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First
Putting

Engaging
our People

Ever since its inception in 2006, the Mauritius Revenue Authority (MRA) has always valued its 

employees as its most important asset. MRA understands that, today, different skills are needed to 

engage workers’ hearts and minds. Focus is on leading change, on harnessing people’s creativity and 

enthusiasm, on finding shared vision and values, and on sharing information and power. 

Teamwork, collaboration, participation and learning are our guiding principles. 

Commitment beyond Revenue

SUCCESS SUCCESS SUCCESS 
BEYOND BEYOND BEYOND 
NUMBERSNUMBERSNUMBERS

Nous pensons qu’il est de notre devoir de préserver, de valoriser et de transmettre aux 
générations futures le patrimoine environnemental et culturel Mauricien. Nous voulons que 
pour les années à venir, les enfants mauriciens puissent continuer à être fi ers de cette identité 
mauricienne, découvrir, comprendre, défendre le patrimoine et l’histoire de notre pays.  
Il en va de même pour la découverte et le respect de notre incroyable biodiversité. À l’heure 
où la planète prend conscience de la fragilité de notre société et de notre environnement, 
nous plaçons ces enjeux vitaux au cœur de nos stratégies avec l’intime conviction qu’ils 
sont indissociables de notre succès. Succès de notre terre et de notre peuple, pour demain.

Investir dans notre patrimoine culturel et environnemental.



3ANNUAL HR MAGAZINE | DECEMBER 2022

ASSOCIATION OF HUMAN RESOURCE PROFESSIONALS OF MAURITIUS

SUCCESS SUCCESS SUCCESS 
BEYOND BEYOND BEYOND 
NUMBERSNUMBERSNUMBERS

Nous pensons qu’il est de notre devoir de préserver, de valoriser et de transmettre aux 
générations futures le patrimoine environnemental et culturel Mauricien. Nous voulons que 
pour les années à venir, les enfants mauriciens puissent continuer à être fi ers de cette identité 
mauricienne, découvrir, comprendre, défendre le patrimoine et l’histoire de notre pays.  
Il en va de même pour la découverte et le respect de notre incroyable biodiversité. À l’heure 
où la planète prend conscience de la fragilité de notre société et de notre environnement, 
nous plaçons ces enjeux vitaux au cœur de nos stratégies avec l’intime conviction qu’ils 
sont indissociables de notre succès. Succès de notre terre et de notre peuple, pour demain.

Investir dans notre patrimoine culturel et environnemental.



A VIBRANT 
DESTINATION TO

INVEST, LIVE
& RETIRE

MAURITIUS

10th Floor, One Cathedral Square Building,
16, Jules Koeing Street, Port-Louis 11328, Mauritius

T: +230 203 3800 | F: +230 210 8560

contact@edbmauritius.org

www.edbmauritius.org

SCAN
ME!

A Premier Doing Business Ecosystem

1st in Africa, 13th Globally World Bank Doing
Business Report 2020

Talent & Innovation

Open to New Talents, Skills and Technology

Market Access

Preferential Market Access to Africa, Europe,
USA, India and China

New poles of Growth

Pharmaceutical, Renewable Energy, Agri-tech
& Digital Economy

State-of-the-Art Infrastructure

Deep and modern sea port Well-connected
Airport

Fostering Good Governance Practices

1st in Africa - Mo Ibrahim Foundation Index of
African Governance

Transparent & Well-Regulated
Jurisdiction Underpinned by Strong 
institutions

The only IFC in Sub-Saharan Africa rated as
investment grade by Moody’s A Regional
Arbitration Centre for AfricaA Wide Array of Investment & Trade

Agreements

45 PPAs and 50 DTAAs globally Preferential
Market Access through COMESA, SADC, IOC,
CECPA, Interim EPA, AGOA, FTA with Turkey
& China, & PTA with Pakistan

Well-Diversified Investment Destination

Opportunities in Manufacturing, Financial
Services, Real Estate & Hospitality, Logistics &
Freeport, Education, Healthcare,Ocean Economy,
Creative Arts & Film Industry

C

M

Y

CM

MY

CY

CMY

K



07  FROM THE PRESIDENT'S DESK
 Building a Stronger HR Community
 AREFF SALAUROO, VICE PRESIDENT OF WFPMA & PRESIDENT OF MAHRP

08  SPEECH OF Mr HARVESH SEEGOLAM, GOVERNOR, BANK OF MAURITIUS

  WORLD FEDERATION OF PEOPLE MANAGEMENT ASSOCIATION
11   Assessing the success or failure in international assignments :  

A Mexican multinational company example

23 Nonprofit organizations and volunteer leadership development :  
 A narrative review with implications for human resource development
  ----------------------------------------------------------------------------------------------
39   The Boreout epidemic

43 Seven pillars of positive resilience

47  People first

53 It starts with the heart

56 A sense of harmony

60 Nine principles of persuasion

63 Spot the psychopath
  ----------------------------------------------------------------------------------------------
68 HR 2025 : 7 Critical Strategies to Prepare for the Future of HR
  ----------------------------------------------------------------------------------------------
72 5 Things High-Performing HR Teams Do Differently
  ----------------------------------------------------------------------------------------------
76 People Profession 2022 : UK and Ireland survey report
  ----------------------------------------------------------------------------------------------
111 Working on a directors’ board should be given the seriousness it deserves

112 Fostering positive vibes at the workplace

114 Transforming HR through Talent management and Technology
  ----------------------------------------------------------------------------------------------
 PHOTO GALLERY
26 Official launching of the MAHRP Magazine : «Coronavirus Pandemic  
 has amplified the significance of human resource management» 
 by the Governor, Bank of Mauritius

50  MAHRP’S Workshop on a Practical Guide to Workers’ Rights Act - 
 2nd Part

66 54th celebrations of the Independence and the 30th anniversary 
 of the republic of mauritius

94 Annual HR Congress 2022 - Post Covid-19 : Emerging Challenges 
 in Human Resource Management

108 Official Launching of the Findings of the Study, on the theme :  
 Post Covid-19 : Emerging Challenges in Human Resource Management

CONTENTS

5ANNUAL HR MAGAZINE | DECEMBER 2022

ASSOCIATION OF HUMAN RESOURCE PROFESSIONALS OF MAURITIUS

ANNUAL HR MAGAZINE 2022
BUILDING A STRONGER 

HR COMMUNITY

ASSOCIATION OF 
HUMAN RESOURCE 

PROFESSIONALS 
OF MAURITIUS

CONCEPT AND DESIGN
Josian Chedumbrum

VISION  
To be the leading professional 
association, collaborating on 

national, regional and international 
issues for the advancement of the 

profession of HR Management and 
for the benefits of all stakeholders.

MISSION   
To enhance the stature, capacity, 
competencies, contribution and 
credibility of our members and 

proactively positioning the people 
agenda for sustainable results.

M.A.H.R.P
Association of Human Resource 

Professionals of Mauritius
Postal G.P.O Box 400,

Port-Louis 
Tel : 206 8488  - Fax  : 2471051

Email:  admin@ahrpmauritius.mu
Web: http://www.ahrpmauritius.mu

PUBLISHED BY MAHRP

PRINTED BY CARACTÈRE LTÉE





7ANNUAL HR MAGAZINE | DECEMBER 2022

ASSOCIATION OF HUMAN RESOURCE PROFESSIONALS OF MAURITIUS

MANAGING people is “the central and most important task of 
management… as everything else depend on how well it is done”. 
This famous sentence from Rensis Likert (1981) is very valid as 

the Human Resource profession is gaining wider and wider acceptance. 
Now is the right time for all HR professionals to build a stronger HR 
Community. The Association of Human Resource Professionals of 
Mauritius has been playing an instrumental, pivotal role in building a 
community of all those working in a people management function. We 
have been celebrating those that promote the function and we have 
offered the proper platform for sharing of knowledge and for networking.

Indeed, HR means community building. This is the very crucial part of our 
credibility: how we build and maintain an internal community and how we 
promote individual relationships. In our efforts to win employees over, we 
allow, enable and promote the development of employee communities. We 
have learnt that in so doing we open up completely new avenues for internal 
interaction, knowledge transfer, experience sharing, mirror shared values, 
promotion of corporate culture and recruitment through referrals. We have 
to create formats that stimulate exchange, conversation, and dialogue. The 
Pandemic has brought forward the fact that employees perform better in 
an environment of openness and networking in order to better adapt to a 
rapidly changing world of work.

HR Professionals also need to consider Community Engagement by 
creating, building and promoting local relationships. This is more than CSR 
activities. The Corporate Social Responsibility is within defined parameters. 
Whereas a cohesive community engagement strategy seeks to demonstrate 
the firm’s willingness to contribute to social and community benefits. The key 
components of this engagement framework may include building opportunities 
for voluntary staff to engage with local groups (such as schools, arts, sporting 
organisations) ; providing assistance for training, coaching, education and talks 
on topics such as careers, leadership and professional development; allowing 
work experience programmes; offering scholarships; recruiting in the local 
community; promoting local community events, etc. The results will prove 
beneficial for both the business and the community.

The Association of Human Resource Professionals of Mauritius is 
now inviting its members to build a stronger HR Community. This will add 
another dimension to the profession. We are inviting HR professionals to think 
beyond managing individual/internal relationships, beyond local community 
engagement and look at a broader horizon where they help, assist each 
other, where there is transfer of knowledge and sharing of experiences in 
solving problems, in addressing organizational politics issues, in improving 
performance and in motivating employees. The MAHRP will continue to promote 
interactions between its members so that our members enjoy higher standards of 
professionalism and credibility. We invite all our members to start in the quest for 
building and promoting the format/platform/network for exchange, conversation, 
dialogue and support. We are confident that we will build this stronger HR 
Community that will help build the organization of the future.

Building a Stronger HR Community
FROM THE PRESIDENT'S DESK

AREFF SALAUROO
VICE PRESIDENT 

&
PRESIDENT 

ASSOCIATION OF HUMAN RESOURCE 
PROFESSIONALS OF MAURITIUS 

WORLD FEDERATION OF PEOPLE 
MANAGEMENT ASSOCIATIONS
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It gives me great pleasure to be 
with you tonight.

I would like to thank the 
Mauritius Association of 
Human Resource Professionals 

for inviting me to celebrate the 
Association’s anniversary as well 
as that of the African Human 
Resource Confederation.

I understand that the 
2021 edition of the magazine 
focuses on a very topical theme, 
namely, I quote: «CORONAVIRUS 
PANDEMIC HAS AMPLIFIED 
THE SIGNIFICANCE OF HUMAN 
RESOURCE MANAGEMENT.» End 
of quote.

The COVID‐19 pandemic has 
indeed had a very disruptive 
effect on the world as we knew it. 
It has impacted the economy, the 
social fabric, human interaction 
and our working environment 
and business methodologies.

Just two days ago, at the 
press conference following the 
Monetary Policy Committee 
Meeting, I underlined the 
unprecedented challenges that 
have stemmed from the onset 
of the COVID-19 pandemic since 
March 2020. 

These challenges prompted 
the Bank of Mauritius to swiftly 
introduce its COVID-19 Support 
Programme. It contained a 
series of both conventional and 
unconventional measures to 
support businesses, households 
and individuals financially 
impacted by the pandemic. 
Another milestone solution was 
the establishment of the Mauritius 
Investment Corporation Ltd. 

Through a bold array of 
measures, the Bank of Mauritius 
has contributed to salvaging 
the economy, saving jobs and 
shielding businesses, especially 
systemic corporates, against 
the economic backlash of the 
pandemic. 

Just as I have underlined 
the economic imperatives, I can 
fathom from a human perspective 
how profoundly COVID-19 has 
affected the lives of people. At its 
core, the COVID-19 pandemic is a 
human crisis and I appreciate that 
this has caused human resource 
professionals to revisit all the 
fundamentals around which they 
had built their strategies.

It is in that spirit that, since 
the outbreak of the pandemic, 
the Bank of Mauritius and its 
regulatees worked hand in 
hand to find the right strategies 
for maintaining business 
continuity across and beyond 
the confinement period. While 
serving customers was a priority, 
the Bank also saw to it that all 
required sanitary protocols were 

adhered to in order to protect both 
the public at large and employees 
in the banking industry.

The Bank of Mauritius too 
initiated several measures to 
ensure the safety and health 
of its employees whilst also 
ensuring that operations were 
maintained. With a view to 
mitigating propagation risks, a 
work from home strategy was 
implemented in August 2021.  
Currently, around 30 per cent of 
staff are working from home and 
we see to it that the disinfection of 
the Bank’s premises is conducted 
on a weekly basis.  

Thinking and working as a 
team and making no compromise 
on our staff’s safety has allowed 
all functions to be operational 
during the pandemic. The Bank’s 
internal COVID protocol is being 
continuously adjusted in the 
light of latest information on the 
evolution of the coronavirus. 

Ladies and Gentlemen, 
Digitalisation and distributed 

work arrangements may be the 

Launch of the Annual Edition Magazine and celebration of the 45th anniversary 
of the Association of Human Resource Professionals of Mauritius and  
9th Anniversary of the African Human Resource Confederation

SPEECH OF Mr HARVESH SEEGOLAM, GOVERNOR, BANK OF MAURITIUS
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answer to some of the pressing 
challenges that organisations are 
facing in the wake of the COVID-19 
induced disruption. The pandemic 
has in effect accelerated the shift 
towards technology-driven and 
sustainable processes. 

It is a fact that no enterprise, 
no organisation, or country 
can aspire to sustained growth 
without a healthy, skilled and 
motivated workforce. This is 
justly why I am fully committed to 
enabling the Bank’s staff to acquire 
the necessary skills and provide 
them with the most appropriate 
tools and work environment. 

The objective is to ensure 
that the Bank can continue to 
seamlessly deliver on its statutory 
objectives even in worse case 
scenarios.   

I know that, just like the 
banking industry has endeavoured 
to come to the rescue of the 
economy, all of you too, as human 
resource leaders, have played a 
key role in tackling resourcing 
and efficiency challenges posed 
by the pandemic. 

It is important that due 
tribute be paid to you for devising 
solutions to maintain business 
continuity and to help employees 
cope both professionally 
and psychologically with this 
unprecedented crisis. 

COVID‐19 has indeed changed 
the experience of work for the 
vast majority of employees. It 
has forced organisations, both 
locally and across the globe, to 
revisit how work is organised and 
how jobs are designed. Another 
consequence of the pandemic 
is that the potential for fractures 
between employee groups has 
also increased. 

An example of such fractures 
is that there now exist groups of 
people who can work from home 
and those who cannot, those who 
remained on payroll versus those 

furloughed. There are also those in 
different business units who have 
been impacted differently. Needless 
to say that the pandemic has scarred 
current generations, and that it will 
also affect future ones.

For that reason, I am truly 
appreciative of the fact that 
beyond handling the aftershocks 
of COVID-19, the focus of HR 
professionals is also on learning 
and development. These two 
elements add more value to 
organisations and help them 
muster resilience through capacity 
building. With the pandemic, 
virtual training programmes and 
seminars have known a boost, 
driving costs downwards and 
resulting in many of them being 
offered on free of charge basis. 
These online trainings have been 
warmly welcomed by all, ensuring 
that uplifting of knowledge, skills 
and motivation of employees are 
maintained.

The coronavirus outbreak has 
forced us to rapidly adapt and 
rethink our priorities. But it has 
equally, in what we now term the 
‘New Normal’, reminded us of the 
true meaning of complementarity, 
mutual support and working 
hand in hand, not only to provide 
financial security, but also to have 
a shared sense of purpose and 
belonging. 

The crisis has also brought 
to the fore how much we all 
rely on the work of others – be 
it healthcare professionals, retail 
staff, delivery drivers or the 
myriad of other formidable men 
and women who are risking their 
lives to keep the rest of us healthy, 
fed and safe. This is perhaps the 
best lesson that the pandemic 
has taught us and which we must 
endeavour to sustain.

I wish to congratulate all 
human resource professionals 
who are having to make tough 
decisions, based on the limited 

and fast-moving information and 
with significant impacts, while 
also juggling concerns about their 
own family, friends and income 
security. 

Thank you for your 
contribution to bringing out the 
best in people, be it through 
generously sharing materials, 
expertise, time and perspectives 
or by making important personal 
gestures to keep friends and 
colleagues motivated through 
these difficult times…

Ladies and Gentlemen,
I would like to conclude by 

congratulating the Association of 
Human Resource Professionals of 
Mauritius and the African Human 
Resource Confederation for their 
anniversary celebration. 

It is also an occasion to put 
on record their commendable 
work to stand as a bedrock of 
professional excellence and for 
their unflinching effort to create a 
modern workplace that responds 
to the needs and ambitions of our 
country. 

As we emerge from the effects 
of COVID-19 and we embark on 
the process of recovery, it becomes 
clearer that the very structure of 
our economy is called upon to 
change. We must now focus on 
identifying new economic avenues 
for our future generations.

My call to all HR professionals 
in Mauritius is to keep pace with 
our economic development as 
you have the key responsibility 
of preparing our labour force 
of tomorrow, not only for the 
banking and financial sector, but 
across the economy.

On this note, as we all pray for 
better days, may I wish you and 
your families Happy Holidays.

Friday 17th December 2021
Intercontinental Hotel, 

Balaclava, Mauritius



Scan to visit us
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By Alejandro Vázquez Rios

Assessing the success or failure  
in international assignments : A Mexican 
multinational company example

Introduction
Mergers and acquisitions, joint ventures, and 
alliances are business operations that are 
frequently used to help firms compete in the 
international market. Adopting these forms 
of strategies increases the pressure within 
organizations to attract, develop, and retain key 
talent that allows them to capture and exploit 
the benefits of working with highly-skilled 
employees, in order to better understand and 
adapt the organizations’ operations to more 
mature markets and diverse cultural conditions.
Today, global competitiveness is one of the 
essential requirements for multinational 
companies to be sustainable in the long 
run. Accordingly, traditional talent attraction 
processes appear to be insufficient. According 
to Bouquet et al. (2009), the new corporate 
and individual profile to succeed needs to be 
formed by two essential building blocks: on the 
one hand, developing a strong “global mindset”, 
which means expanding thoughts, ideas, 
and frameworks; on the other, “international 
attention”, which indicates managerial action 
and behaviour. Consequently, multinational 
companies are challenged to learn and move 
at a fast pace to deal with the increased scarcity 
of talented executives, given that this talent 
shortage is trending toward the new normal.

According to Douiyssi and Aldred (2017) in the 
2016 Global Mobility Trends Survey (Brookfield 
Global Relocation Services), moving employees 
across borders has become a key contributor 
to enable global growth, even though most 
companies have not yet adopted formal practices 
that improve the alignment between expatriation 
programmes and talent management goals.

In a global context where talented executives have become an increasingly scarce resource, multinational 
firms have found moving employees across borders to be a pivotal contributor for enabling global growth. 
However, most companies have not yet adopted formal practices that improve the alignment between 
expatriation programmes and talent management goals. Consequently, these organizations, which 
promote international assignments as a pathway to enhance performance, may be endorsing no more than 
a hollow promise.  This paper offers managers an overview of the implications and common challenges 
faced when including international assignments as part of their business model. The paper explores the 
importance of and the elements considered when assessing the success or failure of such practice. Accordingly, 
I present and discuss the international assignment cases developed between 2012 and 2013 within the 
multinational Mexican company Cinépolis, as an example to validate DeNisi & Sonesh’s (2016) multi-
dimensional model, originally proposed as a tool to manage and assess international assignments.
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Among the most relevant findings, the 2016 
survey shows that 73% of the respondents do not 
maintain a candidate pool for future international 
assignments, and only 23% have a specific process 
for career planning from assignment acceptance. 
Promoting international assignments as a 
pathway to improve performance can become 
a hollow promise if companies do not have the 
right career management practices in place to 
support employees.
This paper offers managers an overview of the 
implications and common challenges faced when 
including international assignments as part of 
their business model. The paper is structured as 
follows: First, I provide a literature review related 
to the importance of international assignments 
and the elements considered when assessing the 
success or failure of such assignments; Second, 
I offer an explanation of the multi-dimensional 
model proposed by DeNisi and Sonesh (2016), 
which we consider to be a useful tool for 
practitioners to assure the success of managing 
expatriation; Finally, I present and discuss a 
Mexican multinational company’s expatriate 
programme to illustrate each dimension of the 
model. The paper concludes with the managerial 
implications and future research opportunities.   

Background
The literature on international assignments has 
evolved significantly during the last 50 years, 
going from international aspects of human 
resources management to the more modern 
concept of talent management. The literature has 
shown a notable increase in the countries where 
researchers are from and where they conduct 
their studies. This reflects the internationalization 
of business practices and a willingness to consider 
introducing practices from other parts of the 
world (Cascio & Boudreau, 2016).
The economic environment has also evolved from 
a product-based market to experiential value 
propositions, demanding smarter efforts from 
organizations to distribute resources to satisfy 
the needs of a real-time informed customer who 

has access to several suppliers around the world.
The globalization of businesses has forced 
organizations as well as executives to look for 
opportunities beyond the borders of their home 
country (Krishnan & Kirubamoorthy, 2017); 
according to Rosalie Tung, the evolution in talent 
management research is a result of what she calls 
“the war for talent and brain circulation” (Tung, 
2016, p. 142). Thus, organizations must think 
global but act local, adapting their practices and 
management style to diverse and multi-cultural 
settings. This will allow them not only to reach 
more customers but also to attract candidates 
with specialized knowledge and skills, people 
that will need later training in order to maintain 
their capabilities adapted to reality. 
Apart from the aforementioned, many researchers 
have endorsed the importance of international 
experience as a fruitful way to gain competitive 
advantage and benefit the organization, arguing 
that sending managers and specialists across 
borders can enhance coordination, control, 
and know-how transfer between headquarters 
and subsidiaries (Doherty & Dickmann, 2009; 
Holtbrügge & Ambrosius, 2015).
However, despite the positive theoretical view of 
international careers, empirical examples have 
shown that these desired outcomes are often not 
easily achieved (Holtbrügge & Ambrosius, 2015). 
It is still difficult for companies to decide who 
is the best person to manage their subsidiaries’ 
operations - a local executive, a parent country 
native, or a third country native - and to achieve 
the company’s expected goals (Lenartowicz & 
Johnson, 2007).
Resulting from the difference between 
expectations and real outcomes, the focus of 
research on international assignments has shifted 
from expatriate adjustment models to a broader 
approach, which considers the individual’s 
experiences (Doherty & Dickmann, 2009). Adding 
complexity to the managerial responsibility, 
executives leading multinational companies are 
called on to understand the global environment 
on two different levels. First, being aware of the 
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implications that changes could have in their 
industry (Bouquet, Morrison, & Birkinshaw, 2009); 
Second, being conscious of the urgency of having 
a dynamic talent strategy to tackle risks and take 
advantage of opportunities.
As mentioned before, individual experience 
matters because it is necessary to recognize that 
expatriate executives play different roles during 
the international assignment. They could act as 
agents of direct control, assist the socialization of 
subsidiary staff, develop social capital, perform 
important knowledge transfer activities, act as 
agents to transfer the corporate culture to develop 
subsidiary employee’s perceptions toward 
headquarters, or all of the above (Chang, Gong, 
& Peng, 2012; Welch, Steen, & Tahvanainen, 2009).
If expatriates are so important due to the multi-
faceted role they perform, it is logical to assume 
that organizations devote significant resources 
to their management. According to Welch et al. 
(2009), firms actively seek ways to develop and 
retain staff with demonstrated international 
experience and competence, at least until they 
recoup their return on investment.
However, although organizations invest 
considerable time and money, only a few 
companies track executives’ repatriation and 
possess adequate information by which to 
assess any return on their investment (Doherty 
& Dickmann, 2009). This lack of information 
could later translate into enormous losses of 

opportunities to gain the long-term benefits of 
the international assignment.   
An important question arises from the misuse 
of expatriation: do international assignments 
represent real value for organizations? Doherty 
and Dickmann (2009) respond in two different 
ways. Their first answer supports the notion that 
managers’ perception of international mobility 
and assignees’ perceptions of their experience 
influence a subjective recognition of the value 
of the assignment. Based on this, we can conclude 
that the lack of a corporate strategy and formal 
procedures may result in a symbolic (or subjective) 
underrated or overrated value of the international 
experience. Their second answer consists of the 
opposite. When organizations carefully consider 
their talent needs and set clear goals, it is possible 
to align understanding between the expatriate 
and the company about the career value of the 
international assignment, especially in terms of 
human capital (know-how) and social capital 
(know-who). This alignment could result in 
identification between the individual and the 
organization in terms of values and interests 
(know-why) (Dickmann, Doherty, Mills, & Brewster, 
2008; Dickmann & Harris, 2005).
Traditional corporate-sponsored relocation is 
being reduced, to be complemented with self-
initiated expatriates who relocate for work or 
career reasons on their own initiative. Often, 
these are people that really value learning and 
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the experience of living and working in a different 
country even though their efforts may not be 
supported or recognized by their organization 
(Baruch, Altman, & Tung, 2016). So, the nature and 
origin of international assignments have been 
changing to a more individual level, adding more 
players at different levels of analysis where several 
factors influence mobility decisions.
The literature demonstrates a lack of interest 
in determining the value of an international 
assignment; one possible reason could be that it 
is difficult to isolate the multiple elements to be 
measured (Welch et al., 2009).
Dickmann et al. (2008), as part of their findings 
from a survey, present 28 factors that influence 
the decision to accept an international 
assignment. Those factors are classified into 
three levels: individual factors, family factors, and 
organizational factors.
The value of the expatriate experience depends 
on the goals pursued by the organization and by 
the individual; from the corporate perspective, 
it is possible to follow five different and distinct 
strategies to manage international assignments 
(Baruch et al., 2016, p. 859):
1.  The first strategy consists of the Global 

Organization, employed by large companies 
where international assignments are part of 
the executive’s career path, representing an 
essential step to progress in the firm.

2. The second strategy is labeled Emissary, 
characterized by a robust organizational 
culture; in this case, the assignment relies on the 
dissemination of the firm’s way of doing things.

3. The third, Professional type, is commonly practiced 
when a company prefers to use expatriates 
because of the unavailability of local talent.

4. Peripheral is the fourth strategy; its propensity may be 
found in smaller countries as well as small companies 
competing in niche markets, in an environment 
where the value of crossing borders is high.

5. The fifth, Expedient, occurs in the absence of 
a strategy; the firm does not have experience 
as a global player and tends to opt for trial and 
error practices.

Thus, the nature of expatriation-repatriation 
is dynamic, because of the interaction of 
multiple actors (Baruch et al., 2016, p. 845). And 
considering that the “new business normal” is 
volatile, unpredictable, complex, and ambiguous 
(VUCA), all international assignments should 
be managed as an ecosystem based on a deep 
understanding of the interdependence among 
the individual interests, the corporate strategy, 
and the national context.
 
The right candidate for global mobility 
Summarily, the complexity of individual and family 
circumstances and the different strategies an 
organization could follow, create a fertile environment 
for failure. Much prior research has examined 
expatriate staffing without attending to the right 
expatriate characteristics (Chang et al., 2012).
There are several ways to make the wrong 
decision and be exposed to different risk levels. 
The assignee and family could fail to adapt to the 
foreign country, and the challenge to achieve 
good performance increases due to the lack of 
support mechanisms typically available at home. 
At the personal and family level, the experience 
can result in isolation, loss of social networks at 
home, and relocation to less-developed locations. 
For the firm, the risk pertains to lost business 
opportunities, loss of ROI, and loss of talented 
people (Baruch et al., 2016).
Just as Douiyssi and Aldred (2017) conclude in the 
2016 Global Mobility Trends Survey (Brookfield 
Global Relocation Services), the main two reasons 
for failure in international assignments are family-
related issues and poor candidate selection; 80% 
of the companies do not formally assess the 
adaptability of candidates.
The identification of the right profile to be 
good candidate sounds logical and based on 
common sense, especially if organizations 
consider this process as a critical tool to achieve 
the development of global leaders (Dickmann 
& Harris, 2005). Therefore, human resources 
practices should be aligned to create the best 
assignees, with the ability to take full advantage 
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of the experience. Training and assessment 
become essential activities in order to send the 
right person and achieve the expected results. 
Preparation programmes should be based on 
cross-cultural training or diversity training to 
equip individuals with knowledge, skills, and 
attitudes such as awareness of cross-cultural 
differences, appropriate behaviours when 
working with people from different cultures, and 
communicative ability in local languages (Kok-
Yee, Dyne, & Soon, 2009).
The Economist has pointed out the importance of 
learning in one of its special reports (Palmer, 2017), 
explaining that as continued learning becomes a 
corporate priority, it is quite challenging for firms 
to screen employees based on curiosity, which is 
why more data-driven approaches are being tried 
to score individuals on their learnability. To remain 
competitive and offer employees the best chance 
to succeed, organizations should provide training 
and career-focused education throughout 
employees’ working lives. Also, to gain ROI from 
training, they must focus on providing the right 
capabilities, not just by spending more money 
on more programmes but also spending wisely.
Adaptability, especially cultural adaptability, is 
mentioned in several articles (Meyer, 2014, 2015; 
Molinsky, 2015) as a critical element to succeed in 
an international assignment. Organizations and 
individuals should realize that having professional 
skills and paper qualifications are not sufficient to 
tackle the challenges of international assignments 
(Krishnan & Kirubamoorthy, 2017). The profile of 
the right expatriate is more complex and rarer.
Just as Erin Meyer (Meyer, 2014, 2015) affirms, 
what gets you to “yes” in one culture gets you to 
“no” in another. It is really easy to reach erroneous 
conclusions and act in ways that could jeopardize 
the pursued goals. So, an essential tip for 
expatriates is to learn how to “read” emotions the 
same way they would learn a second language: 
starting with some key phrases (Molinsky, 2015). 
However, emotional intelligence and cultural 
adaptability are just one part of the equation on 
how to harness an expatriate’s real potential. In 

the next section, we present our perspective on 
three additional factors that influence the success 
or failure of an IA.

