aoginll apinll a)lgell aahidl aigll
Federal Authority For Government Human Resources

Published by the Federal Authority for

Specialized Biannual Magazine (T Cl T (eSS
November 2019 Issue (11)

Golden tips to
enhance employee
engagement

Creating a
culture of trust
in the workplace

Alternative .
Workin@@ptions:

Opportunities &
ChaIIer%@s




awog4all apiull 3ylgoll anbitl abgll
E c H o Federal Authority For Government Human Resources

Published by the Federal Authority for
Government Human Resources

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

Specialized Biannual Magazine

Editor in Chief
Dr. Abdul Rahman Al Awar

Editing Committee
Aisha Al Suwaidi
Ibrahim Fikri
Mahmood Al Marzooqi
Moaza Al Serkal
Mohammed Abu Bakr
Mohammed Al Nemer
Maha Khamis

Samer Al Rahal

Hessa Abdulghafar

CONTACT US

Federal Authority for
Government Human Resources
United Arab Emirates

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

P.0.Box 5002 - Dubai

T.+971 4 231 9000

Published material does not reflect
necessarily the opinion of the Authority

Classification of the topics is subject to
technical considerations

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

Allintellectual property rights reserved to
the publisher and the origin source and not
allowed to re-publish without a permission
and prior written approval from the publisher
and the origin source of the articles.

The magazine is licensed by the National
Media Council (License No. 306) and registered
as a trademark with the Ministry of Economy
of the United Arab Emirates

& & ® 6 ©

Published by the Federal Authority for
Government Human Resources

November 2019 Issue (11)

Golden tips to
enhance employee
engagement

Artificial Intelligence
& Decision Making

Future Jobs & Skills

Alternative
Working Options:
Opportunities &
Challenges

Creating a culture
of trust in the
workplace

Federal Authority | dasl >312 tca

B0

www.fahr.gov.ae
hrecho@fahr.gov.ae
@FAHR_UAE
600525524 s> 511 JLai¥1 S e

HRECHO 3 |




=)

rr
in ‘.
A T

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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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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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.

Organizations focus
exclusively on the
organizational and
leadership factors
behind engagement
and motivation rather
than personal ones

Most engagement
strategies are “self-
centered”. They are
far more focused on
what the organization
needs and wants and
much less on what
actually works for the
employee.

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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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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Someone’s attitude
about their work says
just as much about
them as individuals
as it does about the
organization they
work for

Itis important

to organizations
to innovate
engagement
programs to
involve employees
in shaping their
own workplace
experience

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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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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A recent study
revealed that the main
reason for leaving a
job is that employees
find themselves less
drawn to their daily
work

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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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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can actually use
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to redesign work
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If organizations
can move from
thinking of jobs as
a list of stuff to get
done, to skills that
provide value to a
customer then they
can understand
where the valuable
and transferable

skills are the in the
business.

empowerment means
providing employees
with the tools to craft
that experience in the
workplace

Organizations should
develop a simple -
framework for
managers to assess
the design of existing
jobs and improve
work quality

Constant social,
technological and
economic changes
makes the vision
unclear about
available jobs and
future careers

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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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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self-awareness

HR leaders are
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tools that help
improve employee
self-awareness,
connecting what
employees think
about their work
and how they
behave in a more
powerful way

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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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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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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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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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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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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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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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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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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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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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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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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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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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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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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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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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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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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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.

HR ECHO 55 |




www.tiptop.ae

0 I
[l =

Technical Services LLC

Congratulations to
H.H. Sheikh Khalifa Bin Zayed Al Nahyan
Prasident of the United Arab Emirates
And H.H, Sheikh Mohammed Bin Rashid Al Maktoum
Vice President, Prime Minister of UAE and Ruler of Dubai
And Their Highnesseas, the Members of the supreme council,
the Rulers of Emirates,
And the people of the united Arab Emirates
On The Auspicious Dccasion of The 48™ National Day

= OUR SERVICES &
Painting Electrical | Carpentry
Air Conditioning | Plumbing | Masonry
Seli Overseas PO Box:- 48838

France Cluster- (R 05)

Shipping L.L.C.

Office #203, AL Reyami Building, P.O Box 50367,
Dubai- UAE | Tel: +971 4 3968000

HPTOP ... e

TECHNICAL SERWICES LL.C. Tel 104- 4228198
Fax :04- 4328189
Mok 1 055-2719291
Mail : info@tiptop.ae

International City, Dubai, UAE,

CONGRATULATIONS TO

| I — ]
4 8 SPIRIT OF THE UNION
HATHINAL D&Y e Lipdmgii

e R R Y

917

HH. sheikh Khalifa Bin Zayed Al Nahyan
President of the United Arab Emvirates

HH. sheikh Mohammed Bin Rashid Al Maktoum
Vice President, Prime Minister of the UAE and Ruler of Dubai

And the people of the United Arab Emirates
On the auspicious occasion of The 48" National Day

" y ' y - g e - . .
T F, ¥ 3 1 = F i -
T T rYIrd -5y ¥ g = a »a i i

\ P.O.Box 70598, Sharjah, UAE | Tel: +971 6 5238230 [ Fax: +971 6 5238231
E-mail: wellcleand7@gmail.com

3

Congratulations to

And

H.#. sheieh Khalifa Bin Zayed Al Nahyan

Prossdent of the United Arab Emirstes

HH. sheith Mohammed Bin Rashid Al Maktoum

Vieo President, Prime Minigter of UAE and Buler of Dubal

And

3

S5M WORLD WIDE AUDITING OF ACCOUNTS
T:9714 2687811 | M: +971 54 4 667 669
Office: NO 1554, Hamsah Building AL Karama,P.0. Box 32899,
Dubai | United Arab Emirates

ratulatic & Blessing
halifa Bin Zayed Al Nahyan

aty Emirates

Raszhid Al Maktoum

ra

The 48™ National Day

il
4@z

i 'E = 1 Their Highnesses. the Members of the supreme council,
the Rulers of Emirates
And the pecple of the united Arab Emirates
On The Auspicious Occasion of The
ol kil 457 National Day

— o et




Published by the Federal Authority for
Government Human Resources

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

CONTACT US

Federal Authority for
Government Human Resources
United Arab Emirates

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

P.0.Box 5002 - Dubai

T.+971 4 231 9000

WEBSITE
www.fahr.gov.ae

Email
hrecho@fahr.gov.ae

Twitter
@FAHR_UAE

Instagram
@FAHR_UAE

Youtube
FAHR2011




pop s Ayl Chasill

| MARINE & OL SERVICES LLC

@ Riviere

BOTTLED DRINKING WATER

MATHS
LO00 % o= 1‘]',1&000

00 X RO S XTI
MILLIoNAIRE MATHS
€000 x[20 = 110,00 0,000

We Congratulate the leaders and the people of
United Arab Emirates on its 48" National Day.
May U.A.E. continue to progress and prosper.

THINK LIKE A
MILLIONAIRE!

Z INNOVA

INNOVA REFINING AND TRADING FZE

P.0.Box 263064, Jebel Ali, Dubai, U.AE,
Tel: +671 4 2766580 | Fax:+971 4 2766579

= Esfailsoffice@innovarefining.com.

- "'?www. innovarefining.com. - . e

il -..Ungrntu[:tnuns Lo
e ' H.H. Sheikh Khalifa B )
R e )
M-_Iah!d H,I_n Fayed :'u'.l Nal.'u,an : President nr the L.mletl Arah bmumte;.
el : And H.H. Sheikh Maohammed Bin Rashid Al Makt

Vice President, Prime Minister of UAE and Ruler of Dubal
And Their Highnesseas, the Members of the supreme coundil,
the Rulers of Emirates.

And the people of the United Arab Emirates

On The Auspicious Occasion of The 48" Nation

qr__ks Medical

x|||- it & I ing LLC

Meohammed Bin Rashid Al Maktoum

Tel: +971529104185 , +971521100555
E-mail; salesdxb@arksmedicals.com
ABU DHABI
Tel: +971543035331
E-mail: salesadh@arksmedicals.com

AL KHAYAT CLEANING CO.

AL KHAYAT BUILDING MAINTEMANCE LLC

AL KHAYAT SECURITY SERVICES.

AL QUSAIS BUILDINGS & HOUSES CLEANING SERVICE EST.

NS TEL 9L T, P P

futlh gt
S e AL KHAYAT had & modesi baginning in 1084 as 8 Ganeesl
"Wl By oy chaaning ooongsay fulfy cvwned Bnd CosEing by @ pushoious busi

UL [ | s ) nasETan. After three decade of growth and corsotdation AL

B ) KHAYAT ia ainbished femly n LUAE &3 & sarvics crianisd com-

e pany with commitment o safisly by widssprand clleniels.

Ciiar maaln operations inchsds Cleaning, Secafly Guand Services, Pesl
Conirod Sordce, Bulding Mairnferdnoy and Sonads parinineng o Car
Washing

Ohar mull skified activities are manlionsd

i pn P o A e My
S 5 sl J:"rm'u‘it”jl relfnsl ot
3okl '«_.._.al..;.'Jln.-'ﬁl DT T

el : - Claarning CoremciOnce off - Commercial s Reskdontial Busngs
ol fly pally Wyally gk Loaty gy B0 e il walel

Trainad Security Guards o salegunnd the buildings & propariias
Pralnsiohal Pasl Conlral lsam o edeminehe pasts
E rl By REand LoD

. FAIRGREEN L e
. INTERNATIONAL
" SCHOOL

Telephone Number; 4971 4 875 4999
Email: Infiog fairgreen.ae (General Information)
Email: Admissionss firgreen.ae (Admissions Information)
website: www. lairgreen.ae




aaill clij dalc] cilgha

clialhga wnle aliwil ayal

dsill cginga Jga paiiblig
Jal o alac way lac paliwlg
a1 Ly 8slc]

@liai o)1a gralhgall aca yuii'l
dlhi guugi cnle gajal - Jasll
Ao ga M jall padg (Glaldill
viehgall groal jighillg qyaill
gl paius (ngiwa ge phill yasy
.duwwgall (no paiars daa Jgh

apdileall &)1l Wilha jlicll gusy 3311
pailugy grahgall aai gi wll yailly -
_ <Lwgylly aaidi go st gypdiliall
QuysT g Lulsdl a1l enle Gy (gudsaiill
Lagahgay laislle jjsi Jai go largas
ugall (s Jasll @ Ac> s

Cliwwga Judiua dlaa wnle ajal
dsill laxgui Jac diy Gl ad -
¢a lgisaii (nsl ciohga gug clin
I2a diiliall aljlypall slail

aslall pghinle dagan j5)
J3 way - ualhgall gug cliy
aslsll jjsi Jal go WIS @3
.lhgallg 2ilall gu

Aaii paall ga - agaall angi
dusyil vladig Galo Juai
w1 GLT dpui) dunwgall

whail wll a6l (jgsall
.S yidiall

| 59 dypinyl yjlgall (i

w6 dail palwi
GAluwdall dacluwa
lallaci &)la] wnle
dalijg «wlluy
gaunig o Jeloill
ngiula 209 Aaillac
6309 latalhga clal

aa1 annlj lals
pailwgy giahgall
Al «uipaiill

gads i dlaial

~ ggabgall Uga
Jgal Juai enle paijasy
Glajul clifl duwwgall
asslnisl]

Laule @yl guai endl glaill Ga6ai g0 &uwwdo a4 gSali (S :CS W yinig
aai anljLalss .alylas sjaa gu g laislai ga fjaiy Uleja daill J=al cnewi gi
1g-iglei) i ddlaial aalsjl (gl Ja2il G0 <Liaci gi «apana gi «aliaji cpall
4 8ill pal wi.y alg G)os dcl 65119 lagig Al agleallIgsjLitilg (o anes g a
Quwaig «J_claill 83lyjg «d_wlluy Lallaci aj1a] tn_le luungall dxcl ua (b
Jtasll nle g oilliag 9y Laa Ladpog Lagalhga clai ingiwa 2 6)g Laililac
pail wdp grahgall & ai anlj Lals 131 .@Lhall dlai (s d_axall ndlia gi

Wlawil Jh (b gl laam it ol ¢S Ldgalnisll ailojil <L d_uwgall
«1gygU1 sLaill g_a &3 aiall @ Slaall

U agaiLoaic & aill gi Jg &1 go ellian (2006) Jpag (rogs Jg-éy 51 il go
pcdlnlesd .dolaapaaaigs gc gasy Ug ann picly a g <l daileiwl g<aj
a_aill gl J i e Gyl Lail U] Jawll jaUl Gyl & 8il dsleiwl gi g—o
g-iahj gi @il g-o jall13_ag «laileiwl 32 (g 1 2 1niallall ja ey s

pailuunga) & 61l <Ly dale] 32y gg-lglay guall guaioiill cLugyll

:a611 cliy dale] Jai ga @llill allghall Alail aaeall cungi xanll 1aa (nog

dpiul] 3jlgall (an 58 |




ahgall gig %8 Jasay clneail guaaiill gl aaill gi ¢l 3 ilii Gy alh
oy ahiles.gpyeiill p ailjvey gg-6i) Laa pis gy diliall pail gy gg-oi
nillg) guiiliall pail wgy gobhgall & & gy & hbit3 Lajlada dg26 3g-3g
J-aig (G 1ndi 58.0 CLaén (nillg) guiwaiill p ailjyar p aidig (G ladi70.6 CLid
b a asall Alayi ag)li oo a.bill jlada (s galaail jusi gnoili dyiill e a
3252011 ple cnpai enadl ¢l (o laoLiis] a§ il hLai 6 11 dg 2o 3 sy gl

Jdallell @ ullall dajil cLirdil g_a d)und &) id

‘Recession (nalnidll ag Spldylay wnle s e pa piST a3 6 alii plaiall jui Lag
.81l cLij aaLc] Jaf go Ixaly Ja=y dylall aloeaall eLhdg ¢dgll ¢l A iag
6 gtlalell GaLall LS jyis] 3] A Siilly ojlaf (il 3 @3 g-ag «aalhga wa
@_1ina g iagh g <1 .4 18gigag & 18lana aLall | isi ¢ a d yllall Glaxall gLhs
J-61 ggjisi Vg a6 & tagSall Alaall ¢n o g yigaiill cluwgyll dwilly Lalai

By dijlda d16gigag d16lana

JSy aaisy Lal aylwis] gi apabhga dbil ailall 0]3_6.6 g el gLl ja i Las
Lilas a1 3 nii & 69 (nog.Ja 806 atnia gu g s}-6S aipas ai cnle cnouyi
6 dipall Juiai @ en Jh g .dragdl @ anll gaglic grwiall gy dlgluall
Gl onoo Tgsjludl g—aa ggp4isil sLoT niwigs piiga gai dayaall alsy 4l
p-ailihi o 2idi g0 }isT cLwill go gyydilall gy prallg 63181 gg-a1) pail
g Lidai 18] dnls (@lwlllaa (o las pan aisl hyug @6 g-ag (JLopl go

Lyl oné élaura dSy 1100 J 1S &j1a] gtlgis b 86 cLwi 6 ¢ILia i jLicll

A aifay @ i$g 2 a1 Eadla @ goalgarai uy gi aalall jLis] g <aj 1S .i':]
J_Iam_oa_nbp_aj gsulill dalnall ylani g taa wngiua wnle @ 6ill cLiy dalc]
Tp-ay payolage & 51 o e

dwlpullg SLail g wd Gy 9SS Alls (ggngalllaa (le Lagylsicno
(L6 W21 3g g 2ilg JSiy Liiay p ahi» :dj1aDlg é3L4811 2 ava (6 j plwallg
Jéhgall & ai aligi_uta J1i U g1n (b L ilell aljlall ingi_uta wn_Lc & ill
g-uas0iill Ll anle dplw aluwlssil el jof g ag éxya guaiiliall pail wgp

«3all Jaaa wnle agasly gi waug

| 57 dyuinl jlgall tan

{18 g0 duLwga
gt nill alaill
i i layle «ayl]
U lcja daill Jeal
Aldlas yppa gug

4611 :(na d810 slsyi
0lnilllg (padaillg
Jgngll dlgawg
«daljillg (aliaillg
Glillg

gahgall & 87 (ingiua gi J15da LM A asa Lalpl quill dlayil iiaa] apakhi
Sailiill oA a (0 Jguaiill gl apai wy i g-<ay 1S

Index of éaly_&/Lda 8 i) g a» &1 god awidnaiadic oSl ag wyy
pailwdy gaohgall @b aligiwa gi g-ii aa=all gc jalnll ” Leadership Trust

plLllad aallaallgw@anl ga )<l gaglic 3 ni 2 wnila ad 811 ¢g hga g

ULl ap-ai Jgo 6x a3 Alayi clpalg 3 13a 9o gg-ngall ap by asall jp 83 66
Lailég ay nleall yalallg plell clLhéll dluwwga d 16lana alaf

