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Abstract

The purpose of the study was to understand the connection between green human resource management (GHRM) and sustainability
within the lens of green lifestyles in renewable energy companies in Bahrain. There are extensive studies that investigates the impact of
GHRM practices, and sustainability. However, the mediating role of green lifestyle have still not been examined especially in
petrochemical industry. The study discussed the role of GHRM to enhance the sustainability with the lens of green lifestyle as a mediator.

Keywords: GHRM, Sustainability, Green Lifestyle, Petrochemical

Introduction

GHRM is a novel concept that is increasingly becoming popular across the world. Green HRM refers to
the investment of a significant amount of environmental protection efforts to enhance efficiency or minimize
the negative impacts that business and human activities have on the environment (Ali, Islam, Chung, Zayed
& Afrin 2020). In the broad sense it is the integration of an environmental management element into HRM.
In this regard, Malik et al. (2021) argue that companies tweak their HRM policies and practices to contribute
towards the broader company CSR agenda by undertaking environmentally friendly HR practices which would
bring about lower costs, increased efficiencies, and better employee engagement which correspondingly aid
companies to minimize employee carbon footprint through job sharing, virtual interviews, recycling, car-
sharing, Electronic filing, teleconferencing, energy efficient office spaces, as well as online training (Chuah,
Mohd & Kamaruddin 2021).

Overtime, the primary goal of many businesses has been to realize the short-term economic goals.
However, after the industrial revolution, the impossibility of such a system of growth and need to conduct
business while respecting the society and environment has become evident. The 21st century in particular has
unveiled increased concern for nature all around the world and across different businesses. Many firms have
taken the initiative to move towards green-oriented operations by incorporating green management practices
in their business undertakings (Chuah, Mohd & Kamaruddin 2021). The green HRM construct is a practice
where businesses integrate environmentally sustainable practices into their decision-making and operational
processes through the lens of the HRM policies. Green HRM entails the deploying of HRM philosophies,
practices, as well as policies to manage the assets of a business and any associated environmental concerns
(Geetha & Sammanasu 2020). This is attained via recruiting as well as retaining green workers who have
sufficient green skills and expertise. Workers who are environmentally competent, aware, and are dedicated
towards realizing environmental friendliness would complement the GHRM practices implemented by a
business (Ahmad, Ullah & Khan 2021). Green HRM practices would influence the environmentally friendly
behaviors of workers which might correspondingly impact the environmental performance of the company
(Ali et al. 2020.). According to Islam, Khan, Ahmed and Mahmood (2020), Green HRM, backed by
environmentally friendly behavior founded on green lifestyles as well as the organizational commitment of
employees would boost the performance of workers in a company. To make the environment cleaners and
safer, Green HRM is corporate stratagem and part of the green management initiatives that must be
implemented in the company to sustain the environment as well as strike an ecological balance (Le Ha & Uyen
2021; Saifulina, Carballo-Penela & Ruzo-Sanmartin 2020; Rushya & Dissanayake 2020). According to
Rushya & Dissanayake (2020) Green HRM practices bring about increased efficiency, better engagement of
employees, increased organizational performance, and reduced costs. The participation of employees in Green
HRM practices has led to the strengthening of the environmental management processes in the workplace
including reduction of wastage, elimination of toxic or hazardous substances as well as the safe and effective
use of resources (Baliyan 2021). Further, the pro-environmental behaviors exhibited by employees is a show
of environmental friendliness and the Green HRM practices are useful in terms of building a positive brand
image while indirectly crafting employees’ green behaviors. With this said, Saifulina et al. (2020) assert that
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the most common pro- environmental practices exhibited in the workplace include switching off lights when
not working, using bicycles to move around, double-sided printing, as well as avoiding the use of disposable
materials.

There is plenty of research on GHRM, however, a huge portion of these studies are only restricted to
conceptualization. More studies are required from a relational point of view to investigate the wide
implications of GHRM. Nonetheless, up to this point, very few studies have addressed the relational point of
view of GHRM (Chuah, SMohd, & Kamaruddin, 2021; Abbas, Shoaib, Zlamalova & Zamecnik, 2020;
Ahmad, Ullah & Khan, 2021; Islam, Khan, Ahmed, & Mahmood, 2020) and stressed on the impact of GHRM
practices. Suharti & Sugiarto (2020) emphasized on Green HRM practices and their benefits in the
organization. On the other hand, Ahmad et al. (2021) focused on the impact of green HRM on green creativity
with ethical leadership style and pro-environmental behaviors playing the mediating role. Similarly, Islam et
al. (2020) studied promoting in-role and extra-role green behavior through ethical leadership with green HRM
and individual green values playing the mediating role. Nonetheless, further research is needed to examine the
full potential of GHRM and its consequences with other mediators to determine the relationship between
different variables that play a role in sustainability and green initiatives. Many studies have been conducted
on GHRM with ethical leadership, PEBs, SHRM, and green HRM as mediating variables but none has been
done with green lifestyles as a moderating variable. Also, none of these studies has focused on renewable
energy companies in Kingdom of Bahrain. Thus, this study examines the nexus between GHRM and
sustainability in renewable energy companies in the Kingdom of Bahrain with green lifestyles playing the
mediating role.

The study will inform the formulation of industrial policies, regulations, and procedures that champion
the slowdown and to some extent reverse the consequences caused by industrial and human activities on
natural resources. In addition, human activities are negatively impacting the planet and natural resources
causing cataclysmic repercussions. The findings of the study inform conscious consumption by compelling
people to change their consumption behaviours to reduce the impact of their activities on the environment to
eliminate ecological threats. The findings of this study also promote sustainable community practices and
environmental stewardship among employers by compelling them to embrace sustainable HRM practices,
principles and policies to promote the productive utilization of company resources to void wastage, pollution,
and harm caused to the environment. The findings of this study help organizations reap significant operational
savings through informing on the nest possible way to cut their environmental carbon footprint. Organizations
will be able to cut the cost of services through the utilization of low waste and energy efficient technologies.
This study demonstrates how companies can play a crucial and contribute towards addressing climate change
and ecological issues through the framework of GHRM and green lifestyles. The findings of this study will
help practitioners and environmentalists make the environment clean and sustainable by embracing green
lifestyles. The study informs and adds to future discussions and research on matters climate change,
sustainability and how companies contribute to it through GHRM and green lifestyles.

Considering, the fact that the consequences business operations have on society and the environmental
are wanting, there is a growing need to conduct business in ways that respect the society and the environment.
Notwithstanding the fact that environmental and social issues in the pats were viewed as a burden for business,
contemporarily, sustainability plays a crucial role when it comes to attainment of a strategic advantage and
improved economic performance (Saifulina et al. 2020). The application of sustainability principles to all
business areas including HRM is fundamental (Baliyan 2021). Considering the growing environmental crisis
and social class gap, sustainable development is a must for every business. Applying sustainability to human
resource management to attain organizational sustainability is essential because HRM can influence the
relationship of a firm with its external environment in terms of how it impacts the ecology and society.
Organizations need to make efforts to reduce pollution produced by their operations as well as increase energy
efficiency. As part of the environment dimension of sustainable human resource management, green HRM
defines the environmental practices and policies of human resource management which contribute to the
institution of green organizations aimed at reducing the negative consequences that pollution and energy
consumption have on the environment. Such green practices result in a sustained competitive edge and an
improved corporate image. Employee green behaviors and lifestyles both prescribed and voluntary can be
influenced by green HRM which might serve as a guiding tool for company workers to embrace green
lifestyles and behaviors aimed at saving and preserving organizational resources while promoting corporate
sustainability (Chuah et al. 2021).
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In the contemporary changing world of sustainability, most companies are finding it hard to manage talent
because many job seekers are only attracted to companies that embrace sustainable practices. Nonetheless, to
manage contemporary talent effectively, organizations need to embrace environmentally friendly human
resource initiatives. These initiatives would result in greater efficiencies, better employee engagement,
reduced costs, and better employee retention which would correspondingly aid companies to cut the carbon
footprint of its workers through job sharing, virtual interviews, energy efficient office spaces, online training,
and recycling among others (Le Ha & Uyen 2021). Nonetheless, green human resource initiatives aid firms in
establishing alternative ways of reducing costs without necessarily losing their top talent. Notably, embracing
GHRM as a strategic initiative would promote sustainable organizational practices.

e H1: GHRM practices are positively associated with sustainability.
e H2: There is a positive relationship between GHRM practices and green lifestyle H3: There is a
positive relationship between green lifestyle and sustainability.

Sustainability

Green Lifestyle
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ROI Evaluation of a Coaching Culture Institutionalization Project
Frédéric Patricelli ¥
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Abstract

Based on facts reported in the scientific literature about the benefits for an organization of deploying a coaching culture, early in 2014
Zain BH BSC has decided to design, roll out and institutionalize a coaching culture company-wide. After three years, many benefits (both
tangible and intangible) resulting from the initiative were confirmed through the Employees Engagement survey that the company runs
on a yearly basis. The aim of the article is to compute the ROI related to the project in order to validate its success also from a financial
point of view.

Keywords: Coaching Culture, ROI, Leadership Development

Introduction

Scientific literature [1] and many survey based researches show that companies are more and more turning
to coaching and mentoring initiatives to develop their talents and the most flourishing ones are those who
succeed in creating a sustainable internal coaching/mentoring culture. In fact, more than 71% of the S&P 500
Companies offer coaching/mentoring to their employees [2] and it is widely recognized that the managers who
get the most out of their team are those who, in addition to self-develop, spend a high proportion of their
energy in coaching and mentoring others. Furthermore, it is proved (PricewaterhouseCoopers, 2011) that ROI
for companies who invest in coaching is up to 7 times the initial investment and that retention is 25% higher
in companies that sponsor mentoring (Deloitte Research Survey, 2012) i.e., in companies that have
institutionalized a coaching culture.

Based on the above facts, Zain BH has decided in 2013 to deploy and institutionalize a Coaching Culture.
The overall initiative has been designed and structured in 2 phases: one-year Leadership Development
program (Phase 1) composed of a series of individual.

Coaching sessions plus pre & post 360° Leadership assessment followed by the ILM Level 7 Executive
Coach Certification (Phase 2) of a pool of internal coaches. The aim of Phase 2 was mainly to extend to all
employees and in a cost-effective way the positive outcomes of the first Phase.

The Zain BH team involved in the project, with different roles and responsibilities, was composed of the
Organization Development (OD) and the Learning & Development (L&D) functions, coordinated by the HR
Director and supported by the other HR functions (Compensation & Benefits (C&B), Talent Management
(TM) and Performance Management (PM). The Individual coaching sessions and the ILM Certification were
delivered by a pool of external highly qualified coaches under the coordination of the Project team. The
institutionalization of the Coaching Culture project has required the introduction of a new Policy (Coaching
Policy — not reported in this paper because for internal circulation only).

After a detailed description of the overall initiative, that is reported in the 1st section of this paper, some
methods to evaluate the contribution of coaching and mentoring to the organization performance are presented
in section 2. In particular, the paper focusses the Donald Kirkpatrick’s 4 evaluation levels (1956) and the ROI
Methodology introduced by Jack Phillips (1973). Then the 3rd section illustrates the step-by-step application
of the Phillips’ ROI Methodology to the Zain BH project, from the data collection plan to the computation of
both the ROI and the Benefit Cost Ratio (BCR). The article then ends with some conclusions and Appendix.
Institutionalization of a Coaching Culture in Zain BH

Traditional Learning methods [3] are based on classroom lectures, case studies, extensive reading
assignments, small group discussions, speeches from executives, video and films presentations. The related
trainings are meant to expose the participants to different ideas and situation, stimulate peer interactions and
broaden their perspectives but the impact of such trainings/programs is limited (especially for those
endeavoring behavioral changes) and consequently are widely considered far from being sufficient for the
effective development of managers.