Headquarters – assignee –  
host country, and vice versa
International assignment programmes need a 
“perfect trio” alignment for success. The interests, 
goals, capabilities, and strategies of headquarters 
(HQ), the assignee, and the host country must 
concur, in order to produce a fruitful experience 
for all parties.
Headquarters and the host country must ensure 
the right training for the assignees from the 
first moment. An adequate onboarding process 
should be developed in order to explain local 
do’s and don’ts to the assignee regarding labour 
relations, human rights, and compliance. This 
should reduce the risk of misbehaviour from 
the assignee in terms of local regulations. 
Furthermore, the headquarters could coordinate 
meetings between people who have already 
been through an assignment with new assignees 
to accelerate the learning and adaptive processes.
On the other hand, the assignee should be able 
to do their research about the host country in 
terms of political, economic, social, and cultural 
elements prior to the assignment. Moreover, the 
assignee should try to get involved in further 
activities within the headquarters and interview 
residents and local workers to get a broader 
perspective on how he or she is going to add 
value to the company.
Absorptive capacity is a crucial element of the 
trio alignment. Chang et al. (2012) define this 
component as the extent to which received 
knowledge benefits performance. Organizations 
dealing with global mobility projects should work 
on strategies that bolster absorptive capacity 
development, both at their subsidiaries level 
and in corporate offices. This could benefit the 
organization at both levels by taking advantage 
of the know-how transference between 
headquarters and host countries, which could 
result in the development of new business ideas 



16

ASSOCIATION OF HUMAN RESOURCE PROFESSIONALS OF MAURITIUS

ANNUAL HR MAGAZINE | DECEMBER 2022

and the adoption of best practices from other 
regions. According to Flatten, Engelen, Zahra, 
and Brettel (2011), researchers have shown 
that increasing absorptive capacity may result 
in growing business performance, innovation, 
intraorganizational transfer of knowledge, 
and interorganizational learning. In addition, 
cultural intelligence, defined as the “individual 
capability to function effectively in culturally 
diverse contexts” by Kok-Yee et al. (2009, p. 
512), represents an important attribute that 
influences the extent to which the assignee is 
willing to learn during the assignment.
At the end, a tri-directional relationship exists, 
and the difference between failure and success 
depends on the provision of valuable resources 
among the main actors in the international 
assignment, such as sociability, trust, and 
cooperation (Chang et al., 2012; Dickmann 
et al., 2008; Dickmann & Harris, 2005; Meyer, 
2015), powerful building blocks to manage the 
assignment.

The multi-dimensional model
As a result of a literature review on how success 
and failure for international assignments 
have been defined, DeNisi & Sonesh (2016) 
propose a multi-dimensional model to 
help practitioners by clarifying the different 
dimensions that should be considered to deal 
with this managerial practice (Figure 1). Their 
integrative model consists of three levels: Pre-
requisites, Dimensions of overall success, and 
Requisite KSAOs (knowledge, skills, abilities, 
and other characteristics). All the elements of 
the model are considered vital and somewhat 
interdependent, and they are all part of 
the definition of success. Nevertheless, the 
authors recognize that for certain types of 
assignments, some of the dimensions of success 
may be more important than others. Just as an 
example, Baruch et al. (2016) listed 20 variants 
of assignments, including flex-patriation, in/
im-patriation, secondments, and globetrotting, 
contained in the extant literature.

Pre-requisites
1. Adjustment
Notwithstanding there is no consensus as to 
what is meant by adjustment, the concept 
encompasses adaptation to work, interactions 
with host country nationals, and the environment 
out of work.
This capacity goes beyond the assignee level; 
the adjustment of the assignee’s spouse or 
partner and family is also critical in carrying 
out the rest of their responsibilities. Thus, 
multinational companies need to revisit their 
selection processes; soft skills must be included, 
not only superior technical skills (Baruch et al., 
2016; Chang et al., 2012).

2. Absorptive capacity
This capacity is crucial for effective knowledge 
transfer. Recipients of information should be 
able to analyze and absorb the most relevant 
data they acquire throughout the assignment. 
Chang et al. (2012) concur when explaining four 
components of absorptive capacity: identifying 
and recognizing external knowledge, processing 
and understanding it, combining it with existing 
knowledge, and applying the new knowledge to 
the business.
In accordance with Camisón and Forés (2010), 
four dimensions cover the domain of absorptive 
capacity: acquisition, assimilation, transformation, 
and application. These four dimensions are 
classifiable into two components: potential 
absorptive capacity (acquisition and assimilation) 
and realized absorptive capacity (transformation 
and application). In their study, the authors 
propose a Likert-type self-evaluation scale to 
measure managers’ perception of “the strength 
of their firm’s capacity to value, identify, acquire, 
assimilate, transform, and apply new external 
knowledge”, as compared with competitors in 
their industries.
Considering the four dimensions proposed 
by Camisón and Forés (2010), multinational 
companies should develop mechanisms to 
measure their absorptive capacity not only at 
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an organizational level but also at an individual 
level, in order to better assess possible assignees’ 
absorptive capacity and make the best decisions 
on who should be sent on an international 
asignment.

Dimensions of overall success
1. Task performance
Several different duties could be considered as 
tasks to perform when someone is sent abroad. 
These may include acquiring information from 
the subsidiary, understanding the local market, 
introducing new technologies or processes, and 
transferring the corporate culture. Therefore, the 
assignee’s objectives, the way these objectives 
will be assessed, and how externalities will be 
managed, should be clarified from the beginning 
to avoid misunderstandings and negative 
surprises.

2. Relationship building
Another important aspect of a successful 
assignment relies in establishing positive 
relationships with people in the subsidiary. 
However, this dimension surpasses the 
company boundaries and is more related with 
the identification of local talent and building a 
network that can be used for future business 
projects. According to Doherty and Dickmann 
(2009), the networks built by the assignee could 
bring legitimacy as well as a significant capital 
increase for a managerial career.

3. Contextual performance
The best example of this dimension consists of 
being a good corporate citizen: representing the 
corporation in a proper manner by helping and 
supporting others, and volunteering in other 
projects in order to achieve their objectives.

4. Retention
The last success dimension is the homecoming of 
the assignee, where learnings from the process 
should be shared so that the company can reap 
the full benefits of the assignment. The assignee 

must feel identified with the firm and perceive 
career opportunities in order to be interested in 
returning and sharing.
Companies must be conscious that the assignee 
will return with three kinds of learning outcomes: 
affective, knowledge, and skill-based. Every 
assignee will change his or her motivations and 
attitudes. Therefore, the gain for the firm will lie 
in taking advantage of the new repertoire that 
assignees have, in order to respond effectively to 
different and specific situations while maintaining 
their integrity and credibility (Kok-Yee et al., 2009).
The following section examines the history of 
the multinational company, Cinépolis, which 
has been following a global expansion strategy 
supported by international assignments. We 
will analyze and discuss such strategy and its 
outcomes through DeNisi and Sonesh’s (2016) 
multidimensional model.

Cinépolis, the Mexican  
multinational company
Founded in 1971 as “Organización Ramírez”, 
Cinépolis is the largest cinema chain in Latin 
America and the fourth largest worldwide. As a 
result of an organic expansion strategy during the 
late 1990s and an acquisition strategy during the 
current decade (the 2010s), Cinépolis acquired 
companies such as “FUN Cinemas” in India, 
“YELMO Cines” in Spain, and “Cines Hoyts” in Chile. 
The company closed 2016 operating 4,917 digital 
movie theaters across 13 countries, with a global 
audience of 317 million viewers: 214 million in 
Mexico, and 103 million in the other regions.
This expansion represented a challenge in terms 
of talent allocation, distributed among 99 cities 
across Mexico, 12 cities in Central America, 20 
cities in the Andean region, 32 cities in Brazil, 11 
counties in the US, 17 provinces in Spain, and 27 
cities in India.  
Since 2011, the company has been managing 
expatriation as a source of talent for its operations 
in different countries. Such strategy could be 
divided into two stages:  from 2011 to 2014, and 
from 2015 until today.
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During the first period, the process consisted 
of individual negotiations without formal 
documents and procedures, where various 
adjustments were made based on experience, 
learning, and some initial problems. For 
example, in some cases, the assignee’s family 
decided to stay in Mexico, and, in other cases, 
the company decided to shorten the duration 
of the assignment. Between the years 2012 and 
2013, eleven assignments were managed from 
Mexico to different regions, three in Brazil, three 
in Costa Rica, two in Colombia, two in India, and 
just one in the United States. More details of 
these eleven assignments are included in Table 1.
All the assignees were considered strategic 
leaders and functional experts with an average 
of 10.7 years of seniority. All of them were 
Mexican nationals. In nine cases, the objective 
was to fulfill a key position in the host country; 
in two cases, the goal was to develop a specific 
project. According to Sandra Huertas1 , Cinépolis 
Global Mobility Manager, all eleven cases were 
successful because the stated goals were 
achieved. However, some risks were identified, 
given that the company considered the main 
drivers for the executives to accomplish the 
assignment were based exclusively on two 
components: first, a reliable identification with 
the company after years working there, and 
second, the high compensation package they 
received during the assignment.
The second period, from 2015 until today, 
presents a critical evolution. A formal process 
was established in 2015, defining three possible 
purposes of the assignment: covering a strategic 
position, knowledge transfer, and talent 
development. Clear selection criteria became 
essential. The first step consisted in posting the 
international assignments to employees who had 
(1) high potential, and (2) a demonstrated level of 
high performance. If the employees fulfilled both 
requirements, their application was considered 
and evaluated in a three-stage process: first, the 
application was assessed in order to considerably 
reduce the number of candidates; second, 

selected candidates were invited to a round 
of interviews; finally, the successful candidate 
received a job offer.
Another critical difference was that Cinépolis 
categorized the duration and objective of the 
assignment into one of four groups, aligned with 
four candidate profiles. For example, a young 
apprentice can be considered for an assignment 
of a maximum of six months with the objective 
of developing capabilities such as tolerance and 
objectivity when working with different cultures. 
A summary of the alignment between profile and 
assignment is presented in Table 2.

Discussion
Considering the classification of strategies by 
Baruch et al. (2016), it is possible to affirm that 
Cinépolis started with an Expedient strategy from 
2011 to 2014, gaining experience as a global 
player, and learning by trial and error. The second 
stage of their international assignments, since 
2015, demonstrates a significant improvement 
thanks to learning from their experience and the 
adaptation of their practices. Today, it is possible to 
affirm that they are following both a Professional 
and Emissary strategy, disseminating the firm’s 
processes mainly through the use of Mexican 
expatriate managers.
Under the multi-dimensional model by DeNisi 
and Sonesh (2016), we can state that Cinépolis is 
managing the adjustment pre-requisite adequately, 
filtering candidates based on potential and 
performance, and selecting the assignee through 
assessments and interviews. These mechanisms 
allow the assignees to develop robust experience as 
expatriates, including strong technical knowledge 
and skills, complemented with soft skills.
An interesting opportunity to explore in the future 
could be to expand the assessment and interviews 
through the inclusion of the assignee’s spouse or 
partner to be sure that both have high motivational 
and behavioural cultural intelligence (Kok-Yee et al., 
2009) to support each other and succeed.
The degree of required cultural intelligence would 
vary depending on the differences between 
*1 - The researcher interviewed Sandra Huertas on March 7th, 2017.
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Mexico and the host country. For example, if we 
consider how confrontational and emotionally 
expressive nationalities are (Meyer, 2014; 2015, 
p. 108), Cinépolis’ executives may realize that 
Mexican assignees could find more similarities 
working with Brazilians and Indians because 
the three nationalities tend to be emotionally 
expressive and prefer to avoid confrontation. 
The USA and Spain represent a more significant 
challenge for Mexicans, since the American 
culture is less emotionally expressive and a little 
more confrontational, and the Spanish style 
tends to be much more confrontational than the 
Mexican culture. 
The second pre-requisite, absorptive capacity, is 
partially covered in the selection process, which 
considers only the candidate and not the host 
country. Some actions could be implemented 
to improve the subsidiary capacity to absorb 

knowledge, such as job rotation from subsidiaries 
to the headquarters and training host country 
employees on multiple skills and a second 
language (Chang et al., 2012).
The company’s procedures consider the 
accomplishment of the four dimensions for 
overall success: task performance, relationship 
building, contextual performance, and retention 
(DeNisi & Sonesh, 2016). On the one hand, young 
apprentices and future stars are strongly focused 
on task performance; the short assignment is 
an excellent opportunity to test their soft skills 
and train them to improve their adaptability 
for future and longer assignments (see Table 
2). On the other hand, functional experts and 
strategic leaders are more focused on transferring 
knowledge, building relationships and networks, 
and representing the corporation in the whole 
local market and environment.

Figure 1
An integrative model of success for international assignments (DeNisi & Sonesh, 2016)

Note
KSAOs. Knowledge, Skills, Abilities, and Other characteristics. HCNs. Host Country Nationals
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Table 1
International assignments 2012-2013

Host country Seniority (years) Objective

India 15 Become the country head

India 13 Become the country head
Brazil 12 Become VP for Americas
Brazil 10 Become the financial head

Brazil 7 Project
Costa Rica 9 Become operations manager for Central America
Costa Rica 5 Project
Costa Rica 8 Become the financial head for Central America
Columbia 7 Become the financial head
Columbia 26 Become the country head

USA 6 Become the country head

Note.: All the assignees were Mexicans
Source: Cinépolis Global HR Director and Global Mobility Manager

A feasible complement to support the achievement of  
the four dimensions of  success could be the designation 
of  mentors for the assignees in a holistic way, not only 
from the home or host country but a combination of  
both (Holtbrügge & Ambrosius, 2015), since mentors 
can facilitate knowledge creation and sharing. Former 
assignees could be considered as mentors, or in some cases, 
strategic leaders and functional experts could guide young 
apprentices and future stars.

Managerial implications and future 
research opportunities
In order to succeed, any multinational company must 
invest effectively in expanding executives’ global mindset, 
capabilities, and cultural adaptation, opening their sources 
to hire talent, redesigning their training programmes to 
build new soft-skills, and exposing executives to stretch 
assignments, regional projects, expatriation periods, and 
tours of  duty.

Assignees must be able to understand and adapt 
to cultural differences in issues such as leadership, 
empowerment, training, and performance evaluations. 
Also, they should be conscious of  how autocratic or 
participative they should be as leaders, and how candid 
feedback should be to improve performance while avoiding 
personal conflicts and demotivation.

The criteria to make a sound selection decision should 
be based not only on the cost of  sending executives as 
expatriates, but on the importance of  the subsidiary to the 
headquarters operations, the need for control/coordination, 
and how cross-culturally competent the executives need to 
be to perform the international assignment effectively.

The authors accept that this paper is limited in terms 

of  data collection. The ‘sample’ is very modest and is not 
selected to be representative, but rather to provide a real 
example of  one company’s experience of  international 
assignments and the application of  the multi-dimensional 
model by DeNisi and Sonesh (2016). Thus, this work 
provides a starting point for further research on the 
managerial tools and decisions required to accomplish the 
use of  the model. We encourage scholars to use alternative 
research designs that allow for the inclusion of  wider 
samples and additional sample countries.

In addition, more research opportunities come up in 
different fields and directions. The literature mentions 
the need, for example, to explore the accumulation and 
utilization of  the capital generated from the international 
experience (Doherty & Dickmann, 2009), to examine 
what facilitates knowledge transfer from subsidiaries to 
headquarters (Chang et al., 2012), to develop longitudinal 
studies taking into account expatriates’ skills before and 
after the assignment (Holtbrügge & Ambrosius, 2015), and 
finally, examining what career consequences are associated 
with different types of  global mobility (Baruch et al., (2016). 
How does gaining a global perspective affect attitudes 
toward multiculturalism and the rise of  anti-immigration 
policies? How do “third culture kids”2  compare to young 
people without such experience? These would be valuable 
contributions to enrich the managerial response to global 
circumstances.

2 Children of  expatriates who have spent substantial portions of  their 

lives abroad.

A feasible complement to support the achievement 
of the four dimensions of success could be the 
designation of mentors for the assignees in a holistic 
way, not only from the home or host country but 
a combination of both (Holtbrügge & Ambrosius, 
2015), since mentors can facilitate knowledge 
creation and sharing. Former assignees could be 
considered as mentors, or in some cases, strategic 
leaders and functional experts could guide young 
apprentices and future stars.

Managerial implications and future 
research opportunities
In order to succeed, any multinational company 
must invest effectively in expanding executives’ 
global mindset, capabilities, and cultural 
adaptation, opening their sources to hire talent, 
redesigning their training programmes to build 
new soft-skills, and exposing executives to stretch 
assignments, regional projects, expatriation 
periods, and tours of duty.

Assignees must be able to understand and adapt 
to cultural differences in issues such as leadership, 
empowerment, training, and performance 
evaluations. Also, they should be conscious of 
how autocratic or participative they should be 
as leaders, and how candid feedback should be 
to improve performance while avoiding personal 
conflicts and demotivation.
The criteria to make a sound selection decision 
should be based not only on the cost of sending 
executives as expatriates, but on the importance 
of the subsidiary to the headquarters operations, 
the need for control/coordination, and how cross-
culturally competent the executives need to be to 
perform the international assignment effectively.
The authors accept that this paper is limited in 
terms of data collection. The ‘sample’ is very modest 
and is not selected to be representative, but 
rather to provide a real example of one company’s 
experience of international assignments and 
the application of the multi-dimensional model 

*2 - Children of expatriates who have spent substantial portions of their lives abroad.
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by DeNisi and Sonesh (2016). Thus, this work 
provides a starting point for further research on 
the managerial tools and decisions required to 
accomplish the use of the model. We encourage 
scholars to use alternative research designs that 
allow for the inclusion of wider samples and 
additional sample countries.
In addition, more research opportunities come up in 
different fields and directions. The literature mentions 
the need, for example, to explore the accumulation 
and utilization of the capital generated from the 
international experience (Doherty & Dickmann, 
2009), to examine what facilitates knowledge 

transfer from subsidiaries to headquarters (Chang 
et al., 2012), to develop longitudinal studies taking 
into account expatriates’ skills before and after the 
assignment (Holtbrügge & Ambrosius, 2015), and 
finally, examining what career consequences are 
associated with different types of global mobility 
(Baruch et al., (2016). How does gaining a global 
perspective affect attitudes toward multiculturalism 
and the rise of anti-immigration policies? How do 
“third culture kids”2  compare to young people 
without such experience? These would be valuable 
contributions to enrich the managerial response to 
global circumstances.

63

High potential 
profile

Duration Objectives

Strategic Leader
(Manager and 
Director level)

Five years 
maximum

Perform a critical business necessity.
Deliver strategic business results.
Align the local strategy with the Corporate strategy.
Transfer best practices to the local market.
Integrate acquired companies.
Implement Cinépolis culture.
Develop local talent and leaders.
Add value immediately with positive and evident business results.

Functional Expert
(Manager and 
Director level)

Three years 
maximum

Provide technical knowledge to the host country.
Solve the lack of  local specialized talent.
Transfer of  best practices to the local operation.
Changes in the operation of  the host country to achieve profitability.
Cultural and administrative integration of  a new operation.  

Future Star
(Any hierarchical 
level)

One year 
maximum

Cover a particular business necessity.
Develop or reinforce specific abilities such as multicultural communication, 
understanding of  the local customer, effective multicultural collaboration.
It is the source of  future Cinépolis leaders.

Young Apprentice
(Any hierarchical 
level)

Six months 
maximum

Participate in a business project.
Training for the host country, the assignee, or both.
Develop capabilities in early career stages: adaptability, tolerance, and 
objectivity to work with people from different cultures.

Table 2
Summary of  Cinépolis Global Mobility Characteristics

Source: Cinépolis Global Mobility Strategy
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Nonprofit organizations and volunteer 
leadership development : A narrative review with 
implications for human resource development

Introduction
According to The World Bank (2018) report, half 
of the world’s population live in poverty and 
struggle to fulfil basic human needs, such as food 
and shelter. Poverty is a global phenomenon 
and is not just situated within undeveloped 
and developing countries. In 2018, the United 
States’ official poverty rate was 11.8 per cent 
accounting for 38.1  million poverty-ridden 
Americans (U.S. Census Bureau, 2019, p. 12). The 
poverty rate and the economy’s overall health 
are directly correlated with higher economic 
growth creating more employment and income 
opportunities (Nilsen, 2007). Because of the 
high poverty rate, many Americans rely on social 
services and government aid to meet their basic 
survival needs.
The demand for all types of social services in 
the U.S. has grown beyond what governments, 
private sector, and nonprofit organizations can 
provide (Fuller, 2012). The good news is that 
many citizens volunteer their time every year 
to help bridge the gap between the increasing 
needs of individuals below the poverty line and 
the government. A volunteer is any person or a 
group that provides “service to the community 
given without payment” (Warburton & Terry, 
2000, p. 249). Volunteers instinctively value 
their contribution, feel satisfied, and have 

fewer psychological disorders (Rook, & Sorkin, 
2003). The feelings of fulfilment naturally 
lead volunteers to continued volunteer work 
involvement (Huang et al., 2020; Wilson, 2012). 
Volunteers are critical to facilitate social services 
in the U.S., and the presence of volunteer 
leadership can make the difference in whether 
a neighbourhood or community will survive 
when hardship comes. The motivation to 
volunteer for a cause may arise from the 
volunteers’ different and complex needs 

Despite the growing support for the importance of volunteer leadership development activities across 
nonprofit organizations, little is known about volunteer leadership development in the field of human 
resource development. This narrative literature review highlighted the main challenges in running a 
nonprofit organization, emphasized the value of volunteer leadership development, and stressed the 
important role of HRD to develop more capable and trained volunteers. Due to the shortage of skilled 
volunteers, special efforts are needed to concentrate on volunteers’ development; proper guidance 
and assistance are required to do this effectively and efficiently. This study opens discussion on this 
topic and offers overall implications for volunteer leadership development. Our findings can help 
professionals design thoughtful leadership development programmes for volunteers and may provide 
a foundation for future research in the field of HRD.
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(Nichols et al., 2019). In addition to volunteers’ 
significant role in making human services 
available to society, they positively impact 
the national economy (Independent Sector, 
2015). Volunteers are also the main players for 
nonprofit organizations to achieve their goals by 
handling the organizational challenges related 
to resources and communications (Park et al., 
2018). At the same time, nonprofit organizations 
are increasingly facing challenges to retain and 
train their volunteers (Hager & Brudney, 2004; 
Hustinx, 2010; McCurley & Lynch, 2007; Saksida 
& Shantz, 2014; Stolle & Hooghe, 2005). 
High turnover of volunteers in nonprofit 
organizations is mainly attributed to the lack of 
proper training programmes (Saksida & Shantz, 
2014). Besides, the absence of a well-defined 
progression plan of volunteers within the 
organization and advancement to leadership 
positions poses a disadvantage to nonprofit 
organizations leading to increasing turnover 
(Van Winkle et al., 2002). Human resource 
development (HRD) research and practice helps 
individuals for the betterment of personal and 
professional life, and supports organizational 
changes to optimize performance within an 
ethics framework (Alizadeh, Dirani, & Qiu, 2020). 
Thus, it is critical to investigate the relationship 
between volunteer leadership training and 
retention through HRD’s interdisciplinary 
foundational lens. 
Collecting knowledge from other related fields 
is part of being an interdisciplinary study. In this 
narrative literature review, we aim to explore 
the existing literature on volunteer-based 
organizations to identify their major challenges 
and highlight how HRD can contribute to reduce 
workforce related challenges. Research shows 
that nonprofit organizations are struggling with 
high volunteer turnover. In this study, we attempt 
to identify how HRD interventions, specifically 
related to effective leadership and leadership 
development, can help nonprofit organizations 
to overcome their main challenges.
Little is known about leadership development 

in nonprofits, despite growing support for 
the importance of leadership development 
research and practice (Hall et al., 2018; Morton, & 
Holden, 2018; Waite, 2018). Day (2000) affirmed 
that leadership development includes training 
individuals for roles and conditions beyond 
their current experience. Based on Day’s view, 
leadership development is involved with the 
advancement of collective institutional capacity. 
Bolden (2005) stated that leadership development 
is an “investment in social capital to develop 
interpersonal networks and cooperation within 
organizations and other social systems” (p. 12).
The purpose of this narrative literature review is 
to identify volunteer-related challenges faced by 
nonprofit organizations and explore the effects of 
volunteer training and leadership development 
activities on volunteer attraction and retention. 
The following questions guided our study:
•  What are the main challenges faced by volunteer-

based organizations that affect their volunteers?
•  How can HRD contribute towards overcoming 

challenges in volunteer-based organizations?
•  How do leadership development activities affect 

volunteer-based organizations?

Methodology
A narrative literature review best served to answer 
our research questions as the HRD literature has 
not yet explored volunteerism and nonprofit 
organizations. Narrative literature helps define 
the topic and audience, search, and research 
literature as needed, critically review searched 
literature, and describe the findings logically 
(Gregory & Denniss, 2018). This section describes 
our methods of searching and short-listing articles, 
data management, and analysis procedures 
through Gregory and Denniss’s (2018) description 
of conducting narrative literature reviews.

Defining the audience
Nonprofit organizations positively impact the 
economy. Developing employees and volunteers 
within the nonprofit organization sector should 
become a part of mainstream HRD literature 



25ANNUAL HR MAGAZINE | DECEMBER 2022

ASSOCIATION OF HUMAN RESOURCE PROFESSIONALS OF MAURITIUS

and conversation. This article evaluates the 
existing challenges in the nonprofit sector and 
understands how leadership development can 
provide volunteers with training and retention 
opportunities. While HRD professionals may rarely 
be employed in nonprofit sectors, this article is 
relevant to leaders within the nonprofit sector 
and even volunteers who are active participants 
in the nonprofit sector.  

Searching literature
We explored five main databases: ABI/inform 
complete; ERIC (EBSCO); Web of Science; 
Academic Source Ultimate; and Business Source 
Ultimate. We employed a combination of subject 
terms to search the databases such as: “nonprofit 
challenges,” “volunteer challenges,” “leadership,” 
“volunteer leadership,” “volunteer leadership 
development,” “voluntary organizations,” 
“leadership development,” “volunteer retention,” 
“employee leadership development,” and 
“volunteer training challenges.” Our search 
results mainly came from nonprofit and 
leadership related journals, including VOLUNTAS: 
International Journal of Voluntary and Nonprofit 
Organizations, Voluntary Sector Review, and 
Nonprofit and Voluntary Sector Quarterly. 
Although a narrative literature review does not 
require authors to specify stringent inclusion and 
exclusion criteria (Gregory & Denniss, 2018), we set 
parameters to manage our search and focus on 
making our article impactful and relevant. During our 
first attempt, we limited our search within a twenty-
year period. Next, we limited our search to journals 
published in English and the context of the United 
States. This initial search resulted in 179 articles.
Table 1 provides a summary of database search 
results with the number of collected articles. In 
our first step, we collected any related results 
without limitation. In total, we identified 179 
articles, books, conference proceedings, and 
reports. In the next step of selection, we limited 
the field’s subject area and collected scholarly 
articles and books with our keywords in the title 
or abstract.

After collecting 52 related books and articles, 
we reviewed the abstract of each paper to see 
if they are related to the topic and collected 
relevant ones. During the skimming process, we 
identified that 4 out of 52 results have studied 
“volunteer leadership development” and their 
related challenges. This finding shows the gap 
in the literature in this area. Due to the limited 
number of articles, we did not restrict selection 
criteria for volunteer leadership development 
section by any generation, location, and journal.

Findings
In the following sections we addressed three 
streams of burdens that nonprofits are facing 
to run their organizations: 1 - organizational 
challenges, 2 - paid staff related challenges, 
and 3 - volunteer related challenges. Scholars 
mostly noted that funding related issues, and 
discriminatory practices are the main concerns 
at the organizational level, while paying staff 
mainly deal with lower income (compared to 
for-profit sector) and lack of attention from 
managers. At the third groups of challenges 
we discussed volunteers’ related issues and our 
findings revealed poor volunteer management 
practices, shortage of skilled volunteers, lack of 
proper training and professional development 
activities, and high turnover are some of the 
main challenges that nonprofit organizations are 
facing. At the end of this section we addressed 
the opportunities that training, development, and 

nonprofits, despite growing support for the importance of  
leadership development research and practice (Hall et al., 
2018; Morton, & Holden, 2018; Waite, 2018). Day (2000) 
affirmed that leadership development includes training 
individuals for roles and conditions beyond their current 
experience. Based on Day’s view, leadership development 
is involved with the advancement of  collective institutional 
capacity. Bolden (2005) stated that leadership development 
is an “investment in social capital to develop interpersonal 
networks and cooperation within organizations and other 
social systems” (p. 12).

The purpose of  this narrative literature review is to 
identify volunteer-related challenges faced by nonprofit 
organizations and explore the effects of  volunteer training 
and leadership development activities on volunteer 
attraction and retention. The following questions guided 
our study: 

• What are the main challenges faced by volunteer-
based organizations that affect their volunteers? 

• How can HRD contribute towards overcoming 
challenges in volunteer-based organizations?

• How do leadership development activities affect 
volunteer-based organizations? 

Methodology
A narrative literature review best served to answer our 
research questions as the HRD literature has not yet 
explored volunteerism and nonprofit organizations. 
Narrative literature helps define the topic and audience, 
search, and research literature as needed, critically review 
searched literature, and describe the findings logically 
(Gregory & Denniss, 2018). This section describes our 
methods of  searching and short-listing articles, data 
management, and analysis procedures through Gregory 
and Denniss’s (2018) description of  conducting narrative 
literature reviews.

Defining the audience
Nonprofit organizations positively impact the economy. 
Developing employees and volunteers within the nonprofit 
organization sector should become a part of  mainstream 
HRD literature and conversation. This article evaluates the 
existing challenges in the nonprofit sector and understands 
how leadership development can provide volunteers 
with training and retention opportunities. While HRD 
professionals may rarely be employed in nonprofit sectors, 
this article is relevant to leaders within the nonprofit sector 
and even volunteers who are active participants in the 
nonprofit sector.  

Searching literature
We explored five main databases: ABI/inform complete; 
ERIC (EBSCO); Web of  Science; Academic Source 
Ultimate; and Business Source Ultimate. We employed 
a combination of  subject terms to search the databases 
such as: “nonprofit challenges,” “volunteer challenges,” 
“leadership,” “volunteer leadership,” “volunteer leadership 

development,” “voluntary organizations,” “leadership 
development,” “volunteer retention,” “employee leadership 
development,” and “volunteer training challenges.” Our 
search results mainly came from nonprofit and leadership 
related journals, including VOLUNTAS: International Journal 
of  Voluntary and Nonprofit Organizations, Voluntary Sector Review, 
and Nonprofit and Voluntary Sector Quarterly. 

