)and

4 toreplace decision makers - here the job is to substitute tasks (not jobs).

While efficiency and saving costs may seem like a great objective -as Al projects
scale or grow, the costs grows too as the resources required to optimize Al -
software, hardware, data, research, legal services and talent increase! - This
is something most organizations don’t plan for. This is also why 80% of all Al
projects fail at proof of concept stage! It is estimated that data infrastructure
maintenance costs (maintaining interfaces, updates, and security) are 10x
the initial purchase costs of acquiring, configuring, and loading a data bases.
Creating an app maybe the easier part of the Al project. Be clear before you

start, what is the goal of your Al project and how will it work in the long-term.
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Making this shift also helps leaders to talk to employees in a different way
about their careers. Using technology, we can help people see the valuable
skills they have, the skills that are decreasing in value and new things they
should learn to stay relevant. Technology can also use individual engagement
data to help advise employees what sort of experiences get them excited
and coach them in a direction that will be best fit for their personality. In an
uncertain world, this data is extremely valuable to an individual trying to stay
relevant and productive in the job market.

In addition to technical skills, organizations also need to think about talent for
leadership. Potential (for leadership) is also a topic that many organizations care
about but that few do well. As the volume of people data increases, helping
people build stronger self-awareness will also be critical - so those who are best
fit for people leadership roles can focus on developing the capabilities they
need, and those who are more likely to be successful as individual contributors
do not build expectations that they will become leaders.

A more holistic employee value proposition

The binding idea that connects the points I've made about jobs and careers is
the need to elevate of work from a list of tasks to be completed, to a combined
set of activities that have both personal meaning and commercial value. This
shift isn't possible unless the HR function starts to think of the employee value
proposition in a vastly different way.

I'm lucky to have access to a huge amount of research on highly effective
employee value propositions. What defines them is a focus on both the
meaning of the work the person is doing, but also the future value of that
individual. This means helping people develop the capacity to earn more,
as well as facilitating a stronger sense of mastery in what they do. Both are
important - you can't just teach someone to be brilliant at something and
hope that their sense of mastery offsets the need to get paid more for it. This
point shapes the most critical conversations you will have in your business
because it connects current employee contribution with their future potential
within the business

We also find that the most effective value propositions appreciate the whole
employee experience rather than just the narrow “economic” role that work
plays in most people’s lives. It's relatively easy to make a living, but it's hard
to do work worth doing - and most organization have not thought about the
difference between the two. A really compelling employee value proposition
makes an effort to do both. This means thinking way past the transactional
elements of the employee deal (pay and benefits) to incorporate about more
future oriented elements of the relationships with employees - which includes
the opportunity to innovate and create, experience a sense of sustainable
wellbeing and develop new skills.
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The value of thriving at work

Right now many engagement programs are focused on answering a simple
question - how can we get employees to do more for our organization?
The changes we are seeing starts to bring more balance to the deal. The
new approach asks a different question - how can the organization and
the employee create a shared future together, using technology to create a
healthier and more productive experience on both sides? This changes the
relationship dynamic and starts to value the contribution people make at
work in a much broader way. It values energy and commitment as well as
longer term personal growth and purpose. This is what researchers refer to as
a thriving work experience.

It also shifts employee engagement from being something the organization
does to its people to something they take ownership of and participate in.
To make this happen in practice, HR leaders are looking to build tools that
help improve employee self-awareness, connecting what employees think
about their work and how they behave in a more powerful way. Advanced HR
functions are asking how they can use the data and tools they have to help
employees make better decision about their jobs and careers — and how that
can benefit their business in terms of retention and productivity. And in doing
so they start to connect HR practices and people performance in a much more
tangible way.