On the contrary, new Learning methods [3] introduce aspects such as immediate opportunity to apply the
knowledge/skills acquired, action orientation, emotional engagement, personalization, customization and
implementation accountability, just to name a few. These new Learning methods are grounded on feedback
(360° assessment), simulations, team building activities and in particular on Coaching and Mentoring.
Despites they are frequently used almost as synonyms, coaching and mentoring address different facets of
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people development. In fact, if coaching is the art of facilitating the unleashing of people potential by showing
them how to learn rather than by teaching them, mentoring is the art of supporting whom wants to learn and
grow within an organization. Consequently, coaching and mentoring involve different methods, processes and
are used in different situations; the coaching context in organizations relates mainly to aspects such as business
strategy development, employee’s performance optimization, change management, career development and
knowledge sharing, while mentoring is used to gain valuable advice, build relational network, develop
knowledge and skills, advance in career, learn new perspectives.

As said in the introduction, the overall ‘Institutionalization of a Coaching Culture’ project in Zain BH has
been structured in two main phases:

Phase 1:

o Leadership pre-Assessment of the 45 Directors/Managers (Q1/2014);

o Series of three Individual Coaching Sessions (Q1/2014 — Q4/2014);

e Leadership Individual ‘refreshing’ coaching sessions (Q2 and Q4/2015);
o Leadership post-Assessment of the 45 Directors/Managers (Q4/2015).

Phase 2:

o Shortlisting of a pool of 20 internal “believers” giving priority to the 45 Directors/Managers
involved in the first Phase (Q1/2015);

o Series of Training Initiatives to Coach-the-Coaches and prepare them for the ILM Level 7 executive
coach certification (March, May and September 2015);

o ILM Level 7 executive coach Certification of the 20 internal coaches (Q4/2015 — onward).

The Leadership competence model used in Phase 1 is the one proposed in 2002 by Zenger & Folkman [4]
and that was already in practice in Zain BH since 2008. The model is based on a series of 16 competences/
skills that Zenger & Folkman’s researches and studies have proved to be mastered/ owned by Extra-ordinary
leaders.

These 16 competences have been then grouped in the following five categories (see Appendix for more
details):

Character;

Personal Capabilities;

Focus on Results;

Interpersonal Skills;
e Leading Changes.

that are metaphorically depicted through a five poles tent (see Figure 1) which volume represents in some
way the “quantity” of Leadership skills possessed by a leader, perceived by the people he is in contact with
(Manager, Peers, Direct Reports, Others) and that is commonly measured through a 360° Leadership
Assessment survey.
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Fig. 1. Zenger & Folkman’s 5 poles tent

The project has been embraced with enthusiasm by both the pool of internal 20 coaches shortlisted and
by the Directors/ Managers who had the opportunity to experiment first-hand (during phase 1) the benefit of
the initiative. Nevertheless, two problems had to be faced:

1. the additional workload required to the internal coaches and

2. the initial employees’ perception of coaching as a remedial intervention rather than an opportunity,

combined with (sometimes) their acceptance of being coached by a colleague.

The 1st problem has been resolved by the internal coaches’ extra effort put in place because conscious of
the great opportunity to get a prestigious internationally recognized certification. Moreover, since the
beginning of the overall initiative, the HR/OD function communicated company-wide a very positive
image/perception that made the coaches proud of their additional role. Last but not least, this extra activity
became rewarded by HR and is now part of the PM/C&B process.

The 2nd problem is still (partially in place) and will of course require more time to fade- out because
relates to cultural aspects. The situation is nevertheless improving much faster than expected. In fact, the
tangible benefits experienced by the employee who have already gotten one or more internal coaching
session(s), have generated an increased sense of opportunity rather than remedial intervention and
consequently the number of employees asking HR to get an internal coach assigned to support them with their
specific work issues is fast-growing.

In addition to some of the intangible positive outcomes mentioned in the scientific literature such as:
increased enthusiasm, mutual respect and understanding, higher appreciation & trust, knowledge sharing and
role-modelling among employees, some tangible key outcomes of the initiative were found in the analysis of
the Employees Engagement (EE) surveys that an external company run for Zain BH on a yearly basis. In fact,
the ‘Overall EE index’ had an increase of 19% from 2014 to 2015.

Because of all the positive impacts of the project experienced company-wide, the Zain BH management
decided to go ahead with the initiative and to run, already in 2016, a second edition of the project in order to
add 11 more ILM Level 7 Executive certified coaches to the existing internal pool.

Evaluation of the contribution of coaching & mentoring to the individual and to the

organization

The market of coaching and mentoring [5] is still growing and its size is nowadays appraised in several
billion of US$ per year. Thus, it is no surprising that the questions raised by CEOs and HRDs are: “Does it
work? Is it effective?” All the studies undertaken [6], whatever mode of coaching, led to the same conclusion:
everyone like to be coached and perceive that it affects positively their effectiveness and career. Thus, the
answer is definitely: ‘Yes, it works’!

However, if there is no evaluation structure in place for a coaching initiative, how will the CEOs and
HRDs know if it is creating success, stagnation or even damage? The purpose of Evaluation is not only to
answer these questions but also to encourage a better dialogue with the stakeholders. Surveys show that less
than 10% of the organizations in USA and only 19% in UK are formally evaluating the impact of coaching
[2] and among them, there is always strong evidence that the ROI for coaching is very high.

The difficulty, however, as with the measurement of any other kind of intervention, is separating out /
isolating the effect of the coaching from the effect of other things that goes on at the same time. Moreover, if
tangible elements such as productivity and sales figures are easier to measure, the complexity increases a lot
when appraising the impacts, on the bottom-line, of intangible elements such as: leadership, relationship
handling, etc. In any case, as said at the beginning of this section, all studies ([6],[7]) are consistent in asserting
that the impact on the bottom line of both tangible and intangible coaching and mentoring elements, measured
through self-reported and 360° feedback, are very positive.

Many training evaluation methods and models have been designed in the last decades and all can be
classified on whether they are ‘Result’ or ‘Process’ Oriented. Some among the most known are: ‘The 4 Levels’
by Donald Kirkpatrick (1959), ‘The 5th Level and ROI Methodology’ by Jack Phillips (1973), ‘Success Case
Method’ by Brinkerhoff (1995), ‘Business Impact’ by Molenda, Pershing & Reigeluth (1996) and ‘Decision-
Making’ by Kraiger (2002), just to name a few.

Despites the high number of available models can lead to some confusion, the most popular/robust among
the L&D community remain the ones developed by Kirkpatrick and then enriched by Phillips. Even if they
were designed for instructor-led training i.e., when the training was taking place only in the classroom, the
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models began to be used also to evaluate coaching and mentoring despites the obvious and clear differences
standing between them. In fact, for example coaching and mentoring are by far more individualized processes
in which the coachee has much greater say in the agenda and in the direction of the process and the breath and
“openness’ of the agenda is much bigger for coaching and mentoring than for training.

The Kirkpatrick model ([8],[9]) is based on the following four levels:

1. Reaction i.e., “what is the satisfaction of the participants to the training they have attended?” This
kind of ‘customer satisfaction’ measurement is carried out around 90% of the time by companies and
is usually implemented through a post- program evaluation survey. This is of course the simplest and
cheapest training evaluation method.

2. Learning/Knowledge i.e., “what improvement in knowledge and skill did the participants have
gotten from the training?” Companies around 50% of the time carry out this kind of evaluation and
implements it through a test (quiz/exam/ questionnaire) done before and after the training action.

3. Behaviorsi.e., “what change in behavior has occurred to the participants after their attendance to the
training?” Companies around 20% of the time carry out this kind of evaluation and usually
implements it via interaction (debriefing session, annual performance review, and informal
observation at work) with the participant and/ or via 360° assessment.

4. Resultsi.e., “what final results have occurred consequently to the attendance of the participant to the
training?”’

Examples of ‘final results’ indicators are: increased production, improved quality, costs decrements,
increase of sales, reduced number of accidents, reduced turnover, etc. Companies around 9% of the time carry
out this evaluation as its implementation is more expensive.

Jack Phillips [10] has proposed in 1973 a restructuration of the Kirkpatrick’s four evaluation levels and
added a 5th one with the aim of converting the data of Level 4 into a financial value that can be compared to
the investment made by the company. This was mainly to answer the legitimate question from stakeholders:
“has training brought me more than what I’ve paid for it?”” The ROI formula is then very simple to compute
once the Benefits and Costs have been determined:

ROI = [(Benefits — Costs) / Costs] x 100.

This additional evaluation level is appraised by companies for only 5-10% of initiatives and usually is run
after a time lapse long enough to allow it to bear fruit. Each of the above 5 levels are important and it is always
wrong (and unfortunately common) to bypass the lower levels and jump immediately to the upper ones. In
fact, experience teaches that evaluation should be made at level 1 for all initiatives and then should proceed
to higher levels if staff, time and money are available.

The contribution of Phillips to the ROI evaluation of projects expanded also through the formalization of
a complete methodology (see Figure 2) ranging from the evaluation planning to the reporting results to the
management passing by the data collection and analysis phases, isolation of the project effects, data conversion
/ monetarization, etc. As a consequence of its simplicity and clarity that in some way put a kind of order in
what before was chaos, the Phillips’ ROI Method- logy had an almost immediate success among HR
professionals and became quickly the world wide most common and used reference model for evaluating the
ROI of projects.

Fig. 1. The Phillips ROl Methodology
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ROI Evaluation of the Zain BH Coaching Culture Project

As recommended by the Phillips” ROI Methodology ([11],[12]) reported in the previous section, a Data
Collection Plan has been prepared (see Table 1) and executed.

The evaluation/feedback provided by the participants at Satisfaction/Reaction level (1) using a 5-mark
Likert scale (ranging from 1 = Strongly Disagree to 5 = Strongly Agree) is summarized in Table 2 and as
targeted in the collection plan, all ratings exceeded 4.

Table 1. Participants’ Reaction

Issues Ratings
Important for my Work 432
Provided new Information 4.50
Worthwhile Investment 447
Good use of my Time 4.18
Recommended to Others 4.37
Table 2. Data Collection Plan
Data  Collection _ .
Leve Program Measures Method / Data Timin Responsibilitie
| Objective(s) Sources g S
Instruments
SATISFACTION/PLANNED ACTION
1 Part. Rate Minimum
project Relevant 4 out of 5 Questionnaire Participants End of L&D Team
for their jobs for each Phase 1
Part. Rate  factor on a
project 5-mark
Important  for .
their job Likert
scale
LEARNING
2 " -
Participants 30% higher  Self- Particinant End of L&D T
demonstrate knowledge Assessment artictpants nd o eam
. Phase 1
knowledge of afterphasel  via
the Zain BH Questionnair
Competence e
Model
APPLICATION/ IMPLEMENTATION
3
Participants use  Overall _ Pre & Post 360° LD o
the Leadership  Leadershi assessment Participants month L&D Team
competences p rating s after
routinely  with |ncre;ise end of
their  Reports, of 5% or Phase
above
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Peers and others 1

BUSINESS IMPACT

4 Employees Increase of Engagement Employee After HR
Engagement 10% Survey & Data s& HR IS Phase
2
Absenteeism Decrease of  Data HR IS After HR
20% Phase
2
Turnover Decrease of  Data HRIS After HR
20% Phase
2
5 ROI: Achieve a  Comments: Benefits will be computed from the savings due to the expected lower
50% ROI absenteeism, lower turnover and higher productivity as a consequence of
within 1 the increased Employees’ Engagement.
year after
the
completio
n of Phase
2

The evaluation/feedback at Learning level (2) has been implemented by asking (via questionnaire) the
participants to self- appraise their knowledge about the company competence model before and after phase 1.
The evaluation, that was required to be expressed through a 5-mark Likert scale (ranging from 1 = Strongly
Disagree to 5 = Strongly Agree), is summarized in Table 3 and the improvement measured has been of [(4.57
/3.20) — 1] = 43% i.e., far above the targeted 30% in the data collection plan.