Although a narrative literature review does not require 
authors to specify stringent inclusion and exclusion criteria 
(Gregory & Denniss, 2018), we set parameters to manage 
our search and focus on making our article impactful and 
relevant. During our first attempt, we limited our search 
within a twenty-year period. Next, we limited our search 
to journals published in English and the context of  the 
United States. This initial search resulted in 179 articles.

Table 1 provides a summary of  database search results 
with the number of  collected articles. In our first step, we 
collected any related results without limitation. In total, we 
identified 179 articles, books, conference proceedings, and 
reports. In the next step of  selection, we limited the field’s 
subject area and collected scholarly articles and books with 
our keywords in the title or abstract.

Table 1
Number of  collected articles in two steps

Database First attempt Articles 
screened for 
review

ABI/inform 65 9

ERIC(EBSCO) 28 8
Web of  Science 34 12
Academic Search 
Ultimate

38 20

Business Source 
Ultimate

14 3

Total articles 179 52

After collecting 52 related books and articles, we 
reviewed the abstract of  each paper to see if  they are 
related to the topic and collected relevant ones. During the 
skimming process, we identified that 4 out of  52 results 
have studied “volunteer leadership development” and 
their related challenges. This finding shows the gap in 
the literature in this area. Due to the limited number of  
articles, we did not restrict selection criteria for volunteer 
leadership development section by any generation, 
location, and journal.

Findings
In the following sections we addressed three streams 
of  burdens that nonprofits are facing to run their 
organizations: 1 - organizational challenges, 2 - paid staff 
related challenges, and 3 - volunteer related challenges. 
Scholars mostly noted that funding related issues, and 

67



26

ASSOCIATION OF HUMAN RESOURCE PROFESSIONALS OF MAURITIUS

ANNUAL HR MAGAZINE | DECEMBER 2022

OFFICIAL LAUNCHING OF THE MAHRP MAGAZINE : «CORONAVIRUS PANDEMIC 
HAS AMPLIFIED THE SIGNIFICANCE OF HUMAN RESOURCE MANAGEMENT»
17th December 2021, InterContinental® Hotels & Resorts, Balaclava



27ANNUAL HR MAGAZINE | DECEMBER 2022

ASSOCIATION OF HUMAN RESOURCE PROFESSIONALS OF MAURITIUS



28

ASSOCIATION OF HUMAN RESOURCE PROFESSIONALS OF MAURITIUS

ANNUAL HR MAGAZINE | DECEMBER 2022

volunteer leadership development activities can 
create to improve nonprofits’ performance. 

Organizational challenges
‘Funding’ and ‘discriminatory practices’ are two 
important thematic issues faced by nonprofit 
organizations. However, it is increasingly 
challenging for nonprofit organizations to 
maintain an influx of cash to ensure smooth 
operations. While human resources training 
programmes are critical to improve organizational 
effectiveness and service quality in nonprofits 
(Chang, Huang, & Kuo, 2015; Riddoch, 2009), a 
consistent cash flow ensures the nonprofit’s ability 
to offer training and development for volunteers 
and invest in their leadership development. This 
section summarizes the nonprofit organization’s 
increasing challenges to acquire funding from 
government agencies or private donors. 

Funding
There is an increasing debate on the government’s 
responsibility to financially support volunteer-
based organizations (Cullen et al., 2007). For 
example, Tanner (2001) reasoned against 
government funding and claimed that nonprofits 
would become dependent on this source. He 
explained that “government funding shifts their 
missions from their moral values to competition” 
(p. 9) with other nonprofits for more money. Since 
nonprofit organizations are highly resource-
dependent, they face increasing risks when 
dependence is on a sole financial source (Herman 
& Heimovics, 1989). Consequently, the whole idea 
of charity could become compromised.
Dilulio (2003) noted, there is discrimination in 
government funding between nonprofits; he 
claimed: “while some of the Catholic and Jewish 
nonprofits receive tens of billions of dollars from 
government grants there are many low-income 
nonprofits such as urban Latino and African 
American organizations, which are discriminated” 
(pp. 1276-7), with many religious organizations 
receiving little to no money from the government. 
Another research by Garrow (2012) conducted in 

California illustrates race discrimination between 
nonprofit organizations. The research highlights, 
with the increasing number of African American 
population in a county, government funding 
towards nonprofit organizations decreases 
indicating an inverse relationship between 
poverty and government funding (Garrow, 2012).
Fundraising for nonprofit organizations 
has attracted research attention, and many 
recommendations for nonprofit leaders to 
increase funding have emerged through research. 
Nonprofit organizations are seeking innovative 
ways to attract donor attention. For example, 
using sports events to generate funds and raise 
awareness (Wood et al., 2010) or crafting mission 
statements to induce emotion in donors to 
receive more donations and engage in emotional 
marketing (Paxton et al., 2020).  

Discriminatory practices
Minorities experience discriminatory attitudes 
based on their race and gender during hiring 
and promotion in nonprofit organizations 
(Gibelman, 2000). For instance, national surveys 
have illustrated that the high-rank managers 
and executives are often not representative of 
the communities they serve in many nonprofits 
(Brown, 2015; Medina, 2017). At the same 
time, existing discriminatory practices impede 
minorities from progressing in the organizational 
hierarchy. The discriminatory practices and 
attitudes described below indicate an irony that 
nonprofits — which by and large support minority 
groups — themselves have organizational biases 
in hiring and promotion systems.
Hayes (2012) affirmed that only 14 per cent of 
leadership or management roles are non-white in 
nonprofits. There are 82 per cent white, 10 per cent 
African American, 5 per cent Hispanic/Latino, and 3 
per cent other races among nonprofits’ paid staff. In 
some cases, minorities are hired as board members 
only to have diversity, not necessarily fairness 
(Musick, Wilson, & Bynum, 2000). Researchers also 
noted that 70 per cent of nonprofit organizations 
are women (Gibelman, 2000; Mesch et al., 2006). 
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Women work in nursing, daycares, orphanages, 
and other social institutions that support the less 
privileged population. Women choose to work in 
nonprofit organizations due to the less demanding 
nature than for-profit organizations (Gibelman, 
2000). Additionally, due to lower salaries, men prefer 
not to work in nonprofit organizations as “males 
suffer a huge wage loss by working in nonprofit 
organizations rather than for-profit sector” (p. 257). 
However, even in nonprofit organizations, women 
earn lower salaries than men. Gibelman (2000) found 
that among the seventy-four organizations included 
in her study, she found highly discriminatory practices 
against women. For instance, a) the number of males 
employed in upper-level management is twice that 
of female managers, 
b) organizations preferred to hire males than 
females, and
c) women with a similar educational background 
to men earned lower salaries at all hierarchical 
levels.

The literature review highlighted that some 
nonprofit leaders are not aware of the potential 
benefits of diversity (Andrevski et al., 2014). 
Bond and Haynes (2014) declared that despite 
employee diversity challenges, leaders should 
embrace strategies for the inclusion of minorities 
due to its positive impacts on performance and 
organizational culture (Andrevski et al., 2014; 
Harris, 2014).

Paid staff related challenges
Paid employees generally have lower incomes 
in nonprofit organizations than similar jobs in 
for-profit organizations (Faulk, Edwards, Lewis 
& McGinnis, 2012). Can we have a comparison 
between salaries in nonprofit versus for-profit? 
The wage gap between nonprofit and for-
profit organizations is a leading factor to high 
turnover in volunteer-based organizations (p. 
1,282). By filling the wage gap, nonprofits can 
maximize satisfaction, motivation, and retention 
among employees for increased organizational 
productivity (Faulk et al., 2012). 

Whereas, for-profit managers put great emphasis 
on personnel issues, there is a lack of attention on 
paying staff in nonprofit organizations (Wilensky 
& Hansen, 2001). In particular, for-profit data 
illustrate “managers’ concern for succession 
planning and their tendency to reinforce 
their values by unconsciously promoting and 
grooming individuals who shared their beliefs” (p. 
225), where values are weighed more than their 
technical skills. However, in nonprofits, paid staff 
are hired just for their knowledge. This difference 
between the two sectors led us to explore how 
nonprofits’ managers might view training and 
development.

Volunteer related challenges
Nonprofit organizations are increasingly relying 
on paid staff due to a yearly decrease in volunteer 
numbers (Hager & Brudney, 2004; Wilensky & 
Hansen, 2001). For instance, between 2006 and 
2015, American adults’ national volunteer rate 
declined significantly (Raposa, Dietz & Rhodes, 
2017). Poor volunteer management practices, lack 
of training, and lack of professional development 
opportunities lead volunteers to quit (Hager & 
Brudney, 2004; McCurley & Lynch, 2007). Lack of 
development opportunities affects volunteers’ 
work quality, making “volunteers feel incompetent 
and frustrated” (p. 3); consequently, they leave 
their roles. High turnover can have deleterious 
effects on volunteer programme management 
(McCurley & Lynch, 2007).

Volunteer development
Volunteers are the most valuable resources for 
nonprofits; they can lead to successful fundraising 
by talking from the heart to donors about their 
commitment and trust (Lysakowski, 2002). 
However, based on the literature reviewed we 
found that scholars have not studied volunteer 
development extensively, and nonprofit 
organizations are also not investing enough 
time in developing their volunteers. In a case 
study by UPS Foundation, it was found that 
two-fifths of volunteers had quit volunteering 
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for the organization due to a lack of interest in 
volunteer development and management (Hager 
& Brudney, 2004). 
Effective training programmes are vital for 
successful volunteer performance, and training 
programme effectiveness depends on training 
delivery methods and trainee attributes and 
characteristics (Huang et al., 2014). Although 
Morris (1999) claimed any training that nonprofits 
provide to “improve volunteers’ ability to do 
their voluntary work is not to be considered as 
a benefit” (p. 324), evidence shows volunteer 
training programmes have long-term benefits 
for nonprofits (Webb, 2017). 
Volunteers need to have the knowledge and 
skills necessary to fulfil the organization’s mission. 
Scholars in this area mainly focused on the impact 
of volunteer training on volunteer satisfaction and 
retention, and their findings stated that training 
could reduce volunteer turnover (Van Winkle et 
al., 2002; Montgomery, 2006; McCurley & Lynch, 
2007; Govekar & Govekar, 2008). Moreover, Van 
Winkle et al. (2002) noted that effective training 
programmes enable volunteers to develop skills, 
receive rewards, and experience social affiliation. 
By enhancing volunteers’ knowledge through 
training, nonprofits invest in developing key 
motivators that impact retention. 
Volunteer training positively impacts a volunteer’s 
commitment to the nonprofit and its mission 
(Saksida & Shantz, 2014). Additionally, volunteer 
training a) improves volunteer’s emotional and 
mental wellbeing (Tang, Choi, & Morrow-Howell, 
2010); b) improves volunteer engagement and 
satisfaction (Garner & Garner, 2010; Thomas, 
2016); and c) creates a competitive advantage for 
nonprofit organizations by dramatically affecting 
volunteers’ quality of services and minimizing 
costs for nonprofits (Robideau & Vogel, 2014).

Volunteer retention
In recent years, there has been a dearth of 
attention to volunteer retention (Walker, Accadia, 
& Costa, 2016). Lack of success in assigned roles 
leads volunteers to quit their volunteerism, that’s 

why nonprofit organizations need to properly 
train and prepare their volunteers in order to 
keep them (Bynum, 2013). Conversely, nonprofits 
are considered successful if they have high 
volunteer retention (Hager & Brudney, 2004). This 
relationship between retention, volunteer success, 
and organizational success is largely dependent 
on how organizations inspire long-term 
commitment among volunteers (Vecina, 2013). 
Volunteers’ high commitment to an organization 
can be achieved by providing volunteers with 
training materials or an orientation, building 
social contact, and understanding volunteers’ 
motivations (Vecina, 2013).
McBride and Lee (2012) noted that nonprofits 
have higher rates of volunteer retention when 
they offer orientation, training, supervision, and 
professional development opportunities. Training 
programmes for paid staff are critical for volunteer 
development in nonprofit organizations, only 
nineteen per cent of large nonprofits provide 
training for their paid staff to work with volunteers 
or support volunteer needs (Cnaan & Milofsky, 
2010). Paid staff do not have access to continuous 
training, impeding them from building trust and 
retaining volunteers, further affecting volunteers’ 
disengagement with the organization (Cnaan & 
Milofsky, 2010).

Opportunities
Volunteer training and development
Training and mentoring programmes are two 
important aspects of leadership development 
in nonprofits (Guloy, 2015; Santora, Sarros, & 
Esposito, 2010). Training programmes focusing 
on developing leadership among volunteers 
have proven to enhance volunteers’ confidence, 
self-efficacy, and ability to fulfil their roles (Flage, 
Hvidsten, & Vettern, 2012; Jennings, 2009). Thus, 
leadership development programmes improve 
volunteer satisfaction, creating a positive work 
environment (Muyia & Kacirek, 2009). However, 
extensive research on the impacts of a formal 
leadership development programme on 
volunteer retention is lacking. 
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On the other hand, there is plenty of evidence 
on how nonprofit organizations’ engagement 
helps volunteers improve their leadership skills 
and abilities (Weinstein, 2008). By volunteering 
in leadership roles for nonprofit organizations, 
volunteers also become more civically engaged 
(Flage, Hvidsten, & Vettern, 2012). Nonprofits 
can significantly increase volunteers’ motivation, 
engagement, and knowledge of important 
organizational success areas (Caligiuri, Mencin, 
& Jiang, 2013). Thus, organizations that support, 
develop, and recognize their volunteers’ 
leadership skills generate positive consequences 
for themselves and their volunteers and clients 
they serve and ultimately for entire communities 
(Snyder & Omoto, 2008). 

Leadership and volunteer  
leadership development 
The concept of leadership can be defined in many 
ways. According to Ralph Stogdill (1974), Professor 
of Psychology at Ohio State University, “there are 
almost as many definitions of leadership as there 
are persons who have attempted to define the 
concept” (p. 259). Northouse (2007) declared 
that leadership is a process where individuals 
influence a group to understand what needs 
to be done and accomplish shared objectives. 
In recent years, leadership development has 
become a multi-billion-dollar industry. Many 
for-profit companies have invested in assessment 
tools, coaches, training, mentoring programmes, 
and action learning to improve high-potential 
individuals and have more effective leaders 
(McNamara et al., 2014).
Within the context of volunteer-based 
organizations, leadership ability has been 
identified as the knowledge and skills that are 
both helpful for impacting others and subject 
to enhancement over developmental activities 
(Gray, 2005). Lockett and Boyd (2012) noted 
that “building leadership skills in volunteers 
and having volunteers demonstrate leadership 
ability is a component of all major volunteer 
administration models” (p. 234). Several studies 

revealed that training leadership skills are critical 
for successful volunteer-based organizations 
(Lockett & Boleman, 2008; Lockett & Boyd, 2012).
Lockett and Boyd (2012) examined the process 
that people go through to obtain leadership 
attributes. They labelled the process of these 
skills as “leadership identity,” which is a “person’s 
leadership capacity or tendency to lead others 
over time” (p. 235). Morrow-Howell (2007) noted 
that volunteer programmes improve individuals’ 
leadership skills. Lockett and Boyd (2012) defined 
how leadership identity develops and changes 
over time and how that identity influences other 
people. They noted three primary categories 
of development that contribute to developing 
a person’s leadership identity. These categories 
include “Developing Self, Developmental 
Influences, and Group Influences” (p. 235). Lockett 
and Boyd’s (2012) study also explained that 
volunteer leadership programmes could improve 
individual leadership capacity in volunteers within 
the context of all three categories of developing 
self, developmental influences, and group 
influences. Some studies compared different 
leadership styles and found servant leadership 
is the best predictor of volunteers’ satisfaction, 
and intentions to stay (Schneider, & George, 
2011; Smith, Montagno, & Kuzmenko, 2004), as 
it can create a positive atmosphere between the 
workforce and their organization (Dooley et al., 
2020).
Snapp (2008) studied the seven leadership 
competencies noted by Northouse (2007) 
that theoretically should benefit volunteers in 
nonprofit organizations: “identifying problems, 
gathering information, solving problems in new 
ways, communicating effectively, understanding 
others’ roles in the organization, understanding 
others’ attitudes, and adapting behaviour” (p. 
39). Although Snapp’s (2008) empirical study 
showed that over eighty per cent of nonprofit 
organizations expected their volunteers to have 
all seven leadership skills, none of the nonprofits 
had a leadership development programme for 
their volunteers.
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Oyakawa (2015) illustrated that nonprofits that 
focus on leadership development for volunteers 
are more likely to have high-engagement 
levels than nonprofit organizations that do not. 
Oyakawa (2015) studied several faith-based 
community organizations with a leadership 
development process to empower ordinary 
people to participate in political action. Their 
successful leadership development process had 
three components: “1) one-to-one meetings, 
2) week-long training, and 3) storytelling in 
meetings and public actions” (Oyakawa, 2015, 
p. 401). These techniques could help nonprofits 
improve volunteer commitment and transform 
“ordinary” volunteers into committed activists/
leaders (Oyakawa, 2015).

Meier et al. (2012) noted important leadership 
skills that are essential for volunteers: 
“networking, listening, communication, problem-
solving, collaboration skills, as well as conflict 
management, strategic planning, grant writing 
skills, and personal time management skills” (p. 
2). The study illustrated that developing personal 
time management skills can help volunteers learn 
other leadership skills, increase benefits from 
volunteerism, and improve volunteers’ overall 
satisfaction and effectiveness as community 
development members (Meier et al., 2012). 
Snapp’s (2008) study about volunteer leadership 
training also found that time management skills 
can positively affect how volunteers learn other 
leadership skills. He suggested by providing 
time management training programmes; 
nonprofit organizations can improve volunteer 
satisfaction and engagement. Interestingly, 
Cnaan and Milofsky (2010) stated that in some 
cases, leadership training programmes could 
have negative effects because “We know 
very little about the processes of leadership 
and managerial training that contribute to 
organizational performance” (p. 406). Cnaan and 
Milofsky (2010) described that it is very difficult 
for people to change their personalities after a 
short training course.

Discussion
While volunteer work increased over the years and 
volunteer population reduced, it is essential for 
nonprofit organizations to learn about HRD practices 
(Wilensky & Hansen, 2001). Most scholarly research 
related to volunteers is focused on “motives and 
characteristics of volunteers” (Studer & Schnurbein, 
2013, p. 405) and volunteer management is still one 
of the most underdeveloped and least understood 
areas in volunteer research. Studer and Schnurbein 
(2013) declared only a “few studies have examined 
the efficacy of volunteer management” (p. 410) and 
development practices coming from the human 
resource perspective.
To overcome the volunteer shortage and 
create a more functional management system, 
nonprofits should adopt a culture of diversity to 
give minority members a feeling of equality and 
value in their organizations, instead of only hiring 
token minority members so that the board feels it 
has diversified. Quality of life for black Americans 
is lower, and they need more support from 
nonprofits than the majority white population 
(Musick, Wilson, & Bynum, 2000).

Training and volunteers
Training and professional development are the 
key volunteer management practices (Hager & 
Brudney, 2004). Scholars have suggested that 
preservice and in-service trainings are essential 
to improve volunteer retention (Hager & Brudney, 
2004; McBride, & Lee, 2012). Several studies show 
that limited training and orientation is one of the 
main reasons for a high level of volunteer turnover 
(McCurley & Lynch, 2007; Skoglund, 2006; Walk, 
Zhang & Littlepage, 2019). It is also proven 
that volunteer training can increase volunteer 
commitment (Saksida & Shantz, 2014). However, 
why some organizations are not investing in 
training and developing volunteers remains a 
matter of conjecture.
Before volunteers start working in any nonprofit 
organization, they need to participate in 
volunteer orientation and training programmes 
(McBride, & Lee, 2012). Schneider et al. (2007) 
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proposed that a volunteer training programme 
should educate individuals on what it means to 
be a volunteer, describe the benefits of being a 
volunteer, address the value of staff support, and 
encourage volunteers to remain engaged. The 
U.S. Department of Health and Human Services 
(2005) provide some recommendations on 
how to train volunteers and that the training 
programmes should be: 
•  Specific to the requirements of the volunteer 

position;
• Geared to the skill level of the volunteer;
• Ongoing;
•  Specific to the needs identified by both the 

volunteer and supervisor; and
•  Periodically evaluated to determine if it is on 

track. 

In their doctoral dissertation involving “volunteer 
leadership” Guloy (2015) treated “management” 
and “leadership” as equivalent to overcome 
the scarcity of literature within the volunteer 
leadership field. The literature review in this 
research study illustrated the seven leadership 
skills that should be beneficial for the volunteers 
of nonprofit organizations: “identifying problems, 
gathering information, solving problems in new 
ways, communicating effectively, understanding 
others’ roles in the organization, understanding 
others’ attitudes, and adapting behaviour” (Snapp, 
2008, p. 39). Two studies defined these skills’ 
importance (Snapp, 2008; Meier et al., 2012), and 
they both suggested personal time management 
skills for volunteers can improve leadership skills.
Bynum (2013) noted that a leadership skill set 
is part of general skills that can help volunteers 
feel more confident, more committed to their 
organizations. In this study, we found many 
leadership skills such as communicating effectively, 
understanding others’ attitudes (Northouse, 
2007), personal time management (Snapp, 2008), 
listening and networking skills (Meier et al., 2012) 
is not only beneficial for volunteers but also can 
increase the level of self-satisfaction and self-
confidence in any individual. Having leadership 

development programmes for volunteers can 
keep them interested and committed to nonprofit 
organizations. Volunteers will benefit personally 
and professionally from a purposeful effort by 
improving their leadership skills. 
Our research concludes that there is a lack 
of studies related to volunteer leadership 
development, volunteer leadership training, or 
employee leadership development in nonprofits. 
We believe leadership skills are not only for leaders 
anymore. While our life is changing in modern 
society, networked technologies and the virtual 
world have broken down hierarchies. Leaders are 
not the only decision-makers in organizations. 
They recognize the value of creativity and 
innovation in organizations; therefore, the flat 
organizational structure leadership has become 
broadly distributed in most organizations, and 
sometimes even basic level employees need to 
make decisions.

Implications for HRD research
Although access to training and lifelong 
learning is essential to personal development 
and community strength, international studies 
prove that organizations, in general, pay less 
attention to train and develop their volunteers. 
For example, the Australian study found that 59 
per cent of volunteer-involving organizations 
did not have a manager or coordinator for their 
volunteer programme. Of those that did, only 50 
per cent had provided any training programme 
(McCurley & Lynch, 2007). 
Bynum (2013) noted that volunteer training 
should teach volunteers job-specific skills, 
social/organizational skills, and general skills to 
succeed and take full advantage of the volunteer 
opportunity. Specific skills require teaching a 
volunteer how to do their job effectively. These 
are technical elements of what it takes to be 
successful in a given volunteer position. Social/
organizational skills require social expectations 
that a volunteer must know to succeed in the 
organization. Bynum identified that general 
skills such as leadership training are also highly 



35ANNUAL HR MAGAZINE | DECEMBER 2022

ASSOCIATION OF HUMAN RESOURCE PROFESSIONALS OF MAURITIUS

essential to retain volunteers. General skills may 
not be directly related to the volunteer’s day-to-
day job but contribute to a volunteer’s overall 
development and improve performance (Bynum, 
2013).
Schneider, Altpeter, and Whitelaw (2007) observed 
that volunteers should also understand the 
importance of evaluation and “recordkeeping.” 
They also noted that skill-building topics in 
communication should be included in volunteer 
training. Evaluation and communication skills 
must also be part of leadership skills (Hackman & 
Johnson, 2013). Schneider, Altpeter, and Whitelaw 
(2007) noted that volunteers who perform 
administrative duties should receive training in 
how to perform these duties, as well as evaluation 
practices. For direct service activities, volunteers 
should also receive an overview of programmes 
to be a participant. This provides background 
knowledge, so volunteers understand how 
to interact with clients (Schneider, Altpeter & 
Whitelaw, 2007). Volunteer training also allows 
volunteers to meet the staff who may support 
them during their time with an organization.
Thomas (2016) illustrated that to help all volunteers 
feel strongly committed to the organization, 
nonprofits can create leadership roles and allow 
volunteers with strong leadership capabilities 
to manage others. Another study found that 
volunteer organizations should invest in training 
by performing orientation programmes to help 
volunteers’ timely adjustment into their role. 
In addition, organizations should implement 
specific training programmes for the volunteer 
role throughout his/her tenure (Saksida & Shantz, 
2014).
The scholarly works that we reviewed in this 
paper have provided a foundation for future 
research and can build significant implications 
for HRD research. We believe HRD has meaningful 
implications as a field of study and practice to 
make an individual’s personal and professional 
life better and ethically support organizational 
changes to optimize performance. The field of 
HRD will grow from further advancement of 

ideas related to human development studies by 
focusing on for-profit organizations and caring to 
grow nonprofits and their volunteers, who are one 
of the most valuable resources for the betterment 
of communities and nations. Identifying how 
different HRD practices can help nonprofits 
have more capable, trained volunteers would 
greatly add to the current knowledge body. It is 
also helpful to develop a deeper, wider research 
base by conducting qualitative and quantitative 
studies in various volunteer-based organizations 
(e.g., art, culture, health, animal, environment, 
educational nonprofits, and international NGOs).
This research looked at leadership development 
programmes related to volunteers and paid 
employees ingrow nonprofits and their volunteers, 
who are one of the most valuable resources for 
the betterment of communities and nations. 
Identifying how different HRD practices can help 
nonprofits have more capable, trained volunteers 
would greatly add to the current knowledge 
body. It is also helpful to develop a deeper, 
wider research base by conducting qualitative 
and quantitative studies in various volunteer-
based organizations (e.g., art, culture, health, 
animal, environment, educational nonprofits, and 
international NGOs).
This research looked at leadership development 
programmes related to volunteers and 
paid employees in nonprofit organizations. 
Participating in a leadership role can help in the 
professional development that volunteer-based 
organizations offer to individuals willing to donate 
their time and talent. Future research could 
look deeper at the topic and explore different 
leadership training programmes and their 
impacts on volunteers’ learning experience and 
their performance to identify the most effective 
training programmes. Future studies also can 
go further and define how HRD professionals 
might design different leadership practices by 
considering volunteers’ characteristics, beliefs, 
and values (based on the nature of nonprofits 
where they volunteer, e.g., animal or art charities) 
or considering different nonprofits’ organizational 
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climate dimensions that can be used as proxies 
for volunteers’ values. 
Studies can also look at nonprofits’ organizational 
culture and their culture change over time to 
develop innovative ideas for creative volunteer 
development programmes. As volunteer workers’ 
motives are not financial and humanistic values are 
the main underlying reasons for volunteering, HRD 
practitioners need to be more creative in designing 
volunteer training programmes. There will be a 
high demand for more creative interventions, 
and HRD practitioners play a significant role. HRD 
practitioners need to become more effective in 
maximizing their contributions to nonprofits’ 
effectiveness through relevant, effective evidence-
based leadership training, volunteer leadership 
development, and organizational development.

Conclusion
Most scholarly research focused on volunteer 
motives and characteristics to join a nonprofit 
organization. However, there is a dearth of 
literature on utilizing the volunteer motives 
and characteristics to manage them effectively. 
Volunteer management is still one of the most 
underdeveloped, least understood areas in 
volunteer research, especially from a human 
resource development perspective. When half 
of the global population struggles in poverty, 
volunteers for social services are a dire necessity; 
it is clear that the governmental and private 
sector resources are not enough to fill in the gap. 
When there is a shortage of volunteers to deliver 
social services, we have a significant problem. 
This is where quality professional development 
training comes into play. There is currently a 
chain effect, as lack of training makes volunteers 
feel incompetent, leading to frustration with the 
work and causing them to leave. We can halt 
this spiralling effect: HRD can intervene with 
designing professional development training — 
emphasizing leadership — that has a long-lasting 
impact. With proper training, volunteers can have 
the necessary knowledge and skills to further the 
organization’s mission. Not only will volunteers 

develop the skill set for the job, but they can also 
receive future rewards for great performances and 
experience a social affiliation. These are keys for 
retaining volunteers and leadership development. 
Also, the improvement of volunteers’ professional 
skills increases their motivation, thereby increasing 
engagement, leading to organizational success. A 
committed volunteer intends to stay long-term 
with the organization, which benefits the group 
receiving services from the organization, as trained, 
dedicated volunteers deliver quality services. 
Volunteer programmes already improve an 
individual’s leadership skills, so imagine how far 
the volunteer can go with the right leadership 
training. Training programmes designed to 
develop leadership skills among volunteers will 
pay great dividends in the long-term as volunteer-
based organizations seek to grow and prosper 
with time. The critical shortage of volunteers 
cannot be ignored, and effective training that 
encourages volunteerism reduces turnover and 
creates advocates for the organization is crucial 
to develop current and future generations of 
volunteer-leaders.

*Printed with the kind permission of World Federation 
of People Management Association (WFPMA)
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By Ed Lowther
The Boreout epidemic

SINCE the start of the pandemic, much 
has been written about the challenges 
of burnout. This is due to workers across 

industries experiencing chronic workplace stress, 
in large part as a result of the blurring of lines 
between work and personal life. As workers are 
increasingly returning to the office, however, 
many are experiencing another work-related 
condition that often displays similar symptoms: 
‘boreout’.

What is boreout?
Boreout is an increasingly common psychological 
disorder. It was first highlighted by Swiss 
management consultants Peter Werder and 
Philippe Rothlin in their 2007 book Boreout! 
Over-coming Workplace Demotivation. At the 
heart of the disorder is boredom, which is no 
new workplace phenomenon. In fact, boredom 
is often credited with motivating extraordinary 
technological advances, from the introduction 
of agriculture during the Neolithic Revolution to 
artificial intelligence today.

Many artists, writers and cultural innovators cite a 
moment of boredom as the trigger for the mind 
wandering that led to their idea, subsequently 
brought to life and which we now enjoy.
Boredom is not in itself creative, but according 
to clinical psychologist John Eastwood, it’s what 
boredom leads to that’s important.

In a sense, there is nothing to fear from boredom, 
unless it is combined with other negative 
workplace components, such as a lack of challenge 
and a lack of professional interest. Under these 
conditions, under-stimulation creates a negative 
state of psychological and physiological suffering, 
and boreout begins to take hold.