In summary, employee survey programs have been failing for years, in part
because they have been so narrowly focused on outcomes like an“engagement
index”. As technology starts to democratize the way we use employee feedback
data, there is an opportunity to use it in a more two-way fashion - coaching
individuals as well as managers. Keeping improved personal experience at
the heart of innovations in employee surveys (and employee feedback more
generally) can help HR leaders make better decisions about the sort of tools
that will really work.
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management practice. One reason for organization to focus on this right now is
the influence that technology is having on work flows. As Al becomes cheaper,
more organizations will outsource their transactional work to it. This creates
substantial opportunities to rethink how work gets done which means we can
actually use technology to help us redesign work to make it more interesting
and engaging. If that's not part of your digitization plan, then it should be.

The second opportunity in this area is in adopting more evidence based
management. The science of good job design is well established (things
like autonomy, mastery, feedback, role clarity are very well researched) and
building these things into the way managers design jobs is something many
organizations should aim to do. The best way to do this is to develop a simple
process and framework for managers to assess the current job design and then
improve the quality of work they create. Making that part of a managerial job
description seems like a sensible move.

The last opportunity here is employee job crafting. While designing work
might seem like an easy task for managers, in reality very few employees will
stick to their specific job description. This is important because research has
shown that people who craft their roles are more engaged, productive and see
more meaning in what they do.

The challenge with job crafting then is two-fold: first, helping employees
understand what gets them most engaged, and second, providing them
with the tools to craft that experience in the workplace. This is really the true
meaning of employee empowerment - providing the freedom to really own
what you do.

So at this point ask yourself this - does your current employee engagement
program help you create better work (and jobs)? If the answer is no, then
you're not making it personal.

Careers connect employees with the future
of your organization

The next area that organization need to consider is careers. This is something
that most organizations have been focusing on for years. Talent reviews,
internal online job boards, career development conversations with your
manager - all these things are designed to enable a more optimistic view
about career progression in your organization.
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The problem is these actions do not work as well as they should. There
are two reasons for this: first, many people are not clear about the realistic
career options available to them at any one time in your business (what are
the available jobs with overlapping skills?) and second, the careers that are
available now quickly become outdated as the organization changes structure
and requirements. Carefully planned careers end up becoming irrelevant as
the talent demands in your organization shift.

To be frank, this is a really challenging topic. Even educators in schools and
universities struggle with this problem - what are the available jobs and future
careers so that student can become productive members of society? Constant
social, technological and economic changes make this question impossible
to answer. And yet, organizations have the best opportunity to help people
with this challenge. To do that requires a shift in focus from jobs to skills. If
organizations can move from thinking of jobs as a list of stuff to get done,
to a bundle of skills that provide value to a customer then we can start to
understand where the valuable and transferable skills are the in the business.
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How engagement programs are becoming
more personal

So the logical question that follows from this research is: how do organizations
make engagement more personal? One way is to think about this problem
is to ask how much of a personal connection they feel to their work. Dr. Amy
Wrzesniewski at Yale has been researching this concept for years and has
discovered that people differ in their approach to their work. In her research on
the mindsets that people use to think about what they “do”, she has identified
three main categories of approach - people feel drawn to what they do -
something with a sense of purpose. She calls this a “calling”.

This framework is helpful to understand the way people connect to their
work but in reality it's likely that the best work experience will cover all
three: it will provide you with a meaningful job, a way to see future growth
and development for your career, and a purpose to believe in. To get the
personalization of engagement right, these are the three areas that need the
most attention.
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Job design to make work more engaging

Ask yourself this question: how is a job designed in your organization? What
goes into deciding what a job will look like when someone is actually doing it?
The answer to the second question is often “not much”. Line managers create
work because of a business need and for most businesses it’s just a list of stuff
to get done. This is the first problem that organizations need to deal with and
its frequently overlooked.

In recent research that the Facebook HR function published on the HBR
website, they looked at some of the reasons people in their organization
actually quit their job. The main reason they discover is that people find the day
to day work they are doing less interesting and engaging they would want. In
other words, the design of their job becomes disengaging. So for them, it’s not
managers that are disengaging, it's jobs. And, as they point out, the question
then becomes - who designs the job? The answer: the manager does.