Table 3. Participants’ Learning

Issues Ratings
Learnt new Knowledge/Skills 4.48
Knowledge before phase 1 3.20
Knowledge after phase 1 457
Effectiveness of Coach 4.72

The evaluation of the project at Behavior /Application/Implementation level (3) has been made by
comparing the results of a pre and a post 360° leadership assessments and built by using also a 5-mark Likert
scale (ranging from 1 = Strongly Disagree to 5 = Strongly Agree). The results, with reference to the five
categories (only) of the Zenger & Folkman competence model, are reported in Table 4. The improvements
gotten in the Leadership skills (above 6% in almost all categories) were aligned with the 5% targeted in the
data collection plan and have been successively confirmed by the increase of some key indexes of the yearly
EE Survey. For example, in the period 2013 —2016: ‘My Manager’ index had an increase of 28%. The benefits
have been spotted also indirectly through other EE indexes; ‘My Job’ raised 12%, ‘Learning & Development’
improved of 34% and ‘Work-Life Balance’ index had an increase of 43%, just to name a few. Moreover, all
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these trends have been confirmed again by the successive Engagement Pulse Surveys that Zain BH run on a
quarterly basis.

Table 4. Application of Skills acquired

Issues Ratings Pre Ratings Post
Character 3.93 413
Personal 3.76 4.02
Capabilities

Focus on Results 3.78 4.03
Interpersonal 3.70 3.95
Skills

Leading Change 3.75 4.01

The evaluation of the project at Business Impact level (4) has of course required a more complicated
procedure because, as reported in the data collection plan, the business impacts of the selected factors (EE &
Productivity, Absenteeism and Turnover) are not that easy (but for the costs) to quantify, monetize and isolate.
As recommended by Phillips, a ROl Analysis plan were built (see Table 5) and put into action.

The overall costs assumptions and analysis have been easily made from: the invoices paid to the various
providers (coaching sessions, ILM certification training, etc.) and suppliers (360° Leadership assessment, etc.)
involved in the project; the cost of labour of the project team members (L&D Team, etc.) and the cost of labour
of the participants. In particular (see Table 6):

Table 5. ROI Analysis Plan

Methods for Methods of

Data  |solating the ~Converting _ Intan Communic Other
Items Effects of Data to Cost Categories gibl ation Influences/
(Usually  the Monetary e Tfargets for Issu_es
Lev.4)  Program/Pro  Values Be Final During

cess nefi Report Application
ts
Employe Internationa e g, * Time for ROI * Increa * Executive
& | HR  nda Assessment of  sed Report  for
Engage  standard rd the Project enthus Executives  piontial Barriers:
ment values val jasm
ues * Project Design _— ° rl\]/éeetl * additional
X workload
_ _ * HR Estimates ® Pre  &Post respect and with required to
Absenteei Internationa e giq 360° under- BoD internal
sm I HR  hda assessments standing coaches
standard rd * Summary
values Val * Coa * Higher Report for empl
ues chi appreciation Managers oyee’
ng & trust s
* HR Ses ® Short perce
and sion * Higher Summary
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Fina S Custo for Staff and ption
nce mer uploaded of
Esti * Time to Satisfa onto the  coach
mate create ction company ing as
S Coaching portal. reme
Policy * Knowl dy
edge
*ILM sharin ® Initial
Turnover Internationa e gy Level 7 9 employees’
Certific acceptance of
| HR nda )
standard d ation * Role- being coached
values Val - modelling by their
Ues Time among supervisor
of employees (privacy and
«HR Partici confidentiality
nd pants * Cost savings issues)
al by  using
Fina .
internal
nce
. coaches
Esti
mate

o Total fees paid to the provider for the design and delivery of all the Coaching sessions (three rounds
in 2014 plus two refreshing rounds in 2015) for each of the 45 Directors/Managers plus ILM Level
7 Certification (10-day training) of the 20 internal coaches in 2015 and of the additional 11 ones in
2016.

o Total fee paid for the 360° Leadership pre-assessments in 2014 and Labour cost related to the
working hours (60) required to run the 360° Leadership post-assessment (done internally by the
Zain BH HR team in 2015).

e Labour cost related to the working hours (100) required to prepare the ROl Assessment of the
project in 2016. In this case the ROI assessment has been made, as a case study, a posteriori i.e.,
when the project was almost finished. The results were anyway considered already satisfactory to
not only prove the validity of the initiative to the Top Management but also and to justify its
continuation in 2017.

Table 6. Assumptions and Costs Analysis

Bahrain Dinars (BD) 2014 2015 2016
Provider Fee 41,946 30,270 18,280
360° LD Assess. 3,396 1,140 0

ROI Assessment 0 0 1,334
Coaching Policy 0 0 1,067
Employees Labour 1,809 17,784 9,403
Total Cost (BD) 47,151 49,194 30,083

e Labour cost related to the working hours (80) required to design and to prepare the Zain BH
coaching policy in 2016.

e Labour costs related to the working hours (225) spent by the 45 Directors/Managers for attending
their 5 coaching 1-hour sessions and by the 31 internal coaches (1,860) to attend their ILM Level 7
Certification 10-day training.
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With reference to the benefits assumptions and Analysis, the evaluation started from the results of the
EE Survey that Zain BH run on a yearly basis (56% in 2014, 75% in 2015 and 79% in 2016) and from the
standards values provided by some recognized international benchmarks. Moreover, when possible, the
benefits (see Table 7) have been monetized under the form of ‘Savings’ rather than ‘Earnings’. In particular:

e Based on the above data, the EE overall increase from 2013 to 2015 has been computed as: 79% /
56% = 41% that is much beyond the 10% targeted in the Data Collection Plan. Then in order to
monetize the EE improvement, and because no specific data were available for those years about
productivity, a benchmark from Gallup [13] reporting that highly Engaged Employees lift
Productivity of 20% were used. The impact of the EE increase between 2014 and 2015 on
employees’ productivity in 2015 has therefore been computed as:

(75% - 56%) * 0.2 = 3.8%

Then an isolation factor of 10% has been estimated by HR for the impact of this specific project on the
employees’ productivity. Consequently, the savings from increased productivity in 2015 have been computed
as 0.38% of the revenue in 2015 and the same approach has been used to compute the earnings from increased
productivity in 2016.

e The savings from lower Absenteeism in 2015 have been computed from HR data as the difference
between the company wide absenteeism hours in 2015 and 2014 multiplied by twice the Labour
cost per hour (twice was to take into consideration both the missed hours and those for replacement).
In this case, an isolation factor of 30% has been estimated by HR for the impact of the project on
the reduction of absenteeism. The same approach has been followed to compute the savings from
lower absenteeism in 2016.

e The savings from lower Turnover (also based on HR data) in 2015 have been computed as the
difference between the number of employees who have quit or were fired in 2015 and 2014
multiplied by the average cost to hire an employee. Here also, an isolation factor of 30% has been
estimated by HR for the impact of the project on the Turnover reduction and the same approach has
been used to compute the savings associated to lower Turnover in 2016.

Table 7. Assumptions and Benefits Analysis

Bahrain Dinars (BD) 2015 2016
From Increased Engagement 270,226 51,718
From Lower Absenteeism 33,687 68,940
From Lower Turnover 820 2,459
Total Benefits 304,733 123,117

At this point all the isolated and monetized values needed to compute both the BCR and ROI of the project
have been computed. Thus, by simply applying the respective below formula:

BCR = Benefits / Costs

ROI = [(Benefits — Costs) / Costs] x 100

on the data evaluated previously the BCR and ROI of the project are easily obtained (see below and Table
8 - rows 1 and 2):

304,732

BCR 2015 =-— =
(44,151 + 49,194)

3.16

304,732—(44,151+49,194)
1x100= 216%
(44,151 + 49,194)

ROI 2015:[

Note that in order to be more conservative, the BCR and the ROI related to 2015 have been computed by
considering the overall costs (2014 and 2015); another approach could have been to consider an amortization
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of the 2014 costs on more than only 1 year. The BCR and ROI for 2016 and for the overall project are of
course computed in the same way and using the related data.

123,117
BCR 2016 — =4.09
30,083

123,117 — 30,083

ROLme= [ 3053

] x 100 = 309%

Worth to be mentioned is also the fact that the overall project has been partially funded by a Governmental
Institute (Tamkeen) in Bahrain and therefore the BCD and ROI for Zain BH have been even better; in fact, by
redoing the math considering only the costs afforded by Zain BH (Total costs reported in Table 6 minus funds
received from Tamkeen) the BCR and ROI become (see Table 8 — rows 3 and 4):

Table 8. Assumptions and Costs Analysis

2015 2016 Overall

BCR 316 409 338
RO (%) 216%  309%  238%
BCR for Zain BH 5.37 609 556

ROI for Zain BH (%) 437%  509%  456%

With reference to the Intangible benefits consequent to the introduction of coaching and mentoring in
an organization, the scientific community [14] outlines the followings:
e Improves talent development in alignment with strategic business & HR objectives;
e Ensures continuous process development, feedback & positive learning energy;
e Allows to integrate into a coherent strategy, key components such as Talent Management (TM),
Performance Management (PM), Succession Planning (SP), Personal Development Planning
(PDP), Career and Workforce Planning (CWP);
e Builds mutual respect, understanding, appreciation and trust among employees;
Brings higher engagement in constructive and positive confrontation;
Creates a ‘feedback welcome’ culture. « Generates better understanding of what good performers
do;

o Gives the perception of an opportunity rather than a remedial intervention;
o Helps career transition between stages and fast track to more senior roles;
e Challenges and stimulates employees at all levels within the organization and
e Improves knowledge sharing and role modelling between employees.
and, as reported in the ROl Analysis Plan, in Zain BH the below intangible benefits have been observed:
¢ Increased enthusiasm;
e Mutual respect and understanding;
o Higher appreciation & trust;
e Higher Customer Satisfaction;
e Knowledge sharing;
e Role-modelling among employees and
e Last but not least, cost savings due to the use of internal coaches instead of external ones. This

intangible benefit of using a less expensive solution to coach the employees has been informally
estimated in savings for BD 38,000 in the period 2015 - 2016.

Finally, as suggested by the Phillips ROl Methodology (see Table 5) a decision has been made regarding
the optimal way for Reporting and Communicating the results to the different stakeholders. In particular,
an Executive Report will be written for the Executives and a meeting organized with the Board of Directors
(BoD). In addition, a summary of the Executive report will be shortly handled to the managers and a short
summary will be sent to staff and uploaded onto the company portal.
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Conclusion

The capability of learning faster than competitors is becoming the only sustainable competitive advantage
for organizations. In this scenario, coaching and mentoring are essential to drive business objectives and cope
with the market challenges and are the drivers for cultural change. One of the winning strategies of successful
companies is in fact to institutionalize an internal coaching culture; the challenge is in the process, policy and
measurement that HR must manage wisely for a smooth adaptation.