Symptoms of boreout
When considering the burnout aspect to 
boreout,its here that the condition differs 
from being a moment of opportunity to being 
a serious psychological concern. Common 
psychological symptoms of both burnout and 
boreout include anxiety, irritability, obsessive 
compulsive disorder, unexpected outbursts of 
aggression and anger, and social withdrawal. 
Physical symptoms include headaches, insomnia 
and the frequent occurrence of health conditions 
such as colds or musculoskeletal complaints. If 
these symptoms are manifested over a long 
period of time, they can lead to serious mental 
illness and breakdown.

The World Health Organization officially 
categorises burnout by ‘three dimensions’: 
feelings of energy depletion or exhaustion; 
increased mental distance from one’s job, or 
feelings of negativism or cynicism related to one’s 
job; and reduced professional efficacy. These 
are the signs to look out for in yourself and in 
colleagues. For managers, in particular, persistent 
low performance, absence from work, irritability 
and forgetfulness are important indicators of 

A lack of challenge at work can cause  psychological and physiological 
suffering- here’s what leaders should know
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burnout. Nevertheless, it can be difficult to 
identify the cause of issues within your team 
when burnout and boreout symptoms are so 
similar to each other.

Boredom at work
Research into boreout in 2019 identified it as a state 
where an individual’s time is not free to be bored, 
but filled with tasks that lack challenge or interest. 
It’s where they feel under-stretched and there’s a 
negative mismatch between their capabilities and 
what they’ve been asked to do. Tasks are completed 
with a lack of commitment due to them feeling 
dissociated from their work and employer. The 
individual’s boredom manifests itself in them ibeing 
in a state where they have no urge or ability to do 
anything about the situation. At its most severe, the 
energy reserves of individuals become so depleted 
they reach the point of being unable to work at all.

The increasing sense of boredom in the work-
place has undoubtedly been exacerbated by 
the pandemic and it is now being sustained as 
businesses adapt to a hybrid working model. 
Many large UK employers have no plans to return 
all staff to the office full-time in the near future, 
and many smaller companies are following their 
example. As a result, executives and managers, 
particularly within service-based industries, are 
leading a significant cohort of workers whom 
they don’t see face-to-face for large proportions 
of the working week.

This has created an acute problem, since the 
opportunity for spotting boreout has dissipated. For 
some managers, it can be difficult to know whether 
the tasks set, and time allowed, has caused burnout 
(too much work, not enough time) or boreout (too 
much time and not enough of a challenge).

Help with boreout
You can provide support for people suffering 
from boreout by finding ways to enhance their 
performance [See ‘Six ways to prevent boreout in 
your team’]. But if you’re still really concerned 
after that, seek professional help.

Companies have become increasingly aware 
of the importance of showing genuine care 
for the welfare of their staff. They have begun 
to implement new and more supportive 
policies around leave, sabbaticals and access to 
independent cognitive health professionals. In 
the case of boreout, the first step may be to make 
the employee aware that you have observed 
their psychological leth-argy so you can openly 
encourage them to take actions around their 
own wellbeing at work.

Understand that employees with boreout are in 
a moment of crisis — a crisis that relates to their 
personal growth, and their sense of meaning and 
purpose. Sometimes, motivating them can be a 
simple case of reconnecting them to their purpose 
and the possibility of growth, which can be achieved 
within the company. To sustain them, balance 
what’s meaningful with what’s manageable.

Don’t allow them to suffer - this is not a ‘chin up 
and get on with it’ moment. Not only are the 
symptoms of boreout similar to burnout, both 
are equally debilitating conditions. Recognise 
that while the causes of the conditions might 
differ, anyone with either burnout or boreout 
needs help. Often, with a little professional 
support, your colleague will re-engage and you'll 
see the level of performance that was the reason 
you hired them in the first place.
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1. Use insightful performance management 
You may set your team goals around hitting 
targets, but is there space for personal growth 
within these achievements? And what is at the 
root of their poor performance?

2. Offer open Feedback
Make time for personal recognition and, critically, 
give them time to raise concerns.

3. Encourage time off
Check team members are taking breaks with 
regularity; be strict about not permitting them 
to be disturbed. Time away is important to reset.

4. Build trust
Allow space and psychological security for 
team members to talk openly - build a culture 
of accepting authenticity and vulnerability.

5. Support growth mindsets 
Check your team are still learning - perhaps 
the development budget has shrunk, but that 
doesn’t prohibit regular learning (informally or 
through peer groups).

6. Look out for micromanagement
Does the team know and understand the vision of the 
company and their role within it? Can they see their 
contribution and do they have the autonomy to shape 
their work to the benefit of the team and the company?

Ed Lowther is head of Soke Performance, the specialised 
offering for business from mental health and wellnessclinic 
The Soke. See www.thesoke.uk

*Printed with the kind permission of Edge,  
the official journal of the UK Institute of 

Leadership & Management

SIX WAYS TO PREVENT BOREOUT IN YOUR TEAM
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By Belinda Board
Seven pillars of positive resilience

THE global health pandemic has tested 
the resolve of almost every human on this 
planet and has cast a light on our ability 

to cope with adversity without breaking. Many 
people who have faced personal and professional 
battles over this time have been inspired by 
stories of individual and collective ‘grit’. Indeed, 
these stories of bending and adapting, but never 
breaking, provide solace that whatever life throws 
at us, we can cope. 

So what lessons can be learned from those who 
braved unlikely odds and - through dogged 
determination and courage – survived to tell the 
tale? Sadly, very little if the moral of the story is 
simple to ‘dig deeper’. 

The truth of the matter is that inspirational stories 
of resilience alone – with little or no guidance on 
how to cope in difficult situations without being 
overwhelmed – are unhelpful. Simply knuckling 
down and ‘trying harder’ is not a sustainable 
remedy for surviving in an increasingly volatile, 
unpredictable, complex and ambiguous (VUGA) 
world. What’s more, merely surviving is not 
enough. Mental health statistics make sober 
reading for even the most positive policy-maker.

On the bright side
The narrative is not all doom and gloom, however. 
Over the last decade, psychologists at my 
organisation, Peoplewise, have been researching 
resilience. In particular, we’ve focused on the 
difference between individuals who are negatively 
impacted by adversity, challenge and stress, and 
those who actually reset and grow from it.

Empirical evidence shows that some people grow, 
develop and thrive when faced with adversity. 

We describe this as ‘bouncing forward’ and have 
coined the term ‘positive resilience’ to represent 
this phenomenon. We define positive resilience 
as “the science and practice of developing 
mastery over our ability to not just cope with 
disruption and challenges, but thrive and reach 
our full potential for happiness and success”.

What is positive resilience?
Our research and studies across hundreds of 
organisations in both the private and the public 
sector globally have identified seven pillars that 
underpin positive resilience.

These pillars are: purposefulness, perspective, 
control, connectedness, growth, coping and 
wellbeing. They form the bedrock of positive 
resilience and differentiate those individuals 
among us with the ability to absorb the shock 
waves of disruption and challenge, and thrive 
more effectively than most. Positively resilient 
people aren’t superhuman. Nor do they conform 
to a mythical ‘faultless leader’ persona. Adversity, 
challenge and stress plague us all to varying 
degrees, and at various points in our lives.

How can we more effectively manage the impact of adversity,  
challenge and stress?
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So, what’s the reason for the difference in terms of 
how severely adversity, challenge and stress impact 
on individuals? The answer lies in daily habits. 
The good news is that positive resilience is easily 
obtainable when we are intentional. Each pillar of 
positive resilience is constructed by practising and 
mastering straightforward actions.

Building positive resilience
While selling the benefits of positive resilience 
is easy, resetting behaviour patterns is harder. 
Much harder. But through small and practical 
actions that target each of the seven pillars, 
anyone can build their mastery over the twists 
and turns that life throws at-us, no matter how 
challenging theymay seem.

1. Purposefulness
Characteristics A strong vision for the future 
and a commitment to meeting goals; able to 
maintain the determination, tenacity and self-
belief to achieve those goals; has the self-belief 
and passion to strive for more.

Action Create meaningful and challenging 
goals for yourself, in both your personal and 
professional lives.

Benefits Sustained effort; meaning for yourself 
and others; higher self-belief.

2. Perspective
Characteristics Maintains a positive outlook; 
able to pinpoint the causes of setbacks; deploys 
resources on the things that can be controlled.

Action When facing problems, don’t default to 
your usual way of thinking without weighing up 
alternatives and even making a plan.

Benefits Quicker recovery from setbacks; more 
focus on things under your control.

3. Control
Characteristics Able to stay calm and focused 

under pressure; manages impulses and emotions 
in the moment; recovers quickly from setbacks.

Action Stop and take a breath when something 
elicits negative emotions. The time you buy will 
help you regain your equilibrium so you’re able 
to respond rather than react.

Benefits Staying calm under pressure; rational 
thinking; optimised performance.

4. Connectedness
Characteristics Builds and maintains positive 
relationships; finds belonging and identity 
through different roles (e.g. mother, colleague, 
volunteer, etc); gives and receives support.

Action Diversify your social groups to enrich the 
support you give and receive.

Benefits A richer sense of belonging and identity; 
give and receive more meaningful support.

5. Growth
Characteristics Positively engaged and 
challenged by their work; confident in their 
ability to cope and push outside of their comfort 
zone; performs at their best most of the time.

Action See challenges as opportunities to learn 
from. Reflect upon the situation, then test out your 
reflections by putting your learning into practice.

Benefits Superior ability to grow from mistakes; the 
ability to see opportunity when the going gets tough.

6. Coping
Characteristics Excited by challenge and 
adversity, seeing them as chances to learn; 
reflects and learns from experiences; adapts 
based on past experiences.

Action Reach out to others for support, even if 
it means swallowing your pride.
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Benefits Ability to use stress as energy to rise to 
challenges; added motivation to connect with others.

7. Wellbeing
Characteristics Engages in daily habits to 
maintain their physical and mental health and 
wellbeing; uses effective strategies to cope with 
pressure and uncertainty; maintains a satisfying 
work-life balance.

Action Think about how you typically respond 
to stressful situations. Use a journal to identify 
the triggers of certain behaviours and what 
those behaviours are. Applying your increased 
awareness, and begin to differentiate between 
unhelpful and helpful responses with a view to 
minimising the former.

Benefits More energy and psychological strength; 
enhanced stress management and ability to cope.

In today’s VUCA world, nobody can predict the 
future. Nevertheless, the seven pillars of positive 
resilience offer a gold-standard framework for 
individuals to develop mastery over life’s trials and 
tribulations, and support leaders to create healthy, 
thriving and high-performance workplaces. 

Dr Belinda Board is chief executive and chief psychologist 
at Peoplewise, an international talent management and 
business psychology consultancy. See peoplewise.co.uk/
solutions|positive-resilience-wellbeing

*Printed with the kind permission of Edge,  
the official journal of the UK Institute of 

Leadership & Management
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By Simone Fenton Jarvis

People first

TODAY, organisations are facing constant 
and mounting pressure in relation to the 
types of work arrangements and physical 

workplaces they offer. Traditional ways of work 
are being challenged as employees’ expectations 
shift in line with the technologically advancing 
world, with the pace of change being further 
accelerated by Covid-19.
Our biggest, yet most untapped, asset in the 
2ist-century workplace is simply our ability to 
be human. Our workplaces are populated by a 
diverse set of people who bring experiences, 
skills, passions, flaws and baggage together for 
a common purpose. For that reason, they need 
to have humanness.

Unfortunately, however, too many organisations 
still treat their people like cogs in a machine, 
using them to drive the bottom line, and focusing 
on financial success at the cost of their welfare. 
People don’t want to be managed, controlled 
and worn down. Today’s world is an employee’s 
world; talent will leave an organisation where 
it is not thriving.

What people want from work
If organisations and leaders resist change, or 
show a lack of trust in new ways of working, 
they risk plum-meting employee experience 
and employee net promoter scores, as well as 
subsequent recruitment and retention issues. 
High turnover is costly and destabilising, since 
it affects psychological safety and innovation. 
Speed and agility are lost as teams struggle to 
gel. Meanwhile, morale plummets as employees 
step in to cover for knowledge-loss gaps.

At work, people need to have purpose, to feel 
empowered and to have inspirational leaders to 
follow. They want leaders who show empathy, 

humility and respect, leaders who practise 
gratitude, and leaders who are brave enough to 
have tough conversations. They also want leaders 
who are optimistic about the future, and engage 
their team in the vision and the part they play.
A workplace led by inspirational leaders and 
underpinned by the strong values associated 
with human-centricity has: 
- Integrity to do the right thing for the right reasons.
- Curiosity to ask why.
- Creativity to know how to solve the challenges.

Human-centricity is fuelled by social connect-
edness, belonging and purpose. When we enable 
our people to show up physically, psychologically, 
emotionally and spiritually, we enable them to 
bring to their workplace their minds and the 
qualities that make them unique. Businesses 
need diverse thinking to thrive in today’s world. 
People want to work for companies that value, 
trust, empower and reward their people fairly.

When, where, how and why
A human-centric workplace is not a perfect 
work-place. These do not exist. But the difference 
between a human-centric workplace and a toxic 
workplace is that, within the human-centric work 
place, bad behaviours are not accepted, they do not 
blend in. Instead, they are called out and stopped 
before becoming the norm or the expected.

Human-centricity will underpin the future world of work. This is why...
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After the last few years, few would make the 
argument against work not being somewhere we 
go, but something we do and the ‘why’ we do it. 
When and how we work is up for grabs, but where 
people work is sometimes outside of leaders’ control. 
Technology enables the physical workplace — once 
relied upon for 9-5pm, Monday to Friday — to be a 
choice, blurring the boundaries between work and 
home. Our ‘why’ keeps us focused and makes us dig 
deep during tough times, connecting us with other 
people in a shared vision, and enhancing creativity 
and motivation so we reach organisational goals.

The end of the office?
Despite the popular rhetoric about the end of the 
office, the physical workplace remains an important 
space for everybody. It should be used to drive 
connectedness, collaboration and belonging.

The physical workplace can enable, underpin and 
drive workplace culture. This is about the deep and 
meaningful ambition of bringing people together, not 
free breakfasts and table tennis. I believe the office is 
just getting started and that, over the coming years, 
we will truly start to appreciate and understand the 
purpose of having a physical workplace, at least for 
some of our working week, not all of it. Also, for as long 
as our roles, culture, space, technology and processes 
allow. To attract people to the physical workplace:

- The ‘why’ must be clear.

- The hygiene factors (such as salaries, policies 
and work conditions) must be catered for.

- Workplace design must be data-led and evolving, 
incorporate rest and refreshment, and enable 
communication, collaboration, contemplation, 
concentration, creativity and curiosity.

- Technology needs to be equal to, or better than, 
what is at home ~ a value-add, not a gimmick. It 
should simplify and/or automate, leaving people 
to focus on more human-centric tasks.
- Other people must be there, too!

A workplace where people thrive is a work-place 
people want to go to. It is physical, virtual or a 
mix of both. Hybrid working has been the talk 
of the town but it’s time to drop the labels and 
focus on enabling flexible working practices and 
policies, developing agile mindsets, making use 
of smart technology, and creating design-led and 
activity-based work environments.

The human-centric workplace has many ingre- 
dients. It takes skill, a team effort, lots of practice 
and the mindset that you will never be done. When 
we bring humanness to the workplace, and enable 
others to bring theirs, we co-create an environ-ment 
where people are enabled to thrive. When our people 
thrive, communities thrive, as does our planet. The 
human-centric workplace is about highlighting that 
we can, and must, do better. 

Simone Fenton-Jarvis has 15 years’ experience in 
workplace and facilities management. She is a workplace 
consultancy director, speaker, blogger and author of ‘The 
Human-Centric Workplace’.

*Printed with the kind permission of Edge,  
the official journal of the UK Institute of 

Leadership & Management
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MAHRP’S WORKSHOP ON A PRACTICAL GUIDE 
TO WORKERS’ RIGHTS ACT - 2ND PART
6th April 2022, Honoris Educational Network (Ex YKBS), Belle-Terre Road, Highlands 
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By Dr Alan Watkins

It starts with the heart

IN the eternal quest for better results, the 
first thing leaders usually try to change is 
behaviour - the behaviour of their team, or the 

organisation, or occasionally their own. But even 
if they manage to change behaviour, the results 
are often short-lived. This is because whether 
people do or don’t do anything is determined 
by something deep inside us that we can’t see, 
and that is our physiology. The path to better 
results doesn’t start with a new habit or the latest 
management approach, it starts with our biology 
and, more specifically, our heart.

Behaviour isn’t random. It’s driven by what 
we think, and our thinking is determined by 
how we feel. How we feel is determined by our 
awareness of stereotypical energetic patterns 
in our body.

This energy-in-motion is happening every 
single second of every single day. And what 
determines our ‘e-motions’ is our physiology.

The body as an orchestra
Think of the body as an orchestra. Each bodily 
system is a section of that orchestra. The guts 
would be the wind section, the heart could 
be the string section and so on. Within each 
orchestral section there are different players, like 
the violin, viola, cello and double base. These 
are the equivalent of the different physiological 
signals our body generates - the electrical, 
electromagnetic, chemical, pressure and heat 
waves that make up our physiology.

The body is always playing a tune - that’s our 
e-motion. A feeling is the awareness in our mind 

What is the impact of physiology on results?
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of what tune our body is playing. The tune our 
body plays (our physiology and emotion) alters 
our thinking, whether we are aware of that tune 
(feeling it) or not. So ultimately our physiology 
determines what we do, our behaviour. If we 
want to change behaviour in a sustainable way, 
we have to learn to control our physiology.

In the orchestra of the human body some signals 
are more important than others. It turns out that 
the ‘lead violin’ is the electrical signal generated 
by our heart. This can be measured scientifically, 
and it’s called heart rate variability or HRV.

What is heart rate variability?
Most of us are aware that our heart rate speeds 
up when we exercise or get excited, and slows 
down when we relax. But most of us are unaware 
that our heart rate changes with every single 
beat. This is because the distance between 
one beat and the next is constantly changing. 
This is HRV and has been of interest to medical 
scientists since the 1960s, when it was used to 
monitor foetal stress during child-birth. Since 
then, the interest in HRV has exploded. There 
are now more than 19,000 published scientific 
papers exploring the various aspects of HRV.

Why HRV is important
1. Health HRV can predict a leader’s risk of 
major illness and death, as well their ability to 
recuperate. Not only is this information crucial 
for someone trying to manage their wellbeing, 
it also informs an organisation’s succession and 
talent management. The amount of HRV can also 
reveal our biological age, which may be different 
from our chronological age. Without conscious 
intervention, our HRV declines by approximately 
3% per year from our teens onwards, so a thorough 
HRV assessment can tell how old we are to within 
about one year. A leader with poorly managed 
physiology could find themselves ageing faster 
than their years. Conversely, leaders who manage 
their physiology well can retain the energy they 
had ten years before.

2. Energy By measuring HRV, it’s now possible 
to determine how much energy a leader has, as 
well as their level of dynamism. Both qualities 
are crucial to high performance and effective 
leadership. A three-day HRV assessment can 
reveal whether a leader’s main problem is 
motivation or endurance, how much energy 
they have, whether they are wasting energy 
and feel exhausted, or whether they are using 
their energy efficiently. HRV can even show how 
quickly an individual is likely to bounce back 
from a period of stress or exhaustion — one of 
the hallmarks of resilience.

3. Thinking For most people, the idea that 
heart rate variability has some relationship 
with energy levels, health and vitality makes 
intuitive sense. We are, after all, talking about 

HARNESS YOUR PHYSIOLOGY 
FOR BETTER RESULTS
1. Breathe
The quickest and easiest way to 
generate more coherence in your HRV 
is to consciously control your breathing. 
Remember to breathe rhythmically (a fixed 
ratio of in: out breath), smoothly (an even 
flow, in and out), and with a location of 
attention while breathing (ideally the heart).

2. Develop your interoception 
The awareness of your Poorly managed 
body’s signals, such emotions waste as 
your heartbeat, is called interoception, 
and developing this faculty is the first step 
towards mastering your physiology.

3. Get to know your emotion
Poorly managed emotions waste enormous 
energy resources, while emotions in general 
are closely linked to HRV. Developing 
greater emotional awareness, emotional 
literacy and emotional self-regulation can 
therefore be a game changer.
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the heart, the ‘engine room’ of the body. But a 
more surprising finding is that HRV is linked to 
our brain function and our ability to make good 
decisions. Thanks to a 200,000-year-old survival 
response, when we perceive danger, our HRV 
signal becomes chaotic, causing our brains to 
stop working. This is called ‘cortical inhibition’. 
Threat triggers a shutdown of our frontal lobes, 
the part of the brain responsible for higher order 
thinking - effectively a ‘DIY lobotomy’. Today’s 
threats are not wild animals. They have been 
replaced by demanding bosses and agitated 
customers, but the effect is still the same, and 
very often we are not even aware it’s happening.
The good news is we can learn to increase our 
HRV, thereby improving energy levels, health 
and vitality. We can also learn to change the 
pattern of HRV to create coherence and improve 
cognitive function.

Physiology and results
1. Biology is the root of performance — if we want 
better results we need to better manage our physiology.
2. The physical factor that has the biggest 
impact on leadership results is heart rate 
variability coherent HRV delivers better health, 
more energy and higher-quality thinking.
3. HRV can be improved. Through greater 
physical and emotional awareness and 
management, we can achieve greater HRV 
coherence and better results. 

Dr Alan Watkins is co-founder and chief executive of 
leadership consultancy Complete and author of “Coherence: 
The Science of Exceptional Leadership and Performance’

*Printed with the kind permission of Edge,  
the official journal of the UK Institute of 

Leadership & Management
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By Yasuhiro Kishi

A sense of harmony

With a big population exceeding 
125 million and the second-largest 
developed economy in the world, 

Japan has a tradition of business success, 
technological innovation and manufacturing 
excellence. While the country’s status as a 
global economic power-house is comparable 
to the largest western nations, Japan’s business 
and leadership culture is different from its 
counterparts in Europe and the US.

So, let’s explore how Japanese people approach 
their work. Also, how their working practices 
help to foster a sense of harmony, community 
and mutual respect that translates into business 
success.

Togetherness and autonomy
Japanese business leadership emphasises the 
need for all employees to be united in pursuing 
a singular goal for the organisation. In Japan, 
leaders encourage everyone to think together 
about the way things should be, and visualise 
what success will look like. The idea behind this 
is to build a sense of togetherness and common 
purpose.

Once the vision has been agreed, individual 
teams are then given the autonomy to figure out 
how to reach the goals set by the company. This 
approach differs from many western leadership 
styles, where the chief executive decides what to 
do by establishing a clear business process, with 
the subordinates then carrying out orders from 
above. Trusting the direction of the business to 
so many different people might seem risky, but 
having this element of freedom breeds initiative, 
which ultimately leads to success.

It’s also important to note that, over time, 

western working models have been introduced 
into Japan. So, in many cases, companies 
embrace a mixture of both approaches to get 
the best of both worlds.

Reading between the lines
One thing I’ve noticed from living in the UK 
is that people are often uncomfortable when 
conversation stops and there is a period of 
silence, whether in professional or personal 
interactions. In Japan, this is less of an issue, 
largely due to subtle differences in the way we 
communicate with one another.

Japan is very much a ‘read between the lines’ 
society, which aligns closely with the concept 
of ‘Ma’ . Ma refers to the ability to understand 
the significance of empty space, and how the 
silence during a conversation is, in many ways, 
just as important as the talking itself.

In a business sense, this means being able to 
analyse a situation, figure out how to solve a 
particular issue, and then say the right thing, at 
the right time, to move things forward. It means 
thinking less about the short-term need to fill a 
silence, and more about closely observing the 
atmosphere and someone’s social cues, so that 
you can come to a solution that works for both 
parties in a meeting. As an approach, it requires 
knowledge, experience and an understanding 
of human relationships - which Japanese 
businesspeople are aptly able to demonstrate.

Company and community
The concept of community - often referred to 
as ‘Wa’ is integral to Japanese business culture. 
It means prioritising the interests of the team 
over the interests of individuals, with each 
member of staff taking care not to disrupt this 

At the core of Japan’s thriving business culture is respect for the greater good
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harmonious balance. The approach has been 
particularly useful during the pandemic, as 
people have naturally put their own interests 
to one side for the greater good.

In Japan, it is an unspoken rule to be patient in 
work-related interactions, regardless of whether 
you disagree with someone’s approaches or 
ideas. Team leaders emphasise the importance 
of solidarity, and will assign roles to ensure that 
employees in their care will get along well with 
one another. This helps grow a sense of humility 
and unity among team members.

One example of where Japanese-style team- 
work works well is in customer service and quality 
control. The entire team will undergo similar 
training, with each employee encouraged to 
share expertise and what they’ve learned from 
their experiences. Focusing on internal harmony 
ensures customers receive consistently high 
standards of support.

At Kyocera we maintain this sense of harmony 
through something we call ‘compa’. This is a regular 
event, held at our company headquarters, where 
people can exchange their opinions, thoughts 
and issues with the workplace and life in a relaxed 
atmosphere. The event helps to further nurture 

TOP TIPS FOR WESTERN LEADERS 
DOING BUSINESS IN JAPAN
• Exchanging business cards is a must at the 
first meeting.
• It’s not easy to find western leaders who 
can speak Japanese, so learning simple 
greetings and a few other Japanese phrases 
will always go down well.
• Don’t call Japanese business people by 
their first names. Addressing them using 
their surname is the correct way to go.
• In Japan, bowing is the usual greeting 
when meeting someone in a business 
context. If you want to insist on a physical 
greeting, a handshake will suffice.
• When conducting business negotiations, 
be calm, humble and reserved.
• Japanese businesspeople generally wear 
navy blue or grey suits and white shirts, 
which is the preferred style for business 
meetings.
• Japanese executives prize politeness 
and respect above all else. Therefore, it’s 
important that foreigners come across as 
neat and refined.
• Japanese businesses value the credibility 
and reputation of their company highly, so 
always being respectful will go a long way.
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a spirit of openness and respect for one another, 
which in turn leads to a happier, more productive 
work environment.

Conflict and performance 
management
Many Japanese businesses have adopted the 
management by objectives (MBO) system. So, 
in this sense, the approach in Japan isn’t too 
different to what we see in western companies. 
The MBO framework is easy to understand and 
it is easy to evaluate performance: an employee 
will have an appraisal once a year, where the 
previously set goals for the year are compared 
with the actual results, before a decision is made 
on new objectives for the next 12 months.

That said, Japanese organisations have also 
recognised that company hierarchies are less 
rigid than they used to be, so they are adopting 
more flexible performance management systems 
to keep up with this shift. It’s common to see 
managers and supervisors giving frequent, real-
time feed-back and frequent one-to-one sessions, 
backed up by annual meetings where the best-
performing employees receive awards. This 
approach works for many businesses as it enables 
performance management processes to adapt 
quickly to crises such as the Covid-19 pandemic.

Conflict management is an area where Japanese 
businesses have historically been a little weaker, 
given the importance attached to seniority and 
the emphasis on team harmony and saving face. 
In recent years, however, Japanese workers - 
especially the younger generations - have become 
more westernised in their approach to business, 
and are actively adopting a more proactive conflict 
management style where people are encouraged 
to be more open about their problems. This 
way of working is especially prevalent at new 
companies and startups, which pride themselves 
on innovative thinking and a willingness to do 
things differently. Overall though, most traditional 
Japanese companies still tend to drift towards the 

traditional approach of avoiding conflict in order 
to maintain stability and harmony.

Solidarity and rebirth
This emphasis on positivity and solidarity can 
serve any company well during uncertain times. 
For example, at Kyocera, we see the recession 
brought on by the pandemic not just as a 
turbulent time for global businesses, but as an 
opportunity for growth. There will be tough 
times ahead for companies around the world, 
but if leaders and employees foster unity and 
work towards a common purpose, there is every 
chance we can come out the other side and 
move towards a prosperous future.  

Yasuhiro Kishi is head of leasing and financial 
control and a liaison officer at Kyocera. He joined 
Kyocera three years ago because his values align 
with founder Kazuo Inamori’s philosophy.

*Printed with the kind permission of Edge,  
the official journal of the UK Institute of 

Leadership & Management

ABOUT KYOCERA
The Kyocera Group is a multinational 
ceramics and electronics manufacturer. It 
was founded in 1959, with 28 employees, 
by Kazuo Inamori, who remains the 
company’s honorary chairman. The 
company has since grown into a global 
enterprise with around 78,000 staff.
Inamori built the company’s corporate 
philosophy, the Kyocera philosophy, around 
making judgments based on ‘what is right as 
a human being’. Central to this is the concept 
of the ‘human heart’ being more important 
than anything else: the human heart can 
be fragile and uncertain, but once people 
believe in each other, it is infinitely strong 
and trustworthy. In many respects, the 
Kyocera philosophy aligns with the values of 
resilience, respect and harmony that are so 
important to Japanese business culture.
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By Amanda Nimon-Peters

Nine principles of persuasion

THE ability to influence people and decisions 
in the workplace is a highly desirable 
leadership skill sought by managers and 

senior leaders throughout their careers.
For the last few decades, the predominant 
approach to learning influencing skills has 
been based on Robert Cialdini’s research, which 
identified six principles of persuasion, such as 
scarcity (the notion that people are more likely 
to buy an item with limited availability). But in 
the 40 or so years since Cialdini published his 
book, Influence: Science and Practice, the world 
has changed enormously.

Cialdini’s approach to influence is grounded 
in selling. For most professionals in today’s 
business world, influence is less about winning 
a one-time sale, however, and much more 

about building productive relationships. As 
an alternative, I searched for an approach to 
influence that was based on communication, 
collaboration and building (rather than 
borrowing from) one’s social capital. The result is 
a book based on more than 200 peer-reviewed 
journal articles from institutions around the 
world, detailing nine universal principles for 
increasing your influence in the workplace.

What are the nine universal 
principles of persuasion?
The nine principles are organised into three sets 
of three to ensure they are easy to learn and 
remember. Principles one to three are people-
related. Principles four to six are perception-
related and principles seven to nine are 
behaviour-related.

Remember these guidelines to influence outcomes at work
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People-related principles
1. Status Humans everywhere are more heavily 
persuaded by people perceived to be high status. 
Status in the work-place is determined not only 
by formalauthority, but also by context. You can 
increase your contextual status so that your 
argument receives greater attention in a critical 
decision. The key is to make others aware of any 
experience, qualifications or past successes you 
have that are related to the decision at hand. You 
will need some tact to bring this status to people’s 
attention so you are not perceived as bragging. 
But if you can manage it, you will increase your 
status and your influencing power.