For most organizations, job design is something that managers do - and they
do it badly. This isn't their fault. They are rarely given any guidance about
how to do it, especially compared to the vast amount of information they are
given about things like performance management. But job design has the
potential to be vastly more consequential than many other things in people
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What the science says

This increasing focus on individual experiences has emerged across various
research studies. In a recent meta-analysis in the Journal of Organization
Behavior, scientists set out to understand how much of someone’s
engagement is predicted by their personality. With so many organizations
focusing on addressing cultural and environmental factors in their workplace,
they wondered to what extent individual differences influence the way
people engage with their organization. They looked at more than 100 data
sets covering thousands of employees measuring various personality and
dispositional traits, and what they found is worth paying attention to. To
simplify, their analysis showed that around half of someone’s engagement
at work is predicted by their personality - with enthusiastic, upbeat and
conscientious people generally displaying higher levels of engagement than
others.

Stepping back, it's fairly easy to see how sensible this is - people who are more
likely to enjoy working often display higher levels of engagement. But this
data also tells us that someone’s attitudes about their work says just as much
about them as individuals as it does about the organization they work for. This
is something that is very rarely discussed.
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This finding then goes some way to helping us understand why engagement
can be so difficult to change - if half of engagement is predicted by personality,
then organization level initiatives targeted work practices, HR policy or work
environment can only work well if they include some impact at the individual
employee level. This data also helps us to see that we may be missing a huge
opportunity when it comes to employee survey and engagement data -
could we also use it to help individual employees understand their personal
experiences better and take more ownership for their engagement at work?

This idea isn’t supposed to down play the central role that bosses have when
it comes to engaging people at work. However, it stresses the point that a one
size fits all strategy to employee engagement is something that is unlikely to
work very well. So many organization focus on manager actions plans as the
way to improve engagement but if engagement is driven by both employee
perception and personality, then in reality there are two main intervention
areas that are likely to make the most difference: a) initiatives targeted at the
individual employee to help create a stronger connection between that person
and the work he/she does, and b) cultural/collective changes that improve
things like wellbeing, learning, collaboration, creativity and productivity..

In addition, it’s important to acknowledge that this finding does not mean that
hiring “engagable” people is a strategy for success. The reason is that cognitive
and dispositional diversity in an organization is an incredibly important
resource. People who are more skeptical and critical might be more difficult
to engage but they are also far more likely to challenge the status quo and
point out problems that need fixing. These people are just as important to
have in the workplace and screening them out is not an effective approach
to organization performance. It's also likely the at these people occupy jobs
where being a prudent optimist is less predictive of task/job performance
and so selecting based on the criteria of “engagability” will likely weaken the
quality of talent in those positions.

The basic point is that science helps us learn about what really drives people
performance and engagement at work — and as it does so we should be
able to improve our ability to influence the outcomes we want to achieve. In
particular, the research in this area highlights how important it is to innovate
engagement programs to involve employees in shaping their own workplace
experience, rather than waiting around for line managers to do it for them.
Again, that doesn’t mean line managers and HR leaders do not have a role -
even the most optimistic person is likely to find it difficult to work for an toxic
boss.
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Employee engagement has become a critical topic for HR over the last 10
years as leaders have become convinced by two fundamental management
ideas: the first is that having the best talent is essential to the future success
of any organization. The second is that having a highly engaged workforce
is the most effective route to mobilize that talent to deliver what is needed.
The result is that many organizations now invest in programs to boost
engagement - mostly via an annual employee feedback survey.

The primary logic behind most employee engagement programs is
relatively simple - if highly engaged employees are more likely to contribute
positively to their team, then discovering what is getting in the way of
their engagement is a vital activity for leaders and managers to pursue. To
improve engagement, leaders focus on changing the day to day experiences
that people have at work, taking actions to enable a more energized and
productive workplace. Most surveys therefore focus on questions about how
employees experience their work environment and their relationships with
their leader, coworkers and indeed with the organization as a whole (e.g.
would you recommend it to others?).