Ll wle S5 ¢ daylidvall Sl goa dlwlw gan salll g a ¢l 1 a
pg-ai sl dsy il Lasg d9)3 100 ga 9354 yulsdo (e & ylaall daill 49y
.aLiaillg (Jgngll dlga_wg SLnillg o_aaillg &y all :on_agd_aill Laylc
13 a W ay Jlaci p1rag 2 il6 800 (o pisi dS)Luita JILA (og .ciluillg .4 aljillg
wle @ bill alygiwa (o ppsill 13 a ad] a3t gl alwdl oy and] ¢yl

Gl gl algiwdl jia o

dpiul] 3jlgall (an 56 |




55 dpinll ajlgall (nan apindl ajlgall cnan 54



& llasll & aghia J-51s Jasll plaa &j1sY dglha gg-<i Lay quill clulyll guys g
&jlalg d1ywll cilaglsall & jlan J_ie il cgirgar & alsiall alwluull ¢L13 (b Lay
il aljlall aganil dydndl 3jlgall g o (S g c Jasug .d2awll & alsiall | hlaall
Lailla cL13 IS 15]g) jlpaiwl @ 8lug Laws dyglha dx yaall Glwluwll ggSilay
bLaii 2.0 Jasll lani Lags Jclai quill & aghiill @il (e p il cud] sy

&30l d llasll

gl Jasll ulani pascluy gi g<a1 ¢in ag idall e algall aLnisl ga dalai wll
il el alwis] gus Joasll & alisall hiailll ggasiiuug & llasll & aghia g i

.J-a=2ll g no p aiysly aalyjfl Laigaliag

JLacil 8316 2.0 J_asug dllasll daghia aladiwl e d 1ijiall & dlall jLIU1¢ljay
Zliig .63 iaall dllasll ad a &)la] JILa (Lo Ladiéni g <ay enill ddlall Liljall a asl
wLiti p aall ga ggsi «duiljrall (n e & aghiall & aaall & lairall Glwlsill (e

Laiiiljia wnlec & wwdall d llac d us)i p19il J ainall poiiill asliwl ap hi

aaclusall ¢ilaglsa Lyaglgisi a iy eLibill 1y duyll ylgall &jla] g (S gc Jasy
pladiwl @ lapa jglai e dwwgall acluyg . llasll & aghial dllsall djlsU1 cle
Wx ayg.d Lyl dllasll Jjlaa Jolsi plga 11 pLri d Ilasdl ajlsl d_alisall p_bill
] > agallg JolSH Jg-ngll Jawwy gi g-Say & llasll &1sU 3 Sga J ppani ]

JSS dllasll

| 53 dyiny yjlgall (i dpiud] 3jlgall (an 52 |




wu)ai Aluewgall wnle
dllasll ¢lgii wlita
Galaj gany Loy layal
W6 aRnadg ARl

glsa) daaill go
ajlgall ajla] ¢l
(b ST dagny g pinl
dllasll sl aljlys
1oy diliwllg dliayll

dailall

Jasll waln gy @sllsll a0lla aaai dsle] ¢nd dapaall dllasll 23lai gai paluy
dcgiiall Jasll Gguw wnle slaiclll dnpall aluwdall go spasll gl 369 (Jalsllg
gsiy alall Jlactl aslég dypinll 3jlgall a1 wnle (nsuiy 131 Jaa liagy wno
cilayilyiwl délpnl -ailyidiallg dspiudl sjlgall crijla] g dals -a3130 dsls cilallay
ga alaiwll (e duwgall aclwi gi 9oy willg dllasl &jlsl dlolSia 2alpg

.pgull d@liall dllasll ciljlya

gSas @isq Sdllasll daghia ga @slaiwll (o gipsall jUS asly (all jgall la
Saigll ga @sill aloill Jasll Ulani b

dlla=ll Il gglalsy
¢ dlla=s dliall
dllass g (Gjala

Sillasll daghia ga aslaiwll ¢ gupsall JUS assly (all jgall la :(1) ps) Jgaall
fangll ga @il ajolll gSay aisg

dgagall dllasll g_a éalaiwll J_asi (il & 1Lasll )a] Cilpayilyiwl slac] elgiy
0904 gl gapaall g o Jasug .duwwdall 8 iall GLakinll & plil d agidall
Usy Lainliil g 6)g d llasll et a 203 wl] g ajsyi Jagail & ajlsll & llasll wle paa
501 &51s] cllal 33249 pyghiill gy 6 tnyaug slaall jLai] L b 86 j Syill go
A lsill Al GlawisT e le & yiljpall b Laayllsi & ayaall jué & llasdl daclwal

duwgall Jala Laae cLifi wgaill anle Jgonallg

dypdull 3jlgall

| 51 dyinyl yjlgall (i

«lSpaallg dslall dakiig daslall Jlao ws il dwallell GlSpill go aslg
paild pale <3l (] weuwig «dSpidl dpwi (o cjar dlia) contractorslagaasia
Jals]T plgall pliaiy dllastl i

allasll ] s (o s daysy dpinyll yjlgal sl il (nle Josil csyiy Jili
Al gluiwll (o gus)liall i ga Jisi ayss lal 186¢6 lay dilsiwllg dlyaul
gusill gi (%39) plaall sliw] aljlys (no jliti U pgull dypiull 3jlgalls .aligpai
ngiuta aysil 2ail dllasll a3a gi le Jay lao agésy gaalagall duilly (%35)
plgall plhiy dllasll mpJ will pu6ill jgn ga ¢l peg Aljlaall pusig (dolsill
.dlalell (ngall (o %30-40 g aglyis La JSubii i g<ay dlyadl dllasll i Laig . Jalsl
aaa jjo lalh (o (nsuiy cnill Wgphll Gy dilisy Aluwgall gupai gi cnsudy

12§ gl «ailall dllasll gl cls (s laild dlasl]

liyéi 1S3 ughillg Jualill gays daghiall dllasl alunwdall yogi of cnsuiy il
U pail aliggal onall gluiwll (o (%46) dpiull sjlgall Gpo go gusjlitall w@ni
09ud1 U pail (%55) gusjLirall @ni ga jist j$3g @bl dllasll Jali gno ggs)Liy
cda Wiini go dluwwdall Wgd wl] wjsi g Sa Lo gag .dllasll cda wyai
doghia dani pas pac cnle 13320 Ja Laa .« ol plgall plhiy dllacy _S dllasll
outlg ayalo jué dllass dlall dllasll il gglalsy Jasll ulani pheas .dllasll

.byina dllass

laioy daghiall dlac (nhsicnill dllasll (61ga a0l GlS il gujai gi ensydy syl
alilsallg aljlaall Lo §Jlall go aje wwsl ales @bl dllastl g<ay (il Lo
dypdudl jlgall §)Ia] wnle nsyiy Slaiguiduw Wisg Slaiaii payle cnsyiy cnill
&1s] jLaiil g Uy «doghiall daanall clwjlaall 0da wile grawll sillall dail

ells Jas alyidall

@Gl ] liadinyi alaill gans

alspill gSayg dllasll daghia laayai cnill Alaaill gan g2a Joleill gsay
aSpl Jliall Juw wle 330ils .@liall ] dlaldr dphi il o éslaiwll
dac dlih (nidi i ga Jaleill Jgla e clalell (Gpo Jhh (nps diilgy alphniua
JUa Jall ¢ang Ldlsidiall ga Jalsill dnjly ualgay @ piull Gileiwl Loaic g<! . paui

Jado pli diw

i GlSpilg «Doordash (iilajgag (E-Lance yuil-unlg (Fiverr 1a16 (Jia CilSpd Wy=i
alspn ¢lliag . gig workers didgall dllasllg contingent dnylell dlasll ajla] drais
dllasll ddyea grwni Juu Olikiul Jglai dsspu Alasar gaill (o 6357 apis
(Care.com 20gag a16 28ga Galid Gai 1jada alisili pi «allai @Glol .aladl
«Postmates yuitaiwgs dniag (Etsy «uwil» duigyisiUl Gjlaill g6gag yllajgag
dllasll daclwal djalia (Stride Health Clia MTyiw aSph g0 ggleilli wnjai 261gag
daniall aliligl (o guaiillg dranll dleyll aalp nl] Jgingll wnile dja11 dldinall
. gigworkers di6gall dllasllg . freelancers dlaiuiall dllasll duuinlji 2a 9.415ypaill
gt draai alji wguw (dllasll daghia (o crowd workers nclaall yiaeill dllacg

.Jalsll plgall plhhiy dllasllg dhiadl dllasll 2a03g edas aalp

dpiud] 3jlgall (an 50 |




Jullaalid @S pig ((ADP) &AL il dallen aSph 8pnd & Al laule Ciagaiuwl
aolall (2014 plall (o SAP Alapll ulw @Spi laule Gagaiwl enill) Fieldglass
50 gudg RallyTeam walgall &)la] cilpapl puf wlly dSpd Jio dbili alSpd ]
Glegpirallg gglaimall ggahgall &jla] lgai apai «npai didili Glspiig Fuelso
lasa Jelaillg 1Blai sugll dllasll daghia als] wnle alspidl daclusal dlall @l
i vyl gl @ls dlsdall gi aluwgall cai gi saas ails UL ke ws
Lalaatul jisU1 dlaiwall Gillagl blail &)1sD lay dnls alaghig clgsi arant wié

] @olallys .cnayilyiul gilia als dliiall cuils 13] La Jga il Jaa cllia asj ol
aphai gf gy @bl Jasll glgil (o dslaiwll pasy dhatipall diadl dnjall Galsi
g0 el peg dpngnally dalsia phlhag «dieig dyigild palia dxyaall dllasll 3slai
adls (%42) gluiwll wod gusjlizall i o ST et Jliall Juw e yalsall
(Ha %36 wyclg . Contractorsguaasiall plaviwl wouy dpull Glagleall glads clj]
dlp g it i g<as will deawlly dalsiall yalaall cj] pasdglia ge gusjLicall
Andls gisjLitall go %38 wllga warig .duadaill pé dllasll wal dulwll aljgrill
dpagsall aflglll usi gi GISIaill <lj] %39 g dyalaill jé dllasll jljaiul pac )]

1aayini gi dllasll ada &)la] (i dsuiall

dllasll daghia 203

Ay lagy lairaai alhji gnill daghiall eda dllac 03] alac Gluuwgall gSay (nalllo

Liflayi puadai € p2ll Lnal «dllac» laigs 6)$6 3djaa ge awo gay=i ¢nall <sgll ¢no agy
.alaill ¢lagda dac ¢llia i wl] lifpag

daghiall nle ualgall ajlal laliii il allwil aluwdell Guai gi sy Jgi
Liaglgisig dyigilall ggduiull caijla] @a dypiull yjlgall @46 Jasi gi (nsuiy laiap
dllasllg d@iddall dllasll dial Jnlgi phi 16gig daialg cai Wiaai ajaail Glaglsall
aplill (nle pairxclwal pal slipllg il ga quliell 81T p)adig Adsy
wnag .Cummin jiagS dSpi pisi (Jliall Juw wnle .aSpill dngiljiwl ga @Golgillg

| 49 dupindl zjlgall tnan

adlai aphi gi gSay
daaall dllasl]
phliag .diiaig

dpngmall, dalsi

] ciluwwgall Hling
dllasll uss @181 pad
lahlail wlisray

lasa Jclaillg

alay] oo Jiaiall qnagilpiwll ¢ranill wnle pnisy U gUl Liaalgy ¢nall ¢nanill gl
daud raiwi (s 8310 Aldgl (o disa plaa jlaill guwliall alp6Ul o WIS aac
QA @018 pad wl] dluuwdall Jliai @32l dllasll daghia JIA ga 41618
w6 dllasll s1an i Joall gay U aif oS lasa Jclaillg lablail @livay dllas!l
Jasll wsln gu a8Usll ale gosi gi wnsuiy Lal diaulaill &phaill cnisdi daghiall ada
s Lo Jing &l Juo gu @Spiiall clagaill Jga diyas dwljs Cuals 3d6 . Jalsllg
Jisig .anlall lailegpita exd hinai galiall e wnb dllasll g %75 of ] &l
Ll gjial eni gi agi %12 haog (duasddl lailolaial lalac pcyy gi agi %70 (o

Jasll ol (] quwd] gi gnsuiy

dllasll daghia &)la] Glaai

ahea ajlal piy ail wl] aligal will alilyiu] alilng duadddl alliléall judi
20 «Glyidall §)13] lasa Jalsii La 83leg @310 hhal 1869 dalaill jé dllasll
alalaill gluiwl (s .ualgall &l dxagall clingiliwll ga S5 U sac dbii
i guSjliizall o héo %29 155 plall 1aa (i wall eopdndl JLall guiyl dsallsll
o %32 53 gin o Jasll agdsl daghiall ada dllac Jlital gilii pailuuwga

.dlla=ll ada Jac daga oo gilif pailuwga

dllasll hlaii (o dcgiio alySuii

anylai dllac dagiaa dllac
duwwgall laagai whgall laxgay

gglasy ggélga Glegpila  guamsiall  dllac dllac dllac
plgall plhiy  @sjidia dldiua  @idga el
cnijall /Jalsh (nclaall

guirlwi] Cyglis dnia Cyghs asph aipaf ulai:janall
deloitte.com/insights
dllas/ hlaii (o degiia dLsii :(2) ad) Jsuill

Wil dllasll hlaii pas wis usall go Jeay pgull duiall Jasll hlaii g¢giiajpaa gl
6 ango ga lawws dia dnyilyiwl 1asg Laijls] ge phill jasy daalxaiwl pi
wd] Jalsll plgall plhiy dllac gy la Gglaii dllasll daghia glo «(2) a6y Jsuill
crowdstnclaall aim<ill dllacg « gig worker didga dllacg « freelancersdléiuia dllac
53 plaial gl WIS pao laysl ggsi U lay aisl plaallg legpitall cnle jSji enill
da)3 wle dllasll ada ggsi gf aluwgall 28gii Ly . ple aags duungall duayilyiwly
«acy (] alind dllasll ada glo dd16all (no sl (Jasll alaiwllg cyjaill ga dille

J1aiap dllasll AL guuai o ey Jasll aaba gls 18] <Iai guuléag SLldylg

3jlgall 4jla] Alaap Gguw pani al il jo (i ail ga digsn palll 5yj) laag
hao aaulsill e dlasll §la) wile Jasll lani éaclual dpuis algai dpinll
¢nill) WorkMarket Cusjla ¢ljg Jia agjgi alspb ¢ing (dpalall alall algiwll ¢no

& piull 5jlgall can 48 |




T N
.\ Pii) =S

aljil o @331 abadl Jasll hilail

Ahaiwl Jaga (b dpus dslij pailwwda Jawi gi gluiwll ¢ ggsjlitall 2g1
gig workers di6gall dllasllg . freelancers dlaiurall dllasllg . contractors (nam=iall

.gthdall gralell cnaa (nlc
w6 dlla=ll hlail ga hai JSI 26giall pladiwVl Ja=a
agull dijléa 2020 pl=ll

gl dijlia 2020 ple dllasl hlaif o bai JSI 25giall plaaiwll Jasa :(1) psy Jsill

gaasiall %37 %46 %16
dlloall %33 %52 %15
gﬁﬂl %28 %56 %15
mmaﬂimlj ?’Jm %21 %62 %18
aslyj ald yadi
oy Luui] Cyglys Alalhill gluiwl ;janall 11,070 2=l
deloitte.com/insights Al el Jlall guig dallsll

2018 (Cuglia dSpi aijal

| 47 dypiny jlgall (o

aflall gg<u Lilyai
¢ Jlaiiwll enlc
geahgall qojai
pasl i daren
Gluwwdall ¢lilial
dailyiwlg dig)
dlalsiag danlg
il

Ja=ll ulani 28giy
paslaicl abjy gi

wle gugala Jsuiy

dllas=llg ade) dllasll

dllasllg «aléiwall
waa wnle disgall

dlidall dllal crlgiwll

dllasll dusyi aai
22916 G130 Al psi
allsll (ngiua wnle
Jale gguila 77 &35
A@yAT pi Jaiula
Ligygl (no LLawy)
alUgllg aiallg
@< paill daaiall

Glunwdall phsea
s Cuuy
alpaaill danlgal

3gag u.cl.uj.ua.o enill

6 acgifo alydi
layal dllasll

gSay @S byl Jasll bilail plaaiwl Mlj go dyaa clpsi dllas! dusy sadi
Slallls (o dawd yaiwig laa Jclaiig lahlail wlitay dllasll uiai gi Gluwwgall

aSph aipl Al gluiwll (nog (@xsialiny daghia J<ibi pgull dllasll Capni
Juiy pni pailuwda gi gus)ldrall ga %42 a5 2018 plall JUa (Deloitte) «Cuglian
wigalo JSiy paslaicl sy of Jastl Glant 8bgisg gl gulolsll gadlgall Gy
gig)diogall dllasllg . (freelancers) dlaiuiall dllasllg « (Contracters)rasy dllasll wnlc
aliall Ja=ll blail plaaiwl alji gag .dldall dlall algiwdl wnaa wle (workers
dcpull aag wle Jlacil 8aldg dypindl ajlgall Jglat 15lhnj 2ugll Alnisll o
(@033l guwai wl] Gl hgsn dad lay <167)01g lagal dllasll dlaghia laghi