The present article addressed the computation of the ROI related to a project of 13 ‘Institutionalization of
a Coaching Culture’ in Zain BH that began early in 2014. By applying the Phillips ROI Methodology, the ROI
related to the project has computed equal to 238% that is aligned with the international benchmarks. In the
ROI computation, numerous intangible benefits, reported in section 3, have not been taken into consideration
on purpose because too expensive to monetize and are a proof that the real ROI of the project is even higher
than the computed one.

Based on all the positive impacts of the project experienced company wide, a recommendation to extend
the project also in 2017 has been made to the Top management, not only to keep the momentum but also to
add (or at least re-integrate) internal certified coaches to the currently existing pool.
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Abstract

Early in 2020 with the emergence of the Covid-19 pandemic, the attention placed by organizations towards their employees became of
paramount importance. Increasing their sense of security and the perception that the company was taking care of them and of their wellness
became among the top priorities. In this scenario and in alignment with its Values, Zain Bahrain BSC decided to reinforce the already
existing benefits and services provided to its employees through the design and deployment of a very rich and unique series of new
wellbeing initiatives that have been grouped under a common umbrella called BEWELL. The aim of the paper is to report in detail the
motives, structure, roll-out, and impacts on both employees and organization of the BEWELL experience during the Covid-19 pandemic.

Keywords: Wellbeing, Employee Engagement, Covid-19 Pandemic

Introduction

In a small country like Bahrain, tele- communication is a very challenging kind of business. The tough
competition between the three main operators (Zain, Batelco and STC) who are contending on a one and a
half million population and in a market [TRA, 2021] with a mobile penetration rate of 121% requires Telecom
Operators to ensure more and more that they have the right people in the right place and at the right time. The
flourishing of additional players, both global OTT (Over-The-Top) and local MVNO (Mobile Virtual Network
Operators) stretches even more the competition to become Employer of choice for attracting global and local
talents. In this scenario, the business partner role of HR to drive the change within the organization is of
paramount importance. Since its foundation in 2003, Zain Bahrain BSC has placed people at its forefront,
whether they are internal or external customers. This is etched not only in the core and fundamental beliefs of
Zain but is rippled in its leaders and employees’ DNA who make every possible effort towards the design and
implementation of projects/ initiatives that are aligned with the company Vision, Mission, and Values.

After a brief background & literature works related review, a description of the BEWELL project, of its
objectives and its uniqueness to the organization, the paper focuses on the consultation methods used.

Subsequently, the paper reports on the project planning, its implementation, endorsement/ commitment
from the management, and communication (internally and externally). Aspects on how the project’s
effectiveness has been measured and its positive impacts on the employees and organization are then
addressed. Finally, the paper ends with a description of the project’s sustainability and some development
perspectives.
Background and Related Work

Employee wellness at workplace is a topic that is lately attracting more and more attention due to its fast-
growing importance [Gallup, 2016] and impact on employee engagement and productivity. An estimated cost
of $47 trillion [Baloshi, 2018] can be ascribed to worldwide non-communicable diseases and a survey by
Integrated Benefits Institute (1BI) claims that for each employee there is an average of 8 days wasted per year
due to health issues affecting productivity. Moreover, Aramco Saudi (Hayman, 2016) has recorded a loss of
$150 million revenue referable to wellbeing and health issues that have impacted employees’ productivity.

Employee wellbeing had been adopted by various organizations worldwide. For example, long time
before the COVID-19 pandemic, Google was already believing in employee wellbeing as an essential part in
their benefits scheme. They were providing employees with a wide set of amenities such as free meals,
haircuts, napping pods, gyms, video games and on-site doctors. Google had a big belief that the cost of turnover
and employees’ unsatisfaction were much worse than some the luxury benefits. After the pandemic Google
decided to widen the range of wellbeing benefits and granted each employee $1,000 allowance to support
them in purchasing office furniture while working from home. Google [Nguyen, 2021] also granted global
days off during the year to get mental recharge and training programs covering health & happiness.
The BEWELL Project

The Covid-19 pandemic has reshaped the way people work and has led to the introduction of remote
working as a ‘New norm’. Consequently, optimizing a wellbeing strategy became an increasingly important
action point for
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organizations [PwC, 2022]; it was already among the top ten global trends, but the pandemic increased its
importance abruptly.

Many aspects that were already studied by the HR departments became all in a sudden urgent and required
to be designed and rolled out almost overnight to avoid interruptions either in the business or in the services
provided to the customers. Among them we can mention the paradigm shift of bringing ‘the work to the
employee’ rather than ‘the employee to the work’ that required:

¢ Huge change in both mentality and logistic support to the employees.

e Remote management of employees.

o lifestyle, health, work-life harmony, and additional care of employees.

o Identification of new ways to foster employee socialization, etc.

Several wellness and wellbeing models have been proposed along the years in the literature ([Samhsa,
2016], [Jefferson, 2021], [Hettler, 1976]) and all are based on a series of dimensions / pillars such for instance:
Mental, Health, Financial, Environmental, Spiritual, just to name a few. In this scenario and in alignment with
both its values and the specific situation in the country, Zain Bahrain decided to reinforce the already existing
benefits such medical Insurance, allowances (education, gym, transport, etc.) and services (logistics,
connectivity, etc.) provided to its employees. Starting from the wellness models proposed in the literature
([Laurier, 2021], [Clark,2021], [Stolle, 2013]) a custom one based on only the below 3 pillars has consequently
been designed:

e Physical: to boost employee awareness and knowledge on how they can take care of their body.
Eating healthy and exercising are key to supporting physical ability and lifting energy level to help
achieving goals in life.

e Mental: to help employees learn how to respond to life’s ups and downs, and challenges that they
may face and to better recognize how to think, feel, act and handle emotions in positive way.

e Social: to connect employees to people who will add value to their personal and career life. Each
hour of social, or family time enjoyed by a person can significantly increase the chances of that
person having a good day.

A very rich and unique series of new initiatives have then been designed and grouped under the umbrella
of the model called BEWELL and aiming at touching the many important aspects of employee wellbeing. The
below table reports some among the many initiatives rolled-out within the BEWELL project and that shined
for their uniqueness and successful deployment.

Table 1. Zain BH ‘s BEWELL Initiatives

Mental Physical Social
BEWEL Morning show, awareness
videos. Training sessions Headspace app membership.

Kuwait counseling center therapy

. oy . 2 Breaks during working hours for
sessions. DR”Zain sessions 9 9

mediation.

Medical checkups

World mental health day holiday. Wednesday mediation sessions.

Wellness & Wellbeing Talk sessions

BEWELL Allowance benefit

All the initiatives under the BEWELL umbrella encompasses mental, physical, and social aspects that
overall help to improve health and wellbeing and are perfectly aligned with the company Vision (To
continuously entrench our leadership of the 4 Bahrain’s telecommunications sector, offering care to all
stakeholders and supporting their lifestyles), Mission (To provide the Bahraini market with quality
telecommunications services centered on excellent customer care, and managed by believers in the Zain brand
promise, who are empowered, self-motivated and caring) and core Values which are: Radiance (Leading the
way with imagination and vision, bringing joy, color and richness to your life), Heart (Living your life with
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courage; engaging your spirit, touching your emotions, connecting to your soul) and Belonging (Bringing
fellowship and community to all, transcending cultural and geographical boundaries).
Consultation Methods

Multiple consultation methods were (and still are) constantly adopted for and during the planning and
execution of all the BEWELL initiatives and programs. This includes different surveys to assess employee
engagement (Pulse Surveys, Surveys after each initiative and event, Company's internal polls on Instagram
and MS-Teams, etc.). Furthermore, a focus group composed of representatives from divisions was created
(BEWELL Champions) with the task of:

e Brainstorming around potential wellbeing and welfare initiatives within the BEWELL umbrella.
e Acting as sounding boards for other employees within their department.
¢ Providing feedback and support in the implementation phase of the shortlisted initiatives.

In addition, a detailed plan and timeline of all the BEWELL initiatives is presented quarterly to the HR
Director, the HR team, and the CEO for feedback. Moreover, feedback from employees is considered by
empowering the BEWELL Champions to bring in not only their own advice but also the ones of their
colleagues. Furthermore, the outcomes from surveys and focus groups are used to fine tune the Zain Bahrain's
offerings to the employees. Finally, HR makes it a point to continuously inform employees that the changes
implemented are based on their feedback in the surveys and focus groups.

Project Planning and Implementation

With the beginning of the pandemic and remote work, worries about the employee wellness became
abruptly of paramount importance and Zain Bahrain HR launched an initiative called ‘Wherever you are’.
Many initiatives were conducted and among them a series of keynote speeches delivered to employees by
Experts in the domain of pandemic. All these initiatives had an immediate and very positive impact on
employee engagement and wellbeing as successively demonstrated by the periodic surveys outcomes and the
feedback received from the management. Both a policy and a series of precaution guidelines were promptly
developed and shared with the employees and the yearly employee engagement survey went reshaped in a bi-
monthly and lighter pulse survey aiming at collecting swiftly the needs/feedback/comments from employees
and accordingly designing and deploying a series of actions to provide solutions to the needs expressed by the
employees.

Soon the HR department had a clear understanding of the wellness plan structure to cover all the areas
and shared it with the management. The steps of the plan were as follows:

1- Agreement on the Wellness model (including slogan and logo) and its link with the organization’s
Values and strategy. As said in the first section of the paper, the Zain Bahrain Wellness model
includes three pillars (Physical, Mental and Social).

2- Creation of a Wellness team or Wellness Bank Concept to gather more and periodical ideas and
feedback from employees.

3- Definition of the health needs of the organization as per medical report and employee surveys results
and aligned with the Bahrain Ministry of Health guidelines.

4- Development of an incentive plan to encourage a strong participation from employees.

5- Creation of a quarterly Operating Plan (videos, events, competitions, etc.).

6- Commitment, endorsement, support from the management such as: opening speech during almost all
plenary sessions delivered to employees.

7- Evaluation of the Outcome through the periodical employee engagement pulse survey.

Promptly after being approved by the management, Zain Bahrain HR began to roll out the above plan
with its initiative/program for the whole organization. In that phase, the support of the leaders became of
utmost importance considering the challenges that the organization was going through to keep the employees
healthy and to maintain a social connection among them. The questions to be addressed were: “How to change
leaders’ behavior collectively to be more effective?” and “How to turn them into motivating leaders?”. In
other words, “How to engage leaders to be part of the Wellness program?”. Their involvement and support
were of course vital in this process, especially when it related to overall organization’s climate, team members’
accountability and ownership or what is called self-leading behavior. All these questions were discussed in
depth by the HR team, and it became clear that the potential and limitations of the organization were reflecting
the potentials and limitations of its leaders. Consequently, the development of leaders became, more than
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usual, a strategic imperative for Zain Bahrain; it was important to treat it like any other strategic priority and
to let it be driven by the top Management.

At this point, the HR team proposed to the management to rollout a long-term Leadership development
plan for Zain Bahrain, dedicated not only to the Top Management but also to the second line leaders and to a
selected pool of high potentials. Although the investment was substantial, Zain Bahrain Management realized
the importance of such initiative and in addition to approving it, spared no effort to support and make it happen.