And yet many organizations struggle to improve engagement and
productivity in their workforce in the way they would expect - no matter
how much attention leaders and HR teams pay. Part of the reason is that
organizational inertia (or “drag” as it is sometimes known) is a widespread
phenomenon impacting progress on multiple levels. Most organizations find
that people prefer to maintain the status quo rather than push for real change,
especially in large groups. This is not a new problem and it's something many
leaders are aware of - but this has also led many HR leaders to question how
they can improve the whole process of employee feedback to make it more
relevant and meaningful.
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New ways to improve engagement

Millions of employees participate in employee surveys every year and the most
common complaint that an HR leader will hear is how little is done with the
results. It takes so much effort to gather employee feedback in a systemic and
useful way, and it’s still common that organizations find themselves paralyzed
by the vast quantity of data they end up with. There is often very little guidance
about what to do with it and even less clarity about whether or not it matters.

To solve this challenge, organizations are looking to technology. For example,
one new way organizations are trying to address their engagement issues is
by improving the tools managers use to measure employee experiences in real
time.They are also trying to find ways to link the insight they gather from these
tool more closely to behaviors and outcomes. The emergent “people analytics”
industry is founded on these principles and ideas - featuring new tools like
pulse surveys, organization network analysis and other “socio-metrics” that
measure workplace behaviors and interactions.

While these new tools are exciting, there is still limited evidence that they
actually work to improve things. If managers are being given more regular and
better quality data about employee workplaces experiences are things getting
better? Most research suggest that the answer is “no” — with productivity and
engagement still lagging behind where many leaders would expect them to
be. Part of the reason is that organizations continue to focus exclusively on the
organizational and leadership factors behind engagement and motivation.
They therefore overlook the personal ones that are important for every
employee on a day to day basis.

A great way to see this in practice is in how organizations approach the
concepts of “meaning” and “purpose” at work. Many organizations see calls for
more meaningful work as an excuse to brush up on their corporate rhetoric,
revising their brand promises and developing neat stories about their histories
and value propositions. However, a lot of research shows that meaning is
experienced very differently for different people. It's actually a very personal
thing. The most effective organizations establish a purpose and then help
employees find their own meaning as part of it. They realize that meaning is
something that comes from within the person - it isn’t granted upon them
by the organization mission statement. Yet this is not how most organizations
approach this problem, and the disconnect shows just how “self-centered”
most engagement strategies are. They are far more focused on what the
organization needs and wants and much less on what actually works for the
employee.
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Dr. Abdul Rahman Al Awar
Director General of the Federal Authority
for Government Human Resources

First, and before going into the
details of the issue #11 of the “HR
Echo”, we should say “Thanks” to
all “HR Echo Magazine” writers,
local and international institutions
that enriched the magazine with
its themes, studies and research
summaries. These would also reflect
the reality of human resources and
best practices of human capital
management and the latest global
trends in the field, and the Fourth
Industrial Revolution.

Coinciding with the fifth year
celebration since the issuance of
the “HR Echo”, we reaffirm the
prestigious position it has attained.
This is in terms of the institutions
of higher education, and global
expertise in the field of human
resources, and the interaction
of specialists and institutions
concerned, as well as writers, and
the number of followers and those
interested. “HR Echo” illustrate
the seriousness and modernity of
the topics published in each issue,
simulation of reality, and proposition
of solutions and recommendations.

Speaking about this issue of the “HR
Echo”, it has tackled many emerging
issuesonlocalandgloballevel. These
play an important role in guiding
the compass of organizations
towards the management of their
human capital in an ideal manner,
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“HR Echo” .
Reality and

and take advantage of the latest
technological developments, and
global trends in the management,
growth and development of human
resources. These could help create
happy  working  environments
that are full of energy, vitality and
high productivity, and achieve
the desired balance between the
interest of the work and the needs
and aspirations of employees.

Employee Engagement, for instance,
is an important issue that is not
related to time or place, in which
the return on investment is great for
organizations. This occurs if sound
practices are followed, which could
respect the privacy of employees
and help strengthen their loyalty
and sense of belonging to the
organization. Moreover, it could
create an energetic and productive
work environment dominated by
human functional relationships after
all.