.Gya) dljlaa slylg .gpui iy dpaillg

Jole ggila 77 &8 pllell (ngiwa wnle 233916 .G1a3 Glpi dllasll dus)i aaudd
.a511all daaiall Glliglig aiallg Ligygl wno llaw) paxiaag ai (free lancers) Jdiua
blaits _I 1B6g dllasll g %40 ga fisi gl Jasy &ypell daaiall alilgll ias
plgall pliiy Jasll gi . (Contingenjnilall Jaiuall Josll Jia wéldl Jasil
G=ai)l Cua - aaljl (o 8337 duwill ada .(gig workers) (ddall Jasll gi «nijall
Jlacl s1a3 o dllasll gl Jadi Giag -awalall guasll clgiwll s %36 2blgl
Global Human en puall JLall iy dsallell clalaill gluiwl wué .ljlaall dligiuag
Al dllasll gi gasjlitall ga %50 )53 plell 1aa mp{ (nall Capital Trends survey
anilail wl] paia %23 jLi g Wb ‘contract worker;o,[mszjlojl oo s 13ac piag
1jus 13ac Jadisi payal dllasll gi %13 539 « freelancersdldimall dllasll o 1jus 13ac

. gig worker ditgall dllasll ¢pa

laaé Jalellg Jasll uaba g dadsill dslell gi Jgall gSa aii wile Jy 1aa Js
« (gig workers)diogall dllasllg «ualgall Glsuig (dllasll (o dcgiia dLsiii lalha
dajilll alsliallg «alilkallg .digpall Jasll ulani ggpogs (il daxall (naadag

.ualgally dileiwll aic dolivall dialnisll pilaill wlnsiwl

aag wnle (Contractors) (uaas=iall pladiwl ¢nyall o ggsi Lay aif ga pépll wle
Llja ga &leiwlls .dojly dlay wl] guoad gi yaniia Jac aliw] gi dcpwll
Lalijpai il Sly¥l Gini 289 &dxa3 Alaad dac aphi didlill dlasll daghia
HSjliall (pa wlh losic .cilaaill laa 20 Jalsill Jalsil alspill phea uali pac
aAaia %37 2097 2020 ploll (o paual dlasll Gusyin quiill plell 1aa gluiwl o
dllasll pladiwl Jasa gai %33 206gig « contractor ¢Haaiall pladiwl Jawa gai
di6§ all dllas=ll ply Atwl Jr 20 g aiy %28 Lif g1y (o « freelancer dl diuall
panl g gwsjlitall go hasd %16 Lipai 25giall gaill 1aa péj o<l .gig workers
1gjliig dllasll hlaii wnid &)1al daanall Alwjlaallg Alwlul] o dawly degana

.ALilsall ¢no dlila dgao nl]

dpiud] 3jlgall (nan 46 |




.aladl Jas=l1 hlaif




oo wlyll drwi ya aaiig - JLacll ga pisll gg-agdig J-asll p aalaial jip]
%41 >80y pus JSui pallact 2.0 layw gg-ahgall (s (uill Jlacll alaag
A qisf gtahgall dalsw gi wld] &jLill jaaig .«%17 Jladay LiiUT (oo dalyj 20
J12616) Aljlaall g—a daloi wllap 20 WA Jalge Gy c g0 (G163 2 1ja nle
daleally jgdiill g7 guwd) gtlale spa0 Jus <onb (i o dealuallg Jasll
gl5a b dalewlly jgeiillg dljlaall ¢g inga glo «lid g ag . (Jasll glSa o
alpiill Jaoi elljalg pao 3gag J-b oo eliag (p sl go 2 yjall Quisi Jasll
g 3Ll 2017 1181l L a6gg .g-ralhgall aljlaay incgll & taall tna_all 6 1)
d _=alyy 1ohgall &ig 21y @9ag (OECD) dtaiillg wnalnisl] (jgl<ill & alhia
paohga dljlaa o g nsll dalat wll G 1611l sl all g i glo” ¢ligjlg
o paluyg dlgluall px ¢ yap 6 Jé1g (@ pliill gruwni oo paluy gi g<as
Juast JS iy aljlaall gea 8laiwll gLé (rabhgall dowillig...cnalnisll g_aill
990ty uall gg-ahgall Jnay Lo Lillég anayhgll Liafl guwaiy Liatije gg-<y
@illhg (o gg-lasy gyl gahgall ga Jaof jgai wnle Jhol JS iy p ailjlaa
g0 gg-iSaiy guall Jlacll ulani gi LaS .a@all g0 xjall Jai paio @ lhiil
W6 gwaill g_a ggarai uy La Lails d_ijea @ illhg <l d_ajllll ailjLaall s jaai

«Jnél Jac albllc & ald] gag d ullsll & 1liill (_ag JLasll hLainU] Ja 20

g0 83laiwll §jgpir gc a6 nic U 3 i p e alai i Liif Layg «ayle 2lig
Gabig & wwdall alaig sy bU1 Ealews 1y ST Gawni j hlaall gls «ljLaall
aljlaall tis pai wall grwailly & laripe pnlic Lals sl aidll jlyai wl]
s oai uill Gluwil go p S dlliag J_asll ¢-Slai (s aljlaall ada Guig
il dljlaalli Latahga alwi glanl G gc dadl il Lailsg dlwwgall
it pyleill aluwgal gSaig .Jubiuall (s duwgall Lag] alini bguw
& aub aSTy 4 d_old] - Lapég dyimall Alusilg alsalallg gujlaall go Lajég -
g—15ai g 25§l g—ag . Jlacil Jubi wal G aiiig aei wi e ill aluwwdall 2_a
ilg «Jubiuall & ajll aljLaall panul wig ésLallg & ylall & Lalsll tng all
e L anll g paluy wgw &xiaa Aljlas p lsi e dpall ells JS Jib
09-agdy) gall grohgall Galew cnleg d gl dluwwgall iy all @ Ligh da1d

| 43 dyuill yjlgall tan

Galall guauii
Galaiwll (Guénil
dljlaa ¢pa ngnoll
oi gsay passéhga
G’ o paluy
Héug daplill
dlglwall pac (a6
gaill (no paluyg
walnioll

Hahgall )26

¢ra dalatwll wnle
paililSalg pailjlaa
2041 sl Jiy
Galaull Gligiwa
(ayhgll alsyllg
JORYRY

Al Jlacil ulani
3ai ¢ga Jgisail
12U dajllll ljlaall
Laila diiea willhg
¢ ggaLoiuy la
gag Jlasll hlaiall
ayllell anliill

¢ Ganlg Giogllg
wnill dalilall aliaaill
Gluwwdall laaalgy

guuai (] gliati gill

latohga dljlaa

0951 gf a2all ga
ulani ggalhgall
gaa ddlsll aljlaall
pailjlaa ggarsiuy
JSlai (no éelas J<i
(&yalii] jisi palac
dalauug

nigaiill pylailly GlailVl ayilse] yogi daal

Laalgi cnill d_Lilall &lLyaaill g_a & lg ¢_dgllg & al<ill o_p & 8lsll y_si
jgall alajl Lals 6326 JLayshga aljlaa grwai ] g Lhii ¢n_ill aluwwdall
grahgall cLaijl g ab ¢ ST aidg unle & hgpaall ag 1all CLils (La gad il ¢nalyall
niaall jg_hillg a_lsill o aalal aliall CLdgll J_8) La Lails «n_arhgll al ull
anphill Ll 13 s Lalai ¢pa i naaiill pleill aluwda gi wd] ajLill jaaig
Joljo &518 (nb yala il Jg g & yile] glaial Jglag @G gc atila Lailsg
Hga Jsiy pailjlaa jyghi g o dgall (nlle wypin ] dyinoll paiy uwa
@l goxyjall puyg alif 2 8 (naglgisill pa 6ill gi aall gwn ag . JLeog
aiig .iaall pighill 2 alpy GLailll Lallls g a géhgall o -<ay (il & lall
dipag da030 dtaylei 3 alia a6yLaill G5y pall dalally gnagaiill p yleill 3 oliy
pallwlio ¢l glS (nio p adaly g o Jnlgill gusyLaiall 3 1y Lay @ ylsll
paijlacd g o) gahgall gasjall 31 dx 1aalling olled @ gi el i Ug
Q4wai o6 (naglgisill pa 6ill jlpalwl g ag iS¢l picg lalis i dalclg
plsill 3 aly auni gi @ 89l Liils Layos dsyluirallg (nayaiill pyleill 3 alp 344if

lels yisig IaLine iy (Guimall jg-hill JIS il g0 Lapég) s saill

|..... " I Ojdji:l.g ' < " I ..I-I
d_yllell aljLaall ulani gg_ahgall gg-<i gi 235l g—a a_ilé 15w Liy i Las
Lihlsi 1151 p_alac g-Slai (o dyleclog dclas J$ p ailjlan ggoriiuy g-ao
g—< 11980 3 i} 138711 86gg .Galew ST p 13 ag dalii] } iSig p allaci g a
09lglas p allaci g a gthleiall gtahgall gLo” (Gallup Report) wgIlé & uwga

dpiul] ajlgall (an 42 |




[T
-0 B

i

whugl Guill Gluwll wné Ja=ll dljlaa

wle p ol cLaif @ liva (n6g la gl Gyl & dhia (o6 aluwdall Jasi
gall dljlaay dagja payal & lalell tng-611 (jg-<i nin yx i gulaay jlaiiwll
Jai (o d Lilh @ i Glagsall g il oS 181w Lau] jlurall ¢y disllg ¢nalall
AljLlall dlga grog .aljlaall ad al Lailal ¢nd d Lalell tng 8l1g 1ails w wlwis]
aljlaally dlidl JLnil» aigjiwd] d8lhll o j 1<l aungi a iy Gxaiall dupell
druipl Ola all G 1onig ahai wall J-asll Ggw alyaaid aslgal dyglhall

.2071 Laiigiag 2021 &gy

Al aljlaa déésl wa J—ia 2 alpll g—ax gxell JILA a LLb 1A a3 nig
«2apa gg—tall djaltag «n_clilhinll <183 1l ¢nilagll 3 _alipllg (EmiratesSkills)
.Gljaltallg 2 alpll g—a Lapcg (UAE Hackathon) aljLall gg—ilslag

dljlae Laylich gipisellg gnalall gpall dljlaa (] phill g Say 8 818211 gnog
Lhill ja & @ uhill & Lls Lail uagi aljlaall 0 a d uh Laii Las d alle
da15al1Lasd)lgs dolai Jsig gaira Js1 glo 1 g ag .cnaldsVl Glwll g
aljLaall slacly ol G lsis Loaic ¢Llag gals J<uin Laana Laaia o lhii gl

i usall

| 41 duin yjlgall (o

enill guaall tngall
aljlaallg wilkgll
dilasll) :cna
chsuullg «d1aglgisill
«dalaiwll gai
duclaialll algaillg
(olycgayall
Guasiull yaysllg
«dylggurallg
Jlacilg
alialnisllg
(613311

Alpasill gasy pudii
atolli o %65 i ]
gl dlaill gujlaall
o gglasy g
d3gaga Gl Willhg
Ll

wgu pleill d1015 alsi
oo draai Jist ggsy
gosiw Las .ails plsill
wlwis] cnle ajaall
15 1muaig 46 sl
doy=2all (o draai
Laila

glllg (nadill <ol
:l1611g digjallg
wnegllg dnliilllg

pai ga (nilagleall
¢t nill ¢ljlaall
o Aluwdall laic
gualgall

65% gi L] Giluadill gh sy i G Lyjda 1 s aa i W w lawai w iliagll
83g-2ga Gyl @ illhg (no gg-lasy Wguw pg I & dIsifll guylaoll 3 polli go
Ll

alyusi sa i gi Liagi 2 8gii Liild (U1 ag-aga 1 @ illhgll a3 a p hea gis 1slg
2 1ni g w dalaill J_asll g Slais da wai J_asll g_Slai b & ylsll &) 1S
o wj La ali oo daglgisil ailj_aall Claalw @S Lisl) ¢ degrd J-8i
Wb Joalell agag wlhii (il @ iliagll slaci alaailg <“pall Joasll sLnisl”
g2 cLIs JS (o pisil pusill g9y Layyg .giea (Lbg (o diyna d101y20 G éhia

.“Deloitte Insights ” JL&a (6 jg Sha g a Lal Lo.og “Jg—0” gi d_Lalall Lng &l

gl iy a1 pla @i @ ol ] eni Lswan Lial] i “ga” gLo .2 1hllig
J—a=ll gSlai (n6 @ illhg

alixa 1 (nalld a1 1iaglgisill (b (nwlwil g aill gLo «allci jg$3a g Lasg
] gilalell o hsa dal guisg Lay dglel TS gls a58 algiwll jlaa i le
Jaiwll enle Gja 6119 Gel oSl g ayal (g <i wnin paiwa JSuiny p ailjlaa ¢yaai
§Lall (nsuing .daglhall dljlaally d lng d41)s wnlelgigS) (nsg Jasll ono
ggsiw Las aily pleill g o dtaai isi gg<) Wgw p leill 41015 p lsi i i)
gLb 13] Lail & 6)=all ga & taai 1 isi Laduhig d 6pall lwisl wile da &l
dljLaao ulwisl d 1018 d 6j2ag bGxr 13all1 W)l 2allg dljlaall tn ] 4 hillad a
wnaaiill plsill ays paluy (nalljgaall g a ggsiw delos JS aad W)leag
U9siw (nill Wl 2allg dljlaall d tala (i 1aiill p il ) 13 ¢jr1g. o wla jgay
dclas J< 63137 Wjleog Gljlaa wlwisl d lalell tng &l (g <oy W iSg G agd jiSi

.dlclog

Salilall aaal ada 13lal :J1diuall ¢iljlaa

d)laalld ap g o) wnledn 6l §laan dllialg pleid 1S gi go p el le
drwlwil aljlaall gasy a2 anlibiwall Jasll plle (né Lislaiaxay wgw
Layl] jLy Lo Lullég o pS JSiiy JLacll ulani Laidt wg w aif ¢ i g il
UaSi Wgw (il Aljlaall (nag wguptitellg gnalall gy 811 Aljlaaos Laii wle
(0 aill ) jSaill (sl U JLiall Juw tnLe) Jathig g salhgall ¢ & jglha
aljlaall Liaf Ja i Les & poliilllg aslLyallg digpallg Jnlgillg gglsillg cla iig
o6 .(naglgisill oncgllg pll Ul Jiluwgy encgllg (nilagleall cncgllg d 1clainll
A g-rahga jLgial aic aljlaall ada g pg-ul Jlacll ylani éay 2 61gll
gl dala il o draai 1 isiLayg ngLum auni pgdl aljlaall eda ¢lllial ] Ju
aaLo] Jis (na ggsiw Aljlaall eda ] ¢ «ahgall aule Jna (nall pylsill
@ illhgl g luwwdall e a Cils 13] Lac j hill ja 9y .8 auhg wni ans aluuwgall

.gUléagaga p 1

dpiul] 3jlgall (an 40 |




a paluy (na 131360 jga 1l (b j hii g w & 11all ad & (b Liif j 1€ o) asl]
wapallg alyaaill - p aislég - gullall gialhgall sla_c] (né (nd_gaiill p_lsill
&06) atn w S e eg nll g dliwg w gagnillaag wnleg .&L6i wall
8331 Alelasg alja b ulwisl Jaf ga laylwislg lahs i dslclg aljlaall d9)a
i le s guseinw @ S p i gag Gluwgall alai oo Liyagag Lowlwi i 4

nlgallg n lhall ingiwall cn_le (nalnisll g_aill

nle dya 6l Lagalhga aygjig Jbiwall Gluwgall slac] gi cnle s ysiill usuing
drwlwil plaall go éxalg ena gy JS iy 83 gall aljlaall p leig @ Sill
ng 5 161 gi <Ly Vg a8 Luiull b &Sy pall salally (s yoiill o ylsill 3 olip]
3g-2g oo acluy clitg enlay] JSuiy p ailjlaan go 310U Lays yaiuy d Lol
daliag daew d lale (ng 6 3g-ag i Las jlailll tnle p1STa)a 6 p ayal g1alhga
g8 18]g .clg_wll in_Le JLacil Ulanig aa wail grabhgall Is 160 1) of ggsiw
vap-all polgi JLa ¢noo jlailll cnle 83 6 ST gg-alhgall gg-<u gi J—airall ga
lawai alwwgall glé Laduhig dx 13 aljlaa p lsil p_hiia JS iy o_aolal