2. Social imitation Our choices are heavily 
influenced by those of people around us or like 
us. Numerous studies have shown that when 
people receive information about what others 
have done in the same situation, they modify 
their own preferences in the same direction. The 
effect is stronger, the more the target audience 
identifies with the referent group.
3. Affiliation Our decisions are influenced 
not only by those of people we like, but also 
by people whom we feel are like us. Research 
shows that decision-makers can feel affiliation 
towards someone who graduated from the same 
university, who shares the same opinion, or even 
someone who has the same first name. Creating 
a sense of affiliation between yourself and other 
people can help to tip decisions in your favour 
during an interview or a client meeting, or when 
you are seeking help and resources.

Perception-related principles
4. Value framing Value framing is based on 
the cognitive heuristic whereby we judge the 
value of items in relative rather than absolute 
terms. There are three types of technique you 
can use for value framing: choice of context, use 
of a comparison set and value conversion. To 
give you an example of just one (comparison 
set): you might feel lucky to wait in a queue for 
four hours if the minimum wait was ten hours 

yesterday. But if your friend found a VIP queue 
where the wait was only 30 minutes, you will 
probably curse your bad luck!

5. Effort Humans behave as if they are programmed 
to expend the absolute minimum seconds or calories 
of effort to achieve a given outcome, unless they 
have a good reason to work harder. For example, 
computer scientists can accurately predict the 
movement of pedestrians in confined spaces just by 
identifying the routes from one location to another 
that represent the minimum energy expenditure 
for every person. When you need something from 
someone, drop the amount of effort you require of 
them to the absolute minimum,and you will increase 
your chances of success.

6. Reasoning Studies show that when people 
at work attempt to influence others, the most 
common tactic is rational persuasion: providing 
logical reasons. Those same studies show this 
is not very effective. That is because people are 
far less influenced by logical reasons than by 
positive emotion or the prospect of reward. 
Further, our chances of persuasion decrease, the 
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more logical reasons we give. To use principle 
six, generate an effective reason by identifying 
what would make someone feel – rather than 
think - that your idea is a good choice.

Behaviour-related principles
7. Inertia In many situations, human behaviour 
occurs in a predictable sequence, as if actions were 
being driven by an invisible force, such as inertia. 
Perhaps you have a specific sequence when you 
enter your front door: keys on the rack, drink from 
the fridge, feet on the coffee table, TV on... With 
practice, you can identify the chain of behaviours 
most likely to occur then. Instead of fighting that 
inertia, use the flow to your advantage. Given what 
is most likely to happen, what is your best move?

8. End-goal focus Imagine you are on a 
motorboat attempting to reach a faraway shore 
with a dwindling source of fuel. The more you 
waiver from side to side, a the less likely you are 
to reach your goal. The fuel analogy is relevant 
because people have limited energy with 
which to make decisions. Focus your energy on 
achieving one outcome - not on trying to win 
all arguments at the meeting. As the ancient 
proverb says, “If you try to run after two hares, 
you will catch neither.”

9. Execution Planning and executing that plan 
are not the same thing. The key to applying 
principle nine is to practise the aspects of 
execution and delivery most strongly linked to 
persuasion: an upright posture, familiar words 
and a voice that matches the emotion of the 
message. Practising micro adjustments in your 
execution must be done in advance because it 
is too hard to focus on what you are saying and 
how you are saying it at the same time.

It’s not a competition
When it comes to influence at work, you don’t 
have to be the best influencer there ever was. 
Your goal should be to develop your skill so 
that your success improves relative to what 
it was before you started applying scientific 
approaches, such as these nine principles.

Dr Amanda Nimon-Peters is professor of leadership 
at Hult International Business School. She is author 
of Working with Influence’. If you are an educator, 
professor, or trainer, contact her for free teaching 
material at amanda.nimon.peters@hult.edu

*Printed with the kind permission of Edge,  
the official journal of the UK Institute of 

Leadership & Management
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By Anna Eliatamby

Spot the psychopath

IN your workplace, there may be a few 
individuals with characteristics of psychopathy, 
sociopathy, narcissism, Machiavellianism or 

hubris [See boxout, ‘Know your terms’]. These 
people are problematic and difficult to deal with. 
They glide through recruitment, are charming, 
present as effective, and often get promoted. So, 
how do we understand and identify them and 
address the issues they present?

What makes a psychopath?
It is not clear why people use the behaviours that 
lead to them being classified as a psychopath 
or a person with hubris. Some argue that they 
have traumatic backgrounds; others say that 
it is an interaction between genetics and the 
environment. A person’s history can help us 
understand them, but we should not delve into 
it unless it is our role, or necessary.

Comprehensive formal definitions of most of 
these conditions are available. But we do not 
diagnose most people in business with these 
characteristics unless they commit a criminal 
act or require mental health services.

Therefore, businesses cannot rely on a clinical 
diagnosis to identify, understand or work with 
such individuals. Instead we need to look at their 
behaviours, identify ways of working with the person 
concerned, and address any associated issues.

Behaviours of concern
The mental health conditions under discussion 
here are not discrete - often behaviours overlap. 
And it can be difficult for people with them to 
admit fault and change. They will have a massive, 
elaborate explanation of themselves, which may 
or may not include admitting to the use of toxic 

Strategies for tackling mobbing, bullying and hubris within the workplace
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behaviours. Additionally, they operate outside 
social norms and organisational rules for acceptable 
behaviours. Some are emotionally intelligent, but 
are unconcerned about their impact on others.

Behaviours include being charming and being 
able to convince others. These people are self-
centred, working for personal gain. Some may 
take risks and be impulsive. They are likely to 
be immune to stress, however, and could be 
effective in a crisis.

Significantly, people with psychopathy or any of 
the other conditions can belittle, bully, harass, lie, 
manipulate and use other negative behaviours. 
Psychologists Paul Babiak and Robert Hare! 
estimate that 29% of those deemed to have 
psychopathic qualities bully. Machiavellians are 
also likely to bully.

These individuals create cohorts of colleagues 
who mob others at the behest of the leader. Such 
groups can be powerful and frightening. At worst, 
they will use any means necessary to destroy 
others - for example, looking at emails, spreading 
false rumours and creating false documentation.

Some behaviours focus on the organisation, 
such as stealing, corruption and fraud. If caught, 
the person is likely to deny what they have done, 
even in the face of solid evidence. They may 
show some remorse, but it is an act.

The emotions generated by these actions are 
enormous and have a significant negative 
impact on those who are targeted. Part of our 
interventions must include helping those who 
have been affected.

It is not uncommon for people with these 
behaviours to be referred to as ‘snakes’, ‘monsters’ 
and ‘jerks’. What we need to remember is that 
they are also colleagues who need to be dealt 
with professionally, without resorting to name 
calling. Doing so belittles us all.

When these behaviours are frequent, then it 
is time to act. Make sure you have sufficient 
evidence to address the issues in terms of the 
individual concerned, affected colleagues 
and the organisation. Think of the frequency, 
intensity and impact of the behaviours, and the 
threat to people and thebusiness. Have they have 
committed a crime? Acting requires courage and 
a readiness to do something. Frequently, we do 
nothing unless it is imperative and often when 
it is too late. All actions need to be carried out 
within the organisational framework. It is best 
to identify, with others (including mental health 
professionals), what you need to do. This will give 
you some support, as the process may be taxing.

Set boundaries
You must be clear that the behaviours you are 
witnessing are not acceptable. You can do this by 
talking to the individual about specific instances. 
Have the discussion when they feel comfortable 
and remind them of their positive attributes. Ask 
them for their rationale and to think about the effect 

KNOW YOUR TERMS
- Psychopathy A disorder characterised 
by callousness, detachment and a lack of 
empathy. It can be very difficult to spot.

- Sociopathy Also known as antisocial 
personality disorder. People with this mental 
disorder ignore the wishes, rights and feelings 
of others.

- Narcissism Inflated sense of one’s own 
importance.

- Machiavellianism A personality trait defined 
by manipulativeness and a willingness to gain 
power by whatever means necessary.

- Hubris Excessive pride or self-confidence.

Remember, these behaviours and conditions 
can overlap.

1* - Snakes in Suits: When Psychopaths Go to Work’, P Babiak & R Hare, HarperBus, 2006
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of their actions on others. They may deny, avoid or 
ignore what you say. Be assertive, yet considerate, 
and keep returning to the issue. Ask them to think 
about what else they could do. 

Have discussions with them about setting 
boundaries in relation to their behaviours. How 
can they gain more selfcontrol and better self-
evaluation? Teach them about paying attention 
to the effect they have on others. They may need 
help to think of alternative behaviours. 

Some individuals may benefit from getting  
vprofessional mental health help. A few may make 
genuine efforts to change but, for some, the most 
you should expect is more appropriate behaviour.

If a serious event has taken place, the individual 
with the mental health condition should be 
given access to psychological help. Affected 
colleagues may also need support. If it is a group 
that has mobbed, then the above steps still 

apply. It may be necessary to take extra action 
to prevent retaliation.

Professional standards
To address negative behaviours, you need support 
from the executive team and the board. They 
also need to set standards for professionalism 
within your organisation and to encourage 
collective accountability for negative and positive 
behaviours alongside protection from retaliation.

People bring their own selves, and inevitably 
their issues, into the workplace. Nevertheless, 
we should still expect them to demonstrate 
professionalism and ethical behaviour. 

Anna Eliatamby is a clinical psychologist, workplace 
wellbeing expert and editor of ‘Healthy Leadership 
and Organisations: Beyond The Shadow Side’

*Printed with the kind permission of Edge, the official 
journal of the UK Institute of Leadership & Management
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54th CELEBRATIONS OF THE INDEPENDENCE 
AND THE 30th ANNIVERSARY OF THE REPUBLIC OF MAURITIUS
24th March 2022, Namaste Restaurant, Caudan Waterfront
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By Susan Milligan

HR 2025 : 7 Critical Strategies  
to Prepare for the Future of HR

NOT so long ago, HR managers were like 
high school assistant principals — paper-
pushers who kept the building running and 

tsk-tsked those who broke the rules. Now, these 
managers focus more on people than on paper and, 
like skilled teachers, they help both the strugglers 
and the stars. And in the future? Expect those in HR 
(if it's still called that) to be akin to championship 
coaches, guiding employees throughout their 
careers and becoming more essential than ever to 
business analytics and strategy.The role of the HR 
professional has changed dramatically along with 
the workforce and economy, and that evolution 
will continue as machines and technology replace 
tasks once performed by humans. But that doesn't 
make people — or the HR teams that work with 
them — any less important. Tomorrow's HR leaders 
will need to be bigger, broader thinkers, and they'll 
have to be tech-savvy and nimble enough to deal 
with an increasingly agile and restless workforce."I 
think we're going to see HR positions [develop] in 
such a way that [they] will probably be one of the 
most sought-out professions in the enterprise," 
says Jill Goldstein, global practice lead for talent 
and HR operations at management consulting firm 
Accenture in the Miami area. "I can envision a future 
where HR professionals are no longer thinking that 
their job is to stay on top of current HR trends, but 
to reposition [themselves] to become workforce 
advisors."

Technology is freeing up HR to take on bigger-
picture matters, making the field more exciting, 
more demanding and perhaps more competitive 
as well. "We used to be about compliance, party 
planning and benefits," says Tracie Sponenberg, 

SHRM-SCP, senior vice president of human 
resources at The Granite Group, a wholesale 
plumbing supplies distributor in Concord, N.H. "To 
some extent, there are still some companies that 
see HR as a purely tactical kind of role. But the good 
ones, the smart ones, see HR as a strategic partner."

We’ve Come a Long Way
 HR has greatly evolved since one of the earliest HR 
departments (called "personnel management") 
was created in 1901 in response to a strike at the 
National Cash Register Co. in Dayton, Ohio. It wasn't 
until after World War II that the public embraced the 
idea of a human resources department to handle 
employees. And in the latter half of the 20th century, 
a slew of work-related laws—including the Equal 
Pay Act (1963), the Civil Rights Act (1964), and the 
Family and Medical Leave Act (1993)—made the 
presence of HR specialists even more important.. 
I can envision a future where HR professionals are 
no longer thinking that their job is to stay on top of 
current HR trends, but to reposition [themselves] to 
become workforce advisors.’Jill GoldsteinNowadays, 
the stock of the HR professional is rising, with 
some practitioners being asked to join the C-suite 
instead of just visiting it. Many organizations are 
ditching the title "HR manager" for monikers 
such as chief happiness officer, director of talent-
attraction strategy and even head of optimistic 
people. Future titles are likely to reflect the growing 
focus on technology and analytics in the field, 
says Jonathan Kestenbaum, managing director 
of New York City-based Talent Tech Labs, a talent 
acquisition software company.It's that technology 
that will help HR adjust to a changing workforce 
accustomed to going online to get everything from 

To become a trusted workforce advisor, HR must focus on seven critical 
areas, including business strategy, analytics and, of course, people.
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a date to groceries. HR departments will need to 
make more information and services available to 
workers around the clock — a shift that will also 
free up time to focus more on business strategy and 
employee career paths.
 Even if your job title or your responsibilities have 
yet to change, it's imperative to start adapting to 
the new reality now. You can begin by enhancing 
your skills in seven critical areas that analysts say are 
key to future success in the profession and likely to 
be widely practiced by 2025. They include business 
strategy, analytics and, of course, people.

1. Embrace Technology and Analytics
 Savvy HR departments are already using analytics 
to predict and assess everything from employee 
retention to recruitment strategies to the success 
of wellness programs. For example, chatbots allow 
candidates and employees to have automated, 
personalized conversations with a computer. A 
worker could use a chatbot to find out how many 
sick or vacation days he has remaining or what 
procedures the company's dental plan covers. And 
a job candidate can answer questions, complete 
assessments, and track the status of his or her 
application through a personalized assistant who 
has a name, a face and a pleasant demeanor. Of 
course, all these features are computer-generated.
Millennials, now the largest generation in the 
workplace, are used to getting information right 
away through a computer or smartphone. A wide 
range of employee experiences, then—from 
application to onboarding to checking benefits 
and paid time off—should be available online to 
accommodate the digital customer experience 
younger workers prefer, and HR should be 
managing that effort."Technology is enabling us 
to provide employees with a more consumer type 
of presence at work, with a greater ability to have 
richer digital experiences and find what they need 
24/7," says Larry Nash, U.S. director of recruiting at 
consulting company EY in Pittsburgh.
Freed from such mundane tasks as processing 
payroll, answering benefits questions and 
scheduling interviews, HR will have more time 

for strategic planning. Human resources "can go 
from being a steward of employment to being 
a steward of work," says Ravin Jesuthasan, a 
managing director in the Chicago office at HR 
consultancy Willis Towers Watson. "It may be the 
pathway to what we aspire to be – the trusted 
advisor."

HR Jobs of the Future
As the nature of HR and of work itself changes, 
so will the skills you'll need to do your job. What 
HR jobs could be in your future? Experts offer 
their predictions:

HR data scientist/chief technology officer. 
Data and analytics will increasingly drive the 
job of HR – and this is the person who will head 
the effort.

Employee experience specialist. This HR 
professional will focus on the entire worker 
relationship with the company, from benefits 
to training to career trajectory.

Head of talent-acquisition technology selection. 
New talent acquisition platforms are emerging and 
evolving. This specialist will comb through them to 
find those most appropriate for the organization.

Head of candidate experience. The hiring 
process should provide job candidates with 
all the speed, convenience and efficiency of 
the best online consumer experiences. This 
person will oversee that effort, ensuring that 
applications do not simply go into a "black box."

Performance coach. This HR specialist will help 
maximize the individual contributions of both 
management and nonmanagement staff.

Organizational psychologist. While not 
technically an HR position, organizational or 
industrial psychologists use the principles 
of psychology to develop a more holistic 
approach to HR, marketing and sales.
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2. Understand How  
the Company Succeeds
 It's not enough to be conversant in the language 
of HR. Human resource professionals need to know 
and contribute to the vision, mission and financial 
success of the business – otherwise, they won't be 
taken seriously by the C-suite. And on a practical 
level, they won't be able to execute effective 
workforce planning or attract, hire and train the 
right talent, experts say."I see HR lacking, literally, 
core competency in the businesses they manage 
every day," says Amelia Ransom, senior director of 
engagement and diversity at Seattle-based Avalera, 
a tax software business. Beyond knowing the 
company's stock price and how to read a profit and 
loss statement, HR leaders need to understand the 
strategic direction of the business and the economic 
and social environment in which the company 
operates. They need to anticipate and prepare for 
changes in work and the workforce. Only then can 
HR leaders effectively manage human capital and 
align HR initiatives with the organization's goals."HR 
professionals need to understand something about 
how business and companies work. What does 
the CEO worry about? What does the CFO worry 
about?" says Janine Walter, chief talent officer at 
Epic Holdings, a financial firm in the New York City 
area. As HR moves into the C-suite, it needs to start 
acting like part of the executive team.

3. Stay Focused on People
 Embracing technology doesn't mean taking 
humans out of the equation. In fact, HR managers 
in 2025 will have more time to focus on individuals, 
enhancing both recruitment and retention. At 
Cisco, executive vice president Fran Katsoudas' 
title changed from HR officer to chief people officer. 
She sees that as a sign that her job is morphing 
from mitigating risk and ensuring compliance to 
executing business strategies. .Today, technology 
is bringing a level of intelligence to HR that really 
thrusts HR into a compelling consultancy role.’Fran 
Katsoudas"Today, technology is bringing a level 
of intelligence to HR that really thrusts HR into a 
compelling consultancy role," she says, noting that's 

how the HR team at Cisco now functions. The team 
is also more focused on coaching and management 
issues.Additionally, top HR professionals of 
tomorrow could become what Goldstein calls 
"talent brokers" and coaches who help to guide 
the individual careers of everyone at the office, 
says Sponenberg, who is a member of the Society 
for Human Resource Management's HR Disciplines 
Special Expertise Panel.

With competition fierce for good talent, successful 
HR managers need to give top workers a reason 
to come to work for them. "If you're not in a global 
business now, you're going to be competing with 
global businesses for the very best employees," says 
Judy Collister, executive vice president and human 

HR Roles Are Already Evolving
Some new HR roles focus on creating a 
powerful employee experience that mirrors the 
customer experience, says workplace futurist 
Jeanne Meister. Examples of those roles and 
the people filling them include:

Melissa Werneck, senior vice president of global 
HR, performance and IT at Kraft Heinz. Werneck 
has a combined responsibility for the HR and 
IT functions, leveraging machine learning 
techniques and sophisticated algorithms 
to automate work and create a consumer 
experience for employees.

Anshul Sheopuri, IBM's vice president of data, 
artificial intelligence and offering strategy. 
Sheopuri oversees HR's use of data to proactively 
retain employees and enhance internal career 
mobility with learning opportunities and 
personalized job alerts based on their skills.

Ashar Khan, director of people analytics at Kraft 
Heinz. Data-driven initiatives already under way 
include predicting employee retention and 
suggesting which employees in the company 
are likely deserving of recognition through a 
merit increase.
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resource officer at Cleveland-based Park Place 
Technologies, a data center support company. "You 
need to create an environment where people enjoy 
being there and can't imagine being anywhere 
else."

4. Be Ready for the New Workforce
The 2025 workforce will include not just transient 
workers (60 percent of Millennials told Gallup they 
are open to new job opportunities) but also gig 
workers who pop in and out of jobs on a daily basis. 
In addition, HR will need to help assess which tasks 
throughout the organization can be automated 
and then reskill those whose jobs are affected by 
automation. A recent Willis Towers Watson survey 
found that more than half of employers say it will 
take "breakthrough approaches in HR's role" to deal 
with automation and digitalization. Meanwhile, 
some of HR's remote workers will increasingly be 
very remote – as in, seven or 10 time zones away 
– as globalization leads to an increasingly diverse 
workforce.

5. Market a Modern Benefits Package
Attracting and keeping talent involves offering (and 
administering) a benefits package that appeals to the 
modern worker. That includes not just parental leave 
and flextime but also caregiver leave, expanded fertility 
benefits, gender reassignment and transformation 
assistance, financial wellness programs, and a slew of 
benefits that support critical life events, says Kathie 
Patterson, chief human resources officer at Ally 
Financial Services in Detroit. "Recruitment marketing 
exists now, but given the demographics and 
importance of attracting talent, more organizations 
could add those [benefits]," she says.

6. Stay Abreast of Compliance Issues
 Complying with tax regulations, laws like the federal 
Family and Medical Leave Act, and Form I-9 and 
E-Verify requirements will continue to be at the core 
of HR compliance. But as the workforce changes, HR 
will need to be agile enough to comply with laws 
related to the gig economy and remote workers, 
says employment lawyer Michael Studenka, a 

partner in the Newport Beach, Calif., office of the 
law firm Newmeyer & Dillion.Additionally, changing 
state laws on marijuana use will force HR to deal with 
potential new policies (though federal law conflicts 
with the states that have approved recreational or 
medicinal marijuana use). There's also likely to be 
continued attention on pay equality, forcing HR 
to determine how to construct a compensation 
strategy that allows the organization to attract star 
workers while not violating the law, Studenka says.

7. Be Certified (or Update Your Skill Set)
 As certain HR functions become automated or 
outsourced (payroll, benefits and recruiting, for 
example), human resource specialists need to 
expand their knowledge of both traditional tasks and 
overall business strategy. "Education in our field is 
becoming increasingly more important," says Walter, 
Epic's chief talent officer. "The field of HR is changing 
rapidly, with many new regulations impacting how 
we interview, how we pay, required training, how 
we protect privacy, et cetera." HR professionals need 
to pursue education opportunities. She advocates 
taking courses in business finance to develop a 
more authoritative voice in the executive suite.HR 
veterans also note that certification leads to higher 
pay and more promotions. A 2018 PayScale survey 
found that certification increased the odds of being 
promoted within five years by more than 21 percent 
for HR assistants and by nearly 25 percent for HR 
directors. And the higher the title, the more likely 
an individual is to have HR certification, the study 
found. Salaries, too, tend to be fatter for those with 
formal certification. In 2018, HR credential-holders 
made nearly 32 percent more than those without 
credentials, PayScale found.All signs indicate that HR 
will look very different by 2025. "I can really envision a 
day when HR is no longer HR," Goldstein says. Not only 
will HR leaders administer business decisions, they will 
help make those decisions—as trusted workforce 
advisors.Susan Milligan is a freelance writer based in 
Washington, D.C.Illustration by James Fryer.

*Printed with the kind permission of the Society for 
Human Resource Management (SHRM)
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By Lisa Van de Ven

5 Things High-Performing HR Teams Do Differently

THE 2023 State of People Strategy Report offers 
insights into the programs and strategies 
global HR leaders are focusing on today. Based 

on survey responses from over 800 HR professionals 
from around the world, it also highlights what HR’s top 
achievers — those meeting or exceeding their goals 
— are focusing on.

1. High performers invest in pay 
transparency and equity. 
No matter how much HR teams and employees 
want pay transparency, organizations still have an 
underlying fear of implementing it. At least that’s what 
our 2023 State of People Strategy Report suggests.
More than half of all respondents said they are 
investing in pay transparency measures, with 20% 
putting in what they call “considerable” effort. 
Yet overall, compensation transparency among 
employees is still relatively low: Only 9% know 
the pay band above theirs. On HR’s part, this 
seems to be due largely to fear and uncertainty. 
With compensation equity still a work in progress 
(85% of respondents acknowledge they need 
to do more here), there may be disparities that 
organizations don’t want to bring to light.
But HR high performers are the exception, 
with 37% investing more in compensation 
transparency — compared to 24% of low 
performers. And that’s probably because they’re 
already performing well on pay equity (88% vs. 
37%). In other words, they’re confident about 
their pay practices and have little to hide.

2. High performers are addressing 
unconscious bias.
The highest performers don’t just prioritize 
transparency, though — they also embrace 

diversity, equity, inclusion, and belonging (DEIB). 
And to help ensure it, they’re investing effort and 
resources into reducing unconscious bias across 
the board so that everyone has a chance of success. 
Unconscious bias is a problem for HR teams 
everywhere — impeding diversity and making 
it harder for some employees to get hired or grow 
in their roles. It’s also something that concerns 
employees. Our compensation survey showed 
that 51% of US and UK employees believe bias 
influences pay decisions.
The good news? Most HR leaders today 
understand the importance of addressing this 
key issue. Our 2023 State of People Strategy 
survey shows that 61% are putting in more effort 
to reduce bias in their performance reviews. But 
more than half say they still have considerable 
room for improvement.
The high performers, though, aren’t just putting in 
the work — they’re covering their bases. Fifty-seven 
percent have implemented programs for reducing bias 
in reviews, compared to 20% of low performers. But 
they haven’t stopped there: 40% of high performers 
(versus 21% of low performers) have implemented 
software to reduce bias. Compared to more subjective 
manager training, software offers objectivity that goes 
a long way in reducing bias — making it a good place 
to start if that’s one of your HR goals.

3. High performers link compensation 
to performance.
Our survey responses show us that HR leaders 
overwhelmingly (83%) recognize the importance 
of linking pay to performance. In a hybrid or 
remote workforce, where managers don’t have 
the same physical face-to-face contact with their 
employees, it’s especially critical. 

It hasn’t been an easy couple of years for HR. Between the sudden rise of remote and hybrid work, 
the Great Resignation, and now an economy in turmoil, organizations have had a lot to contend 
with.  With so many challenges, it’s almost a given that some teams will fall short. But with People 
strategy playing a central role in today’s workplace, meeting HR goals is more critical than ever.  
So what might we learn from the highest-performing HR teams?
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That doesn’t mean everyone’s doing as much 
as they can to implement pay-for-performance 
programs, though. Or, for that matter, achieving 
the same results. 

HR Team Performance by  
Pay-for-Performance Connection

Where the high performers stand out is in how much 
they’re investing into establishing this link. Forty-six 
percent of HR teams that are meeting or exceeding 
their goals are investing more into pay-for-performance 
programs, compared to 22% of low-performing 
HR teams. And that investment is paying off: High 
performers are simply more able to link performance 
and pay as well. Sixty-four percent of high performers, 
compared to just 27% of low performers, say they’re 
able to make that link. One of the reasons for that? They 
have more data to guide them.  

4. High performers are data-driven.
One of the biggest differentiators that sets high 
performers apart is how they make their decisions 
on all of the above. That is, none of the decisions they 
make are accidental. Rather, they let data drive them. 
And they don’t leverage just one type of data, either. 
The 2023 State of People Strategy Report shows us 
that high performers invest more in HR and analytics 
as a whole (50% vs. 18% of low performers) and 
are more likely to have executive boards that pay 
attention to HR data (36% vs. 19%). And while for 
most organizations’ managers remain the primary 
source for ongoing feedback outside of formal 
reviews, high-performing HR teams dig deeper.
High performers are more likely to use feedback 
from a manager’s manager in reviews (42% vs. 
18%). But they’re also more likely to use mostly 
quantitative data in reviews (52% vs. 25%) — 

again, making the effort to remove potential bias 
from the decision-making process. They’re also 
constantly putting that data to work.

5. High performers are continually improving. 
By running more reviews, investing more in HR 
and analytics, and collecting more data as a whole, 
high performers are able to make better decisions 
regarding their HR programming. In doing so, they can 
leverage feedback, learn more about what employees 
care about, and continually get better at what they do.
In other words, they can use that data to constantly 
improve on the programs they’re offering, creating 
a positive feedback loop that allows them to 
measure their efforts and then make investments 
in programming that will keep building on what 
they’ve done. And that’s how they continue to 
meet and exceed their goals.

So what does that mean for the teams that aren’t 
currently meeting their goals? By looking at the 
high-performer data, we can start to see what 
investments have the greatest impact. As we’ve 
seen in previous Lattice surveys, pay transparency, 
pay for performance, and bias reduction are all 
programs employees care about. Not surprisingly, 
then, investments in these areas can positively 
impact engagement and retention as well. The 
data high performers draw on shows them that.
With the right data at your fingertips and a 
process of continual improvement in place, it 
can guide you the same way.

*Printed with the kind permission of Lattice
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This year's report explores how global challenges have impacted people professionals in 2022

People Profession 2022 :  
UK and Ireland survey report

Summary of key findings
Skills development remains a strong focus post-
pandemic: There has been a sustained level of 
upskilling and reskilling in the last year, with a 
slight increase in Ireland. A third of upskilling 
has been in response to an immediate business 
need, demonstrating how people teams are 
adapting to deal with changing priorities. Skills 
priorities are supporting line managers, facilitating 
flexible working, and developing organisational 
development and change management 
capabilities.

People professionals perceive their mental and 
physical health more negatively than the general 
workforce: In the UK, three in ten practitioners say 
that their mental and physical health is negatively 
impacted by work, especially for those who have 
a negative view of their career progression or who 
have less experience in their roles.

People teams remain positive about their valued 
contribution to their organisations: Practitioners 
generally feel that they work collaboratively to 
meet business needs and that their practices are 
aligned to organisational outcomes. However, 
more work needs to be done to ensure that people 
professionals feel properly recognised for the work 
that they do.

People teams operate in three main models: In 
the UK, people teams generally work in a business 
partnering model or as a single HR team. Teams in 
Ireland have a third model which outsources much 
of its people activity. While the UK teams operate 
fairly evenly across onsite, remote and hybrid 
models, Irish teams are more likely to work onsite.

The use of people data and analytics has grown 
since pre-pandemic levels: While this increase 
suggests that more organisations recognise the 
importance and value of people data, teams need 
to improve capability and remove technological 
barriers to use this more effectively.

The people profession is focusing on employee 
experience: Organisations are most commonly 
collecting information from leaving employees or 
focusing on company culture and values, but only 
a third do both. In this difficult labour market, data 
suggests that only two-fifths of organisations are 
prioritising employee experience within their core 
people strategy.