As previously said, the BEWELL series of initiatives has been fully endorsed by Zain Bahrain’s
management (CEO, managing director, and leaders). In fact, all Wellness programs and events targeting
individual physical, mental, and social growths have been constantly promoted by the CEOQ in all the quarterly
strategy plenary events attended by all employees as well as in the Zain Bahrain public annual reports.
Moreover, many leaders are part of the BEWELL Champions pool, and actively volunteer to be a part of the
growth of the Zain Bahrain employee welfare initiatives. The direct attendance of the leaders themselves in
many BEWELL events and initiatives also motivates their team in participating and benefiting from the
offered opportunities. As an example of support from the management, is the following snippet by the CEO:

Zain Bahrain embraces World Mental Health Day on October 10 by granting a day-off
to all its employees.

Finally, employees are also motivated and encouraged to participate to the BEWELL initiatives and
events in different additional modalities such as, for example:
e Regular / periodical announcements posted on the portal and sent through the Zain communication
channels (e-mail, SMS, Instagram, etc.).
Personal invitations done by the BEWELL Champions Committee.
Departments’ weekly meetings.
Employees with various kind of skills encouragement to take part of the initiatives and activities.
Recommendation at all levels of management to lead by example and encourage their team to
participate to all the events organized.
o Periodical raffles & prizes distributed to incentivize participation.
Initiatives and projects revolving around BEWELL are communicated and promoted internally on all Zain
Bahrain’s available channels and some are also promoted externally (see Figures 1 and 2) via social media,
newspapers, magazines, news, etc.

BE WELL: Press Release & General BE WELL

¢ ".
Wew

Link in Bio for the
full press release!

@ Q ® O o

Instagram Post about Instagram Story of Press Instagram Post of Press
KCC Release Release

Fig. 1. Examples of communications
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BE WELL:Ayadi Workshop — Stress & Burnout
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=

Instagram Stories Covering Ayadi Stress & Burnout Workshop

Fig. 2. Examples of communications

Project Impacts on Employees and on the Organization
Several KPIs have been used (and are still in use) to appraise the effectiveness and success of the
BEWELL initiatives and programs. For example:

o Periodical Employee Engagement Pulse Survey (details will be provided later in this section).

o Number of sick leaves applied by employees that, despites the Covid cases, in 2021 decreased
compared to 2019 i.e., before and after the rollout of the BEWELL project.
Turnover rate also showed a sharp decrease of around 30%.
Headspace meditation Application membership (over 70% of employees are currently enrolled and
active).

o Number of employees who attend the BEWELL initiatives and that keep displaying an increasing
trend.

e FEvaluation (Level 1 — Reaction — of the Kirkpatrick’s standard evaluation model) [Kirkpatrick,
2007]) done through questionnaires delivered after every program and/or initiative.

o Number of employees (YoY) using Kuwait counseling center services.

e Feedback and comments from the BEWELL champions who are also serving as Wellness
ambassadors in their divisions.

The positive impact [Gallup, 2016] of the overall program on the company can be summarized by the
result of the periodical employee engagement survey which trend, despite the pandemic, didn’t decreased but
showed a slight increase from 85% in 2020 to 86% in 2021. Zain BH Human Resources also began to
periodically assess the wellbeing of employees and the index reached 77% and keep growing round after round
of the survey. For example, the below pictures (see Figures 3 and 4) report the Engagement index trends by
Gender and by Workplace (Working from Home and Working from Office) measured along the 10 rounds of
the employee engagement pulse surveys delivered between 2020 and 2021 i.e., during the pandemic period.
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Fig. 3. Employee Engagement trends by Gender

Trend by Work Place
100%

95%
90%
85%
80%
75%

70%
R1 R2 R3 R4 R5E R6 R7 R8 Re R10

e \/\'FH - \/\'FO

Fig. 4. Employee Engagement trends by workplace.

Finally, among the success factors and positive impacts of the BEWELL project, worth to be mentioned
is the design and piloting in Q1/2022 of a Hybrid Working Model enabling employees to alternate on-site and
remote workdays. In fact, during the Covid-19 pandemic period and consequent mandatory remote working
experience done, employees have learned to juggle both their personal and professional lives successfully.
Many of them have taken the opportunity to develop new skills, embrace new paradigms and re-adjust their
points of view. Employees lives have changed and now have new expectations and aspirations. Therefore, to
retain their talents, organizations must adapt and evolve to meet the new lifestyle. Organizations [PwC, 2021]
must be more resilient, agile, and ready to fulfill talents expectations when it comes to flexible schedules and
achieving a work life integration. The aim of the hybrid model is therefore to set a new standard for the “New
normal”, the after Covid-19 pandemic phase, and to boost employee's productivity, energy, focus, well-being,
resilience, agility, and creativity. Being even more inclusive than before towards People with Disabilities
(PwD) is also among the aims of the Hybrid Working Model.

As said, in Q2/2022 Zain Bahrain has piloted for 3 months a couple of schemes related to the Hybrid
Working Model. All the outcomes of the monitored KPIs (employees’ Productivity, Engagement, Well-being,
etc.) were very positive and allowed to fine tune and finalize the Hybrid Working Model.

Project Sustainability and Development Perspectives

Page 27 of 109



2nd International Conference on Human Resource hitos://ichrm.qulfuniversity ora/
Management (ICHRM): Recent Trends (opniine) 9 y-or9
November 22 & 23, 2022 - Kingdom of Bahrain

Subsequently to the positive impacts that were experienced company-wide, the BEWELL project has
been institutionalized and is now part of Zain Bahrain culture. Its sustainability is ensured through periodical
rounds of an employee engagement and Wellbeing pulse surveys delivered to monitor the trends and
progresses done. In addition, and to keep the momentum, many other initiatives have been introduced along
the way under the BEWELL umbrella. Among them we can mention the below examples (just to name a few):

e Be Well Champions
Program to involve employees (ambassadors) from different levels and division in the design, roll-
out and evaluation of new initiatives under the BEWELL umbrella and in sup-porting HR to
promote the initiatives.

o Initiatives Evaluation Surveys
Series of periodical surveys delivered to get employees feedback on the initiatives and aiming at
fine tuning the existing and creating new ones.

e Dr@Zain
Program aiming at encouraging the employees to proactively adopt preventative measures and
healthier lifestyles. The initiative was launched by hosting monthly, invited doctors to address
employees’ concerns on a range of healthcare topics. Under this program, Zain Bahrain has also
sponsored for its employees several free health screening packages.

e Zain TALK
One among the Zain Bahrain’s main development programs directed to-wards employee wellbeing.
Since its launch in 2018, the program has been hosting local inspiring personalities to speak on
relevant topics of interest and share their success stories with employees. In 2021, Zain Bahrain
hosted several TALK events on many different topics such as: creativity, self-motivation, creativity,
wellness, cybersecurity, 5G, etc.

o Wednesday Mediation
Weekly group meditation conducted by using the Headspace App. The session also encourages
employees to use this break time to disconnect and recharge and to use their own Headspace account
when they feel in need of relaxing time during the workdays.

o Kuwait Counseling Center
Free access for all employees to tackle the stigma about therapy and mental health challenges.
Therapists from Zain Group’s partner (Kuwait Counseling Center) provide all Zain Bahrain
employees with up to 4 free sessions per year. Kuwait Counseling Center is Since more than 10
years one of the leading psychological centers in the region and provides psycho-educational,
comprehensive assessments, therapy, and training services. The sessions are completely
confidential and include either face to face or virtual (video call) meetings.

e Headspace App
Unlimited and free access to the Headspace Application’s library that includes quarterly webinars
and hundreds of guided exercises for meditation, sleep, focus, etc.

o Employee 2 breaks
Initiative reserving two fixed breaks (exempt of meetings) during the working hours to promote
wellbeing and increase the productivity.

Finally, a recent development perspective worth to be mentioned is the insertion of the BEWELL project
as one of the 6 pillars (see Figure 5) of a larger umbrella related to Diversity & Inclusion (D&I), a theme of
growing importance not only in the country or the region but worldwide.
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Fig. 5. The Zain D&I Umbrella.

The other pillars under the Diversity & Inclusion umbrella are:

e Zain Youth (ZY)
is the biggest pillar within D&I and includes all the programs and projects aiming at developing
and upskilling youth and prepare them for their future tasks.

e WE
is the pillar that tackles the gender equality and diversity. This initiative manages the programs,
events and projects that can fill the gender gap and empower both genders within the workforce.

e ZAINIAC
is the creativity and innovation pillar to spread the culture of innovation. Implemented through
many monthly workshops on many different topics, ZAINIAC helps Zain employees to understand
creativity and innovation at a deeper level and to generate new solutions that can head the
organization to the next level.

e WE ABLE
is the pillar that tackles People with Disabilities (PwD), their needs and their empowerment plan
within the organization. Through this initiative Zain BH is trying to achieve 90% accessibility in
all levels to PwD within the organization.

e Reach
takes care of creating a mentoring and coaching platform to allow all the employees (management
included) to exchange their knowledge, share their experience, and learn from each other

Conclusion

The Covid-19 pandemic has reshaped the way people work and led HR departments to speed-up the
design and implementation of specific solutions aiming at avoiding interruptions in both the business and the
services provided to the customers. Among them we can mention the paradigm shift of bringing ‘the work to
the employee’ rather than ‘the employee to the work’. In this scenario, Zain Bahrain decided to deploy
BEWELL, a very rich and unique series of new initiatives aiming at touching the many important aspects of
employee wellbeing (mental, physical, and social).

After a description of the BEWELL project, its objectives and uniqueness to the organization, the paper
mainly focused the project planning and its implementation jointly with some aspects related to the project
effectiveness measurement and its positive impacts on both the employees and the organization.

Subsequently to the positive impacts that were experienced company-wide, the overall BEWELL project
has been institutionalized, has contributed to the design of the company “New normal” based on a custom
Hybrid Working model and has been inserted as one of the 6 pillars of a larger umbrella related to Diversity
& Inclusion
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Abstract

Total quality management (TQM) becomes a famous approach, since it has new methods to assure the successful for organizations in
business environment. The spotlight on quality management in business environment urged the researchers to focus seriously on the
improvement of quality management methods, which enhance the organization activities via the successful of total quality management
implementation. Recently, many attempts have been made to identify the critical successful factors of total quality management from one
side, and to discover the importance of these factors to the implementation of the TQM from the other side. On the other hand, some
studies were interested in dividing the quality management practices. They divided the critical factors of quality management into two
groups; either hard and soft factors or technical and human factors respectively. This paper attempts to explore the human factors of TQM
from one side, and their importance to total quality management implementation from the other side via deep concentration on literature
of TQM.

Keywords: Human Side, Technical Factors, Total Quality Management

Introduction

Total quality management approaches were developed by quality gurus such as Deming, Grosby, Juran,
Feigenbaum, and Ishikawa who made the main structure of TQM (Dale, 2001; Habtoor, 2016). In fact, TQM
has known as a famous approach, since it has new methods to ensure the successful of organizations in
business environment.