ALl e le 8)x 6 4 iSig 8:LaS p el g 16hga 3g-3g ga Liayi 3161 i bg i

diw e dwaall and] gueaall gc ¢aaii Liils oJ-asdl Juéiwe gc ¢aaii Loaic
Jc ¢ia i LifiSg gay diw 15 wd] 5 g 8506 (e tin ¢paall gl Lalc & oalall
jaigi g8y daall o adf p1é .8 1aglidp 16 i dadn b day wy d hai
g0 pcyllnleg.pg Ul Jasll p llc lasa iy onill p pill (n 6 dsypwll &y yigll
wle gyl wiall (raglgiill jg hill agaaa ié piiii elia gls wnpai albgi gd ai
d1adl1a)g.ill gi U] (¢LIs Laulhi) ¢nill GiljLaallg) d Lalell tng_éllg J_asll gSloi
LIS J18 Lajgni g<aall ga g-S) p dsypun 8p4igr onpai g Ul lasiysi onill
Aol plys (] pisi daly dlia Jooy puill 1 al deypwll §pyiglh glo 13 alg
algiw guias JIa cllalgles g a il Jo U pailjlaae Jasii dslel alsydllg

aqlall1gpaiia 6 ggigSiw (Ul g-o

d_als) Tayaai gisi 13La Jiwi gi ey gygiall Jasll allc gc ¢ aii Laaic
-0 Yyl @uiai Jal gog JusSg g wlg pg ada «faslls «d&uball cnb S«facn
aic glell ailal Ladg drwlwi pinlic & iUi el i g Liils & llsall ad @
JLéall1guils apS3 Lal i_iibgg .Deloitte Insights «Lila (-0 Lun Gy d Iéa wno
g6 g0 ayaell yifil & i’ aif nle Jasll 6T o @y)si g-Sa) 2g-ihgl
J—a=ll :inag La dwwgal ol Laney da iy d lnia sLsyi Ui wn_le j ysill
Wg_w «AULaiall 2103 tn_leg . “(gai) J_asll glS_ag (g—a) d_Lalsll tng_al1 .(15La)
J—aniig & a1 Liaglgiill lay i ¢niill ing a1l & illill sLeyl 0d_a py_lhini
2.81gllg (n_clihnll (153 11g & aanll alilull - JLiall Juw wle - “ing 811" a3 @
gt w1 &)Ll 3 aig .cllnill o lle (b & Lilall Glj_aallg jjsallg gralyisl]

| 39 dyuiny yjlgall i

dlale (ngd agag
_ Gafieg daisuw
160 T30l ggSom
Jlacll ulanilg
gl enle

(il &y 1 g1l
i gVl lauiusi
OS2 pl dsyp dpigy
l&jgini (Saall ¢pa
ke gagar ells b
dalc] rahgall
aailjlaa Jusud
adlall

callsll Josll Ggu

algiudl JUs radw

11t o
alghill Jasy T
dp2glgisil

d.1S1all & salally (na 1aiill g yleill §yya Ll eniidd] bl i Gwljall od a s
Jasll aljlaa) G lsiallg legr i ) iSU1 ¢g_ingall (n_Lc eq_ill 8L il (n_b
pilsill ay paluy gpadl plall jga i1 gliiy Laac 1 isTdy i px &7 Glidiwall
aljLaall ad a d_taai gc @ iisilos (g aill g1y w JLaall 13 s (b (i 1aiill
aslew o Lingi g <1g «ailuwgall alujig alii] (s daaluall (ns b é6 guyl

-Ale JS iy 2 airall

iy Josll plle

8.I_j_J.UJ]_j_LISZ.IJ”J_DdJ)_ILLI].O «cLizals gi Wy ac gi eliclin gi ¢Liiaa CLilS Laaa
@ ling i dylall Jairall go o Lai élpa i LaS (pgull Jasll pllc asa iy (pall
ale (ia Lac la wai @ ilihgllg J_asll ¢Slaig Juai wall n_6 & Lalsll cng_all
aa iy gi gVl g Algiw guad JULa Jairall g0 adii el <lpaall pdyg gl
809 .dliat wall daglgisill g aill Jiady Tpus Tpusi cnallsll Jasll Gguw
slasiwll Jaf goa aleo Ligde gisiy ona 1 Las «asll 14 pg asal Lis]jalg Liale

$3yaall 2 61g/1 13 al

Wi 1aiill p el ay paluy gi g<as walljga T le cg il @ 118all ad a lal wi
of o el a1V Laag .2 yxall Jasll p llc bl ailg guyjlnid opa cno alaiy
Glunwga oo daellg alealallg gujlaallg Glagsallg dyjlaill Jlacilg syl
Judi_utal Gleaiaallg alp6¥l sla c] (s Liyaga 1jga wisli yalallg plsll cLall

dpiud] 3jlgall (nan 38 |




i1 dasalall

il pylsill | dyaa

b
2
=)

g

E
i)
3
3

apindl ajlgall cnan 36




ﬂ"‘lh] lﬂhﬁid A bu i

A
Y

m).mm. mm& aﬂlurﬂmw- i

e m— The beach center Jumeirah

www.sportshousedubai.com @,g

KEEP UP TO DATE
WITH THE LATEST

Enjoy your favorite sports, exercises
outdoor and indoor activities.

EXPLOSIVE

SPEED, g o

\ +971 4 349 9544 / +971 50 534 9096
B4 info@sportshousedubai.com

Follow us: $e @




¢aaill anle eLijpnd pac d ayii Liaglgisill go blLiall ¢Lilni é)0 p <6 Laaas
jluiclig Layl] allny] Jglaile pas wnle Laipns pac gi dlal awagill gi Layl]
eLalagaall e clihnbl <183 11 23g_ai wjai Jglaidya a S Jgdua Ty jaa
g1 ull o lsilly cp_clibinb] <183 11 G-Lsi) $(ayyal ggs aasaiwi g1 eLi] ¢ p)
ol (] ail s 8113 2y ayg ay i) gyl J1y Sl GULa g_ag GLasU! go
gulwi g dyiaill & gyl pgi Jia dyaalp Alnia Lal quill ailSy il Lay jyai el
Laulaleial §j Laa daxd p16gi glan ga @Syl gi a6l ingiuwa wnle G uhill

cliahga @ yyiy Gad Ja Seliwmdal (rclinnl] S 11 dwluw 2 hg) CLad Ja
il 2 alpll & 818 cn ] j hill ¢l gl ¢n_ui) Sen_clihnbl 183 1 3 nailslay
15301 gl Lale Laphlae gulidg Laatinig ¢Lyal (il 415301 &) aallg laaxai wi
13 alg «npab lallai wlg elial il bl gass ga galaill ganiy giclihin]
clialhga e 2 ailly sg-2y (nclihinll <1S3 11 ggjtita gf go 2-STill el ile (nsuiy
&Ll (nsuiyg - (Lualleg Lylao) plc S iy g airall tnleg eliwwgag ¢Lillacg
pgéiw e JLwiling - & alita walga wl] aling 3.6 (nclinnll (S8 11 gi e ]
dama aljlid ad a funpai Wl hil a asill gi guakhgall Jlaiwl gi waill §16gis
Lago ailelya el yle ¢n iy i) lima (o ly Lagd aja i g g Laslail gsyiy
ity Tpnic gu gl (clibnll <8311 g).ay wlaallg dleLuallg dlgd ually & lsiy
Laiaii (uill aljlp-all G-lei Lawo pShall plai galggua J1j-i U jius gaig
Jwaillg 2 phgillg ap il d 1ls nclihnll JAS3 11 aljlyd 9957 of ensuiy Taalg
sl ad] gsa Joale ppsi onagy J-a §1-811 (s drugipll Jalgell (na La

Sy sell gi gililaia giilla (o6 & alive Aljlpd ¢Ilia gIs 15Lal §j1p_all

enclihnbl 8501 G e 1yl slail
S(Jgguall ga o)

dilggura 287 ga tnle
§jlyal slail

wnclilhinll c15all pgdy wnclilhnll c15all Jasy wnclihinll <1551l pgdy
alilylly whgall agjiy Uasy ainl Gy élhgaell gal | Joiwa JSiy jTpe1 Slail
whgall pgdy wnin dajill Jsuiy J1pal Al dplnll ax) wlhgall plic] piyg
AjlI j1ya1 alaily Jaiua .d1lasll ga claiill

wuasll dlia gl Lale Lailclo elle tusiiy quill dhyuyll hLaill sy o a
2 jLdrall &jal enclilhn c83 11 glddy Laioyea ¢lile cn$uiy en il bl o
gl 51> Gilalailg a lglilg dgull p o Llall &)1sl1 4 i & ang o alaiy

Jaghll (aall inle §pmilg alaill Géai s 8pus dsaal ol Lasjlag

| 33 dpindl zjlgall tnan

Gluuwgall cnle
ggpita gi g asiill
wclihnll (1sall
aillyag=y
grahgall cnle
wnlcg gulalsiallg
ple Jsuiy gairall

wnclihnll (151
Ay Tpaic gyl
JUH U pius gaig
plai gulggua
@l=i) layo pslaall
Laaaii enill aljlall

Gluwgall cnle gpeil
ddypall gupai gi
laleai will tnliall
0 alf Sy 28

il priell plasiwl
120 (nclihinl (1Sallg

yaisll gisaly Jljg U
aai pa8T il
@anig Ugad yisi

2a Jalsill (o Luaa
cliullg dy i alla

1611 aldiSillg

il gin dylac (o
Gluwgally

181l ALAT e padndl dacl wa Jof ga gin 3 6 (nclilnll 153 11 gIS13]
Jglai gf elle Ta 1. gLluwill Gile cnle 267 1y a1l ALail ddggua gf wnisy 13 a0
JLwlg .gluwill dj_ﬂag:.:g wnclilhinll <153 Mg glwill gu J<cloilla 1T p a6
LAl wnle aireluay (rclihnll [S301 pg ) @S glwdll el Joa :Layi clwai
w1 & 191 ¢y 13i 18] JLiall Juow andes SLudla 3 aiall wjaill g a Lag Saljlpall
guig enclihndl €53 11 pld enadl gars diill anle 2Liy jaapall 2lgs ong gl
cga 1@ ng enallwuhll i leé (jagpall jpaiail] wiaig tnals dga 113 a i

Laall 13 & dylgdwa Jaai

Sel1s (s ) alaall i La )l éll g in gc Iy (uclihnb] 83 11 5 Ja
1S3 11 plant wl a6 pit w end 1T angiwall a pyaiel e ensuiy (G lhIlad aen o
3 ai o i) Lia . plaell 8 Sia gg-<ia 8 23Laill ja 21 gl Lale an_clihnll
8Lun glaés gSay b an_clinnll 83 11 (nd Glas] ¢llia gIs g1 wnia jLuall
agilill il n b p il (rsuiy Gn LiolS gg <3 Ua 613 @ gi e iy oo
A asll dnlag a aailigl gulill glaés i) grclinnll 15311 plaai wl winai T3]
¢l dimall paiy wa @ niie (b gg-igss gall allilsll ulani JLasll o
JLuwl 169l ngiuwa nle g 61gll ) inll JLial dsuji p ayle 2 51gll jpiall gg <y
ol d)an ¢lad g an g ni CLis13]d nls Selisll 13 a ol Gaiwg Ja - cLwai
@6 e (sl (@ B8l (b Saylrall dlsaizall cnle s aa pifi el gg <)
a1 pLs i Luilali (né 2016 ple (néd (a3 86 jasull Lahis 2.0 gglsill Jasl]
In_sill - ¢y aiall aaila pladiwl gnéd Uge i gIs (nallg - aljLhal (iblia
pla_hnl (] wiai Laa dianall ds wll 3y a0 b 42 06 il anai jj wleihsg
wclihnll (1S3 11 gi U] aenga dll p <4ill el 91 @ paly pasi wl i g ag (gujlhd
(@il 316 J1j5V) enpai @1 on6g .o 6gilly gy jlhall ¢ airap p iy p
AL gldall jlany p<aill L] jLiall Galif guSla aigy é)ilh gg <iU s
JuS gg-nga (na dypdnll Gpoll-caclihnll €83 11 g6 gf ende > Still g <ayg
clleaicnill inliall &8y pall gujai g duwgas ¢l yle gi=iy p § g-ag «Alaylll

L2 wnclihnll (183 11g ¢y ddull j niell plaat wl ga pl i J< iy a6t wi

Lyl njiiud] Jnisll @16 gg-%) Jaiuwa )6 2-ila (rclibnll 83 J1a =) J-a
53l s lhiay Lia SuclinnU] 53 11 o aulhy Loy aléll -0 guclinnbl JASa Ll
aioayle 2L p i ondl gulwil g paionpaiull pnisell anleg (daaally (nclihnll
i il 2 flglllg 2 clgall ia Lag lyall s in tnle & all guclihinbl (1S3 1
SaileLutag (aiclin gc dlgguall & aall gi) unclinnll dSa 1l dwlaal Laslisl
anpdull p il Jaail ha dganyic d di aagi g clwéi Jiwi gi clule gusiy
pulsal d20lgd éln (] aling 13.ag «nclinnl 53 11 cL1] wud] 45 3g-2gg
(8311 Jagar gl Sells gc Jgéwall g-a ga g Ul J1gullg .cLy & nlall dallwull
a-aniag ggjlelg yuSylaii GLungis ag s 3=y Lagy ayljiy aljlp-ally (rclilnb]

flaule j 6illy Litlthi J 2ga

(lylni d iy Al dall Ja ade eaclihnd] 53 11 éaclwa go o éyll nleg
Joolsill (né Luaa §anig Ugaih 1 isi 2 ai piaai gy idull pnisll gl aly J1j Us
«cilungally jly 80 g in d1lac (b & d1éall alis illg clillgd i alla g.a
sl anpdull-gnpdull 53l gliy & aib ag-ag wnLe Lafls 3 still onsuigg
wclihnll (153 11 iy U alagyjlisw e 2Ly aljly 8 3 31 a_i<ay enydul

& piull 5jlgall can 32 |




Lailkali 2 1ni 2018 pl.c n6g 2 algll pg 1l en 6 Alily 3 1g gg-tla 30 (nliga
d_wlp Jai go laalaai_wlg gpall (6 gilairall Al il alily ¢nb Géiill
Jglaid tlasy & hyijall Wglaall < 1 uyigail cno6 d lairall dalwll yay 6
wnle dpy 8llg GLilull diig «laiwall d ungni g9 nga Jg- jgaif alilyll
gl 13 i 33 d0gall apbg yaglaill (nle clipndg Linallg 23gailly giill
wile Jasll Jnai alogsallg i anlgll p1é wilgall g—a j 1Sl wnLe ¢nginy
alLilai 3gag g 2 Stig Lasaay pg a7 (il alilyll go 1jaa g S 151 & 81l gulwi

81 1lag d 18181 il ] galll Lal gay s guill claaaills

The Human Decision Problem &ipuinll &iljlysl1 @l<uiia .5

G=it Lawo enclilnl 153 g jaull ga JS Aldggua aga s uia La :J1gwll
faxatall alylpall

dlhi g wgicnle aixclwal gluwilll p eall pyadicnle epclilinbl (1S3 11 Jasy

da3g -0 3Jlg-ally dlayipall alyaaill gi éa-62all Lilhall g.a J-aleill aic aji$ai

Seliwwda (s (nclinnl (53 11 algirw ¢nall Jasll tngiua g-a La «lyhi
Lalgis yill jl a1l sLail & ilac (ngiwa gc 1 hill jh 219 aif wn ] eLaliil cLali
1S3 1l dawlaa ale 316y ¢ J1jg U gg_ilall gls an_clihnll c1$a_llg glawill

AULall jasy gus glwill Jdaf jall gi gea pépll enclihnll

[ 31 dyill ylgall tan

JSay djaiall alilyll
18a0 allai Quwsi g
alisgluwl cnclilny]

aellg drawydl22 g nisiall gl plell g a.dpiall ] @2l i pgéyw
<IS3 11 g¥ bluall Jyasdl jgsdi and] (nagy 26 La «dyjulailll gg-iaais ag-iall go
Wyai ply gf ey Las . duglhall alilyll d cgado g ol 3 api pl (nclilhnll
Juw (lss .calilydl oo d_alisa cilegana ga Jolsill inle (n_clihin] (53 11
gi palgil ga d alira d cgada g juaill gt wil aLal & 4ils cljlwll JLiall
dlygaill ciljlii] g J_alsill gi &njlgall UL (s dilei wll el J ia wé d1gall
alaiwll gi «aluagi §lwll go wlhy g lall 3ol dlaiwll gi gLyl (o
wle (uclihnbl £S5 11 qypai way Jaal @ sgill Laia wlh JLa gub cubay sl