External factors influencing  
the current world of work
The prolonged impact of COVID-19
The ripple effect of the pandemic continues to 
shape many aspects of living: social behaviours 

Our annual snapshot of the people profession provides an up-to-date, evidence-based picture 
of practitioners’ experiences and challenges over the last year. We look at the external factors 
influencing the world of HR, from the aftermath of COVID-19 to the volatile labour market. 
This report demonstrates the key role that people professionals play – at the very heart of 
organisational response to these crises – through their willingness to upskill, create value and 
lead the agenda in an agile way. We look at future opportunities but also challenges for people 
teams and the personal impact that recent years have had on people professionals' wellbeing. 
The report, produced in association with Workday, also provides an annual benchmark for 
the people profession, combined with a year-on-year overview.
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and restrictions, economic recovery and, not 
least of all, employment. While the world learns 
to live with the COVID-19 virus and deals with the 
aftermath of the initial global crisis, work has been 
impacted in many ways. For some, the negative 
impact was felt more significantly, for example, by 
young people3 and those in low-paid jobs with 
low-level education.4 
Despite businesses being able to operate onsite 
and the absence of UK government guidance to 
work from home, hybrid and remote working 
practices have risen since pre-pandemic figures. 
Nearly a quarter (24%) of working adults are 
combining homeworking and travelling to work 
(hybrid working),5 although there is a disparity 
among workers, with higher earners more likely to 
work in this way than lower earners.6 Our survey 
respondents said that demand for flexible and 
hybrid working is the biggest driver of change 
within their organisations. 

Surviving the pandemic: the impact on HR  
CIPD research has found that HR’s impressive 
performance during the pandemic has raised 
expectations of what the function is able to 
deliver. While the profession has leveraged many 
opportunities brought about by the pandemic, 
senior leaders express the negative toll it has 
taken on the HR workforce. With a heavy sense 
of responsibility to protect workers’ health, many 
people practitioners were stretched professionally 
and personally, having to learn and upskill on 

the job. Working under pressured and turbulent 
conditions often meant operating in a reactive 
manner, with practitioners turning their hand to 
deliver the highest priority output at the time.
Updated in October, our People Profession in 
Numbers resource uses the latest data to provide 
a snapshot of the profession. It includes key 
demographic statistics that show the levels of 
diversity of the HR workforce, salary ranges, in-
demand skills, job postings data and more. 

The cost-of-living crisis 
With the rise in cost of living and the highest 
inflation rates for over 40 years, many households 
across the UK face financial challenges. And with 
one in eight UK workers living in poverty before the 
cost-of-living crisis, this figure stands to increase. 
Despite the Government’s response to provide 
some economic support, latest trends show pay 
expectations to be lagging behind inflation rates. 
As social and political tensions continue to rise, 
we are witnessing more strike actions, with one of 
the largest rail workers’ strikes in decades in a row 
over pay and more pay-related strikes planned 
for Royal Mail workers. In this survey, economic 
change was cited as the second largest driver of 
change within businesses. 

Labour market conditions 
In May, for the first time ever, job vacancies 
outweighed the number of people who are 
unemployed in the UK.7 Our Labour Market Outlook 
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spring report found that 45% of businesses have 
hard-to-fill vacancies. This was particularly prevalent 
in healthcare (54%) and education (49%). Within this 
survey, respondents in the UK and Ireland said that 
attracting, recruiting and retaining talent was one of 
the biggest challenges they face, made more difficult 
by the hybrid working environment. The CIPD has 
identified clear gaps in the way employers are 
tackling this issue and provides recommendations 
for organisations and public policy-makers on how 
to develop the workforce.

What is the current skills landscape 
within the profession?
Headline findings
• As we move out of the pandemic, the proportion of 
the profession reskilling or upskilling has remained 
stable, with a slight increase in Ireland. In 2022, 61% 
in the UK and 72% in Ireland said that they have 
either upskilled or reskilled within the last year.
• A third of respondents said that their upskilling was 
in response to an immediate business need and a 
smaller proportion (22% in the UK and 32% in Ireland) 
cited their upskilling was focused on gaining longer-
term skills to build future-proofing capabilities.
• The priorities for building HR capability 
remains consistent since 2021, showing the 
same gaps persist. The priorities are supporting 
line managers, facilitating more flexible people 
operations, and organisational development and 
change management capabilities.

Detailed findings 
How has the skills landscape changed  
since the pandemic? 
Post-pandemic, we have found a sustained level of 
upskilling and reskilling among the UK profession, 
and a slightly increased level in Ireland. In 2022, 
61% of people professionals in the UK and 72% 
in Ireland said that they have either upskilled or 
reskilled since 2021 
(compared with 61% for the UK and 67% in Ireland 
last year). Interestingly, a third stated that their 
upskilling was in response to an immediate business 
need (34% for the UK; 31% Ireland). This means that, 

for a significant proportion, skills development is 
more reactive in nature and is a direct response to 
the changing needs of the business. This rapid skills 
development demonstrates how people teams 
are adapting to deal with external pressures and 
changing priorities.
On the other hand, a smaller proportion of the UK 
sample (22%) said that their development was 
focused on gaining longer-term skills and they are 
therefore taking a more strategic and sustainable/
lifelong attitude towards skills growth. In Ireland, 
upskilling was more balanced, with 31% saying 
this was because of an immediate business need 
and 32% upskilling to build longer-term skills.
For a large proportion of practitioners, HR skills 
development has not been a priority in their 
response to COVID-19 over the last 12 months. 
Two-fifths of respondents in the UK (39%) haven’t 
needed to adapt their skillset, compared with 
28% in Ireland. Reskilling 
(learning a new set of skills for a different job 
role) was low at 5% and 9% in the UK and Ireland, 
respectively. This suggests that people functions 
perceive general HR skills as relevant and aligned 
to the needs of the business. 
But how confident can we be that skills gaps within 
the profession are being addressed and reflect 
the current and future needs of organisations? 
We can draw on an example from the CIPD’s 
recent learning and skills research. It found that 
81% of learning practitioners agree or strongly 
agree that they understand the skills they have 
within their function, and the skills needed for 
the future. However, other research suggests that 
many learning and development (L&D) teams do 
not have the skillset to shift to the new delivery 
methods and ways of working that are required 
in a digital world. This is just one example of the 
disparity between the confidence of having the 
required future skills and the observed gaps 
within a specialised function. It is a reminder 
that reskilling for the future must be a collective 
approach, gaining both buy-in from leaders and 
individual practitioners to commit to prioritising 
their own learning.
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Some sectors in the UK had higher proportions 
of people professionals developing their existing 
skills. This was especially true of voluntary sector 
workers (63%), those working in L&D (69%) and 
organisational development (70%), and those 
working at a more strategic level (65–67%). 
There was also a significant relationship between 
CIPD membership and upskilling,8 with 63% of 
members saying they developed their skills within 
the last year compared with 50% of non-members. 
In terms of HR roles, 40% of practitioners in a 
generalist HR role had to upskill in response to 
immediate business needs – the highest proportion 
across all specialism areas.9 While this finding looks 
to suggest that generalist people practitioners 
were more likely to upskill and prioritise their 
development in response to the pandemic, small 
sample sizes across some specialism areas means 
we cannot strictly compare across all the specialist 
professions. However, comparing the net scores 
for upskilling from last year (combining immediate 
upskilling and longer-term upskilling), 58% of 
generalist HR professionals 
in 2022 compared with 54% in 2021 said they had 
upskilled in some capacity, showing consistent 
levels of upskilling among this professional 
group. For this group, the continued focus of 
skills development to support the organisation’s 

response to COVID-19 provides some evidence 
that the remit of generalists continues to expand 
in response to business needs – a sentiment 
echoed by HR leaders.

How are people professionals learning? 
Overall, the vast majority of our sample engaged 
with some form of learning and development 
activity in the last year. Encouragingly, these 
figures remain consistent with previous years, 
which indicates an ongoing focus on learning and 
development for people professionals. In Ireland, 
an enormous 93% said they engaged in some 
form of learning and development. This figure 
stood at 89% for the UK, and is a testament to 
the continued prioritisation of learning in both 
regions.
With many events moving online over the past 
couple of years, it’s unsurprising that we found 
an increase in virtual learning since 2021 (from 
45% to 55% in the UK and from 43% to 50% in 
Ireland). This increase suggests that professionals 
are becoming more familiar with online methods 
when it comes to developing themselves and 
recognise the benefits that virtual learning has 
to offer; for example, access to a broader range 
of content and development tools that can be 
digested on demand.
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What is the current skills landscape within the profession? 

For a large proportion of practitioners, HR skills development has not been a priority in 
their response to COVID-19 over the last 12 months. Two-fifths of respondents in the UK 
(39%) haven’t needed to adapt their skillset, compared with 28% in Ireland. Reskilling 
(learning a new set of skills for a different job role) was low at 5% and 9% in the UK and 
Ireland, respectively. This suggests that people functions perceive general HR skills as 
relevant and aligned to the needs of the business. 

But how confident can we be that skills gaps within the profession are being addressed 
and reflect the current and future needs of organisations? We can draw on an example 
from the CIPD’s recent learning and skills research. It found that 81% of learning 
practitioners agree or strongly agree that they understand the skills they have within 
their function, and the skills needed for the future. However, other research suggests that 
many learning and development (L&D) teams do not have the skillset to shift to the new 
delivery methods and ways of working that are required in a digital world. This is just 
one example of the disparity between the confidence of having the required future skills 
and the observed gaps within a specialised function. It is a reminder that reskilling for 
the future must be a collective approach, gaining both buy-in from leaders and individual 
practitioners to commit to prioritising their own learning. 

UK

Ireland

Figure 1: Skills development has remained stable as we move out of the pandemic
Changes in HR skills due to organisations’ COVID-19 response (% of respondents) 

I have had to upskill in response to immediate 
business needs (ie ad hoc learning and building 

operational skills in my usual area of work)

I have had to upskill to develop longer-term skills 
and learning (ie future-proofing skills and learning)

I have had to reskill (ie learn entirely new skills in a 
di�erent area of work)

I haven’t had to change my skills

Net upskilled and reskilled

Base: UK: n=1,496; Ireland: n=125.  
Question: Which of the following statements best describes how your HR skills have changed, if at all, as a result of your organisation’s 
response to Covid-19? Please tick one.
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Some sectors in the UK had higher proportions of people professionals developing their 
existing skills. This was especially true of voluntary sector workers (63%), those working in 
L&D (69%) and organisational development (70%), and those working at a more strategic 
level (65–67%). There was also a significant relationship between CIPD membership and 
upskilling,8 with 63% of members saying they developed their skills within the last year 
compared with 50% of non-members. 

In terms of HR roles, 40% of practitioners in a generalist HR role had to upskill in response 
to immediate business needs – the highest proportion across all specialism areas.9 While 
this finding looks to suggest that generalist people practitioners were more likely to 
upskill and prioritise their development in response to the pandemic, small sample sizes 
across some specialism areas means we cannot strictly compare across all the specialist 
professions. However, comparing the net scores for upskilling from last year (combining 

1

2

3

4

5

6

7

8

9

10

11

12

13



80

ASSOCIATION OF HUMAN RESOURCE PROFESSIONALS OF MAURITIUS

ANNUAL HR MAGAZINE | DECEMBER 2022

There has been a decrease in the proportion of 
UK people professionals pursuing learning and 
development opportunities through conferences 
and webinars, from 58% in 2021 to 50% in 2022. 
This is despite it being the second most popular 
method of learning in the UK, and is perhaps an 
indication that preferred learning methods need 
to be flexible and on demand, allowing the learner 
to develop at their own pace and convenience. 
Learning from peers is the third most popular 
learning method (40%) cited by UK people 
professionals and highlights a preference for 
social-based learning – a well-established concept 
in social and developmental psychology. 

Albert Bandura (1977), the pioneer of social 
learning theory, proposed that observational 
learning, role-modelling and imitating those 
around us are central to how we learn. Perhaps 
it’s most obvious to witness the impact of social 
learning in children and animals but, as humans, 
we clearly engage with learning through our 
social environment, whether it’s through our 
networks and communities, or through peers 
and colleagues. These findings, together with 
the well-established learning theories of social 
learning, emphasise the importance of leveraging 
our professional networks, both within our 
organisations and across our professional 
communities. The CIPD’s factsheet explores 
learning theories in more detail.

We found a greater proportion of CIPD members 
engaged in learning and development (96% in 
the UK and 100% in Ireland) compared with non-
members (81% in the UK and 89% in Ireland). 
A small minority responded that they did not 
engage in any learning and development 
methods over the past year (11% in the UK and 
7% in Ireland). 

What are the main areas of 
improvement in HR capability?
The top HR capability priorities have mostly 
remained consistent, with supporting line 
managers, facilitating more flexible people 
operations, and organisational development 
and change management remaining at the top 
of the list for building capability. The consistency 
of these findings suggests that capability gaps 
remain and that these are key areas of professional 
improvement within people teams.
Our research with senior HR professionals echoes 
that people professionals need to be confident 
with introducing change to the business (and 
managing culture change), and competent 
to translate how change will impact on their 
workforce and productivity. It also highlights that 
organisational development skills are becoming 
more essential for the generalist HR professional 
than ever before. 
Interestingly, engaging with data to inform 
decision-making has become more of a priority 
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UK, and is perhaps an indication that preferred learning methods need to be flexible and 
on demand, allowing the learner to develop at their own pace and convenience. 

Learning from peers is the third most popular learning method (40%) cited by UK people 
professionals and highlights a preference for social-based learning – a well-established 
concept in social and developmental psychology. Albert Bandura (1977), the pioneer of 
social learning theory, proposed that observational learning, role-modelling and imitating 
those around us are central to how we learn. Perhaps it’s most obvious to witness the 
impact of social learning in children and animals but, as humans, we clearly engage 
with learning through our social environment, whether it’s through our networks and 
communities, or through peers and colleagues. These findings, together with the well-
established learning theories of social learning, emphasise the importance of leveraging 
our professional networks, both within our organisations and across our professional 
communities. The CIPD’s factsheet explores learning theories in more detail. 

Table 1: Over half of people professionals are engaging in online learning – the most popular 
method of learning in 2022
Top learning methods in the UK and Ireland (% of respondents)

UK 2022 Ireland 2022

Online learning 55 50

Conference and webinars 50 46

Learning from peers 40 36

On-the-job training 37 46

Base: UK: n=1,496; Ireland: n=125.

Question: In the last 12 months, which, if any, of the following types of learning and development have you received? 
These may be in-person or virtually. Please select all that apply.

What did leaders of the profession say about how skills are being developed?

The phrase ‘one size fits none’ was used to illustrate the importance of taking an 
individualised approach to learning across the people function. Professionals will have 
very different developmental needs and career paths, and this should be taken into 
account when planning for skills development.

HR leaders often spoke of a blended approach to development in relation to 
informal versus formal learning. There is a clear need for professional qualifications, 
but also a recognition for informal methods of development, such as on-the-job 
learning, mentoring, internal and external knowledge-sharing across peer groups and 
networks, and bringing business and life experience to the role. 

Some barriers to building capability and personal development raised by senior 
people professionals include: 

• individuals failing to take more ownership and responsibility to drive their career 
and personal development

• homeworking stunting knowledge-sharing across people functions and making 
entry into the profession more difficult for early career professionals joining as 
hybrid workers

What is the current skills landscape within the profession? 
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since 2021, increasing from 21% to 27% in the UK 
and 17% to 22% in Ireland, making it a top priority 
for improving HR capability. People data is a key 
source when taking an evidence-based approach 
to making decisions and practitioners need to feel 
competent using, and deriving insights from, 
their data.
In Ireland, enabling flexible people operations was 

the top priority for 38% of our sample. We also note 
that building specialist HR skills was recognised as 
an area of improvement for 26% of practitioners 
in Ireland. Consistent with the UK, supporting line 
managers (30%) and organisational development 
and change management (23%) also remain 
important for building capability among people 
teams in Ireland.
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Base: UK: n=1,496; Ireland: n=125. 
Question: In your opinion, which of the following, if any, are priority areas for improvement across the HR capability in your organisation? 
Please tick up to three responses.

Figure 2: Supporting line managers is the top priority for building HR capability in the UK
Priority areas for building HR capability (% of respondents)  

UK

Ireland

Supporting line managers in their people management

Using data to inform decision-making within
the wider organisation

Facilitating more flexible people operations across the 
business (eg hybrid working, working from anywhere)

Organisational development and change management

Working collaboratively with colleagues 
throughout the organisation

Clearly demonstrating HR’s value to the business as a 
credible business partner

Developing confidence to challenge and influence other 
areas of the business to prioritise people considerations

Building specialist HR expertise (eg inclusion and diversity, 
reward, learning and development)

Reorganising and/or automating HR work (eg through 
centralising or outsourcing activities)

Building commercial business knowledge and acumen 
(eg what drives competitive advantage for the organisation)

Not applicable – there aren’t any areas that I consider to be 
priority areas for improvement across the HR capability in 

my organisation

Developing HR leaders for the future

Taking an evidenced-based approach 
in professional practice

Other
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7   How does the wellbeing of 
people professionals compare 
with the wider UK workforce? 

Headline findings
• Over half (55%) of UK practitioners but less than half (42%) of Irish practitioners view 

their mental health to be good or very good, while this figure was 52% (UK) and 38% 
(Ireland) for physical health.

• In the UK, three in ten practitioners said that both their mental and physical wellbeing is 
negatively impacted by their work (31% and 29%). In Ireland, the negative impact of work 
on wellbeing was similar for both mental (14%) and physical health (15%).

How does the wellbeing of people professionals compare with the wider UK workforce?
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How does the wellbeing of people 
professionals compare with the wider 
UK workforce?

Headline findings
• Over half (55%) of UK practitioners but less than 
half (42%) of Irish practitioners view their mental 
health to be good or very good, while this figure 
was 52% (UK) and 38% (Ireland) for physical health.

• In the UK, three in ten practitioners said that both 
their mental and physical wellbeing is negatively 
impacted by their work (31% and 29%). In Ireland, 
the negative impact of work on wellbeing was similar 
for both mental (14%) and physical health (15%).

• Practitioners who hold negative beliefs about 
their career progression were significantly more 
likely to say their mental and physical health was 
poor and that their work negatively impacted on 
their wellbeing.

• When comparing people professionals with 
the wider UK workforce, we found that people 

practitioners perceived their mental and 
physical health more negatively than the general 
workforce, both in terms of their general health 
and how their work impacts upon their wellbeing.

Detailed findings 
The CIPD viewpoint on employee wellbeing is that 
it should be a core part of how an organisation 
operates and a central focus for people strategy. 
Our annual health and wellbeing report on the 
UK workforce shows that employee health and 
wellbeing jumped to the top of the boardroom 
agenda in the first year of the pandemic but has 
slipped in 2022. However, most organisations 
make a serious investment in health and wellbeing 
and try to take a holistic approach, although they 
don’t always reap the full benefits of their activity. 
More organisations need to take a proactive and 
systematic approach that includes managing and 
preventing the main risks to health. 
People professionals have been at the centre 
of supporting their organisation and its people 
through the intense challenges of the pandemic. 
Many will have felt the responsibility to not 
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Figure 3: UK people professionals perceive their mental and physical health similarly, while Irish respondents 
view their physical health to be poorer than their mental health
People professionals’ perception of their current mental and physical health (% of respondents’ net scores)

Base: UK: n=1,496; Ireland: n=125.  
Question: In general in your life, how would you describe your physical and mental health at the moment?
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How does work impact on the health of people professionals? 
In the UK, three in ten practitioners said that both their mental and physical wellbeing 
is negatively impacted by work (31% and 29%). On the other hand, some practitioners 
said their wellbeing is positively impacted by the work they do; 27% said their mental 
health and 16% said their physical health is positively influenced by their work. In Ireland, 
the impact of work on wellbeing was similar, in terms of positive and negative influence, 
whether that be mental or physical health. 

Figure 4: Three in ten UK practitioners said their mental and physical health is negatively impacted by their work 
People professionals’ perceptions of work impact on their health and wellbeing (% of respondents’ net scores)

Base: UK: n=1,496; Ireland: n=125.     
Question: To what extent does your work positively or negatively a ect the following: (a) your mental health, (b) your physical health?
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only protect people’s physical health but to 
support their mental health too. Supporting 
the organisation’s operational priorities with the 
needs of its workforce can always be a delicate 
balancing act for the profession, but this will 
have been a particularly acute pressure for many 
practitioners during the crisis. Often, their own 
health and wellbeing could fall by the wayside. For 
the first time in this survey, we asked practitioners 
about their own health and wellbeing, and we 
detail the findings here. 
To explore how practitioners view their mental 
and physical health, we calculated the net scores 
for both sub-questions.11 In the UK, we found 
that people practitioners perceived their mental 
and physical health to be of similar levels, while in 
Ireland, more respondents viewed their physical 
health negatively. Just over half of UK practitioners 
(55%) and 42% of Irish practitioners believed their 
mental health was either good or very good at 
present. Fifty-two per cent of UK professionals 
and 38% in Ireland viewed their physical health 
in a positive light. 
Disappointingly, a fifth of UK respondents said 
that their mental and physical health was either 
poor or very poor (20% and 21% respectively). In 
Ireland, a higher proportion of practitioners said 

that their physical health was poor or very poor 
(12%) compared with their mental health (6%). 

How does work impact on the health 
of people professionals?
In the UK, three in ten practitioners said that both 
their mental and physical wellbeing is negatively 
impacted by work (31% and 29%). On the other 
hand, some practitioners said their wellbeing is 
positively impacted by the work they do; 27% said 
their mental health and 16% said their physical 
health is positively influenced by their work. In 
Ireland, the impact of work on wellbeing was 
similar, in terms of positive and negative influence, 
whether that be mental or physical health.

How does the wellbeing of people 
professionals compare with the rest of 
the UK workforce? 
Clearly, for some people professionals, work is 
negatively impacting their health and wellbeing, 
but how do HR practitioners compare with the 
rest of the workforce? To understand this, we have 
drawn on our Good Work Index 2022 data.12  
Averages across the samples show that people 
professionals perceive their mental and physical 
health more negatively than the general 
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Figure 3: UK people professionals perceive their mental and physical health similarly, while Irish respondents 
view their physical health to be poorer than their mental health
People professionals’ perception of their current mental and physical health (% of respondents’ net scores)

Base: UK: n=1,496; Ireland: n=125.  
Question: In general in your life, how would you describe your physical and mental health at the moment?
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How does work impact on the health of people professionals? 
In the UK, three in ten practitioners said that both their mental and physical wellbeing 
is negatively impacted by work (31% and 29%). On the other hand, some practitioners 
said their wellbeing is positively impacted by the work they do; 27% said their mental 
health and 16% said their physical health is positively influenced by their work. In Ireland, 
the impact of work on wellbeing was similar, in terms of positive and negative influence, 
whether that be mental or physical health. 

Figure 4: Three in ten UK practitioners said their mental and physical health is negatively impacted by their work 
People professionals’ perceptions of work impact on their health and wellbeing (% of respondents’ net scores)

Base: UK: n=1,496; Ireland: n=125.     
Question: To what extent does your work positively or negatively a ect the following: (a) your mental health, (b) your physical health?
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workforce, both in terms of their general 
health and how their work impacts upon their 
wellbeing. See Table 12 in the Appendix for the 
mean scores across both samples. 
After further statistical analysis, we found 
a significant difference between the mean 
scores of both samples, that is, the differences 
in all the health and wellbeing mean scores 
between people professionals and the general 
UK workforce. However, we also note the effect 
size was small and therefore the differences 
are practically limited.13 See Table 13 in the 
Appendix for the detailed findings. 
We also found other interesting differences in 
the UK people profession sample relating to 
career progression and health and wellbeing 
measures. 

How do career progression 
expectations affect mental and 
physical wellbeing?
People professionals were asked about their 
career progression to date, specifically regarding 
whether their progression had either exceeded, 
met or failed to meet their expectations. 
Respondents who said their progression 
exceeded their expectations were significantly 
more likely to say that their mental and physical 
health was good or very good (with net scores of 
67% and 61% respectively). On the other hand, 
practitioners who believed their progression had 
not met their expectations were significantly 
more likely to say their mental and physical 
health was either poor or very poor (net scores 
for both of 40%).

1717
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Figure 5: Professionals with negative views of their career progression are more likely to say their 
wellbeing is poor or very poor     
General mental and physical health by career progression expectations (% of respondents’ net scores)

Exceeded my 
expectations

Met my expectations

Failed to meet my 
expectations

Not applicable – 
I don’t have career 

progression expectations

Base: UK: Total: n=1,496; Exceeded my expectations: n=322; Met my expectations: n=765; Failed to meet my expectations: n=237; 
Not applicable: n=172.      
Question: In general, how would you describe your physical and mental health at the moment?

2010 30 40 50 60 70 80 900

General
physical health

General
mental health

General
physical health

General
mental health

General
physical health

General
mental health

General
physical health

General
mental health

67 15

61 18

58 17

55 18

32 40

37 40

48 16

48 18
Net: Poor

Net: Good

We saw the same trend occur when we asked about the impact of work on practitioners’ 
mental and physical health (see Figure 6).

Figure 6: Those with a negative view of their career progression are far more likely to say their work impacts 
negatively on their health     
Impact of work on physical and mental health according to career progression expectation 
(% of respondents’ net scores)

Exceeded my 
expectations

Met my expectations

Failed to meet my 
expectations

Not applicable – 
I don’t have career 

progression expectations

Base: UK: Total: n=1,496; Exceeded my expectations: n=322; Met my expectations: n=765; Failed to meet my expectations: n=237; 
Not applicable: n=172.   
Question: To what extent does your work positively or negatively a�ect the following: (a) your mental health, (b) your physical health?   

2010 30 40 50 60 700

Work impacting
physical health

Work impacting
mental health

Work impacting
physical health

Work impacting
mental health

Work impacting
physical health

Work impacting
mental health

Work impacting
physical health

Work impacting
mental health

40 23

23 27

28 28

16 27

14 53

10 41

20 31

13 28
Net: Negative

Net: Positive
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The findings on career progression and 
the general mental and physical health of 
practitioners is interesting, but the impact of 
work on mental and physical health is startling. 
The results do not imply causality (that is, cause 
and effect) between the two variables; however, 
there is clearly a significant association between 
career progression expectations and the health 
and wellbeing variables within this research.

What other factors impact on people 
professionals’ mental and physical health?
Perhaps surprisingly, there are no significant 
relationships between the health and wellbeing 
variables and ways of working (that is, onsite, 
remote or hybrid working).
However, we observed some differences within 
the UK sample:
1 Our most experienced professionals (with 16+ 
years of experience) were more likely to say their 
mental health was good or very good (59%) 
compared with those with less experience (up 

to five years of experience) (51%).14
2 Practitioners who work in large organisations 
were more likely to say their work negatively 
affects their mental (35%) and physical health 
(32%) compared with those working in SMEs 
(27% and 25% respectively). However, upon 
further analysis this relationship was found to 
be non-significant.15
As with employee wellbeing initiatives for the 
workforce as a whole, taking a holistic and 
integrated approach to health and wellness 
at work is key to keeping employees engaged 
and to supporting good productivity. For 
people teams, the focus is often on the rest of 
the organisation, but they can lead the way 
by role-modelling what good practice looks 
like when it comes to employee health and 
wellbeing. They should practise good self-care 
and develop healthy work habits, such as taking 
full annual leave entitlement, not working when 
unwell and not catching up on work or emailing 
colleagues when on leave or off sick.

1717
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Figure 5: Professionals with negative views of their career progression are more likely to say their 
wellbeing is poor or very poor     
General mental and physical health by career progression expectations (% of respondents’ net scores)
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We saw the same trend occur when we asked about the impact of work on practitioners’ 
mental and physical health (see Figure 6).

Figure 6: Those with a negative view of their career progression are far more likely to say their work impacts 
negatively on their health     
Impact of work on physical and mental health according to career progression expectation 
(% of respondents’ net scores)
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Where do people teams offer most 
value and create impact?

Headline findings
• Generally, perceptions of the valued contribution 
of people teams have remained consistent or 
slightly increased. Strategic alignment to the 
business and how the profession delivers and 
contributes to organisational success remains 
positive.
• In Ireland, only two-thirds of people professionals 
felt that their success is recognised by business 
leaders (67%) and has an important impact on 
the organisation (69%). In the UK, these figures 
were even lower at 57% and 58% respectively.
• There were significant differences on the 
strategic impact of the people function across 
business sizes and sectors.

Detailed findings
What is the perceived strategic value  
of the profession?
Generally, perceptions of the valued contribution 
of people teams have remained consistent, 
according to our data.16 The findings paint a 

positive picture and suggest  that the impact, value 
and reputation of people professionals remains 
stable throughout organisations. Perceptions 
of the profession’s strategic alignment to the 
business and how the profession delivers and 
contributes to organisational success remained 
positive:

Alignment to business outcomes
The majority of respondents believe that their 
people function develops practices that are 
aligned to organisational outcomes (62% in UK 
and 69% in Ireland). Around half 
of UK respondents agreed that their people team 
has distinct success measures for organisational 
outcomes, while this figure was 62% in Ireland.

Cross-collaboration and strategic contribution
A key finding from the CIPD’s cross-collaboration 
report reinforces the importance of cross-functional, 
cross-organisational working for effective 
performance and business success. Therefore, it’s 
encouraging to see that the majority of respondents 
believe their people function works collaboratively 
to meet the needs of the business (75% in the UK 

1919
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Where do people teams offer most value and create impact?

‘HR have had a really strong pandemic. We need to have confidence 
in our profession and build expectations; we are a strategic function.’ 
(Human resource director, senior leader roundtables, 2022)

Alignment to business outcomes
The majority of respondents believe that their people function develops practices that 
are aligned to organisational outcomes (62% in UK and 69% in Ireland). Around half 
of UK respondents agreed that their people team has distinct success measures for 
organisational outcomes, while this figure was 62% in Ireland.

Cross-collaboration and strategic contribution
A key finding from the CIPD’s cross-collaboration report reinforces the importance of cross-
functional, cross-organisational working for effective performance and business success. 
Therefore, it’s encouraging to see that the majority of respondents believe their people 
function works collaboratively to meet the needs of the business (75% in the UK and 79% in 
Ireland). A similar number agreed that their people teams contribute to the organisation’s 
performance in a strategic and valuable way (73% in the UK and 76% in Ireland).

Reputation and recognition
Only two-thirds of people professionals in Ireland felt that their success is recognised 
by business leaders (67%) and acknowledged as having an important impact (69%), 
while these figures were even lower in the UK at 57% and 58% respectively. Although the 
reputation of the profession is growing year on year, only half of UK people professionals 
believe their reputation has been positively impacted by recent events (47%). On the other 
hand, perceptions of reputation are generally higher among respondents in Ireland (61%).

In the UK, reputational differences across HR roles were observed. Human resource business 
partners were significantly more likely to believe that their reputation has been positively 
impacted by recent events (60%), in comparison with other UK people profession roles. It’s likely 
that the collaborative nature of business partnering enables practitioners to work closely 
with leaders across the business. This exposure helps build the perception and standing of the 
people function as business partners respond to challenges and develop suitable solutions. 