The spotlight on quality management in business environment urged the researchers to focus seriously on
the improvement of quality management methods which would enhance the organization activities via the
successful TQM implementation. Recently, many attempts were made to identify the critical successful factors
of TQM from one side, and also to discover the importance of these factors to the implementation of the TQM
from the other side (e.g. Saraph et al., 1989;Ali et al., 2019; Flynn et al., 1994;Ali, 2022; Badri et al.,
1995;Ahmed et al., 2022; Yusof and Aspinwall, 1998; Quazi et al., 1998; Zhang, 2000; Antony et al., 2002;
Sharma and Kodali, 2008; Wahid and Corner, 2009; Fotopoulos et al., 2009; Saleh & Habtoor, 2015; Tabouli
et al., 2016 a; Habtoor,2020, Ali et al., 2021).

Moreover, some studies were interested in dividing the quality management practices, which divided the
critical factors of quality management into two groups; namely hard and soft factors or technical and human
factors respectively (e.g. Wilkinson, 1992; Flynn et al., 1995; Louise, 1996; Rahman and Bullock, 2005;Ali
etal., 2019; Tari, 2007; Abdullah et al., a, b 2008; Gadenne and Sharma, 2009; Fotopoulos and Psomas, 2009;
Kumar et al., 2009; Habtoor, 2015; Tabouli et al., 2016 b; Ali et al., 2016; Salama et al., 2019). According to
Wilkinson (1992), there are two aspects of quality management; one of whom is the hard aspect (technical
factors) that focuses on tool and work process and the other is the soft aspect (human factors) that interests in
the human side of quality management. Moreover, he suggested that the hard aspect has more preoccupation
rather than the human aspect when the organizations implement TQM program.

Literature on quality management also suggested that human factors of quality management such as
leadership, teamwork, employee involvement, training and education, customer focus, communication,
supplier relations, and rewards and recognition have significant impact on the implementation of TQM (Saraph
et al., 1989; Flynn et al., 1995; Ho et al., 2001; Rahman and Bullock, 2005; Abdullah et al., 2008 (a,b);
Gadenne and Sharma, 2009; Fotopoulos and Psomas, 2009; and Kumar et al., 2009;Ali & Habtoor, 2015; Ali
et el., 2015; Ismail et al., 2018 Habtoor, 2019; Tabouli et al., 2016 c; Salama et al., 2019). Thus, this
conceptual paper attempts to explore the human factors of TQM and their importance to TQM implementation
by reviewing the literature on TQM.

Critical Factors for Quality Management Implementation

In fact, it was claimed by Zairi (1994) that it is difficult to identify and measure the critical factors of
quality management, even though, Saraph et al. (1989) had started to identify and measure these critical factors
of quality management. Moreover, other studies attempted to recognize the critical successful factors of TQM
implementation (such as Oprime et al., 2012; Guion, 2010; Fotopoulos et al., 2009; Wahid and Corner, 2009;
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Sharma and Kodali, 2008; Antony et al., 2002; Zhang, 2000; Hesan et al., 1998; Yusof and Aspinwall, 1998;
Black and Porter, 1996;Saeed et al., 2022; Badri et al., 1995; Flynn et al., 1994; and Porter and Parker, 1993;
Mohamed et al., 2016; Habtoor, 2016; Ismail et al., 2019; Al-Ali et al., 2019; Salama et al., 2020). However,
all these studies were based on previous literature and approaches of the previously mentioned leaders of
TQM. Also, some of them based on the standard of quality awards such as Deming Prize in Japan, the
European Quality Award in Europe, and the Malcolm Baldrige National Quality Award in the United States
of America.

According to Saraph et al. (1989), collecting quality data such as defect rate, error rate, rework cost, and
scrap cost can be considered as a measure of quality performance not a measure of organization-wide quality
management. In general, Saraph et al. (1989) had made the first attempt to identify and measure the critical
factors of quality management; he claimed that this operational measurement would be useful to both decision
makers and researchers, since, it makes the decision makers enable to know the controllable status of the
organization and make organization-wide improvement in quality management. Moreover, Saraph et al.
(1989) identified and measured eight factors from the quality management literature as critical factors of
quality management implementation in business unit, they are: top management leadership, role of the quality
department, training, product design, supplier quality management, process management, quality data, and
employees relations. They used questionnaire technique and factor analysis from 162 general managers and
quality managers of 89 divisions to measure managers’ perception of eight critical factors of quality
management in 20 companies at the business level.

Furthermore, Tamimi and Gershon (1995) attempted to develop a tool for assessing TQM practices. They
used Deming philosophy as a guide in developing a survey instrument for the purpose, and they used Deming's
14 points as critical factors. While, Ahier et al. (1996) developed an instrument to measure the key quality
management constructs by testing 371 automotive companies, they attempted to make a comprehensive
approach in identifying and validating the critical success factors of TQM. In short, they identified 12 critical
factors, respectively they are: top management commitment, customer focus, supplier quality management,
product design quality management, benchmarking, statistical process control, sharing internal quality data,
employee empowerment, employee involvement, employee training, product quality, and supplier
performance.

Other attempt was done by Black & Porter (1996) to establish a research methodology in order to improve
a self-assessment framework to better inform organizations in the development of total quality system. They
used Baldrige award criteria to derive 10 critical factors to quality management implementation by
questionnaire sent to over 200 managers in industries in USA and Europe. The ten critical factors are: people
and customer management, supplier partnerships, communication of improvement information, customer
satisfaction orientation, external interface management, strategic quality management, teamwork structures
for improvement, operational quality planning, quality improvement measurement system, and corporate
quality culture.

Besides, in 1999, Yusof & Aspinwall attempted to review and analyze the critical success factors
developed by previous authors in small and medium enterprises. They used gquestionnaire to meet the purpose
of their study.

After that, Zhang in (2000) said "the implementation of TQM can't be successes without utilizing suitable
quality management methods ". Zhang attempted to develop a model of quality management methods to assess
the organization's strength and weaknesses, which utilizing to improve business performance. He focused on
the effect of quality management methods on business performance through 212 manufacturing companies in
China.

More recently, Guion (2010) suggested that critical success factors such as leadership, strategic planning,
competitive benchmarking, process management, human resource development, education and training,
quality tools, information and analysis, customer management, and supplier management have an important
impact on TQM implementation.

Other attempts to identify the critical success factors were carried out in different environments such as
Badri et al. 1995 in Middle East (UEA), Quazi et al. (1998) in Singapore, Antony et al. (2002) in Hong Kong,
Wahid & Corner (2009) through case study on XYZ Limited in Malaysia, and Fotopoulos et al. (2009) in
Greek.

Human Side of Quality Management
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There is a lack of studies which emphasize on human factors of quality management while many studies
were carried out to contribute the design development and application of the total quality system (Lau and
Idris, 2001). In the implementation of TQM, there is little attention for the human factors of quality
management such as leadership, communication, training and education, employee involvement, teamwork,
reward and recognition, customer focus, and supplier relation due to the production orientation of the gurus
of TQM (Hill, 1991; Wilkinson, 1992; Louise, 1996; Habtoor, 2016; Salama et al, 2020). Thus, as a result of
TQM orientation gurus, more attention was paid to the technical factors of quality management rather than to
the human factors of quality management when the organization reworks their processes to implement TQM
practices.

Based on message of quality "the quality is everyone", Wilkinson (1992) started to make a highlight
emphasis on human factors of quality management. He divided quality management into two aspects: the first
is the soft aspect, which interests on human side of quality management such as leadership, teamwork,
employee involvement, training and education, customer focus, communication, supplier relations and
rewards, and recognition. And the second aspect is the hard aspect that interests on work process such as
process flow management, product design process and statistical, benchmarking, and just in-time principle
(JIT) and control/feedback.

According to Louise (1996), the cultural change is a major reason for the reorientation of total quality
toward the human factors of quality management. The changing culture becomes as a stumbling block for
many companies involved in TQM implementation (Kearney, 1991; Louise, 1996)

Lau and Idris (2001) suggested that it is necessary to study the critical soft factors (human factors) of
quality management due to their importance to TQM implementation in contributing to the changing thinking
of managers and employees and permeating TQM throughout the entire organization. Yasuo (1980), said "To
make good use of personnel is difficult, but it is an issue that is required and must be overcome". According
to Tamimi & Sebastianelli (1998), 48 percent were identified as barriers to TQM due to the human factors of
quality.

Recently, there is more emphasis from the researchers on the dimension of human factors of quality
management and their influence and relations with the technical factors, besides to their impact on the
implementation of TQM (e.g. Hill, 1991; Wilkinson, 1992; Motwani et al., 1994; Louise, 1996; Lau & Idris,
2001; Sila & Ebrahimour, 2002; Rahman & Bullock, 2005; Boon & Arumugam, 2005; Lewis et al., a, b, 2006;
Abdullah et al., 2008a, 2008b; Gadenne & Sharma, 2009; Fotopoulos & Psomas, 2009; Mokhtar et al., 2017;
Saleh & Habtoor, 2016; Saleh & Habtoor, 2020).

Controversial claims have been suggested by researches in regards to the more effective factors on TQM
implementation, for example, Black and Porter (1995) claimed that hard factors concern with tools and
systems that tend to support the implementation of human factors, while Samson and Terziovski (1999), found
that human factors of quality management such as executive commitment, employee empowerment, and an
open culture can make a competitive advantage more strongly than the technical factors such as process
improvement, benchmarking, and information analysis. Thus, it is difficult for quality tools to contribute in
quality improvement, customer satisfaction, and consolidation of its market position without support and
guidance by the human factors of quality management such as top management commitment and employee
and supplier support (Fotopoulos & Psomas, 2009; Mokhtar & Habtoor, 2015a).

On the other hand, Lewis et al. (2006) found that the hard criteria implementation has more attention than
the soft in small and medium enterprises (SMEs). He identified the human factors of quality management
which are largely related to the behavioural aspects of working life such as leadership, human resource
management, supplier's relations, and customer focus. Hill (1991) suggested that there are lacunae in the
implementation of the social factors when the organizations reengineering their systems and procedures.

Moreover, Lau & Idris (2001) found that human factors such as culture, trust, and teamwork have a strong
influence on quality management. The importance of human factors of quality basis on their important role in
the implementation of TQM as a program needed great and continues changing in the culture of organization.
And Motwani et al. (1994) considered that human factors of quality management such as leadership,
organizational skills, and culture as a key player acting to achieve quality performance.

Actually, it is easy to quantify the hard criteria (Louise, 1996). Despite of the fact that the soft criteria are
more open to interpretation, they are more difficult to measure (Lewis, 2006). More specifically, Flynn et al.
(1995) attempted to explore and investigate the relationship of quality management practices and their impact
on performance and competitive advantage. They divided quality management practices into two groups; the
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first group named as the core quality management practices, and includes: process flow management, product
design process and statistical and control/feedback. The second group named as the quality management
infrastructure practices (human factors), which includes: customer relationship, supplier relationship, work
attitudes, workforce management, and top management support. They found a positive relationship between
quality management practices and performance; also, they found that the core quality management practices
act as a mediator factor for the relationship between the human factors of quality management and the
organization’s performance, which supports the purpose of this study. Furthermore, Ho et al. (2001) divided
the eight factors of quality management that were developed by Flynn at el. (1994) into two groups, namely
the core quality management factors and the quality management infrastructure factors. They found a positive
impact of quality management infrastructure factors on the core quality management factors; besides, it was
found another impact of the quality management infrastructure factors on the performance through their
impact on the core quality management factors.

Furthermore, Lewis et al. (2006) identified 13 soft factors (human factors) and 12 hard factors (technical
factors) as critical factors of quality management based on Sila and Ebrahimpour (2002) study, which
identified 25 elements as criteria factors of quality management.