«aLilyll alegaaa glgif @ ling 2o Jooleill d 1oy

dnla wndidall pllell (s i clinnl] S5 11 & alif a aalgi (il gnaaill gas)
il aljl sl ey Jai geo giclihnb 183 1 TLags paaiwi il allall ;b
b (Laigyy gi juinl] & aslgay ax gl iyl all 3 41y a$yi g c Lirge) puiull Ladai
JAna gls1alg .62 Bea d 18181 Aldlw g_ah 3 yaillg Alilull & an o G 8aill
aLilyll ad & CLilsg «ay] Lallaa] o iy (il alilll g a uclihnbl (1S3 1 p ylsi
QUi «alildl (b juaill 13 a i le Lalha ggSiw aii (isy 13 a6 &jLaia
laill go s c s 9o aili] pila g ag djid ;571 g & gg <1 @S plsitw
ajgh lwai J i34 (nclihnll 1S3 11 plhi g g (gLajgi i «(JLiall Juw wnles
wlwisl ¢ns palui gi gSay éjumial alilull gi Liaglgisill yuig dilwle x asa
as) i CLald 2014 plell (n_6g .darl w )¢ AlSglul cn_clihinl] £S5 11 pl i
glepiug wathgill JLaa (o (nclinnll cISa 11 plbi jLiial dpai s aiiy ggjlai
(169 wgySila &Sy i ¢y il Las clwill 6 i6 3 j jaid plkill 1aa gi g Lo
g0 dcluw 24 JUs piygi @ 6gay yalall «enf aql.enliv dislaall Gigg) wLay] cnl]
g.a tnalsall pall gl anlwll aila yysill a lei e aj 1$)i b agl gi A sy alyg i
oL plhi Wbl g gole J16 (6g-ug)sila aijgh na T guigl i plhi gi
dislhall dahil ji g Iaalg 2 nig guall (s 1y al Lalai G683 oy S8 Gilwll

Al gnd (nclaiall Jnlgill alnia wile

w6 djlaia pee alilull gi ga 2 SiiT gf cliSa) @S g a Lia p aall J1§awll <l
¢Ligay @ s Sely galall g clihnbl 83 11 ggy dita GUa] 0 d1lgil Jalpall
Sj_nill 13 wngi -0 @Al

wnclihnl] (1S3 11 plLbi sliw] pac o asiill g a juaill1aa ga 3all x gl Jall
wat Las .qnclihnbl 1S3 11 ggy dia jg-lnig @ iugi Jalpa jlaa wnle dpyla Alan]
d 63 aiyblpa nle oy allg Laiysy a)-flay ggpdiall1a @ p vy pa ¢ g > Sill

A uwgall aligiua @015 Jadiy (nale ¢gpiias asa J-aleillg

draall als alilyll alegaral Jgngll aauy ¢nallg «Lilull Jglai JLaa jisy
IS il 20 i 3] (83 clgll diliai wall AULaall ga oyygill dluwlu JAla ¢a s
Hai Jia dx 33 alelhs Joiyl Lalac Glhi gwghy (gl @Sy J-ia «Alniall
03 alaa s jana Y of g Say (nillg «gllellg dleall Jlaa (s gi guiy]
alilull Jglai Jlaa Jg-aa enlasila d aa Giag 2017 plc gndg .aluwgall
pL3jU1g (gLaiill cilla_uwg dyna il il_agleall J_ia @& alleall jié & wlwil
alulacg «cllai uwall GlSgluy & dleiall Alilullg (&jlaill Gllaleally & élsiall
2.0 J_alsilly d_ijxall pg &ig .} hlaall &181p0 Alilac grwai Wy a aluwdall

dpiud] 3jlgall (an 30 |




KL aiall el ule u oy Las ((gulasllg glaisllg Ja uhaillg p_i.ﬁ.ll) WLa dlglhs
e_ul.u_nJ.cglLlaUhuLlLu.ll clalel alawll ¢l 1ag da i JS ay)li g—ainis Jauy
)_oluJ_ua.o Ldg (b ggpuirall U] dlglha gl dp_l gf el .gjlaill jghi

.y yalall nclilnll clSa 11 pl i daga anle L;.I_uJ piill (] enaga

g6y :ibluall (n b QLai13Sa dj ol dals b Jaiaw Liif cud] LDl ja i
Lilgdc (no6 (nll=ell (ngiwall g3 Lng-inallg code ag Sl 1 JLinil cLiiily pg &
Jgg-wall ga gao .«onpuiull J-aoll Jaly & ySpalipall dylasllg ag<I gy guilg
Laclas] gga guylitall guiinis pg-67 <Ll pf Seliuunga Jaly wjlaill agas g ¢
ol s CLiS18] 15 goo Luislll g iy al ggpiio 3l ¢l 26a (il Lo §jLyiall

Segyiiall 1 a Jial & nys ¢llia

pans g gg-aliay pdulls «dsyjlisa jLuial clile o iaj aygaall Glgwil agag
<ol CLad Ja . pailslhig p ailebgh giill <oy U aif ga p ajiaj Lag Jasull
Loaic dylggwall Jaaiyw ga Soay Las jgoll i p I Jla (no phlaall Jylai
JSiy Jasy a2y p 1 pg il paghillg Goadll el gi i gi lule Selinaill g &
0ig dayl w daghia cLitili pg-87 g ey G330 alaiio IS il Jai go Jnsia
palui jg ol 0 as «oglaall gi 3 aill Jiaif gig bayaall Ul nle Laiaid gg Si

645151 1 i51 Lalsng CLIISH giwai b 1S J<iy

The Data Problem Gililul1 al<iuia .4
Slasliad will dlall als alilwl Jgni wa Lo :Jlgul

alilll anle Jo awnd alnapll anle enclilhinll (183 11 11aglgisi a_aisi U
il (pag .«dg$a» dahill ada 231 La s alilyll adas «LIAS doxaiwall
i p I Liif o péylly) dlgauy Lay pgdy gi (nclihnll e85 11 guhai wy U enill
enclihnll f1$3 11 Gg-aiy .«guaalls 3wy ej La gl dwalw dawl ¢llial ga (¢Lla
e ggals Ll daluy Liil Lay §iillg crlilyll «lyaiwl ¢us Lilai il cnle
a_lila ¢l eS d allea Liiaj Vg an_clinnll (S5 11 | 2d) Las al§ JS iy jiS)il
Al laoaaiuy (il alilyll alegaao phsa gi guii U L3 2.0 .alilull g0
Glirewill Woniia (a) 66 & palall & Lla1 ag éell ¢no il A6 GiclinD]
U Ciyiill jg-ah Jub sl (il & agagl alilyll glo Jaal .(laaliogy wl]

25 eLilily jaé glé «Lls il aslil .pg ol Lipad g el aililyll p aa gu Ssi

plaa doiil Alilull plani wl gSas 3] daalyaiwl ga gap2ll ale Ln.ll A aisy
g)lgil gy p <30l d tlac Qo lhii JLiall Juw 196 632 149 dnniia
851 pl i aaling Laa J-6 qeyai alily dgas allhll gi gl il d.5pa wowny

J1gaill éalcl d Ll1all alg all @ tini gi alylaill j3o6 umljpjszd wclilhinll

da1d janad laaay guigalacayyilay alilulldln wiaa galia LioaiLa
w3l .2 8lgll Laislc J dawai alilull guy (E_adnll alilull tnis) alilyll
al<itally dbn A3 (clihinb] (1S3 11 pLi el Ladlas] i ool alilull gg<i gi
g3 (n_ag (d_aind) d_akhis alilull gg—<i gi w2y Las .Laly Jglaiill
S5 i gayail an il JLiall eyl .alilull 2 03 dtloc (b elaclwiw 83 160
0y & (s adall g ail gaa il laig aiiwiy gc Lo lna i Jiw cnclihnb]
ulillyg dgsiall @2l p IS o il 13 a gl eclinnbl (8501 gayiaprw allall

[ 29 dypiny yjlgall (s

<Liuily pgai gf Qy
laiid ggsi gig
Al U enle
gl 26ill 1811 yig
aiao «oglaall
Jsuiy palwi jgall
st lalang il

286 (@d0an alilull aligc gi Lag .alilull gy dailall alslisll Jyiai Giph gc
atle 3 aisy (il guluwill Litspea pa ol Tp-hi cllnsll s jaai onb dygmin adlgi
auhiwi Liii g Lia Lioay La g5 .dyilaill ailjlys SLail (b (rclihnbl (1S3 1
Laaljill (n_ix gi Laiés g_a G-éaill & silaill (n_clihnb S8 11 aljly_6 jLial
g6 nlj Lalsg 1a_wwai & tlasll jLuial g_a gSaii p_| glg 45Ul thaltall
23U @Gl 13 a (69 .a_alai d yllaisl anlajl an_clihnbl 1S3 11 Qyjaid ylac
<8311 @146 2.0 gglsill gc Jgguo climmgo (o go ayllill dliwil 3y g0
U Senclinbl (153 1L 8)-diiall j ilgall g0 gas il 13 a Jalsi) J-a Surclihnll
«clla=ll d_0a3g Jlacl JLaa) a6 guy ¢l al ga yad diy dileiwll o ¢lla]

Liayi uiaill JLaall J

cognitive 16 y2all & wgall dg-dy dilei wll ggwyaii wna pi CLald 2013 plc o
wl] Wany ggjita an ggwilg pi g el jLan Lay g.ial) (ill computing power
U_LI.IO]J.LD] gl w (ihpar dnly Alily plaaiwl a5 don glapwdl ghya «glJ_c»
i !J] nSuyai JUga gg-tla 62 cgptitall & al<T G 2lig (udidy Lihga d_ang.c
wclihnll (53 1T Laaxd il alungill i i gf a1 2017 plc Lo_n_)gl £g-itall
Gpeiwi g clinnll €53 11 gyjladia aei gi oo péplly (1 S1 .6 thlag é) s Cils
Sy il guggadl o i ¢liad clia waiil Lais] Ladaiil G égll jasy

Ladyiginle yapallal laia dalaiwll

2o wid Igjea d iy (nag anclihnll <SS 114 )i d iy agag o] gliniles
«lapllg «la =all pighid lac d1810g 8)lalg wnclihnl] (1S3 11 Jys iy ¢L
2a3gdija pisua.nln.c 31611l & ajUll Alwluwllg «Glaalgllg «lgaillg «aiLilullg
i g0 dalda dylac 3 1oif g @ alsod clyle La JS Layghi iy a Jga alhallall

& piull 5jlgall can 28 |




1587 .o JSady alglall i le Jgnallg dli will 2 h
an_clinnll (1S3 11} yghid ylac g <3 g a Jiiall gi
§Jdiall J 187 d slai (niwwda ¢l liai Ja L wai Jiwlg
clyalhga gy plei i3] elegy dita Glbai grangis i 4D
Lo .ajuls ggpiitall J-6)2i 38 L3 gi 3] Jiall g0 gg-oly
d161p0 Jai go Laisng will diugidl U1 alpiigo (s

feg)rall o jyaall pa 5ill ingi uia

The Experimentation Problem & jaill @l<uiia .3

plsillgLaislpag qjlaill o tani) agsi w b S :J1gwll
Sg—al JSuiu Laia

fd_ialg dsy)w & dyphy Jibai gi diwwdal gSay @S
-2l g0 depuy 3 gad oo Laigd gaaluwi o Jiiiaf gi o)
& ullall & 10 o lsi JIS il (enysf 80 Lalac & Lnlga
n_lc deep learning technology (G—ta=ll p_isz.'l'.ll Liaglgisis)
La plaaiwl cililyll s nyig Lyils plsii guillg «(JLiall Juw
Lailaliit wl w] Joad » black box agwill ({gainll» Wy =i

| 27 Gy yjlgall (i

ga Juall i jsa
Hghidlac gacja
anclihnll (15all
Ja :clwai Jiwlg

cI5all aclas

aaiei (nclilhnil
Lauwai Alilull
2l (ngiulag
ISall al gy (all

Gl=iy lawo cnclilhnll
Ulegaaa ga Jalsill

arlilyll

cISall pghai

wlhiy enelilhnli
Alily pogig Gogll

£gi wni gulg dahia
Alild] ¢pa

Aluuwgall phea
] 48147 pgyl
i enill Alilsalll
<ISA11 plaaiwl L&l
wle nclilhinll
«nlalall angiuall

wle d@ iyl Jalgeg &jlpall jigiw Ja :onlill J1gwdl elwai Jiwl 13l .uliall
o< Vg a ggSiw gag cililull gjai pivw gai §jLaaill g c15La Saj aaillad a
Qay quill aljlpall e La (g JSdy g hilly 3 5T JLaall 1 a gy Lale) SeLls
Sglidl1aa ¢né jlua clyal Joa Séjaaill g o Jalsilly G lsis Laié Laslail elylc
3297 g Gliopll Jlaa ond IS iUl b yipe 6 aaill Jlao onod Il g J a0
L glpinll alelyy clabii] pisg & myls plna go Laiwli oy gIs g] Sealgall
Saprwolit aj1a Jgal gi aluwwdall o ¢lypi aiaiclii guisyla @ J a6 dlgall

(G@uagill tnaleallg A clg6ll) structure of the protocols Glg Sgignll & <ia ) 1isig
g—a «drwnaiall gi éyjlasall &< diall p_u.lLl LDJ__QJ willg (glawdll gc Gjplnll
allaall a ey wingw Waaiuy U aii Ul J}o.l_um Lu_w;um_u.u il Gllaall
cLiSay (il dli wills Jat . (@yeall gi agaaall (nclihnll (153 115) d3gaaall
Al tajjlgall Jga jgaii gi oy @ hpalled & gpo gpiall el ilps in e Lasyha
il alilanll gi éylaall p ylaigna Log lail il 1g—olé ¢aill (3—alpl o)
Jaé ALl gc damall alilyll Jns jplai:JLiall Juaw wle) Lasings Ig-als
ailily ailegann plaaiwly ¢ilpa 8 c ¢yl 36 aljLyiall CLils 13] Lag . (d_aaall
aLilull Alegaao yasuo .p pasill @ Uls 3 lil il o] o2 Jof g0 dalize
Sunp Al d cganall gclhla (e dwin gi @uls w dayy 1l d aclla gg<is
WLa pgdl (nclihnll (1S3 11 @ ahif p hea gyl Gy i gl Gasgw grall Lo
alcgaza g0 aalg g9 g-a J-alsill tnle Gjs 3] wayeill gi agaaall ¢g-ill ga
AluSpall gapayi alagl wnle wisill wle jaLall gnclihnll (83 116 «lilyll
aclas i guisy 1aag .2 gusellg (glopuwll gc @ sl pasi g gi g-Saj U
il angi wag I woi Alilwll anle enoudy JS iy 3 aisi gnclilhnl] (183 11
Ll alcgaao g 0 Joleilly G-leiy Lags (nclihnll c1$3 11ad g sy ¢nadl
-0 £ (nf yuylg) dahia Alily j16gig A bgll wlhiy cnclibnll cIS3 11 1 glaig
(alilyh

18311 plaat il Lad aawi guill alilSell ]y éia7 pg 1 cluuugall p hga
06 dpayla jalnay gusiwi CUis g 13 .qlalall ingiwall an_le ¢ _clilnll
gl Jols JSity pa g gSay g4all <lpall 3a e d ojal tnewi i as paall
21U nlla & wdg.cli galall enclihnbl (15311 plbi an e W1y @il dilgd ua
Jiail asi wd CLif Ja $ely dnlall alaill pulea i La @ dlil @liwil aph ga
JA-2i Sendjp JSidy aslai gi ey galall g clinbl 1S3 11 ggp dita J 46 & yllais]
LalSg .d_Lnlgia wyjai allas! ggiall aliag (nclihnll 8301 gi ] ajLadill
o 1 iST jlatiwl] elyle ggsiwo Ly galall (nclihnl 1S3 1 ggjiiia panalajl
Glani g 103 2.0 JLacll 3 yaiig Glayl 1y 2] dlggwa (nlgiy (nlals Jac o
3 ai e pls gg-<i g wa Las . Laayla g d uwwdall J-3ls g w & alnall

.y & lyijall Gililgd wallg @ liKillg (uliall G 4jall

Jadill ailga d_ah.l ] gluadl o 1iS (i 6 gg-liay gapaall i aéuéall <l
138 g0 parssi w «dnjla nlnay dilei wll» gl ggr_disg & wwdall (nod
wao L da slill & arsll dlwlw g—a 1;}4 d—a=ll 13 a gls 13] <1 cw =l
wle yap alIa 1 gidll s a6 Jgdwall Coif Lalalaii Ui w g ¢litlgd wa

& piull 5jlgall can 26 |




wnclihnl] (183 11 ggpdita J-a Slaillwjg g ¢liwwga digp aidlle Lag Sadidnil
s Lo SLays paiiwiw (il alilaall gua La Seliwuwgao pydy Lislal pjild
of elle Qatd drwls jylea dyf clyal gSi p13)) Seby dnlall druwlall jylsall
waalg (3y1g—all o a1jall (b jlaii wlll tne i gig jluicll e p ol 18 @ 3 417
ga La:¢Luwai Jiwlg .66 dylra guylg & lgs drwlys jylea wle Jgnallale
@ 1y=illg (clin] <183 11 JLaa Gis wgaill (o ajladi wl cuii€ay La jla da
aliwil ja sy 0ia Segingallla al anuasigiiifay (nall G églljla dola Say