Figure 7: Perceptions of strategic contribution and value of the profession have increased, but still a 
significant proportion of UK respondents disagree     
Perceptions of the strategic contribution of HR teams in both the UK and Ireland (% of respondents’ net scores)

Base: UK: n=1,496; Ireland: n=125. 
Question: Thinking about HR practice in your organisation, to what extent do you agree with the following statements about your HR/people 
function and its organisational contribution? 

2010 30 40 50 60 70 80 900

UK (net agree) UK (net disagree) Ireland (net agree) Ireland (net disagree)

The HR/people function makes a valued, strategic 
contribution to the organisation

The HR/people function has HR practices which 
are clearly linked to organisational outcomes 
(eg in employee, business performance and 

financial outcomes)

The HR/people function is widely acknowledged 
in the organisation as having an important impact

The HR/people function is recognised by senior 
leaders when it achieves its measures of success

The HR/people function has clear measures of 
success for organisational outcomes
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and 79% in Ireland). A similar number agreed that 
their people teams contribute to the organisation’s 
performance in a strategic and valuable way (73% 
in the UK and 76% in Ireland).

Reputation and recognition
Only two-thirds of people professionals in Ireland 
felt that their success is recognised by business 
leaders (67%) and acknowledged as having an 
important impact (69%), while these figures were 
even lower in the UK at 57% and 58% respectively. 
Although the reputation of the profession is 
growing year on year, only half of UK people 
professionals believe their reputation has been 
positively impacted by recent events (47%). On 
the other hand, perceptions of reputation are 
generally higher among respondents in Ireland 
(61%).
In the UK, reputational differences across HR 
roles were observed. Human resource business 
partners were significantly more likely to believe 
that their reputation has been positively impacted 
by recent events (60%), in comparison with 
other UK people profession roles. It’s likely that 
the collaborative nature of business partnering 

enables practitioners to work closely with leaders 
across the business. This exposure helps build the 
perception and standing of the people function 
as business partners respond to challenges and 
develop suitable solutions.

How do perceptions of strategic impact and 
HR operations differ by business size?
UK respondents in large organisations (250+ 
employees) were more likely to report that:

• their HR/people function works collaboratively 
across business functions to meet business needs 
(77% of large organisations vs 72% of SMEs)17
• the role of the HR/people function is changing 
significantly (57% vs 44% of SMEs)18
• the reputation of HR/people professionals had 
increased in their organisation due to recent 
events (49% vs 43% of SMEs)19
• the function has clear measures of success for 
organisational outcomes (55%) compared with 
SMEs (49%)20
• they have HR practices that are clearly linked to 
organisational outcomes (65% vs 59%of those in 
SMEs).

20
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How do perceptions of strategic impact and HR operations differ by business size?
UK respondents in large organisations (250+ employees) were more likely to report that:

• their HR/people function works collaboratively across business functions to meet 
business needs (77% of large organisations vs 72% of SMEs)17 

• the role of the HR/people function is changing significantly (57% vs 44% of SMEs)18 

• the reputation of HR/people professionals had increased in their organisation due to 
recent events (49% vs 43% of SMEs)19 

• the function has clear measures of success for organisational outcomes (55%) compared 
with SMEs (49%)20 

• they have HR practices that are clearly linked to organisational outcomes (65% vs 59% 
of those in SMEs).

Figure 8: The role of the people function is changing more significantly in larger organisations 
A snapshot of people team operations in small and large organisations (% of SMEs and large organisations) 

As an HR/people function 
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functions to meet 
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HR/people professionals 
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organisation due to recent 
events (eg the COVID-19 
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 In my organisation, the 
role of the HR/people 
function is changing 

significantly

Base: Large organisations: n=856; SMEs: n=589.
Question: To what extent do you agree with the following statements about your HR function?
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Figure 9: Generally, people functions within larger organisations appear more strategic and aligned with 
the business, but are less positively recognised for their contribution      
The strategic contribution of people teams in SMEs and large organisations (% net agree and disagree)

The HR/people function makes a valued, 
strategic contribution to the organisation

The HR/people function has HR practices 
which are clearly linked to organisational 

outcomes (eg in employee, business 
performance and financial outcomes)

The HR/people function is widely 
acknowledged in the organisation as 

having an important impact

The HR/people function is recognised by 
senior leaders when it achieves its 

measures of success

The HR/people function has clear measures 
of success for organisational outcomes

Base: Large organisations: n=856; SMEs: n=589. 
Question: Thinking about HR practice in your organisation, to what extent do you agree with the following statements about your HR/people 
function and its organisational contribution?
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While people teams in larger businesses appear better aligned to the organisation with 
established success metrics, the recognition and the impact attributable to the people 
team directly is less present. We should also consider the complexity of working models 
and hierarchical structures within larger businesses, and that success may not generally 
be attributed to a singular function. For micro and small businesses, the HR ‘function’ and 
operating model is likely to be far more simplistic, or perhaps even a singular professional 
dealing with HR and people-related issues across the business.

However, the findings reflect an interesting sentiment across people teams in large and 
small businesses. 

How do perceptions of strategic impact differ by sector?
We found that public sector people professionals had more negative perceptions of their 
impact and senior leader recognition.21 Looking across sectors, we found that 60% of those 
in both the private and third/voluntary sectors agreed that their function is recognised by 
senior leaders, compared with only 51% of respondents in the public sector. The highest 
proportion of respondents who strongly agree that the HR/people function is widely 
acknowledged in the organisation as having an important impact (60%) and is recognised 
by senior leaders when it achieves its measures of success (60%) work in the private sector.22 
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While people teams in larger businesses appear 
better aligned to the organisation with established 
success metrics, the recognition and the impact 
attributable to the people team directly is less 
present. We should also consider the complexity 
of working models and hierarchical structures 
within larger businesses, and that success may not 
generally be attributed to a singular function. For 
micro and small businesses, the HR ‘function’ and 
operating model is likely to be far more simplistic, or 
perhaps even a singular professional dealing with 
HR and people-related issues across the business.
However, the findings reflect an interesting 
sentiment across people teams in large and small 
businesses. 

How do perceptions of strategic 
impact differ by sector?
We found that public sector people professionals 
had more negative perceptions of their impact and 
senior leader recognition.21 Looking across sectors, 
we found that 60% of those in both the private and 
third/voluntary sectors agreed that their function is 
recognised by senior leaders, compared with only 
51% of respondents in the public sector. The highest 
proportion of respondents who strongly agree that 
the HR/people function is widely acknowledged 
in the organisation as having an important impact 
(60%) and is recognised by senior leaders when it 
achieves its measures of success (60%) work in the 
private sector.
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Base: Private sector: n=786; Public sector: n=478; Third/voluntary sector: n=205.     
Question: Thinking about HR practice in your organisation, to what extent do you agree with the following statements about your HR/people 
function and its organisational contribution?

Figure 10: Public sector professionals were less likely to agree that their function has strategic alignment, 
recognition and impact 
Sector di�erences on the perception of impact of the people function (% net agree scores)
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As one would expect, both strategic level and years of experience within the people 
profession were associated with HR impact, organisational alignment, and strategic and 
valued contribution: 

• When looking at strategic and operational roles, of those who strongly agreed that 
the HR/people function has clear measures of success for organisational outcomes, 
32% – the highest proportion of respondents – work at a strategic level. Similarly, of 
those who agreed that the HR/people function has practices which are clearly linked to 
organisational outcomes, 33% work at a strategic level. 

• When we consider experience within the profession, of those who strongly agreed 
that the HR/people function makes a valued, strategic contribution to the organisation, 
30% have more than 20 years’ experience in the profession – the highest proportion of 
respondents. Again, of those who agreed that the HR function has practices which are 
clearly linked to organisational outcomes, 33% have 20+ years of experience. 

Cross-tabulation analysis found several significant relationships for strategic level23 and 
years of experience.24 
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As one would expect, both strategic level and 
years of experience within the people profession 
were associated with HR impact, organisational 
alignment, and strategic and valued contribution:

• When looking at strategic and operational 
roles, of those who strongly agreed that the HR/
people function has clear measures of success 
for organisational outcomes, 32% – the highest 
proportion of respondents – work at a strategic 
level. Similarly, of those who agreed that the HR/
people function has practices which are clearly 
linked to organisational outcomes, 33% work at a 
strategic level.
• When we consider experience within the 
profession, of those who strongly agreed that 
the HR/people function makes a valued, strategic 
contribution to the organisation, 30% have more 
than 20 years’ experience in the profession – the 
highest proportion of respondents. Again, of those 
who agreed that the HR function has practices 
which are clearly linked to organisational outcomes, 
33% have 20+ years of experience.

Cross-tabulation analysis found several significant 
relationships for strategic level23 and years of 
experience.

What are the current operating 
models of people teams?

Headline findings
• We found two prominent operating models 
adopted by UK people teams: a business partnering 
model with specialists and shared services (30%), and 
having a single HR team that includes generalists, 
specialists and administration all together (31%).
• In Ireland, a third prominent model was found. 
Nearly a fifth of respondents said that they operate 
from a small, centralised HR function that outsources 
much of its people activity (18%).
• One in ten respondents stated that they operate 
under a different, undefined model (12%).
• As you would expect, operating models vary 
considerably across business sizes. Our data 
highlights pre- and post-pandemic shifts in the 
way people teams are operating.
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• We found a mixed picture when it comes to where 
and how people professionals work. Within Ireland 
we found more onsite working, whereas within the 
UK there was little variance across working locations.

Detailed findings
What are the current models of working 
within the hybrid world? 
The CIPD’s People Profession 2030 report found 
that internal change – specifically evolving models, 
structures and processes – will be highly influential 
in the future world of work. This trend reflects the 
complex and evolving nature of businesses which 
requires organisational models that will be future-
fit and adaptive to business needs:

«The old power systems are dying rapidly in 
organisations. Traditional ways of organising to get work 
done are becoming redundant. Digitisation is speeding 
up processes and shortcutting working methods, social 
attitudes towards the meaning of work are shifting 
dramatically and global disruption caused by COVID-19 
is compelling us to rethink what our work space actually 
is».’ (People Profession 2030 Hackathon participant)

But what are the current operating models 
of people functions and how have operating 
models changed?

Within the UK sample, we found two prominent 
operating models adopted by people teams: 

1 A business partnering model with specialists 
and shared services (30%).

2 A single HR team that includes generalists, 
specialists and administration all together (31%).

Beyond that, people teams operate under five 
other models, although the uptake of these 
models are 8% or less of UK respondents. A 
minority (one in ten) stated that they operate 
under a different, undefined model (12%).
These findings emphasise that there is not one 
prominent HR model that will serve all businesses, 
sectors and industries. Instead, operating models 
and structures should reflect  the organisational 
context, be fit for purpose and allow for flex, as 
opposed to traditional fixed models and processes.

24

People Profession 2022: UK and Ireland survey report

What are the current operating models of people teams? 

the organisational context, be fit for purpose and allow for flex, as opposed to traditional 
fixed models and processes. 

 

A model which typically includes business partners, specialists, 
shared services, project leaders and corporate HR

A single HR team with generalists, specialists and administration 
together

A corporate HR strategy team with operational teams providing 
all HR services, aligned to business units

A corporate HR strategy team with operational teams providing 
all HR services, aligned by location

A set of specialist services and corporate HR strategy provided 
centrally, with business unit HR teams providing the rest of the 
HR services

A small, central HR function with largely outsourced HR activity

HR delivery is segregated by location and/or business unit

Other

Figure 11: The business partnering model and the single HR team model are the most common operating 
models in the UK     
UK people function operating models (% of respondents)

Base: n=1,496.
Question: Which ONE of the following structures, if any, best describes your organisation’s HR/people model? 
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Shifts in how small and medium businesses are operating
When we look at the data we’ve collected since 2020,25 as a whole, operating models 
adopted by people teams do not appear to have changed. However, when we look at the 
differences across business size, we note some changes pre- and post-pandemic. The 
biggest shifts were: 

• more SMEs are moving to a model involving a singular HR team (36% to 42%) and 
shared services/business partnering model (7% to 11%)

• fewer SMEs are relying on other models (that is, models that were not covered in our 
survey responses), moving from 30% to 24%

• fewer SMEs are outsourcing their payroll function (39% in 2020 vs 30% in 2022)

• more businesses said they don’t outsource any HR responsibility: 39% of SMEs and 
53% of larger organisations (compared with pre-pandemic figures of 34% and 47% 
respectively)

• an incremental change in large organisations moving away from operating under a 
singular HR team (27% to 24%).
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Base: Large organisations 2022: n=856; Large organisations 2020: n=863. Data from 2020 includes the UK and Ireland collectively.   
Question: Which ONE of the following structures, if any, best describes your organisation’s HR/people model? Please tick one option only.

Base: SMEs 2022: n=589; SMEs 2020: n=477. Data from 2020 includes the UK and Ireland collectively.   
Question: Which ONE of the following structures, if any, best describes your organisation’s HR/people model? Please tick one option only.

Figure 12: While large organisations have moved away from operating under a singular HR team, SMEs have 
moved more towards this, relying less on ‘other’ models
Pre-pandemic and post-pandemic shifts in people team models by large businesses (250+ employees) and 
SMEs (<250 employees) (% of respondents)

A model which typically includes business partners, 
specialists, shared services, project leaders and corporate HR

A single HR team with generalists, specialists and 
administration together

A corporate HR strategy team with operational teams 
providing all HR services, aligned to business units

A corporate HR strategy team with operational teams 
providing all HR services, aligned by location

A set of specialist services and corporate HR strategy 
provided centrally, with business unit HR teams providing the 

rest of the HR services

HR delivery is segregated by location and/or business unit

Other

A small, central HR function with largely outsourced HR activity
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Shifts in how small and medium  
businesses are operating
When we look at the data we’ve collected since 
2020,25 as a whole, operating models adopted 
by people teams do not appear to have changed. 
However, when we look at the differences across 
business size, we note some changes pre- and 
post-pandemic. The biggest shifts were:
• more SMEs are moving to a model involving 
a singular HR team (36% to 42%) and shared 
services/business partnering model (7% to 11%)
• fewer SMEs are relying on other models (that 
is, models that were not covered in our survey 
responses), moving from 30% to 24%
• fewer SMEs are outsourcing their payroll 
function (39% in 2020 vs 30% in 2022)
• more businesses said they don’t outsource 
any HR responsibility: 39% of SMEs and 53% 
of larger organisations (compared with pre-
pandemic figures of 34% and 47%respectively)
• an incremental change in large organisations 
moving away from operating under a singular 
HR team (27% to 24%).

Our data, albeit cross-sectional,26 indicates that SMEs 
have formalised some aspects of their HR activity, with 
an increased proportion operating under a model 

where they provide more HR services in-house than 
previously indicated. This could be a sign of the 
professionalisation and growth of small businesses 
within our sample, or an indication that some 
businesses needed to shift their operations to a leaner 
model, given the economic impact of the pandemic. 

More than half of respondents from large 
organisations (250+ employees) say they don’t 
outsource any HR function (53%). Generally, SMEs 
are more likely to outsource their HR function 
across the board, from payroll to strategic support 
to complex case management (see Figure 14). 

In Ireland, while the two most common operating 
HR models remain the same (both 25%), nearly a 
fifth of respondents said that they operate from a 
small, centralised HR function which outsources 
much of its people activity (18%).

When we consider outsourcing models in Ireland, 
generally, respondents are more likely to say 
they outsource various aspects of their people 
function, compared with the UK. Only 30% of 
respondents in Ireland say they don’t outsource 
any of their HR function. In the UK, this figure 
stands at nearly half of all respondents (47%).

26
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Our data, albeit cross-sectional,26 indicates that SMEs have formalised some aspects 
of their HR activity, with an increased proportion operating under a model where they 
provide more HR services in-house than previously indicated. This could be a sign of the 
professionalisation and growth of small businesses within our sample, or an indication that 
some businesses needed to shift their operations to a leaner model, given the economic 
impact of the pandemic. 

More than half of respondents from large organisations (250+ employees) say they don’t 
outsource any HR function (53%). Generally, SMEs are more likely to outsource their HR 
function across the board, from payroll to strategic support to complex case management 
(see Figure 14). 

In Ireland, while the two most common operating HR models remain the same (both 25%), 
nearly a fifth of respondents said that they operate from a small, centralised HR function 
which outsources much of its people activity (18%).

A model which typically includes business partners, specialists, 
shared services, project leaders and corporate HR

A single HR team with generalists, specialists and administration 
together

A corporate HR strategy team with operational teams providing 
all HR services, aligned to business units

A corporate HR strategy team with operational teams providing 
all HR services, aligned by location

A set of specialist services and corporate HR strategy provided 
centrally, with business unit HR teams providing the rest of the 
HR services

A small, central HR function with largely outsourced HR activity

HR delivery is segregated by location and/or business unit

Other

Figure 13: In Ireland, nearly one-fifth operate from a small, central HR function that outsources much of its activity 
Operating models of people functions within Ireland (% of respondents)  

Base: n=125.
Question: Which ONE of the following structures, if any, best describes your organisation’s HR/people model? Please tick one option only.

25

25

8

10

4

18

5
5

When we consider outsourcing models in Ireland, generally, respondents are more likely to 
say they outsource various aspects of their people function, compared with the UK. Only 
30% of respondents in Ireland say they don’t outsource any of their HR function. In the UK, 
this figure stands at nearly half of all respondents (47%). 
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Figure 14: In the UK, a large proportion of SMEs and large organisations say they don’t outsource any of 
their HR operations     
Outsourcing of HR by organisational size (UK only) (% of respondents)

Base: UK: n=1,496; SMEs: n=589; Large organisations: n=856.
Question: Which elements of your HR function do you outsource, if any?

Not applicable – we don’t outsource any 
function of HR

Payroll

Complex advice, including case management

Specialist advice (eg reward)
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POST COVID 19 : EMERGING CHALLENGES  
IN HUMAN RESOURCE MANAGEMENT
22nd - 24th July 2022, The Ravenala Attitude, Balaclava.
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Work in the 2020s: is ‘working from 
anywhere’ the new norm? 
Since 2020, we have witnessed an enormous 
shift in how and where people work. When we 
asked UK practitioners about the proportion of 
their time they’ve spent working fully remotely, 
fully onsite or fully hybrid over the last year, we 
found a fairly even spread (see Figure 16). 
A similar number of respondents say they don’t 
work in each of the three settings, suggesting a 
really mixed picture, with practitioners working 
in very different ways and with no clear majority 
working style, given the fairly even proportions. 
The figures below show the mean scores of time 
spent working in various settings. 

Irish respondents are more likely to state that 
they work fully onsite. Given that one of the top 
capability improvement areas for respondents in 
Ireland was enabling flexible people operations, 
our data suggests that practitioners may be 
working onsite due to inflexible business models 
and processes, which inhibit opportunities for 
remote and hybrid working.

We also asked practitioners about aspects of 
their role that have become more challenging 
within a hybrid environment. Just under half of 
our UK respondents (45%) and 38% in Ireland 
cited building organisational culture and values 
as being more difficult in a hybrid world.

28
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Figure 15: Generally, Irish respondents outsource more of their HR function than UK respondents 
Outsourcing of HR for Ireland and the UK (% of respondents)

Base: Ireland: n=125; UK n=1,496. 
Question: Which elements of your HR function do you outsource, if any?

Not applicable – we don’t outsource any function of HR
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Work in the 2020s: is ‘working from anywhere’ the new norm? 
Since 2020, we have witnessed an enormous shift in how and where people work. When 
we asked UK practitioners about the proportion of their time they’ve spent working fully 
remotely, fully onsite or fully hybrid over the last year, we found a fairly even spread (see 
Figure 16). 

A similar number of respondents say they don’t work in each of the three settings, 
suggesting a really mixed picture, with practitioners working in very different ways and 
with no clear majority working style, given the fairly even proportions. The figures below 
show the mean scores of time spent working in various settings. 

Irish respondents are more likely to state that they work fully onsite. Given that one of the 
top capability improvement areas for respondents in Ireland was enabling flexible people 
operations, our data suggests that practitioners may be working onsite due to inflexible 
business models and processes, which inhibit opportunities for remote and hybrid working. 
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Although less than the previous year, supporting 
mental health and wellbeing was a current 
challenge for both samples (44% in the UK and 42% 
in Ireland; previously 55% and 50% respectively). 
Unsurprisingly, attracting, recruiting and retaining 
talent was also a significant hurdle for the profession, 
with 45% in Ireland and 43% in the UK saying this. 
Overall, it appears that UK people professionals 
are flexing the way they work in their day-to-day 
roles. Many HR professionals can conduct their 
work remotely or offsite. However, if we asked 
other workers whose work is more field-based, this 
picture is likely to look very different and varied 
across industries. It’s also possible that working 
location comes down to individual preferences, 
perhaps accommodating practitioners’ other 
commitments, but also the organisation’s digital-
readiness to operate more flexibly. 
An alternative way of interpreting this finding is 
around how we define hybrid working practices. Is 
current thinking and definition of hybrid working 
(and how much time practitioners spend working 
in this way) lacking in consistency across different 
businesses? Is hybrid working a distinct working 

style in that it’s working on-the-go, or a blend 
of onsite and remote working? Organisational 
cultures and norms will play a role in shaping 
what hybrid working means, but it’s important 
that hybrid working practices are clearly defined 
in policies and practices.

How is the profession using people 
data and analytics?

Headline findings
• Nearly two-fifths of UK respondents said that 
people data is managed by the people function 
(39%) or that they provide regular people data 
reports for the business (39%).
• In Ireland, there has been an increase in the 
general use of people data reporting, the use 
of analytics to support decision-making and 
combining people data with other forms of data.
• There is a widening gap between demands and 
skills: while the need for data skills increases as 
more organisations plan to use data in decision-
making (since prepandemicfindings), capability 
remains a barrier to applying data in practice.

2929
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Figure 16: Respondents from Ireland show higher levels of onsite working, whereas we see little variance 
across UK respondents 
The average (mean) scores for work settings in the UK and Ireland 

Fully onsite Fully remote Fully hybrid

Base: UK: n=1,496; Ireland: n=125.
Question: In the last 12 months, what proportion of time have you spent working in the following locations: (1) fully onsite, (2) fully remote, 
(3) fully hybrid?      
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We also asked practitioners about aspects of their role that have become more 
challenging within a hybrid environment. Just under half of our UK respondents (45%) 
and 38% in Ireland cited building organisational culture and values as being more 
difficult in a hybrid world.

Although less than the previous year, supporting mental health and wellbeing was a 
current challenge for both samples (44% in the UK and 42% in Ireland; previously 55% 
and 50% respectively). Unsurprisingly, attracting, recruiting and retaining talent was also a 
significant hurdle for the profession, with 45% in Ireland and 43% in the UK saying this. 

Overall, it appears that UK people professionals are flexing the way they work in their day-
to-day roles. Many HR professionals can conduct their work remotely or offsite. However, if 
we asked other workers whose work is more field-based, this picture is likely to look very 
different and varied across industries. It’s also possible that working location comes down 
to individual preferences, perhaps accommodating practitioners’ other commitments, but 
also the organisation’s digital-readiness to operate more flexibly. 

An alternative way of interpreting this finding is around how we define hybrid working 
practices. Is current thinking and definition of hybrid working (and how much time 
practitioners spend working in this way) lacking in consistency across different businesses? 
Is hybrid working a distinct working style in that it’s working on-the-go, or a blend of 
onsite and remote working? Organisational cultures and norms will play a role in shaping 
what hybrid working means, but it’s important that hybrid working practices are clearly 
defined in policies and practices. 
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• Other barriers to applying people analytics 
successfully include technology and 
analyticalsystems (38% in the UK, 36% in Ireland) 
and access to resources (29% in the UK, 34% in 
Ireland). All barriers have remained consistent 
since 2021.

Detailed findings
Evidence-based practice is a core professional value 
in the CIPD’s Profession Map and is essential for 

effective decision-making. People/organisational 
data is one of the key sources for evidence-based 
practice, and over half of the UK and Ireland sample 
said they use organisational data as a key source 
of evidence (54% for both). Therefore, it’s vital that 
people professionals feel confident and capable in 
handling basic people data and building a people 
strategy that is supported by it. Our practitioner’s 
guide can support professionals to get to grips 
with the basics of people data and analytics.

3131
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How is the profession using people data and analytics?

A small number said they have no plans to use people data and analytics (8%), while on 
the other end of the spectrum, a similar percentage of respondents say they are using 
advanced analytical techniques to inform decision-making (7%). 

Figure 17: There are observed spikes in the application and use of data and analytics in 2021
The application and use of people data and analytics in the UK since 2020 (% of respondents)

Base: 2022: n=1,496; 2021: n=1,504; 2020 (UK and Ireland): n=1,368.    
Question: Which, if any, of the following statements describe how people data and analytics are used in your organisation? 
(Please select all that apply.)        

People data is managed by the HR/people function, 
which responds to requests from management

The HR/people function provides regular people data 
reports for the business

My organisation collects and uses very basic HR data 
(eg headcount reporting)

My organisation routinely uses HR/people data and 
analytics in decision-making across the business

My organisation combines HR/people data with other 
data (including financial data), to provide a more 

holistic view of the organisation

My organisation uses advanced analytical techniques 
on HR/people data (eg machine learning, pattern 

recognition and behavioural science analysis) to help 
inform business decisions

Don’t know

My organisation has no plans to use HR/people data 
and analytics

None of these
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In Ireland, there was a substantial decrease in the use of advanced analytical techniques 
since 2021 (14% vs 23% in 2021) and a drop in people data being managed by the HR 
function (30% vs 34% in 2021). On the other hand, there has been an increase in the 
general use of people data reporting (from 30% to 36%), the use of analytics to support 
decision-making across the organisation (28% to 32%) and combining people data with 
other forms of data (30% to 33%). While some of these increases are modest in size, they 
show that there are some aspects of data and analytics that are more frequently being 
implemented within Irish organisations.
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However, having the skills to handle and interpret 
data is not the only challenge. Our CIPD research 
found that access to good-quality data can also 
be a challenging hurdle for practitioners.
Since 2020, we’ve been asking people 
professionals about how they use people data 
and analytical techniques in practice. As our 
data is cross-sectional (collected at a single time 
point with an unmatched sample), we cannot 
strictly interpret changes as trends; however, we 
are able to note some observations across the 
years more generally.
Initially, our findings in the UK showed a decline 
in the use and application of people data and 
analytics since 2021. However, upon further 
investigation the intention to utilise people data 
and analytics is closer to pre-pandemic levels, 

suggesting there was a significant spike in 2021.
In 2022, the use of people data and analytics is 
slightly higher than findings from 2020, suggesting 
that more organisations recognise the value and 
importance of building their people data and 
analytics capabilities. The observed spike in 2021 
may have been a result of closer monitoring of 
workforce analytics, given the dramatic change in 
working behaviours and unpredictable absences 
driven by the COVID-19 pandemic.
Nearly two-fifths of UK respondents said that 
people data is managed by the people function 
(39%) or the people function provides regular 
people data reports for the business (39%). 
However, less than one in three say their 
organisation regularly uses people data to 
inform decision-making (29%), suggesting a 

32
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Figure 18: More respondents in Ireland say the HR function provides regular people data reports than in 2021 
Changes in the use of people data and analytics in Ireland between 2021 and 2022 (% of respondents)

Base: 2022: n=125; 2021: n=168. 
Question: Which, if any, of the following statements describe how people data and analytics are used in your organisation? 
(Please select all that apply.) 

The HR/people function provides regular people data 
reports for the business

My organisation combines HR/people data with other 
data (including financial data), to provide a more 

holistic view of the organisation

My organisation routinely uses HR/people data and 
analytics in decision-making across the business

My organisation collects and uses very basic HR data 
(eg headcount reporting)

People data is managed by the HR/people function, 
which responds to requests from management

My organisation uses advanced analytical techniques on 
HR/people data (eg machine learning, pattern 

recognition and behavioural science analysis) to help 
inform business decisions

My organisation has no plans to use HR/people data 
and analytics

Don’t know

None of these
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In addition to the cross-tabulation analysis, we also considered age as an influencing 
variable, given that our sample overrepresents mature people professionals. Over half of 
the UK sample are in the 45+ age category (55%), and the mean age of our sample is 46 
(compared with the mean age of the HR profession being 40).27  

When we account for age, there are significant differences between respondents. Over 
one in ten 18–34-year-olds said they use advanced analytics on their people data (11%), 
compared with just one in twenty of those who are 45 or over (5%). Additionally, a very 
small minority of 18–34-year-olds (4%) say their organisation has no plans to use their 
people data in some form, while this climbs to 10% for our older age group (45+ years).

Without further data it is difficult to pinpoint other factors that could be influencing 
these results. However, we can investigate the sample further to understand some of the 
influential factors. For example, proportionally there are more 18–34-year-olds that work 
for businesses with a results-oriented and competitive culture (who may be more likely 
to focus on deriving insights from data for competitive edge), compared with aged 45+ 
practitioners (11% and 7% respectively). Additionally, we note that, proportionally, there 
are slightly more 18–34-year-olds in specialisms that tend to use more data. For example, 
reward and benefits (4% vs 3% in the 45+ age group) and HR information systems roles 
(5% vs 4% in the 45+ age group). Although these differences are small, the youngest age 
group of practitioners is underrepresented in our sample, as they only account for 18% of 
our respondents. If this age group was more representative and balanced, we may see 
more pronounced differences among the two age groups. 

How is the profession using people data and analytics?
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minority use people data as a source of evidence 
when making key decisions.
A small number said they have no plans to use 
people data and analytics (8%), while on the 
other end of the spectrum, a similar percentage of 
respondents say they are using advanced analytical 
techniques to inform decision-making (7%).

In Ireland, there was a substantial decrease in the 
use of advanced analytical techniques since 2021 
(14% vs 23% in 2021) and a drop in people data 
being managed by the HR function (30% vs 34% 
in 2021). On the other hand, there has been an 
increase in the general use of people data reporting 
(from 30% to 36%), the use of analytics to support 
decision-making across the organisation (28% 
to 32%) and combining people data with other 
forms of data (30% to 33%). While some of these 
increases are modest in size, they show that there 
are some aspects of data and analytics that are 
more frequently being implemented within Irish 
organisations.