This issue deals with important
topics, including the “alternative”
new patterns of work that are
popular globally, such as self-
employment and temporary work,
global trends of human capital, and
the readiness of organizations for
such forms and ensuing challenges.
It also sheds light on the future work
skills, theirrolein raising productivity
and making profits, and making the

..Read the
Look Ahead

society happy as well. Moreover,
it also pinpoints the role assigned
to organizations in preparation for
such reality and future, which will
witness significant changes in the
light of digital revolution.

Furthermore, the issue focuses
on artificial intelligence and its
relationship to decision-making, as
well as the issue of Nationalization
of jobs in the GCC countries. This
is in terms of the causes, effects
and proposed solutions, and the
roles assigned to the concerned
parties and the youth themselves,
in relation to being armed with
knowledge and skills of the future.

The topics in this issue encompass
how to build and strengthen trust
in organizations, and the role of the
seniors to upgrade the capabilities
of employees at different levels and
functional capacities. This can be
achieved through effective training
that helps to unleash their individual
potential, and promotes a culture
of learning through trainers with
skills, knowledge and the ability
to understand the way employees
think.

In conclusion, we would like to say
“thanks again” to the “HR Echo”
stakeholders and followers, hoping
that you will enjoy reading this issue
and benefit from it.

Exciting opporunities
to ditch tired people
practices and reinvent HR

According to  Mercer's 2019
Global Talent Trends report, 73%
of executives predict significant
industry disruption in the next
three years — up from 26% in 2018.
This dramatic shift in leadership
sentiment reflects the wave of new
technology that is transforming the
way people work all around the
world. As a result, organizations are
investing heavily in the digitization
of their businesses leading to
significant restructuring and
change.

Looking back in history we can see
that introduction of new technology
has largely had a positive effect
on the quality of people’s working
life. As computers and machines
have eliminated the grueling
jobs of the industrial revoltion,
work has generally become more
humane, meaningful and efficient.
And yet in recent times the pace
of technological change has been
increasingly so quickly that people
have found themselves struggling
to keep up. For employees, this
environment has bred a lot of
uncertainty about the future,
and with that uncertainty many
have also experienced anxiety
and frustration. It is difficult for
employees to experience a strong

sense of purpose and personal value
when their work is ever-changing.
This is part of the reason why so
many organizations have become
interested in employee engagement
over the last decade. They recognize
that in order to build a resilient
workforce that stays motivated
amidst transformation, they need to
build a cultures that are innovative
and engaging.

The introduction of employee
engagement as a critical HR and
leadership topic has had many
positive effects. It has helped bring
even more focus to the role that
effective people leadership plays
in building high performance
organization; it has help to shift
the mindset of many leaders from
seeing employee as resources to be
utilized to assets to be invested in;
and in many cases it has caused HR
teams to see employees more like
customers - designing programs
that help create experiences that
drive important outcomes.

Mercer’s Global Talent Trends
research also tells us that HR teams
are changing the way they deliver
value to their organizations. First,
they are supporting the redesign of
jobs to enable more effective use of
technology. They are also helping

Lewis Garrad
mercer

with the reallocation of talent to new
parts of their organization to drive
growth. Second, they are learning
from marketing teams to build
employer brands that really connect
with their employees’ values -
creating a more brand resonate
employee value propositions. Third,
they are helping leaders to curate
compelling employee experiences
by making the workplace more
personalized, intuitive and inclusive.
Last, they are redesigning their HR
programs to support change efforts,
often using more technology to
streamline  operational  efforts
making more time for strategic
design work.

While these changes create exciting
opportunities for HR teams,
prioritization is important. This is
why HR leaders need to work closely
across the business ecosystem -
with other organizational functions,
consultants and technology vendors
to ensure strong strategic alignment
with their broader organizational
goals. The future of HR is bright if
it continues to focus on developing
better ways to enhance leadership
capability, design  compelling
employee experiences, and develop
highly  productive
cultures.

organization
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