«clegyita goa wlgll Jalpall (no Layle slaicll ¢LiSay qaill

The Engineering Problem duuaiall alheall .2

BT gugi wall (nle gnclilhvinbl IS T pl i @)la] g-—Sa) @ S :J1g—wll
fonaylallg

il alyaaillg ajaallg a_alpll g o 3694 2 ja go wnclihn] 1S3 11 @ i
a_15all ga_all Laaalgi gill ¢Lli g_c & aliva ciligigyll | 1ghid tlac Laaalgi
dlila cil_pas pa diis pg a7 (il 3 alpllg jlediiw] 8j @i :JLiall Juw wn_lc)
llaall eda ga aalg JS anle Wig gl elal gg<i gf ey Iaal . (alilull g

Gjpanillal gapeiia 6 (il dhaywydl drunaiall JShdall gc GoanlliagiLiges

] cilunapd] aLiaf gas G «gjad g-Slall aLiag JLiall Juw wle alillls
il pexialin Laygdujly JShaal gL iais aligigl Lal.J—a=il alallsa

| 25 dupindl jlgall cnan

ggpita) extll 16
wnclilhnbl (15301
s el galall
<1531 daghial

Al «nclihnll

ada ¢aclwiw
Alail cnle dghall
dalall aljlysll aaa
Jsuy dal<allg
b

<1551 g1jlita

Jglaii cnelilhinll
dijig Jalua S
sUsj] 20 latalsy
dajllll ajlgall @alall
«Glpapll peal
(algallg Alilullg
<1511 Jlaas dladiyall
wnclilhinll

(AN ALATl wle d alnall ylani éaclwa gc Julaill algai gi dainjall cigag)
] &l alilull dlegaaa gi wuuy & 8giga e Alilull alajia gg<iaé gi
gy ylaT gf and] &Ll jaai.éjlaia gl daaa j1é nclilnlll (1S3 11 plAj
Lasa Glljléa clpa] pionill aluwwgall g-a %53 aiwi La gly agaf “ gy L yi”
wila o .2enclihnll <1831 (0 Galai wll d1a1S (¢ danlg 6§56 Layual g Sipl
w6 Ciuwdga jgy padl (e gi wars (dagSall dsyli eliuwda il 13] a1

laily Jaleiall Lasial gi Lals d tlasll

«only Loy clibnll 1S3l duulwill Glhaall gagali gSay

asgll pogi Jai o — dclasii (1)

sl paic cqall Godil o grabhgall £118] Jai ga guyl) &nliill éalyj (2)
(J-olsiall Jg-3 jg2aiall plaall wle yisi jSyill oo lg-iSaiy

11811 51411 ¢n_é éacluall g-a Lia Waal) jlpal 3Lai drlac nd dacluall (3)
(180 glitn Jlasiwl guylg

(nlgis enclibinll 18311 plys Lia waall ggSig — 1-all gLin plaa ealgi(4)
ol JSaiy pallagiwl guylg jlyall glin plae

il 3 a b g a @ il o W 1eaillg dclasil aalyj gi g—o pcllnLe o <1

clihinll (1S3 11 gyjluita i JLiicll gsy 3581 ey o U] anjgping pae waa

dalllaliajl g0 gyliitall e _a @ KT g ai}ig jal uwa JS iy gaiig jg_ail

¢laaallg Glailg «alilullg «la 2allg «Almapdl g cal & ajllll ajlg_all

alh hiil ) ai g ag nclihnll (1S3 11 JLaas d_biipall u_algallg (i tigilall

uclihnll 183 11 gylaita a %80 Juiws <ljg wwll g ag luwdall p hed

dilua @ IsT gl 3 8§ Las . « Proof of concept stage 3 <all & v Gliil» & lapaen o

10 (nlgay 1 ST (galllg (linanillg «ilaalgll ¢Ls o Lay) Alilull & piaill & il

<Ll 995126 Laliaaig Lalhing alilull a clgd £yl d 1lgill @ JISill Wleni

@aall xgaai el yle gi U anclihinll 18311 ¢ iia ga Jawill cjall La Guhi

1 16 Jaghall whaall anle adlhi ggsiw wisg wnclihnll (1531 ggj_.li:.o J-a

@il 13 a il

waig duwdall Lasind gnill ausUail taliallg dLwpl Jgo daiéll jgaaiilas
duwdall gaa =i g alawd] phii gl duwwdall gc dlgduwall §jlall wnle
wallell ingiwall (nole Wia af Guéail tnewi gig lawai d1gall agaag Laily
dlg> pj ilil a g_ag .( Sustainable Development Goals dalai uall & 1aiill Wla_ai)
<183 11 ggp dtay ex 11 J 16 13 1.2030 plc Jglry a 816q11 dx viall & pyell aljlall
Wiclihnll (153 11d aglhial lh phaid glac 3 gai a6 Ly galall gaclihnll
d_alall aljly611 aa_a 3LAil wtnle 4g all ad & ¢acl wiw 3] Ecosystem mapping
i gl waall ga La il enoud 1 J1gwdl isal . pul w JS iy d 61<allg

& piull 5jlgall can 24 |




The Value Problem day8l1 al<iia .1

&l duwgall d 23ga (ia Ja flasly Jglai giill dagéll s La :J1gwll
Seilaill ¢l Lalsial pi

aqladl dhai Jlgull 13 a JSy Segpitall 1 a JILa goa e diénis gy il La
e gowrall ggs gi wa U gl anclihnll (83 1L G leia ¢gpdia ol gnd
Leigo luw ;537 gf oy .owns « Sish opclinl €185 ggy o 3 1aii» ¢g) dall
aluwdalls Lasliai guill ajlg_all 3 yaai i le elacluyw eLis gi ¢gyditall 13 al
26 Las wdagdll G Lo J1§aw agaaisic (Lhall goa el aSipia 18l gno
S8 ggpuita oan d_agall G1s dlac (o @sjluitall d_alivall  figall gglsiil
d-aliva Jilwg Laia J< gg-5i 3-89 wig-Lhall JS 4l Lansy g0 tclihnll
Jsgiill (b JSLiisa) & d51gia gg<iV aj mall o cnisy La Lyaglgisill > ygil
i p 1387 g a g clihnl] (53 1 djn.u Ua 61 aS «interoperability issues cniull
joac :JLiall Juw cnle) bl J-rasll jgo i ] (nagy La J_posdl dacluio

il Qylad ayliagsy
<15l Jlaa o

ple (nl] enclilhinll
vasy Jgbo laric 1956
dcgana auldi clalell
<1531l clgif (o dalina
dxaeiall gl

| 23 dyuiny yjlgall tian

il A s Jadug pliil eda pus JSuiy dagall Liili wnle enclihnll <S5 11494
095)af guLill (o J 6116 el 2 a .clgw v wnle gulill g «GlagSallg «luwgall
La g_ag “ (Artificial Intelligence) Al (nclihnll 1S3 11" 2 lhinal (n 618411 (niwall
SLATL gapaall jLiS pg-dy allall w Léi gn 6 3] gl 8113041 d lac n e ) §§s
g—a a_¢)lly gaill dhal) (nclilhind €153 11aglgisi aly <a <) iy d_6leia Gljly 6
ol g0 p¢)llnleg .Gl aglsall Liaglgisi JLlaa (nd dgalh (nl o aslliel py ¢
<lptl Joi g0 dgals plunay i gi g4io g-4ahgo G ilsh pg &) p ans)
w6 Laigdat aljlys dui ddggua J-aai ga pauasi U ells gil] «dlaeall ada

Jlaalllaa

qulu JSy 4 gi ca_alaa < oo Juiis gi Jdhsi grclihinll c83 11 i gay-ail
L3 3100 dlggwa Jasipw elyip g gaizall gi grohgall gi cllasll cnlc
Liiphi g c p hill ja 21g ailjné 2 a3 pép e clinnbl (8311 gi enwii U §1_all
Lay pga) e ill plaallg @ ilhgll ga jyisi elsf gc g1 <l Tjale J1ja U ayl]
A (b d_ihld d_ayjhhy Gy i)y 6 (clihnbl 5311 gi (i La aydul
(1= gilns) cuif ggSiws anli j1é gad iy wnclihnll 5311 1515 1alg gLl
< Uggwa gg-<1 g La gad s en e .aic Jgg-wa cLif tnf ol tnlg aliay

nclihnll (1S3 1

dihlal palaall ya s Ugi angi giag Ui a Licginga gc ¢upallia i gi Jib
wclihnll 83 11 Jlaa ¢noo paindl gylai dgliag s .onclilhinll (1S3 1L @ haiyall
<153 1 ¢lg if g0 daliva d cganan 2 1187 el alell ja =y Jgla Laric 1956 plc wn ]
<183 J1ghil 3 3y gg-lasy pg il alell gi ga p ¢l n leg.éaa 2iall gny siull
cpallagd wl g lilhg jdnll Lay pg 8y wnill Lails plaall daiwle jald enclihnl
giLlaic ulwiér ¢y o113 alg gl wviiz wngiwall €L s ] Jni p 11 iJl
machine I ¥ a Isill JLaa (n_6 daxai wall x 824l cn_clihnbl (8311 ¢l yidi
wle (ngiai i g<ay « deep learning networks (-La=ll pjsillll Gl J-ia « learning
Lilallg lalgpll aa sy Iai giLal Uaa =l 1aa o< .d wac d 1l 10,0009 layly 10-1200
jLala 86 (L Lag byl gg-a1yi 1000 ] Jaf e Tllg gLunill Lo (b & sl
3119 &y dcy auy -y Gp_clinab] cl$a 1T JLaa gf jSally yaall 16 ac & gl

W yls (pgyill go

JLaa o @ Lalsll aa il aillagSall g—a 33 ¢ g_a aligpai ena 1 Litay JILa g-ag
3 c g a3 Liad «nclihnll 53 1 (ud gupaiiwallg an_clinnll (S3 11
clihnll 1831l d_dlsiall aljly_all SLail in_le elacl i oroill dliwil g o

JLicl] gy d_amall b aill ja sy 3 af JIa ga ailéyhig

& piull 5jlgall can 22 |




.. inclihnll 18al1




{ o) il § > 4
Bin Haider Hospitality LLC

Member Of
popot BNy (e 4l das g gsnn
MOHAMMAD OMAR BIN HAIDER HOLDING GROUP P5C

ations 1o

: Khél’i'fa'éin Zayed Al Nahyan
| Mnhammed Bin Rashld Al Maktoum

Mnhammed Bin Zayed Al Nahyan

48" National Day

er 2 Team of people that put together decades of experience

-::|':-'1:!r.:.:"|'21_' ering know-how and extensive
125 nie I". J Nas ne I I QLG 8 umber of iconic str LCTIUres aro ¢
ng the thIStIC ﬁpproach tD desngn engmeerlng ’md constructmn

Tel: +971 4 282 1191 | Fax: +971 4 283 1811

Addax Tower | Office 3403- Reem Island- Abu Dhabi | PO BOX: 135475 Email: info@mobhholding.com
Telephone: 4971 2 658 7177 | Email: info@rimond.com

- - Website: www.mobhholding.com




d a6 Alajisa Jgadlallg oy uSp 6 wnll Jgngllgn o h sl iall

iz (o JS wle jis)ill g @ Layo ¢lyidall J_alsllg .aylsall dylle g iahgall

15 @g .o all 1 al dlai wall & adll i leg s il ay pgdy wi 11 Jasll

Jiawi ¢l 1asg ajall eows wnle d)a 611 yghat wnle gala bl dacl uwa enoisyg

U- glaaa gljaof «ay gg-ogds La plyall go g-Sailly ing-5i jg= iy gulwsl

ajgsll g¢ Jj-2a Lo e (oo Lejl 9951 g Lo gas it p ylsil 86 ¢l iSqy

alislall o af & haill od s JS i .cLls Jlaa Jlgaf wle Jgnall ga g-Sailly

daalill cluwwgall paililkalg dylall g 1alhgall daalue gu by Lail ¢llac (o lay i w il
Lljallg jgall jglas aungall (1d eyl wall
g1 aaiig grakhgall 220 g0 Uay Joolslly o brgall djaija 57 d4lelo dydll yagpc HST g1 Loyl aai
enle jusill Jrdival g0 .gala it o 20 8Lia b Jasll Al nd 1 Guiall cnalaisll jga I
clallg JISTl gayé @ plidll @aiuy Jasy pLiél wsnll ga g Sl ginell dadl qons lywi Jawdl
aaloll jgill g UL'SJ]J—DU—LUU]U—UGJ—OJ]U\—OJ—'SDJ-U @paiip L'_'lLuJ.mg‘,uJ]pJ'os.oLi.ao_ng:
wwsg dalaiusall (Liljallg jg2U1) b lhgall d_8an (n6 Gll_alsall J—DU-CJQLJJ-IJ-LiOJﬂ a8 g1
8337 Gljlaa Jaii onillg - gudlhgall g0 Glslell Jisiwall g aiLangi pis1 pnlic g rahil

self-awareness

Laocrdy (nill daaluwall p udion 6 ia ug disialiunll d sl y 19y i ailal ga
¢l 1asg pljilUlg ablall ja_&y ai] .j4i5) 2 wgi 61y Jasll (nb Jala il
ule gg-inldl ad] iy La 1aa .gaysdlig Juglall anaall anle cnnd il gaill

&ymsja Jac &y ai

a_sn§i liid Laigs (_a engagement g_takhgall &)L Lyl ¢l 13 Jg_aug
6 cLIs Guénilg a1 ggsjluing aigsla) con i il Latohgal & wwgall
w6 aclw lgai Ll inl] dypdinll jlgall 8516 2 lndy . ilas!l & wjlaall
palac gliy gg-dhgall a6 p <oy La b yjg wa hgall cpilall cncgll guwai
3)lg—all willhg pwéy gg—isall Jlawy 696 3187 & 81y gg-opail) @ 1S9
amual (il cilgallg alilull plaaf wl o aiSay & S & odiall dyy dull
@ 15g - paiaag p adilhg gliy Jns jl3-6 ALail i le g1ahgall dacl wal
ggiay cLlng & pliillg cléaf wll &s go p allaci golgaaiwy gi g-Say

151 & wgala & auyhy 3Ty 611 lsig dypdull 3lg_all Glwjlaa iy (s

] Lifja eL1s tnjsug «ilgiul gialhgall gliai wl 2 aly cil s yLnisl
ia 1L aaic ." engagement &s)Liitall § diga" J—ia 3 ilii v lc G wnll Lajisyi
Lay pasi i il & duyhall cnde byl g aliall el ] cd Linglgisil
- oLl &_yilif & &y by Lavalaat wl & nyo CIlim «gtalhgall Al dlsi alily
W18 (n 6 di tna dundy i d gpian e hl 6l ] g paallg aly 63T wyyai
of 0501 (pLe JSiy g sbbgall GLAylsig) g 1élagall cilellal wl (b IS LY
il ¢lgalll g gy Jnoi aljly 6 ALAT e le dypaiudl 3jlg all 6316 acluy

Jsally Jasiw

[ 17 Gyl jlgall an

Liaglgisill plaaiwl
jist dgad Gl
Sgusyall

3jlgall Gals glaiy
claui] nl] g iyl
o aclwi Glgai
1Al enegll uwat
La lnyjg «alhgall
ugahgall awo j54y
«isg palac gliy
Jis1ddy iy ggo iy
4gd

.83 131 Aljlaa pighig dalaiwall dialol jgeaill dupaig claallg IS il nyo
Ja=ll ¢no alaill daud

wnle alll ainde (ndlall G dgll o engagement dsjluitall 2alp o a =il j<)i
2 lnly aallg e jjall iy wnle grohgall Ga Liisay @S - by J1§-w
apdny @ banll ) isT gjlgi Gubai oo s 1 laaa dii oaoill alypill Sl wwga
Jubi_wa L] @ hgallg & wwgall g <ay @S - Laliaa U1§w ayaall 3 aill
13 Sg10phll & paliilg & oclla ST dyai G151 Liaglgisill plavi wly (i dia

. =

5

dpiud] 3jlgall (nan 16 |




a)guitall p 1367 (6 dxcluall 38l &)Litall cilily plaaiwl Layi Liaglgisill
wuliy alail (no p aldig grwasio paleaignill wjlaill ¢g-i gludy g-Lathgall
puS dao ald alilyll0d @ pisi (nedlg puc plle cno Jnol JSiiy paiins b