Rahman & Bullock (2005) and Abdullah et al. (2008) suggested that the hard factors of quality
management need the support of human factors of quality management to have a significant impact on
organizational performance. They provided evidence that human factors of quality management support the
hard factors to impact on organization performance. Practically, they found a significant relationship between
the human factors of quality management (such as e.g., workforce commitment, shared vision, customer focus,
use of team, personnel training, and cooperative supplier relations) and the technical factors of quality
management (e.g., use of JIT principles, technology utilization, and continuous improvement enablers).
Abdullah et al. (2008 a, b) also found a significant positive relationship between the human factors of quality
management (e.g., management commitment, employee involvement, training and education, and reward and
recognition) and the organization's quality improvement practices.

Recently, Gadenne & Sharma (2009) suggested the favourably relationship between the technical factors
(e.g., benchmarking and quality measurement, continuous improvement, and efficiency improvement) and the
human factors (e.g., top management philosophy and supplier support, employee training and increased
interaction with employee, and customer improve organizational performance).

From all what have been discussed above and based on the work that has been done by TQM gurus such
as Deming, Grosby, Juran, Feigenbaum, and Ishikawa, in addition to the previous studies that interested on
identifying the critical factors of the TQM implementation (e.g. Saraph et al., 1989; Porter and Parker, 1993;
Flynn et al., 1994; Tamimi and Gorshon, 1995; Badri et al., 1995; Black and Porter, 1996; Yusof and
Aspinwall, 1998; Quazi et al., 1998; Zhang, 2000; Antony et al., 2002; Sharma and Kodali, 2008; Wahid and
Corner, 2009; Fotopoulos et al., 2009; Guion., 2010; Etlesh et al 2016 a & b; Al-Hammali et al., 2017a; Al-
Hammali et al., 2017b; Mokhtar & Habtoor 2015b; Mohamed et al., 2015; Algwizi & Habtoor, 2020; Mansour
et al., 2021) and the studies that concentrated on the human side of TQM (e.g. Wilkinson, 1992; Flynn et al.,
1995; Louise, 1996; Rahman and Bullock, 2005; Demirbag et al., 2006; Tari, 2007; Abdullah et al., 2008a,
2008b; Gadenne and Sharma, 2009; Fotopoulos and Psomas, 2009; Kumar et al., 2009; Saleh & Habtoor,
2017; Saleh et al., 2018; Habtoor, 2018), this paper explores 17 factors as critical human factors for the
successful of TQM implementation as shown in Table 1.

Conclusion

This study explores 17 factors as the most critical human factors to the implementation of TQM. In fact,
these human factors act to enhance the implementation of TQM through their support to quality improvement
practices, which led to improve the organization performance. Further work can empirically evaluate the role
of these factors for the competitive advantage of the companies.

Table 1. The Human Factors of Total Quality Management

No Human factors No Human factors
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L L eadership 10. Human resources management
2. Customer focus 11. 9
. : Empowerment
3. Supplier relations 12. -
. Quality culture
4. Employee involvement 13. . .
) - Employee satisfaction
5. Education and training 14. - P
- Social responsibility
6. Reward and recognition 15.
Open culture
7. Teamwork 16. .
. Break of department barriers
8. Communication 17. Shared vision
9. Role of quality department
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Abstract

The human factor plays an important role in increasing the success of communities and organizations. In today’s world, where competition
is vital to achieving success, voluntary behavior, theoretically known as Organizational Citizenship Behavior (OCB), is important rather
than defining roles in jobs. Much research has been done on this concept in business and industrial corporations, but little is known about
its relevance in educational settings. Thus, this study aimed to examine intra-organizational factors, namely transformational leadership,
job satisfaction, and trust in supervisors on OCB. This quantitative study, based on questionnaires distributed to 100 academic staff in a
selected higher learning institution in Selangor was carried out through an online survey method. The result was analyzed by using the
descriptive statistical test, the reliability test, Pearson Correlation and Regression analysis using IBM Statistical Package for the Social
Sciences (SPSS). The result found that there is a significant relationship between job satisfaction towards OCB. An organization needs
to address the employees’ job satisfaction when it strongly contributes to organizational citizenship behavior in particular and overall
organizational effectiveness.

Keywords: Organizational Citizenship Behavior, Transformational Leadership, Job Satisfaction, Trust in Supervisor.

Introduction

The concept of Organizational Citizenship Behavior (OCB) has been discussed in many studies on
organizational behavior and education systems (Abo-Nasra, 2019). This concept involved employee loyalty,
commitment, and collegiality in an organization (Sufean & Wong, 2017). Employees who engaged in OCB
are likely to have a high level of commitment to their organizations. Commitment to an organization promotes
responsibility and leads to less likelihood of withdrawal behaviors (Soo & Ali, 2017). Lack of citizenship
behavior and good soldier syndrome will result in inefficiency, chronic job burnout, and even high
absenteeism. If corporate citizenship is not a priority, employees will find ways to complain about them and
not solve them (Akbari, Pourkiani, Sayadi, Salajegheh & Sheykhi, 2020). OCB makes it possible to reduce
employee outcomes, i.e., turnover and absenteeism among employees in the workplace. The study of OCB
has proven to be a vital approach in various settings.

Organizational growth will be improved because of the OCB (Al-Shawabkeh, 2017). To stay profitable,
organizations now need to find ways to make employees more valuable by working harder and doing more
than they are contracted to do (Hooi, 2017). Although much research was conducted on OCB, there is little
knowledge about this phenomenon in educational work settings (Sufean & Wong, 2017). Previous studies
have been made to specify the factors that impact OCB, however, factors relating to personal characteristics,
such as job satisfaction and organizational justice are limited in the higher education setting, to name a few
(Awang & Wan Ahmad, 2015). Only a few studies examined the factors that affect employees’ OCB in general
and educational organizations in particular (Abo-Nasra, 2019). Therefore, to fill the gap, this study aimed to
examine the impact of intra-organizational factors namely leadership, job satisfaction and supervisor trust on
the degree of OCB in the education institution setting.

Literature Review

Theoretical Framework

The theoretical root of OCB is The Social Exchange Theory which asserts that there is a mutual
relationship between the organization and the employee (Blau, 1964). As a result, a system of social and
economic exchanges emerges between employees and some organisation leaders, with OCB as one of the
beneficial outcomes when the exchange relationship is founded on justice and fairness (Moorman, 1991).
Exchange can be divided into economic exchange and social exchange. Economic exchange includes the
employee’s financial remuneration. In this framework, social exchange is anchored in trust, perception of
justice, confidence in the employer, commitment and a long-term relationship, and emphasizes the emotional
links in the organization (Blau, 1964, Walumbwa et al., 2011).

Intra Organizational Factors and OCB
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Based on Abo-Nasra’s (2019) research model, and the social exchange theory (Blau, 1964) applied as the
underpinning theory; job satisfaction, transformational leadership and trust in supervisors are used as the
antecedents of OCB.

Organizational Citizenship Behavior (OCB)

Organ (1998) is one of the early scholars who introduced the concept of OCB. Organ (1988) defined OCB
as characterized by individuals voluntarily extending contributions that are above and beyond their respective
job duties, regarded as a factor influencing an organization’s effectiveness (Yafang, 2010). It is a concept to
retain workers under a formal reward system but cannot provide a deserved reward. These things increase the
growth of the company but are not included as part of the job description (Khan, 2016; Saraih, 2017).
According to Saraih (2017), OCB happens when an employee performs some good deeds for the organization
without expecting retribution from the third party involved. Organ (1988) stated that OCB is usually seen as
a multidimensional construct that includes altruism, conscientiousness, sportsmanship, courtesy, and civic
virtue. Although OCB does not directly contribute to the core tasks of the organization, it maintains the broader
organizational, social, and psychological environment to facilitate the core activities (Thomsen, Karsten &
Oort, 2016). Nurjanah, Pebianti & Handaru (2020) stated that previous scholars argue that OCB is a choice
behavior that does not become a formal work obligation but supports the effective functioning of the
organization which goes beyond the normal obligations of employees including avoiding unnecessary
conflicts, helping others without being arrogant, doing hard work patiently, engaging in organizational
activities, and performing performance that exceeds the normal tasks ordered.

Job Satisfaction

The relationship between job satisfaction and organizational citizenship behavior is a form of social
exchange theory, having job satisfaction in the workplace will benefit individuals. When employees feel their
job is meaningful, they will consider job satisfaction, such as the opportunity for promotion, a comfortable
working environment, and support from supervisors and colleagues. Satisfied employees will tend to have
high OCB. There's a positive connection between job satisfaction and OCB (Tiara & Debora, 2019).

According to Bismala (2018), job satisfaction is a broad concept that covers abilities, attitudes, beliefs,
and value systems. Low staff morale causes a lack of job satisfaction driving poor productivity. The realisation
of job satisfaction must rest on the staff's positive feelings and attitudes, commitment, and responsibility. This
is supported by findings from Pouria (2020) that there is a positive relationship between job satisfaction and
high scores in OCB. A study from Subarjo (2020) examines the relationship between job satisfaction and OCB
at the University of X found that there was a very significant positive relationship between job satisfaction
and OCB. Job satisfaction is defined as the extent of satisfaction experienced by an individual at work for a
given occupation. OCB can be perceived as employees' attitude of being happy when providing service to the
consumers. By having satisfied workers, their OCB level will also rise. This is consistent with John &
Kelechi’s (2020) research on the relationship between job satisfaction and OCB. They have discovered that
job satisfaction plays a significant role in the enhancement of organizational citizenship behaviors. Therefore,
management should create an environment that satisfies employees because job satisfaction has a positive
relationship with OCB to the following hypothesis:

H1: Job satisfaction is significantly related to OCB.

Transformational Leadership

Transformational leadership involves developing a closer relationship between leaders and followers.
Transformational leaders may build high-level relationships and a sense of a common fate among
subordinates. The resultant positive emotion then encourages cooperative and prosocial behaviors (Lofquist,
& Matthiesen, 2018). Huan (2019) assert that transformational leadership behaviors are even more important
for achieving high extra-role performance, such as OCB.

A transformational leader is ideal for addressing tension and ensuring total organization success. The
study conducted by Lauren, Ehrhart, Torres & Aarons (2019) shows that transformational leadership improves
various organizational outcomes, including a performance at managerial, staff, and team levels. Lofquist, &
Matthiesen (2018) suggest that Norwegian top leaders do exhibit transformational leadership traits and that
these traits have a positive influence on OCB, which further had a positive relationship to organizational
performance.

Effective transformational leadership qualities are a leader who creates, communicates, and models a
vision (Odek, 2018). Odek (2018) and Nasra & Heibrunn (2015) both found a positive relationship and direct
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effect between transformational leadership and OCB. However, Zhang, Liu & Wang (2019) found an indirect
relationship between transformational leadership and OCB.

Thus, based on the statements above, OCB comes with transformational leadership and the hypothesis is
as follows:

H2: Transformational leadership is significantly related to OCB.

Trust in Supervisor

Trust in supervisors will be affected by the level of perceived fairness or justice in the organizational
practices or decisions (Akram et al., 2018). Trust is established through inferences that followers make about
the nature of their relationship with the leader, based on the actions and character of the leader (Engelbrecht
& Hendrikz, 2020). A follower makes inferences about the nature of their relationships with the leader based
on the leader's actions and personality. The follower needs to trust their leaders to protect their rights and
interests of the follower. In a trust relationship, participants are willing to trust each other's actions in light of
the expectation that when either party acts in a way that impacts the other, the other party's rights will not be
violated. (Engelbrecht & Hendrikz, 2020).