In addition to the cross-tabulation analysis, we 
also considered age as an influencing variable, 
given that our sample overrepresents mature 
people professionals. Over half of the UK sample 
are in the 45+ age category (55%), and the mean 
age of our sample is 46 (compared with the mean 
age of the HR profession being 40).27  
When we account for age, there are significant 
differences between respondents. Over one in ten 
18–34-year-olds said they use advanced analytics 
on their people data (11%), compared with just 
one in twenty of those who are 45 or over (5%). 
Additionally, a very small minority of 18–34-year-
olds (4%) say their organisation has no plans to 
use their people data in some form, while this 
climbs to 10% for our older age group (45+ years).
Without further data it is difficult to pinpoint other 
factors that could be influencing these results. 
However, we can investigate the sample further 
to understand some of the influential factors. 
For example, proportionally there are more 
18–34-year-olds that work for businesses with 

a results-oriented and competitive culture (who 
may be more likely to focus on deriving insights 
from data for competitive edge), compared with 
aged 45+ practitioners (11% and 7% respectively). 
Additionally, we note that, proportionally, there 
are slightly more 18–34-year-olds in specialisms 
that tend to use more data. For example, reward 
and benefits (4% vs 3% in the 45+ age group) 
and HR information systems roles (5% vs 4% in 
the 45+ age group). Although these differences 
are small, the youngest age group of practitioners 
is underrepresented in our sample, as they only 
account for 18% of our respondents. If this age 
group was more representative and balanced, we 
may see more pronounced differences among 
the two age groups.

What are the barriers associated with applying 
people data and analytics? 
The top three barriers to organisations applying 
people analytics successfully have remained 
consistent since 2021. These are:
• technology and analytical systems (38% in the 
UK, 36% in Ireland)
• access to resources (29% in the UK, 34% in 
Ireland)
• workforce capability and analytical skills (28% in 
the UK, 33% in Ireland).

Table 2 shows how these barriers have changed 
since 2021 for the UK and Ireland. Although 
changes are small in most cases, generally more 
respondents in Ireland cited barriers to applying 
people data compared with our 2021 survey data. 
Given that the same top three barriers were found 
in our 2021 data, our findings suggest issues 
are ongoing for organisations and continue to 
hinder how people teams use data within their 
practices. Our findings also suggest that a skill 
gap in analytics is only part of the problem, with 
a lack of dedicated resource and having the 
right technology systems in place being more 
prominent barriers. 
We also note the fourth most common barrier in 
the UK being competing priorities/deprioritising 
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of people analytics (26%). Although this has 
slightly decreased since 2021 (29%), clearly a 
strong business case needs to be made to show 
the cost benefit of investing in data and analytics, 
not only for the people team, but for the entire 
organisation. 
To alleviate these barriers, people teams will need 
substantial influence and buy-in from business 
leaders to drive this agenda forward. Working 
behaviours, habits and patterns will change in 
the future and people data provides a way of 
gathering insight about the entire workforce 
– an invaluable source of evidence for people 
management.

How does people data and analytics use 
differ across business size and sector? 

Business size
Fifteen per cent of practitioners working in SMEs 
said their organisation has no plans to use people 
data and analytics, compared with only 3% of 
those in large organisations. Looking at business 

size at a more granular level, practitioners from 
micro organisations are significantly more likely 
to say they have no plans to use analytics (26%). 
This is as expected given that smaller businesses 
are likely to have limited people data, with their 
HR responsibility owned by one individual, or 
possibly outsourced. 
Once organisational size reaches 50+ employees, 
this figure drops to 6%, while for organisations 
with 250+ employees, only between 3% and 4% 
say they have no plans to use data and analytics. 
These findings suggest the vast majority of 
organisations with 50+ employees have plans 
to use data and analytics and perhaps have an 
HR information system in place to support and 
derive analytical insights from their organisational 
data. See Figure 25 in the Appendix for more 
people data statistics by business size at the more 
granular level.

Sector 
Our results show that private sector respondents 
were least likely to say they plan to use data and 
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What are the barriers associated with applying people data and analytics? 
The top three barriers to organisations applying people analytics successfully have 
remained consistent since 2021. These are: 

• technology and analytical systems (38% in the UK, 36% in Ireland)
• access to resources (29% in the UK, 34% in Ireland) 
• workforce capability and analytical skills (28% in the UK, 33% in Ireland).

Table 2 shows how these barriers have changed since 2021 for the UK and Ireland. 
Although changes are small in most cases, generally more respondents in Ireland cited 
barriers to applying people data compared with our 2021 survey data. 

Given that the same top three barriers were found in our 2021 data, our findings suggest 
issues are ongoing for organisations and continue to hinder how people teams use data 
within their practices. Our findings also suggest that a skill gap in analytics is only part of 
the problem, with a lack of dedicated resource and having the right technology systems in 
place being more prominent barriers. 

We also note the fourth most common barrier in the UK being competing priorities/
deprioritising of people analytics (26%). Although this has slightly decreased since 
2021 (29%), clearly a strong business case needs to be made to show the cost benefit 
of investing in data and analytics, not only for the people team, but for the entire 
organisation. 

To alleviate these barriers, people teams will need substantial influence and buy-in from 
business leaders to drive this agenda forward. Working behaviours, habits and patterns will 
change in the future and people data provides a way of gathering insight about the entire 
workforce – an invaluable source of evidence for people management. 

Table 2: Having the right technology and analytic systems in place is the top barrier to applying people data
Barriers to applying people analytics in the UK and Ireland (% of respondents)

UK Ireland

Technology and analytical systems 38† 36*

Access to resources (including time and perceived cost benefit) 29† 34*

Workforce capability and analytical skills 28† 33*

Competing priorities/deprioritising of people analytics 26† 20†

Organisational culture and attitudes 24† 27*

Leadership drive and management support 21† 22†

Access to relevant and available evidence 16† 22*

Organisation strategy and policies 11† 15†

External environment 6** 16†

Other 4** 5*

*  indicates more respondents said this was a barrier since 2021.

†  indicates fewer respondents said this was a barrier since 2021.

** indicates no change.

Base: UK: n=1,496; Ireland: n=125.

Question: Which, if any, of the following would you say are barriers to your organisation applying people analytics successfully?  
(Please select all that apply.)
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analytics across the board. The most significant 
differences were whether the HR/people function 
provides regular people data reports (private: 
33%; public: 46%; voluntary: 42%) and having no 
plans to use people data in the future (private: 
10%; public: 4%; voluntary: 6%). 
Public sector respondents were far more likely 
to say they use people data routinely to make 
key decisions across the business, an indication 
that, within this sector, people data appears more 
embedded throughout organisations and a key 
source of evidence for decision-making.
Over half of voluntary sector respondents said 
they use and collect people data at a very basic 
level, significantly more than private (34%) and 
public sector (35%) respondents.

Closing the data skills gap: build, buy or both? 
As reflected by our earlier findings on building HR 
capability, engaging with data to inform decision-
making has become more of a priority in 2022 in 
both the UK and Ireland. However, our data also 
suggests capability gaps in analytical skills, posing 
a prominent barrier to applying data in practice. 
While building data skills within people teams 
is one option to closing the skills gap, for some 
businesses, buying in the right talent might be 
the answer (or a mixture of the two). From our 
discussion with senior leaders of the profession, 
many are looking beyond the HR labour market 
to recruit these in-demand skills, or even do both, 
by building and buying talent. Section 11 gives 

insight into how organisations can stand out as 
employers of choice in a tight and competitive 
labour market.

How are organisations focusing  
on employee experience?
Identified as a global trend in 2017 and featured 
within the CIPD Profession Map, employee experience 
highlights the importance of capturing employee 
sentiments on their working environment and overall 
work experience to build a positive relationship 
between the organisation and its workforce.
When it comes to improving employee 
experience, we found that collecting exit data was 
the most common focus for organisations, with 
half of UK organisations saying they collect data 
from leavers (51% in the UK and 42% in Ireland, 
compared with 45% and 43% in 2021). 
A similar number of UK practitioners also said they 
are focusing on company culture 
and values to improve employee experience 
(50%). However, we found that only 33% of 
respondents do both. 
To understand how employee experience efforts 
have changed, we have combined the UK and 
Ireland data for 2022, 2021 and 2020 for comparison.

Although collecting exit data provides some insight 
of employee experience, it’s late in the employee 
lifecycle to consider how to improve workers’ 
experience, especially given that those individuals 
have already decided to leave the organisation. 

34
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What did profession leaders say about data and analytics skills? 
There was a real call to the profession to become ‘savvy consumers of data’, 
meaning that practitioners are comfortable enough to share insights gleaned from 
people data and translate that into people practice:

‘More and more, we’re being asked to produce people-related data and then the 
subsequent insight off the back of that.’

HR leaders were also clear that they will look beyond HR to recruit these skills from 
the wider labour market:

‘[We will be] bringing people in with analytical skills who like data in a big spreadsheet 
and teaching them to think about it through a people lens.’

However, justifying headcount and salaries of experts outside of the profession with 
no HR experience can sometimes be a challenge for people leaders. Where there 
isn’t budget to hire these skills, leaders are developing their teams or working with 
other business functions to support skills development. 

Leaders also talked about taking a data-driven approach to evaluating people 
interventions and processes, like attracting and retaining talent:

‘[We use] analytics to evaluate our interventions or the services that we offer to make 
sure that our investment in time and money is going in the right place.’

How does people data and analytics use differ across business size and sector? 

Business size
Fifteen per cent of practitioners working in SMEs said their organisation has no plans to 
use people data and analytics, compared with only 3% of those in large organisations. 
Looking at business size at a more granular level, practitioners from micro organisations 
are significantly more likely to say they have no plans to use analytics (26%). This is as 
expected given that smaller businesses are likely to have limited people data, with their HR 
responsibility owned by one individual, or possibly outsourced. 

Once organisational size reaches 50+ employees, this figure drops to 6%, while for 
organisations with 250+ employees, only between 3% and 4% say they have no plans to 
use data and analytics. These findings suggest the vast majority of organisations with 50+ 
employees have plans to use data and analytics and perhaps have an HR information system 
in place to support and derive analytical insights from their organisational data. See Figure 25 
in the Appendix for more people data statistics by business size at the more granular level. 

Figure 19: Businesses with fewer than 50 employees are significantly more likely to say they have no plans 
to use people data and analytics         
No plans to use people data and analytics by business size (% of UK respondents)

2–9
(micro) 

10–49
(small)

50–249 
(medium) 

250–999 
(medium-large)

1,000–9,999 
(large)

10,000 and over 
(corporation)

Base: Micro: n=111; Small: n=156; Medium: n=272; Medium–large: n=240; Large: n=368; Corporation: n=248.
Statement: My organisation has no plans to use HR/people data and analytics.
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Businesses should gather evidence and insight 
at different stages of the employee lifecycle to 
appreciate workers’ experiences at various stages of 
employment. Anecdotally, discussions with senior 
people professionals have raised the idea of ‘stay 
interviews’ – a way of checking in with employees 
to understand why they stay and whether there are 
any retention risk areas 
(and course-correct these accordingly). 
Given the current labour market, skills shortages 
and other recruitment challenges, retaining 
top talent is vital to business continuity and 

growth. Having a people strategy that focuses 
on employee experience as a key outcome is 
essential for businesses that want to be known as 
an employer of choice. However, our data suggests 
that currently only two-fifths of organisations in 
both the UK and Ireland are prioritising employee 
experience within their core people strategy (41% 
and 42% respectively).

Employee voice 
Employee voice is about having the means and 
mechanisms within an organisation so that 

3535
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Sector 
Our results show that private sector respondents were least likely to say they plan to use 
data and analytics across the board. The most significant differences were whether the HR/
people function provides regular people data reports (private: 33%; public: 46%; voluntary: 
42%) and having no plans to use people data in the future (private: 10%; public: 4%; 
voluntary: 6%). 

Public sector respondents were far more likely to say they use people data routinely to 
make key decisions across the business, an indication that, within this sector, people data 
appears more embedded throughout organisations and a key source of evidence for 
decision-making.

Over half of voluntary sector respondents said they use and collect people data at a very 
basic level, significantly more than private (34%) and public sector (35%) respondents. 

Figure 20: More than half of voluntary sector organisations use very basic HR data, while public sector 
organisations report more usage across the board      
People data and analytics usage across sectors within the UK (% of respondents)

Base: Private: n=786; Public: n=478; Voluntary: n=205.      
Question: Which, if any, of the following statements describe how people data and analytics are used in your organisation? 
(Please select all that apply.)

The HR/people function provides regular people data 
reports for the business

People data is managed by the HR/people function, 
which responds to requests from management

My organisation routinely uses HR/people data and 
analytics in decision-making across the business

My organisation collects and uses very basic HR data 
(eg headcount reporting)

My organisation combines HR/people data with other 
data (including financial data), to provide a more 

holistic view of the organisation

Don’t know

My organisation uses advanced analytical techniques 
on HR/people data (eg machine learning, pattern 

recognition and behavioural science analysis) to help 
inform business decisions

My organisation has no plans to use HR/people data 
and analytics

None of these
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employees are able to communicate their views 
and raise concerns. Having a voice at work is an 
employee’s fundamental right and is central to job 
quality and organisational effectiveness. Businesses 
should focus on taking a holistic approach to 
voice that encompasses individual and collective 
voice channels. CIPD case study research in this 
area highlights how employee voice operates 
across organisations – employee experience and 
expectation and the perspectives of what employee 
voice means to different organisations. 

In this survey, we found that 42% of organisations in 
the UK and 38% in Ireland are collecting insights to 
better understand employee sentiment by listening 
to employees and using relevant engagement tools. 
Additionally, according to the latest round of our 
research on responsible business and leadership 
in crisis, employee voice has become louder and 
more direct since the pandemic. In part, due to 
the levelling impact of technology, employees feel 
more empowered and less hesitant about speaking 
up, often directly to leaders.

3737
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Figure 21: Organisations in the UK and Ireland are focusing more on collecting exit data to improve 
employee experience          
Organisational focus for improving employee experience in the UK and Ireland (combined data 2020–2022) 
(% of respondents)   

Base: UK and Ireland 2022: n=1,621; UK and Ireland 2021: n=1,672; UK and Ireland 2020: n=1,368.  
Question: Please tick all options that apply here. To improve the employee experience, my organisation is…

Collecting exit information from those leaving the 
organisation or retiring

Focusing on company culture and values

Focusing on making employee experience part of our 
core people strategy

Creating learning programmes that better meet the 
development needs of employees

Investing in management and leadership programmes

Gathering information about experiences around the 
recruitment, selection and onboarding process

Improving/updating the o�ce environment and 
physical space

Implementing or considering the implementation of 
new HR technologies

None of these
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Although collecting exit data provides some insight of employee experience, it’s late in 
the employee lifecycle to consider how to improve workers’ experience, especially given 
that those individuals have already decided to leave the organisation. Businesses should 
gather evidence and insight at different stages of the employee lifecycle to appreciate 
workers’ experiences at various stages of employment. Anecdotally, discussions with senior 
people professionals have raised the idea of ‘stay interviews’ – a way of checking in with 
employees to understand why they stay and whether there are any retention risk areas 
(and course-correct these accordingly). 

Given the current labour market, skills shortages and other recruitment challenges, 
retaining top talent is vital to business continuity and growth. Having a people strategy 
that focuses on employee experience as a key outcome is essential for businesses that 
want to be known as an employer of choice. However, our data suggests that currently 
only two-fifths of organisations in both the UK and Ireland are prioritising employee 
experience within their core people strategy (41% and 42% respectively). 

How are organisations focusing on employee experience?

1

2

3

4

5

6

7

8

9

10

11

12

13



105ANNUAL HR MAGAZINE | DECEMBER 2022

ASSOCIATION OF HUMAN RESOURCE PROFESSIONALS OF MAURITIUS

Conclusions

Opportunities for the profession 
The sentiment across the profession is that 
people functions have more than demonstrated 
their value over recent years – a far cry from 
controversial opinions of abolishing HR. As 
a profession, we are uniquely positioned to 
drive business impact and lead on strategic 
change related to the people that make up our 
workforce. 

For the majority, skills are regularly being 
honed and developed. For some, this is a direct 
response to business needs and for others, this 
is more strategic, focusing on longer-term skills 
that the business and individual need to be 
future-fit. While upskilling and reskilling remains 
a priority for most, our data suggests that a 
significant proportion of people professionals 
have not upskilled or reskilled within the last 
year. Although the reasoning behind this is 
unclear, and perhaps there are several barriers 
at play, people professionals have a personal 
responsibility to set aside protected time 
for their own professional development and 
growth. Alongside this, having a learning and 
development strategy that clearly outlines the 
development needs across the entire workforce 
is a key part of an organisation’s business 
strategy.

While developing organisational culture was 
found to be more challenging in a hybrid world 
by our respondents, until now, organisational 
culture has been largely developed 

in the physical office/workplace. But this has to 
change. People professionals’ work is no longer 
predominantly office-based, so the merger of 
virtual and physical workplace needs to be a 
deliberate and proactive shift – something that 
the metaverse28 promises to offer. A Deloitte 
article29 captures the massive social impact and 
opportunity the metaverse could have: ‘With 

all this opportunity comes great responsibility. 
Together, we need to be clear on what good 
the metaverse can do in connecting people and 
planet, and put society at the heart of its design 
right from the beginning.’

While there are some big developments in this 
space, we’re still some way off understanding 
how the metaverse could influence and evolve 
the workplace of the future. However, what 
this example signifies is that the future roles of 
people professionals will be absolutely key to 
developing environments that meet the needs 
of people and the business.

Current challenges – how much longer can 
we stretch HR? 
While this report identifies gaps in key skills within 
people teams, senior leaders were also very 
clear about the widening remit of the generalist 
HR professional, who is often expected to be 
skilled in areas that were previously perceived 
as more specialist – for example, organisational 
development and change management skills. 
Using workforce planning to assess current 
and future workforce needs will help people 
professionals understand the gaps and plan 
strategically so the business has the future-fit 
skills required to thrive. Horizon-scanning will 
also need to become a priority to ensure a more 
holistic view of strategic planning.

Without a doubt, the people profession 
has risen to the challenges thrown at it by 
external influences. However, a subsequent 
consequence is the increasing demand on 
practitioners, raised expectations and wanting 
to be a helpful profession that aims to please 
multiple stakeholders. As a profession that puts 
people at the heart of their work, responsibility 
and a sense of duty of care heavily weighs on it. 
Supporting people through a cost-of-living crisis 
and maintaining organisational productivity in 
a tight labour market means that the pressure 
on HR teams continues to be high. 
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Senior leaders will need to reset expectations, 
and make it clear that the health and wellbeing 
of people teams needs to be a priority for 
organisations, especially given our findings 
on the impact of work on practitioners’ health 
and wellbeing. If the profession is to continue 
to support others, it needs to make sure it has 
its own oxygen mask on first.

Future-fit working models 
The need for flexible and agile working models, 
structures and processes, to reflect externalities 
and changing demands, was raised as a key 
trend in our 2030 future trends research. The 
same research also unearthed the growing 
diversity of employment relationships and 
how employment relations and expectations 
will evolve in the future. 

Both trends highlight the significant change to 
businesses’ operations and how they manage 
their talent, which will impact upon future 
human resource management (HRM) practices. 
For example, how will people professionals 
support line managers to manage teams 
where the typical employment relationship is 
across organisational boundaries30 or varies 
significantly among team members?

Don’t overweight the present and always  
be looking ahead
Looking beyond the here and now, our People 
Profession 2030 report highlights five key trends 
that continue to be highly influential in the future 
world of work. Practitioners will need to keep their 
fingers on the pulse and look to the challenges 
ahead. For example, one of the trends – changing 
demographics and inclusion and diversity strategy 
– is developing at pace. Even at a more senior level, 
people professionals admit to the challenging and 
evolving nature of equality, inclusion and diversity. 
This reflection from a senior HR professional 
emphasises the lifelong learning journey and 
required dedication and curiosity:

‘I thought I understood EI&D [equality, inclusion 
and diversity]. I thought I was up to speed, but 
actually, all of a sudden, it’s just raced away 
over the last three or four years and the issues 
that we’re facing now on the challenges are so 
entirely different.’

With this in mind, equality, inclusion and 
diversity could look very different in ten years’ 
time. It’s predicted that there are big changes on 
the horizon when it comes to the workforce of 
the future. Forecasts predict the UK’s population 
to grow by 2.1 million between 2020 and 
2030,31 considerably shifting the dynamics 
of the labour market and consumer demands 
(for both goods and services) and the country’s 
economic activity (or inactivity).

With these shifting demographics on the 
horizon, the profession will need to have 
strategic influence and the confidence to 
challenge peers across the business on key 
people issues, because at the heart of all this 
change are people who have a right to good-
quality work and better working lives. 

However the world of work evolves, the 
CIPD’s mission will always be to support the 
profession to continue championing better 
work and working lives. Our evolving Profession 
Map, grounded in research, aims to support 
professionals as the world of work changes. 

Keep up to date with our latest review, which 
recognises the changing standards of people 
professionals’ practice. CIPD members can also 
use our learning hub self-assessment tool to 
assess individual capability gaps against the 
Profession Map.

*Printed with the kind permission of  
The Chartered Institute of Personnel  

and Development (CIPD)
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OFFICIAL LAUNCHING OF THE FINDINGS OF THE STUDY, ON THE THEME:  
POST COVID-19 : EMERGING CHALLENGES IN HUMAN RESOURCE MANAGEMENT
22nd  July 2022, The Ravenala Attitude, Balaclava.
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By Achanah Chiniah

IN our MAHRP July 2022 magazine, it 
clearly mentioned that the HR profession 
has undergone many changes and 

transformation during the past few decades 
from a mere administrative function to a 
business supporting function.  It has been 
recognized at the highest level and even 
allocated a seat in the boardroom in some 
organizations. It is perhaps the right time 
for HRD/HRM professionals to perform 
strategic roles and earn their long-awaited 
position in the boardroom.
This is the opportunity HR professionals have 
been waiting for, especially in our region of 
the world to justify their credentials and 
should be grabbed with both hands to be 
a key member of the boardroom.
I keep telling people to read novels, not 
just management books.  The humorous 
excerpt on the side tells you why.  
The novels need not even to be written 
by authors who are acute observers of 
human behaviour. Business is all about 
human relationship after all, and novelists 
can often tell you a great deal about why 
people behave the way they do.
Again Agatha Christie, the very famous 
hugely successful detective novelist, 
is here poking fun at the institution of 
Board Director.  In the not so distinct past, 
directorships were indeed very much like 
what she describes.  
A chairman or C.E.O would get his buddies on 
the board, making sure that they were genial 
old geezers who were not too bright and 
would generally agree to everything.  They 
needed to know very little about the business 
in question and were enticed by the status 
bestowed on them by the directorship – not 
to mention the nice parties and stipends.
And that was the nature if many directorship 
the world ever, and in many cases still is.  Many 
places in the world have certainly constructed 
many a board, consisting of characters just 

like Agatha Christie’s narrator- tourists who 
turn up every three months to see the sights, 
not necessarily thinkers who understand the 
business and want to improve it.
But all that is changing.  Corporate meltdowns 
have proved that the board of directors is 
not an institution to be taken lightly- the 
consequences can be catastrophic.  
The board is best thought of a fulcrum 
between owners and managers – but its 
primary function is not to balance power.  
It is in essence a director-making body, one 
that wields enormous power to make or 
break the corporation.
If your board is talented, intelligent, well-
structured and working in an atmosphere 
of mutual trust and respect, the chances 
are that it will make good decisions overall.  
If your board consists of sycophants where 
one of two rule the roost; if it is riddled with 
suspicion and mistrust; if directors merely 
show up rather than participate – then 
serious problems await.
Working on the board is a serious business, 
and should be taken very seriously.  In some 
famous countries these days, the time spent 
in a single board comes to more than 20 
hours per month on average; spent in formal 
or informal meetings, committees, reading 
board papers and generally keeping abreast 
of what’s going in the industry.
Therefore, no one can really afford to be 
on too many boards: indeed, more that 80 
percent of the so-called big countries are 
just on one board.  The norm was more like 
four or five just a few years ago.
People of accomplishment will always 
be asked to join board, but they be 
circumspecful. Exactly what are you letting 
yourself in for? Are you joining a board that 
values talent and encourages challenges, 
and that cultivate respect and trust? Or one 
where your value is minimal and your role 
ceremonial? 

Working on a directors’ 
board should be given the 
seriousness it deserves

Coote got me in 
as a director of 
something or other. 
Very good business 
for me – nothing to 
do except go down 
into the city once 
or twice a year to 
one of those hotel 
places – Canon 
Street or Liverpool 
Street- and sit 
around a table 
where they have 
some very nice new 
bottling paper. 

Then Coote or 
some Johnny 
makes a speech 
simply bristling 
with figures but 
fortunately you 
needn’t listen to it 
– and I can tell you, 
you often get a jolly 
good lunch out of it.

AGATHA CHRISTIE 
(The Seven Dials 
Mystery) 
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By Rabin Gungoo

A congenial and decent work environment 
is of paramount importance for present 
organisations to ascertain productivity 

more so during the post Covid-19 period. Many 
employees have been victims of the pandemic, 
some still suffering and some fearing to be 
infected at the work place. Why would people 
like to return to office in a post-pandemic period? 
It is thus most imperative for organisations to 
devise ways and means to promote positive 
vibes to motivate their workforce and render the 
workplace more attractive. A good business is one 
that survives and delivers in the present VUCA 
(volatile, uncertain, complex and ambiguous) 
situation. Here are some suggestions to create 
a positive and productive work environment. 

(i) An attractive and safe environment

Various studies, the most well-known one is 
that of Elton Mayo, have shown that a decent 
and humane work environment enhances 
productivity. Workers feel more happy and 
safe to work where all sanitary measures and 
protocols are  in place,  there is greenery and 
attractive interior architecture, natural light 
and the physical environment must allow for 
better visual connectivity.

(ii) A great work culture

It is necessary that there are good vibes across 
all sections of the organisation with people 
sharing similar mindsets, ideologies, aligned 
aspirations and energies.  As goes the saying “ 
culture eats strategy for breakfast”.

(iii)  Acknowledgement of Work  
from Anywhere.

It is imperative that organisations invest in tools 
and technology to enable their staff to “work 
from anywhere (WFA). Nowadays it does not 
matter where one works but what matters most 
is that the work is done to satisfaction.

(iv) The Office as a pleasant meeting place.

The office must be designed to provide 
resimercial (a term coined for residential and 
commercial space: resi-mercial) comfort, allow 
for flexibility of space usage, render spaces 
multi-dimensional and versatile. 

In such case technology plays a vital role 
requiring investment to enable for booking 
of meeting places, attendance and seating. 
With the adoption of WFA work culture the 
office must resemble like a club where there is 
sharing and pleasant place to network.

(v)  Knowing the mindset of millennials  
and their likes

According to Fortune Best Workplaces in a 
millennial survey carried out in 2021 millennials 
need namely five things: 
1. Decent pay and recognition,
2. Inclusive benefits,
3. Gender equality,
4. Flexibility, and
5. Involvement in decision-making.

Fostering positive vibes 
at the workplace 
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By Malini Venkiah, Higher Education Commission

THE Covid-19 pandemic has underscored the 
urgency for building a more dynamic, talented 
and stronger HR community work model. 

It has in fact created profound and immediate 
changes on how societies operate and individuals 
interact. It has reordered the global economy, the 
community has witnessed an at-scale shift to remote 
work. The dynamic reallocation of resources, and the 
acceleration of digitization blended with automation 
has caused a drastic change in the needs of individual 
and organizations. In fact with the pandemic the new 
normal has become the role model for more efficiency 
and talented people at the workplace.
Implementing e-HR requires a fundamental change 
in the way HR professionals view their roles. While 
there are some overlapping in terms actual practice 
of what would likely attract each to an alternative 
opportunity, there is no one solution that would 
satisfy each and everyone concern. What follows 
are different imperatives that need to be considered 
in the formulation of different talent attraction 
strategies. As different school of thoughts have 
different approach to the definition of talent and the 
theoretical perception in its framework thus Talent 
Management is assessed as Sparrow, Scullion, & 
Tarique (2014) which gathers the perspectives and 
practices from different fields such as human resource 
management (HRM), supply chain management, 
the resource-based view, and capability  theory. 
Whiletraditionally conducted theory-driven studies, 
differentiate the route of the Talent Management 
field Gallardo-gallardo, Nijs, Dries, & Gallo (2015). 
HR professionals must not only master traditional 
HR skills and knowledge, but also have the ability 
to apply that knowledge through technology. The 
new HR should be a model that is more flexible and 
responsive, built around four interrelated trends: 
connected more to people, the use unprecedented 
automation, lower transaction costs, andwell-
structured demographic shifts.
HR has to create an iterative approach by developing 
core elements of the people-management process, 
including new career paths for agile teams, revamped 
performance management, and capability building 
coupled with a learning organization. It should lead 

by example as well, by shifting to agile “flow to work” 
pools in which individuals are staffed to prioritized 
tasks. According to a 2018 McKinsey survey, 66 percent 
of executives said that “addressing potential skills 
gaps related to automation/digitization” within their 
workforces was among top priority. HR should help 
prioritize these talent shifts.
With the advancements in technology, businesses 
expect more from HR professionals. Aside from 
managing HR processes, they now need to track 
activities and productivity to improve the processes. 
Applications like association management software 
greatly help HR professionals with their work.
The software centralizes all the work in a department, 
saving both time and money. This software lets 
you accomplish tasks on a single platform. When 
you organize work electronically, you can allocate 
tasks to employees without any hassle. This makes 
management more efficient and cost-effective. HR 
technology provides tools that managers need to 
make better and meaningful decisions. 
Moving to a skill focus also requires innovative sourcing 
to meet specific work-activity needs (for example, the 
gig economy and automation), and changing which 
roles companies need to source with traditional full-
time-equivalent positions and which can be done by 
temporary workers or contractors. In the survey with 
global executives, about 70 percent said that two years 
from now they expect to use more temporary workers 
and contractors than they did before the crisis.
The pandemic has transformed the world into a 
globally digitized and less equal, many organizations 
have come together to utilize talent with transferable 
skills. For example, McKinsey has supported Talent 
Exchange, a platform that uses artificial intelligence 
to help workers displaced by the crisis.
In order to build a strong sense of community 
within own organizations, HR professionals will 
have to identify and promote some new values 
and competencies. HR has  play a more critical 
role in building these competencies within the 
business and actively seeking ways of using the 
community engagement framework as a leverage 
in the creation of an active source of new talent with 
the support of technology.

Transforming HR through Talent 
management and Technology
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