.J_a=ll §gw (s Liiiag Lailla indy gi Jglay wna 13y all éwilly

damga (nd JSaill il Liyi aluuwdall sLiad diall aljlaall il & slall
g 3 sl ay piail éginga LT (@lyally) d_alsiall GLilSall J_iai asLyall
ol ALily paa aluajl o 13 Joesy a1 Laia Jolall g <1 aluwdall
g-Sal) cnia - Liyi d gaall g 11y Tjof 6.5 1 isf (pcg cliy cnlc paisclusa ggsiu
il alja_all gt anle syl oo dalis jlgat (nlgil daclla jiSU1 jala il
grealuall guiy U & p glilgigsy i J—airall ga guallg Lay] ggolivg
.G3L6 ggaung wgw p ail) alesgialy ol

dugaull 4is1 blhga dard yaje

Wia g-aallg willhgll Jgo Lay] apdi (il bLaill hyyi (il dajlall 8454l ]
d_cgara ul] Lallas] sljall plaall d.aild go Josll ingiua 26§ ] dalall
o (@yglaill) duwwgall d_ayéllg quas sl inieall il dl il o dSyi s

A€ L6 L isaill (o dryaindl a)lgall @ illhgiaii p 11aliSaa Jgailllaa ggsi

| 15 dupindl zjlgall tnan

Aluuwgall aliag
w6 1Saill el
dslsll dimga
dolnll 1a jghig
duiall aljlaall nll

Aao (nlc paizrclua
laloail jisi paleay la
algaUl panygjig

clli aclual dajlll
Jasll glsa (no daill

daly aluwwdall
dcgaia nl]
dniill (o @Syida
nisall Al
daydllg cuasdll
VAseg duuwgall
whgall dad

alunwgall enle (nsuiy
Jac jlbl pghi

adlall @illhgll prani
Ja=ll daga ¢punaig

Gluwgall Jgai gi v
will aljlaall (]
A6 (o larcluy

daudll ciljlaall
Joill ahlsllg

36 J_asll ppani gi go pégll anle .« bhgall dagdhg d clyn gua by Ul dnjall
09-0jily g w g sahgall g aliallyls 152 c i U] prall dla wd amagay
g ala il gi ap ahial vl gl g a0l & .03 vall gndihgll p ading

.y gg-09dy La (o 15T (nj 0 ggpug daliilg Linljail ST o ajlgai gg-sing

g-rahgall aaclwa «JgUl Guiull :gué i ga @ iligll & ¢lpn (o J-iaiall (raaill
dypaill ellid clunl & ojllll Algally p angjig A5laail 1isi p alealo pao wle
il 1 16gi- giahgall iSail (nbsall (uisall Las g alaa . Jasll glsa o

oo JS iy aleaiLa ¢l ial

engagement asjLuia 3alip ¢lacl gy J-a - ¢lwai Jiwl G hpall eda gnd Ja]

Jiay U pallls U ylgall gls13] §Jnsi wilhgg Jac G15 (o ¢nllall g ahgall

liuga Jibisna; giabgall by gaal

GjS) e 1am . gaall ¢ a ajilelpo duundall (nle gsin ena Il enlill JLaall
Jac d@lalall @ iliagh 2 dlglg «ualgall Glsalpa .Glgiwl aluuwdall p hea ayle
oA @ JS-djgaagagnarhgll ghill alislaag (dalall & igyisill dlgdl)
Cliwuga (b ndybgll pa bill Jg-o Bglat 1351 dyg) gasall daano il

] el 1al gl dlin sy Las J_asi U ¢l all o a g g dls_iall
daliall a4201gll dparhgll aljlall gludy gaialg gl gala bl go juis (Jgll
@ ilhgll «ilill cuwllg (Salalaiall GiljLaall ¢l daliall @ ilhgll (ua La) pal
w6 Laililhiog Lal$ia d wwgall j 487 ¢t @ das j ¢ ¢ ayni Lilla d aliall
walgall ailulhia gl dailla 3¢ dlisy dhaall g-aall 2 i wlhall dlai

Ugilat dl=alallg gujlaall (né graleall (nin .dylell g en ¢g hgalaa (dalpny
oSay &g ahibi wall -aallg @ aliall @ ilhgll (na La - dS diall ad & ga
d1aglgisillg dyclaixll aly =il Sg_oirell (n o6 Laiia Lad 4 3 vy gi G llall
2ag .GUni wall ga JIgwll 1y a wnlc d ylall J=aidpai wall & jalnisllg
13 gg-anlgs gl gala il éaclutal dnyo Jnsi Layal aluswdall glé (LA
1] il aall (] @ iliagh g jiSyill (b Jg-ai qu Lty el Iy plyall .onaaill
il iUl o dailss @ illhgll gnod pigaill ga JLALT ga Aluwwgall CLisad
e 111516 el asll G a6 pa 67 cnill Aljlaall ga dcgara ] Lajlail gisin

Ja=ll oo JLianiillg J-aill & Llallg & awbll aljlaall 3 agi i pad o

Jc d_alira & 61y giahgall g_a ¢aaill cnle aslall Layi Jgaill 1 a acl uy
dhalla (nle gala il acl i gi LiiSay Liaglgisill plaat wl . yinall o ails
g Laias gasliii guill aljLaallg LaigSliay (il d_agall ailjLaall
J—Sas Layle hlaallg Lay JLnil ile L ay011g_alei) gi e cnill dyaall

& piull 5jlgall can 14|




pag-ggpallay pg o)1) af @ iliagh pjanis o) Gluwgall p hsal dwill
Jg> SlaLiy] enf pyadi p iy Lo sl p-alhad gud 1aa conuw JSay ay gg-ogéy
Laapal ply (uill Glagleall g-o JHlall p <l & ijlén dnls el pliall dyass
dysui 387 9g-<ul @ 4ilSall aual @ illagll prani g S .clsi1 &jla] J-io i Jgo
wlwi aai 1ol 6)la] dwjlaa (oo WAl il goo agaell o pusaa i)
Liaglgisill adaai cpa 1y yifill g cpllall gl ¢no ¢Lls cnle & uwgall jiS)i
@alKill & oo gadyi guclinl] dI83 11 14aglgisi 3 tni Loaic . Jasll pw i le
G1ai Lay] Lailogleay & alsiall JLacil s yasis alunwgall g-o 3 jall pgai w
ol (nisy Laa (Jasll jlail d oS (no ppsaill aalell 6pps Liays Liaglgisill el li
16y 1iti 1351 aleal Jasll panidsle] wnle litnelual laaladiwl Jsall) LiiSay
Gnuigd by dnlall diadyll dhs galejn Linglgisill ¢l g 57 p113] .d p3lag

Laialgja ggsil Laslp)]

w_Le & ailall &j1aU1 g_a ayjall slaicl (b (ia Jlaall 1aa s dyilill dnyall
J-io el 2 2gi) jyaio JS iy aaghii p 7d ahglla 1l p tanill p le g a0l
alpalg (@ulell a1 JS iy Lainy p il Jlgail 3g-ig dsyliall (gLailT Gy lat wll
wle (o eonidi g @ @ iliagll ggpsalllay pang (uill a8y pall cn o clpdill el
dlac pyghica cly plisll & &y J 16ig.aq plall dluwgall o s yasll
J-a=ll83g2 guruni p i bl d adhgll ptani p néil gy paall hpuw Jac jLlg
dlin) gapaall (nothgll b ngll ga cjalllaa J=2 gy ailiil ggagsdy (nadl

.lgésa dglna

| 13 dpindl zjlgall tnan

Aluswdall Lnle
<ISall Gylgi
unclilhnll

asle] enle acluvall
dpilag L6y guii 4is]

gl diyan dwlyy CGaas
<l cruu T Q]
gualhgall gi ga Jasll
gl Jasll ggany
Jbi as ggagay ¢nall
duslallg plaialll &)l
Laiglaly cnill

GLio Gl o a@idaaa Maled” 1 ggagdy Lawo 1 1$aill jala i)l laeadi wy
@ai . gapall g ad eonui - gg-leay La ] wlaaili yala il pe oy - G
.calling”<la il1" ¢l 13 (e

gl palacg agplamlllay Jnlginilld diphll p aé néd LD aacl uy
Ll jogiw ¢y ¢iLiall g 13 Jac dypaf st Jati gf Jairall oo 2 8lgl cnd
Py dqiaall dilal (nliaiwall jg-hillg gaill &g d-aag dyjaa daihg
« engagement dSjLuitall cnlc cnind 1 gl clan] inle Jgnall 1 ay d 6ill a

plaiall ga a6 pisi wl] alini en il @ §i allaall (nacia

LiLoailg duala JisT Jasll ggsis &yay doyhgll prani

a1 La Seliwwda (b d aihhgll o tani p i@ S :J1guwll 13 a L wai Jiwl
Lo yad i pg-8) Laxic & aphgll atle gaui w ona T Sl aaaian ] (g
Ugiliall ggpinall pg 8y «Tjis gul» gg-SiLa LULE onilill J1gwll dla] Sellsy
d_aild 3y a0 Lail «luwdall p heal & willig J_asll d 2l wuy Jac Ll
wle gueiy o ill e lgil dl diall (a0 ag . Lajli] oy o il il ga
Laic Jsl8ill o iy La Lillég Laiallea Aluuugall

&8ga wnlc dgruysd g 6ga wnat &yl jlg-all pwsd ap i Gy daygndg
aaiuwde il Jasll i il gala bl dess el uliwdl gass Jglii HBR
3l onagull Jasll ggaay yala bl gi g-a aiga wisy a1 enouipll cuwllg
prani glo)anai §jlusyg Laigloly (il dpslallg plaiall §jLi] J-81 ay gg-agdy
pa ggprall guyls o al drwillio p i gag (gahgall I3l 3 1ny p aidihg
g-a- 131 J1§wll 3 1y (ggpin Lasg Laild @ illhgll cna Jo géhgall gaajlall
Laaan g-o g-a el 4Ll ggsi fd gl pan (pal

& piull 5jlgall can 12|




eljal e le Léyi alilull o3 a liscLuwi .naj-all @ thgall ingiua cn_Le il yitil
as)Lidrall @iLilug @ thgall 2 uia p Ul @ Lsiy Losic 8- uS & nyd 3 aai a6 Lii
Aao wle sl o1l g palhgall Gacluwal Lyl laalaniwl LiiSay J-a - engagement
paisjlita i dypall jg=iull go 3 yjall dlclpag Jaol JSuiy duan Gl payjlai

S Jasll (b

(gl jg3 11 & yaa oo J AT (] 8-Sl 03 @ g f arfaall o yuy
L3 2 ag . Jasll (o gala il il j oIl Gt Loaic <l wdpll aasly ¢nall
&Sty GLeoii dpnilyi wl S wwlig 3 alg a2 gi diwe wnle sy diil ailo
aluwgall go st jSpia 0 gy Jasy gl aapell jié g0 el g-a @ bhgall
13] ¢-51g engagement asjLuitall grwnil dlwg Lajlicl piaall dlelpal hha anle
261gll (o ¢llimo i dig W hgall jgniga JS g-a dsjluirall clyg 20111 gls
hgall wxatwi g il alsLal (1 :@pall Ladn of Jaiay J53ill gl gUlaa
pg-81 (nall Jasllg o dll 13 a gy wng b1 JLnil clii] (nd dacluall (napall
7 aLol o el gpuni inle Josi (rill dyclaall / ayolaill alpysill (G)g «ay

A pliillg claVig ggl<illg al=illg 8Liall 63g2

@_thgi i wiisy U Ll w13 a gl 8V o aall ga w13 ] & slall
CLIs (oo g . alaill dailyi wl (J-iay " engagable dSjludrall gulils” gala di
26 .41l Laaaljy no 9y duunda i (o (rlinoillg cnopeall gg-iill gi g-a
d_nyc  isiLayi p aisl j:Lﬁ.’l’.ﬂg Lyl j 3501 gala U1 el i) wesnll g g1
<U§ @ 3g2g.alln] (] alind (il GlS diall ] ggpuing g-aldl g ihgll gnaail
cdaldlleé j 1 d diyh p anunig Jasell glsa w6 8 1S d woal Jiay gala abiill
JLail Las gg <1 w ilhg gala il Vg a Jsiy i Léui Jairall go .duwgall
Julza gului wle JLiisl1 gLo cnllillyg d ayagll / & amall clsiy1§ii |61 pisall
¢l lign 6 o algall d3g- 22Ul Ln_Lc ey w engagability "ds L iitall d_y1yls"

ailiagll

j1617g grwniail i o La d6y20 (s liacluy ploll i ena drwlwil d haill
g-aL6 gg-si g watd el Jmoy aliLasg - Jasll (o paisjlilag gala tiil clai
¢Ladlnl g Ladiéais i gill 3 ilill ¢noé j il i Le Liipas guaunianle
asjlaiall 3 aly 1S il dpaai tiaao wile yala JSiiy cgnll JLaallla a o
-0 Uay (Jasll gl 0 (n b palai JiS i (b gsabgall ¢l il engagement
ofenisy U ella gLo anpai gjlusug . pal cllay plysll gup il gulggaa gc Gayll
gala il 51 n i - 193 pal gyl dy iyl 3yl all 8316 gydiliall gylgg auall

88 gy 2 llal Jasll no dugen A gf aapall go Uglai

dungn Jisi engagement asjlitall paly Gauni Wis

Aluwwgall J=aiw 1S:g ad iy a g iy gna llgnéhiall J1gwdl glo1al
J1gwll (oo pisaill (o (Gplall anaa] Jiali S8 ungins jisi engagement d5)Liiall
(al d)g-iSall i .p alac alai ay ggpeiiy Wil cuns dll iUl jla da gc
Ga iislg algiwl pg-asdalllaa (o ol wnle Jy d=ala nod (S wigijyg
il alulasll Jgoo Laby @low s palac & éyph o gg-aling gala il of

[ 11 dypin yjlgall i

Aluwgall pliag
2aly Isiyl cnl]
ellpdl anle aclwi
wno guahgall

Wilh wnll Jasll gla
aily (nall jgall
ggirliall <Lyl
3jlgall Galog

Ay il

alai La yasud alisglw
Hei (nAll awai jasll
onill duwwgall ge a)
cqull 1aag 1aual Jasy
.aiislia piila 1)ali

S plall ay lifyis (pall Lo

il Alwlyall ga agaell pic dyspoll gylaill anle ayljiall fiS)ill 13 & j )
Journal of Organization Behavior Luwgall ¢lgl wd laawn 6 G gaa Juhien 6
JAd Ui engagement dS)Luita Ln6 ag1ii Sas Lajla 60 p a6 (6 clalell gy i
J—alg=ll dallea (nle Aluwwgall ga agaell j1s)il 1) hi.aiuas b JIa g La
dyap6ll Ggpall ji§i i o o wd] Clelwi Lalac gl o (6 d 1inllg d 1616l
g0 HsTnolginga 61 pail wwga 2 a gl dill Lay Jcloiy cnill &y phall cnle
dund 1l Alawdl ggundy gaill gaahgall (o WU Jaii alily & cgaaa 100
pahi st aapy 2 agill .ay plaiall @aiuyg agrag Lag dalivall G lnaillg
iy Ja2ll o gala il o engagement GSjLita @i ¢ llga i palilai
ug-lilaiallg ggwariall gala il y ahj & - pailpas b s g-o Lay §iill

AT o wnLed engagement @S Luiva ciligi wa pl ¢ JS iy ggnliallg

-l agilldc iy awnpigilaa sl Jawll g ayaicig el Lisag13]
aligi wo ggp-ahi Lo Ll J_asll Igsiai uy gf 2 apall ga gall gala il
Al alsglw g Layi Lil g_ui alilull a3 & gi 3y .wn_Lei engagement a5)Liita
d—asy onill G gall e ag piei ond 1l aawai a6l 3y 6S aic piialac alaila

.aiislia p i La jali ccnadi 13 ag Layal

dugenww p 2o wnlelitnel wallax o] Jliif wllla a ¢l Iy s1ennay
GAlawd]l JUA ¢ga ag gaiill p i 6S)litall i g1 13] - engagement asjluirall jui
g duwwgall (ngi_wa (nlc déoaai wall Jasll alwjlaal g-Say p i Gdpasd (ll
A=y CLiaiaT1S] 66 3 Sy s of J-asll iy gf Gyl ylg-all & wlyun

& piull 5jlgall cnan 10 |




engagement GSjlutall grwail dxna (Gph

JS pailuwga Lay pai uill (il alellai wl gus grahgall gea g-yllall ¢ljliy
Jac p iy pldgpainll 3)lgall glggwa lasa uy (il legy i 1iSUT ingS dullg plc
gohgall alaylsi g aal x 23l go jdsil Jay jall el o 615l gagnay p i<l
¢-c 8j-ale 1a i aluugall 33 gi il g-o J1j4 Ug 63 4h0g & paio d byl
133 J-ulall 3 3g) La Lille Lasaai cuill alilll ga J-lall o <11y Gy nill
J-ay Ja¥l gIS13] Lo gy ag-agll g0 Jléllg aleo way La Jga alsLiyll g-a

U pi dpaai

JUall Juw wnle Liaglgisill plani wl wd] dlwwdall g Lhii anaaill 1aa Jal
dSyLuirall GUS yite & allea Gluwwdall Lay Jglai ¢nill da gaall Gy lall cna 1]
ylai gulidl cljaall laeadi wy e ill Glgaill grwai o a Lay dnlall d lleall
pgai . aliillg alSglull (] Q81 JS iy 8101 0da ga laigajaiwy (il aygyl!
JI5 611g Lnaltall 03 & wn_Le d@f 1ilill people analytics "yala Ul Gl A" & clin
duwdall @< air Julnig U1 g a3 Alelhat il (Jfa dx gy lgai p nfd o -
Gl _claillg alisgl wll gu 187 ¢ ill eny 311 socio-metrics "d_tclaiall gu_uldall'g

Ja=ll gl awno

Laiiwile sgaaa Juds daf Jljg o «dptio aayaall algallleda gi go péllnle
<ljxall cllac] p i13] cengagement (—Lalhhgall dSjldra grwaianle J =oll Jasi
$)galll guniiw J a6 (grahgall Jac gSlai wjlai gc d3gag Lalhiil pisi alily
@SyLuirallg & wliill Yl U &n - " goa dalll gi i d] GLlagil g hea o ddf
Jolgi aluwdall gi g-a quwdl ga cj2 .63Lal1 g-a a1aell a=edgiy Lac d)-3iia
engagement dSjluirall <jg a1alibllg d tarhiill Jalgsll wnle ¢nynna JS i jisyill
@hga < & ana paisi o ill Lails dns il gg Lalaiy p ails an lillg juaillg

nagy gulwiw le

Jalsi &85 (o (rag dlasll dwjlaall (ro L5 &gyl & sil) d_dyyh d_ai
W06 “purpose” and “meaning” «ya)2ll»g «n_igall» (_ogada 2 o Gl uuwgall
d.21)35 Walall Jasll go 3yjall (] ég call Aluwdall ga 3yaell cnyi.Jasll
d4133 ya nd g ingg dyjhaill Laiallc 3g cg d =alpag LISl ulhi g c il
wiall gi ALyl ga j1i<I p ahi LS 2 ag.dnyidall o 18llg Lasyli §leii
2-8lgll (o ai] .galivall yala iill & willy Lalai @-live JSady aisjai poiy
grehrgall aclui p i Laye a ylles iU Aluwdall ai.dlell guad i ecnid
g-a wisall g gg-Syn pail .gay @il el gacjas paic p 1oy Lo OLdisI ¢no
A uwdall dllwy gLy JUs ga ailawisl p iy U - gad sl J-31s ga Gily eqniis
20 aluwdall o hea Lay Jalsii ¢ illd_a;phll (na o @ Gyl LI 2 ag
alai ua» &S)Litall cilpoyiliwl p hea ggs o JLnaill p ahig 2 hglllaa
J-81 dajs (nlgig Lailicyg duungall alaliial anle pist dajy jS) don laily

J-=all; @ _hgall 2 6i) La wnle 1ji5)i

9 dypiull 3jlgall whan
)

wle Aluwgall jS)0
drathiill Jalgsll
juj=il &13Libllg
uahgall &)lita
Jalaiig pajianig
sl paisl

Aluuwgall asy
dgiliiul (s jSyi
nle @s)Lizall
auwgall cilalyial
1S daya lailieyg
whgall 24i) Lao

Jusi nle aalall jS)
nill dpagull alpall
wplabl lay giai
3lailg o Jasll (nd
glsa @Al dldp]
Unluidi 4isi Jac
dliilg

Allal drwilly ) us @ taai 15 Legihga engagement —talhgall dSjLuiia Cjlin
(i=iida 3L a1 3 pal ¢gn (dpalall p el algiwll jla o wile d1y 1iull ajlg_all
eni alail ¢nygp o algall ol il ial gi gna gl :guip wld g i<y
Gphll g @ dylell é ajila d Lale dg 6 3g g i duilillg . J16i wall (n 6 & wwga
el giwnia dayiillg .ug lha g @ La p aéil diagall eLlialy ¢l d ylleé § i<
w6 engagement (tathgall aSyliita juj=il 3 alp ¢nd Ul paii wi Aluwgall g-a

angiw JS iy grahgall cji it wl JILA o Laahsa - Jasll d iy

lay s engagement (1talhgall @Sl o 2 olp p hea oljg e wlwil G hiall )
d=aijall engagement &sjLuirall ggs (gg-ahhgall paluy gi aapall o gls13] - Lowi
Laldui 3 2y paisjlito inle i) by Lo GLitis] glo o méypo (nd glay] JSiy
S engagement dSjLuirall (g wnilg .a suliall gay <l gipaallg a3l sl Ligin
LA «Jasll (b yaladil Lay g faly (il & vagull ailjall g 1gif cnle dsLall
alcllhi wll o hsa jSyi el I3l .8 aliilg Ual dii isT J_ac gl$_a @14l Cilcly ]
pafle 2o pailslleg palac diy (o grahgall oiy Jg jgaaii dliwi wle
(SgrpUllay (ungi Ja JLiall Juw wnle) JSS dwwgall ond Lssg p afllajg

engagement dSjlurall gy disy djus hg.m Gluuwgall ga aaell Jadi «la gag
Jiado ge paill sy - nigebely will ddyyially lagal dlalsll tngall (b &l
o s sl go <3 Jiailg apiull sylgall @169 @yall 8sls alsy oaall plaiall
JAsy (o Wg)a ga las(drag) "galjill" gi) (organizational inertia) yathiill agaall
Ahea 3319 .831=ia Aligiua wle padill tnle }i§i Glhill deuwlg dpalh asj (glail
Jai ga hgiall ga Uay llall giagll wle blaall ggliay galadil gi aluwgall
Jai (uag daaa dlsiiie Cuyl adas .apusi alegaaall (o dnlag «ndudall pusill
W] dypindl ajlgall 6316 g agasll Layi 263 igll 1aa g<lg - 63lall o aasll asjy
lalaal gualagall dsylial Laiop diasil guuailay paisa) il days ge Jglul

.nj2a 13g daclla yisi

& piull 5jlgall can 8 |







Al gl
Juija

@rall 0aa Lyli duwgall gai jisy Lo
vy Lo Ggwill @10 dypai go plsil
09579 «Jasll waln jrai dyylai dalle Ly
lay clwaily onill pslly dlnll ddyg
oo il paillac go ayjy pall ggahgall
palacualaldyyhill dallell p ayird Jils
e gubbhgall dley cnle &aLal acl i Lilli
(ehgall alalial (uli Joac diy progi
a6 ggyeiy paleaig ISVl dnyo o iaig
Mlgall §pb i aslgh @Gupall claiilly
pal ladalp atani élcl ag & dyydull
alaiwl ¢lls iy La Lilleg g usill agan
agaall pihiil yaglgiSill ga ayjall
A 8gll go ayjall &ali] Joi go Gl
il pyanilly oLyl

dpal dj4ia lnys y ogi alpsill oda gi ptyg
ayaail dab dlia gi U] dggindl 3jlgall
3lgall 83ls e cnsuiy eLal «Glyglgil
Gluwga ga @GHg Jsuy Jasdl &l
Grardag ahLiiwll alspdg angai
Naglgsyl pLhill gan Liaglgisill dlaxd
Athii glan @i ay talaols) dypanll yjlgall
druwgall Wla ail pa a7 d g6 Alagilyiwl
ylgall haiwe ggspw JLnisl .gugil
e LajSy paiwl 18] 18y dta &l
J0gig axlyall alpas jjs=i Jaol qullwi
alolai jg hnig (@13 Jac Qylai grahgall
2L dylle dpuwgo

5 apiudl ajlgall cnan

da=ll dlwjlaa ge wnliill dpia (p)o
& pill 3ylgall jIsil Gxlclg dprlwll

aluwgell go apell goy Jlall laa
elliily plaiall (] (uinlall 3 ésll JILs
of cluwgall aaa cis)si 3 a6 .gakhgall
hlaallg sganll (nlc a3L6 Jac dgb <Liy
dcjlwiall alpill g lawlay e

.as)Luitallg

sgall (b puils ggga lagall dlly il gl
JUUI g paisil ad 1S @aludll wnalg dpaindl
wnle syl dalyj ende aclw G dylayll
dllall yala wmil a3lud au pg &7 endlljgall
paluw LaS anllall ds aluwgo cLis o
Al 8aLél (o pish psaiddyh pusicn b
ylga pail wle guahgall ggphais 1gHls
Ug ni p aigpisy 1ga1nig laalaaiwl gueiy
daac Alla Gisg Laws jlatiwll s
ylgall @po jluicl (o Liagi clls palw
Lo g0 pal gilalsio guabgall dydul
2o J3f g0 a0lp prani go s aulhiy

dala alajia als wylad gudhgall
alalail Jgo jupta &b aijai gradl Gyl
i go Lyl @iy dpallell Qalgall
1l g o ]y ull sylg-all @6
nad lailwwdal da1d Gp-oll 0da b i
g0 @ illhgll pranidsle] dulac peai Ugi
Las .Linglgisill dclas pisi plaaiwl Jai
Jah walgall g4jgi Gale] nle aclwilail
g-ag wnpai plwsi Laie i wil & uwgall

Ggya gudoiill Lwgyll ga %73 2591
dypdull yjlgall dclin (no dyyaa Glpsi
Laog dlidall &ilill plgcll ygné (o
plel nallall Walgall alalail jyjail
GlyLotiwlll pwpa @Sl aja i enall 2019
Wil Taa glsg «dauiljiwllg dyylall
plell (o dalall gal 86 %26 (nad Iailw
J9sti b ylall Jgaill 1@ yuSsyg 2018
AlATwl ge paiy ol pusil iU aslual
aulg @lhi e daynall alpglgisill
Jasi cllal .p 1l pic ala il Jac (o
Jsudy jlaiiwll e & aliaall cilunngall
ALal Qagiuy Lao lallact diad) (uo pus

84S Jusig 1S4 aale] & lasy

of LigT a)lill jic Gas Lo ] Liphi g
] quly] i ad g1S G433 Liaglgisi JLas)]
.dtlasll ala il 8l daga wnle puSan
Jlacill @1ilg jiguasil djmai cL2l] gas
auni duclinll djgill Gjra il dslull
Jaiig (nj2alag dilwi] i<iLagac Jasll
Cejluni diaall jgnell gus aif pic .dclasily
Clea day ] d1aglgisill alp%ill &) ig
lasa @ Sill ggeuy pag gg-lsy gala il
ljgsilt gakgall (st daagl diull adag
<Ly G olyig palisiwa alaf gl prs)
wnle weny 3l dalinlig @lallgaallaga
palac i taalg paieds jge il grakhgall
Japaiuta alyai Josll 1aa e i bhiLoaic

aljlaa wle cgill hluy Los laic daslill
Aplill 26) (no 1aygag «dilidiuall Jasll
Jg>l1g «cllsS gainall slawlg alyll Guaaig
1aal Ialaeiw! aluwdell Gile wle wnalall
apus alpsi xaduw (nall (Jidiuallg g81gll
-Gpadyll G)gill Jhh cno

Wclihnll (5301 dllwe «le Sy oS
guhgi dnd cllasg il Alaily aidllcg
sl Jgal ggls=ill gulaa Jga (nd aillagll
Jglallg ailiillg Qluwdl & ga dyall
Wlhill @ile wnlc dlalall jlgallg .dajidall
alwill dmal pawail Gluillg disall
.Jidiuall ¢ljlaag d6y=ally

@018 el 13a (o aphll dleginga gag
padgduag (uohgall gy dsill jijsig <liy
ljady 181Ul dpall jgag «luwwgall (o
pailjndg pailigiva WU (lc lajalhga
wall Jleall il JUa go .dgarhgll
dpapall paililkall glisll GWa) wle acluy
09slia) gujra dhlugs pleill d0léi jjsug
déyph pas wlc d)éllg W)jlsallg aljlaall
-grahgall psai

dlaall cSpid  pidl aaai plinll wog
.4ailallg dsiall psl ¢piaia Jdaysyliag

fom )
{“4%" I\

J92ll gl are 3

anhill diall ple paa
dragsall aypiudl 5jlgall

261gll acys..."yjlgall than”

go dpell Jglii 286 duinll 3jlgall
nillg Qpalleg Lo éxatwall Glegingall
aluwgall dings aagi (o laaa Tjgs sli
anllio JSidy cnpinll 1alle guiy &)la] gai
(dpaglgisill ailjghill ¢nai ga aslaiwllg
Hglig d1aiig §)la] (o drallell dlangillg
aylle Algina Guanil Uging dypinll jlgall
Jac aliy gan cnaghgll alopllg lagl ga

-sahgall djorag dagsu

awy Lo gi lio guabgall dliph) ggingo
daaall LLnall ¢a a2y Employee Engagement
aflall ygsi enillg (lSa gi glojy dhayipall pe
ciluwgall il TS lays jlatiwl wle
daglw alwjlas g wllwi Gsgl Jb oo
W aclwig «grohgall dungnd el
Jghig duwgall paileiilg paillg jijsi
bliily dagaa Jac diy Glaig pailjlao
i dyilwi] drayihg alslle lasgwi dpliillg

el JS

laia dama dleghga il laa Jglily
lala!” Lalle aifll Jasll da33all hlaiil
Ulalhilllg aa<illg «((6gallg pll Jaslls
sla=iwl wiaag «npiudl Jlall guiy diallsll
Glaaillg JIKbil eda Jial aluwwgall

Laiwall Wlydiwlg

alall 3asll Jualdd b gagall ubg dlay
U gl sylgall tan dho go piic
Sianllt GliS gea ] S dalS ga
Wi il dugallg dihoell Glwwgallg
lailnalag lailwljag Jdailcgigar dlaall
gl sjlgall glg gussi aill il
anpinll Jlall guiy djla] alwjlan Jnéig
Jlaall 132 (o dallall alasgill ¢asig

syl dgclindl d)gill Alajhay laislleg

algiw guas jgpay "diall" claidl go lialjig
i Ay pindl ajlgall (ian dlhae jgan wlce
Glng il ddgagall dilsall wnle asiill
Jelaig (graimallg gusuliall aac daal dayl]
Qlisll ¢llasg (dsisall Gluwgallg guaiiall
apall agug el pudeill Gluwgag

gy sjlgall Jlao (b dyallsll

deogia dayii <ly "wan” 4 plaiall laag
JS o ajhall dlegihga dibag duaal
Jalall laalyislg «gélgll lailslaag oac
Jac aliy @b (o aclwi il dlpngillg
dpliilllg dignllg dslally gaiii dxsuw
dalna gy >gdiiall gjlgill @Géaig dllsll

-aailelhig guahgall Alhlislg Jasll

wan dha go Jlanll laa ge duaallig

aypindl ajlgall cnan 4




Federal Authority For Government Human Resources

ayogiall aypiull 3jlgoll ayalaill aygll g’

gc Jaai dpiull 3jlgalli dn naia digiw @ nidlaa

duagsall dypinll ylg all G>laill dizal dyy ol ajlg all
(11) 2=l 2019 padgi

&s)liLa jijeil duad aflai
gealhgall

dcling...nclilhinll (1SAll
J136l1

ailjlaag Jroiwall willhg

Jap6..dlall Jasll hlaif
Glaaig

dia=ll glsa (o dsill jijei

Federal Authority | asslsdl s

BOef

www.fahr.gov.ae
hrecho@fahr.gov.ae
@FAHR_UAE
600525524 441 JLas¥ 138 s

®» ® ® 6 @

plall Wpitall
Jg=dl gaapllare 5

il dpui
wnayguull ddiile
Wso aralp)
(Mbgjjall 3gasa
JBpull Gjga
g1 xana

aill aana
Jlogl palw
Jlasll aic dina

Jalgill

dgagsall 4 pinll jlgall &slaill digall
aaiall duysll Aljlall

2350 w.ga ubhgii

+97124036000 :ila

5002 :U.a «Jud

+97142319000 :ila

=i U &jgitiiall slgall
diall onij ge djgpall

alegngall ugd
b aljlic) gaxy

galsilly daall cilegirga slac) pi
& piull ajigally dnita dpalle luwgo 2o

Janallg pinlill dhgona dpsall @slall (Ggon gran
daolgag 3] wnle Jgnall ggay piill dslel aauy Ug
2lgall janag pilill o déuua dras

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

gc Jaai dpdull 5)lg olly dnndia digiw W ni dlag
dpagsall dpinll sjlgall @1l diyall

e djalle Aluwga 2o gglaill Alaall Glegiga Slac] pi
dypiul 3yigall




&uog%all agiul 3lgoll &bl disgl g’

eeeeeeeeeeeeeeeeeeeeeeeeeeeeee

gc Jani dpiull ajlg all dn niia &igiw b ni dlha

dpagSall dy il ajlg-all dslaill diall G_IJ_JJ.LIJ] Aﬂg_oﬂ

(1) 3a=ll 2019 padgi

dual ailni
Hahgall

Jasll glsa

L
Gliaaig gayo..abyadl