Generally, there is confidence in supervisors. Trust can be measured in two parts, cognition and affect.
Employees' value is based on their cognitive approach to business. This is manifested in the personal relation
the superior and his followers have. The subordinates feel concerned about the superior and his welfare. Trust
involves trusting one's immediate superior and trusting the organizational leadership team (Abo-Nasra, 2019).

The results of a study by Akram et al. (2018) show that if supervisors treat their subordinates fairly and
show a supporting attitude, then the trust of subordinates will increase the citizenship behavior of employees.
This implies that if the supervisor supports their subordinate, then subordinates will be more committed to
their supervisor and will demonstrate OCB toward their organization (Akram et al., 2018). Engelbrecht &
Hendrikz, (2020) postulated in the study a positive relationship between trust in the leader and OCB. Thus, if
employees believe their leaders to be highly trustworthy, they will in turn display greater levels of OCB.

Employees are more likely to demonstrate OCB when they trust their leader and when they experience an
exchange of socio-emotional benefits in their relationship with the leader (Engelbrecht & Hendrikz, 2020).
This leads to the formulation of the following research hypothesis:

H3: Trust in supervisors is significantly related to OCB.

Based on the above discussion, lead to the development of the research framework of this study as
illustrated in the figure below:

lob Satisfaction [~

™ 4| COrganizational
Transformational | & Citizenship
A
Leadership Behavior
Trust in

SUpervisars

Fig. 1. Research Framework

Source: Adapted from Abo-Nasra (2019)

Research Methodology

In this study, the effects of intra-organizational factors namely, job satisfaction, transformational
leadership and trust in supervisors on OCB in Kolej Universiti Islam Antarabangsa Selangor (KUIS) were
investigated. A guantitative method, using an online questionnaire, was implemented by the researcher and
sent to the respondents to fill out. Using the questionnaire, the researcher collected the data needed to meet
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the needs of the research and achieve the objective set. The population of this study is composed of lecturers
in KUIS. This was focused on lecturers from the Faculty of Management and Muamalah, Faculty of Syariah
and Law, Faculty Science & Information Technology, and Matriculation Centre. The sample size is based on
the Krejcie & Morgan (1970) table. From the total of 320 lecturers in KUIS, only 175 lecturers are needed to
be sampled in this study as suggested by Krejcie & Morgan’s table. Thus, the researcher distributed
questionnaire by using the Google Form method to the said respondents.

There are questions based on the validated previous studies related to intra-organizational factors and
OCB in the questionnaire used. Respondents were asked to rate on the five-point Likert-type item, with the
scale going from 1 — strongly disagree to 5 — strongly agree. The scale was used to score the respondents based
on their answers. OCB was measured based on Abo-Nasra (2019). The subscale was measured by the average
response to the items. The scale was measured by the mean response to the items; high scores indicate a high
level of OCB. Job satisfaction was measured using an instrument developed by Schriesheim and Tsui (1980).
Respondents were asked to indicate how satisfied they were with their current job, co-workers, supervisors,
current salary, opportunities for promotion and work in general on a response a scale ranging from 1 — strongly
disagree to 5 — strongly agree. The sub-scale was measured by the average response to the items. High scores
indicate a high level of job satisfaction. The transformational Leadership variable was measured using the
Multi-Factor Leadership Questionnaire (MLQ) Bass (1985). Respondents were asked to evaluate the
transformational leadership behavior of their principal. The trust in supervisor variable was measured using
an instrument developed by Hoy & Tschannen-Moran (2003). The respondents were asked to evaluate the
level of trust in their upper level and management. The data analysed in this chapter was extracted and analysed
using the Statistical Package for the Social Sciences (SPSS).

Before the actual data collection, the pre-testing of the reliability and validity of the research instrument
was conducted with a total of 30 questionnaires distributed among the lecturers in the Faculty of Management
and Muamalah, KUIS. The reliability test shows that all the Cronbach Alpha values for the pilot study are at
the acceptable level, with Cronbach Alpha's value for OCB being 0.867, Transformational Leadership is at
0.870, Job Satisfaction is at 0.948, while Trust in Supervisor being 0.953.

Empirical Results

The section will discuss the relationship between independent and dependent variables. The researcher
will present all descriptive data on age, sex, marital status, education level, level of seniority in the
organization, and seniority level in education. As for the data collected, there are 175 questionnaires
distributed by the researcher to the respondents who are among lecturers at KUIS. A total of 100 respondents
(57%) surveys were answered by the respondents using Google Form consisting of 73% female and 27% male.
The percentage of the education levels of the respondent that are 19% have Bachelor’s degree, 64% with
Master’s degree and PhD holder is 17%. Thus, the majority of the total respondents were Master’s degree
holders. the seniority in the organization of respondents. In terms of years of service in the organization, it
consists 13% of the respondents serve in the organization for less than 2 years, 45% of the respondents have
served 2-5 years, 6% of the respondents have served 6-10 years, and 36% of the respondents have served more
than 10 years.

Reliability and Validity Test

Table 1 below summarizes the reliability test of the variables. Reliability is the degree to which measures
are free from random error and therefore yield consistent results. Meanwhile, validity is the accuracy of a
measure or the extent to which a score truthfully represent a concept.

Table 1. Reliability Test

Variable Cronbach’s Alpha

Organizational Citizenship Behavior (OCB) 0.722

Job Satisfaction 0.858
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Transformational Leadership 0.844

Trust in Supervisors 0.900

Table 1 above shows the value of Cronbach’s alpha for the research variables of this study. As shown
above, the Cronbach alpha for the dependent variable (OCB) value is 0.722 and it is at acceptable range
according to the rule of thumb to interpret Cronbach Alpha. For the independent variables, the Cronbach Alpha
value for transformational leadership is 0.844, and for job satisfaction value is 0.58. Both transformational
leadership and job satisfaction is at a good range meanwhile for the value Cronbach Alpha for trust in the
supervisor is 0.900 which is in excellent range according to the rule of thumb to interpret Cronbach Alpha.
Inferential Analysis

The test is to analyze the relationship between intra-organizational factors, i.e., job satisfaction,
transformational leadership, trust in supervisors; and organizational citizenship behavior among the lecturers
in KUIS. Table 2 indicates the correlation between the variables intra-organizational factors and OCB.

Table 2. Correlation Analysis (Pearson Correlation)

Variable ocCB JS TL TS

Organizational  Citizenship 1.000 0.322** 0.388** 0.358**

Behavior (OCB) '

Job Satisfaction (JS) 0.322** 1.000 0.437 0.680

Transformational Leadership o 0.437 1.000 0.749
0.388

(TL)

Trust in Supervisors (TS) 0.358** 0.680 0.749 1.000

**Correlation is significant at the 0.01 level (2-tailed).

Based on the Table 2, there is a significant positive relationship between job satisfaction, transformational
leadership, and trust in supervisors on OCB. The value of Pearson Correlation (r) for job satisfaction is 0.388,
however indicating a weak positive relationship. This study supported by previous study by Subarjo (2020),
that found a very significant positive relationship between job satisfaction and OCB. This study also and in
line with (Pouria, 2020) that found a high positive correlation between job satisfaction and OCB. Those who
are positively satisfied with either life or their job are more likely to report a positive mood and more OCB
intentions and can increase organization’s success and effectiveness.

The r value of transformational leadership is 0.322 which also indicates a weak positive relationship.
However, the finding found that there is significant relationship between transformational leadership and OCB
(r =0.322, p < 0.05). This finding supported Heri (2019) which found that transformational leadership has
significant relationship with OCB. Zhang, Liu & Wang (2019) states that transformational leadership
behaviors are more important for achieving high extra role performance such as OCB. Transformational
leadership is also associated with improved staff attitudes as well as decreased negative outcomes, such as
turnover intentions and burnout (Lauren et al., 2019).

Last but not least, the findings found that there is significant relationship between trust in supervisor and
OCB (r = 0.358, p < 0.05). This finding supported by literature from Nasra (2019) that found a positive
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relationship between trust in supervisor and OCB. The relationship between trust in one’s superior and
organizational performance relies on the employee’s willingness to be open with management. Thus,
consideration and concern for employees encourages them to invest in their work beyond job requirements.

Thus, in this study, three hypotheses are developed between the constructs. Table 3 as below shown the
summarized overall result of the hypothesis.

Table 3. Hypothesis Testing

Hypothesis Decision

H: Job Satisfaction is significantly related to Organizational Citizenship Behavior Supported

H2  Transformational Leadership is significantly related to Organizational Citizenship Behavior ~ Supported

Hz  Trust in Supervisors is significantly related to Organizational Citizenship Behavior Supported

Table 4. Regression Analysis

Model R R Square Adjusted R Square Std. Error of the Estimate

1 0.423% 0.179 0.153 0.33196

2 Predictors: (Constant), Job satisfaction, transformational leadership, trust in supervisor

Table 4 as above shows the regression analysis that shows the correlation coefficient is 0.423 and the
correlation determination is 0.179. The value of R square represents 17.9% of the total variation on OCB can
be explained for all the three independent variables i.e., job satisfaction, transformational leadership, and trust
in supervisor). The rest of 82.1% explained by other variables that not taking into this study.

Conclusion

This study has put focus on the effects of intraorganizational factors, i.e., job satisfaction, transformational
leadership, and trust in supervisor towards OCB. The result of analysis shows that there is a positive significant
relationship between transformational leadership, job satisfaction and trust in supervisor towards OCB. This
stipulates a remarkable relationship between intra-organizational factors and OCB. Lecturers’ OCB has great
importance to organization especially as it contributes to an organization’s effectiveness, student achievement
and adapting changes. Therefore, the success of higher education institution depends on lecturers and their
engaging in OCB.

The findings of this research support the Social Exchange Theory (Blau, 1964), in the sense that building
a relationship with the lecturers based on trust, job satisfaction and social exchange theory creates a very
powerful connection, which in turn causes lecturers to invest in their work well beyond their definition, in
other words they express a high level of OCB. Furthermore, the positive lecturers’ perception and attitudes
toward their management, the relationship between lecturers and the management, and lecturers’ job
satisfaction indicates high levels of OCB. The findings emphasize the significant role the institution’s
management in promoting OCB among the people within the organization. In other words, management have
the power to create working conditions encouraging staffs to explicitly engage in OCB. These conditions may
flourish in a context that is based on mutual trust between management and lecturers and meaningful
relationship reinforcing satisfaction with the work environment. OCB has great importance to organization,
especially it contributes to a school’s effectiveness, student achievement and adapting changes. Therefore, the
success of higher institution education depends on lecturers and their engaging in OCB.
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For the future research, it is highly recommended that the researchers should study more about these
issues. This study examined the effect of trust in supervisor on organizational citizenship behavior, but it might
have been better if other types of trust such as ‘trust in organization’ that have the potential to effect
organizational citizenship behavior were considered. Furthermore, it is strongly suggested to study further on
the role of servant leadership to synthesize with the concept of transformational leadership in the future. There
is a potential gap to further analyze the impact of servant leadership perspective on OCB in particular.
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Abstract

Purpose — The purpose of this research study is to examine the factors influencing consumer behavior in IKEA International Corporation
in Bahrain, to evaluate IKEA clients' buyer behavior, different factors such as social aspects, a diverse product assorted variety, price,
and others are examined.

Design/methodology/approach — This research has received accurate and relevant responses that were obtained from IKEA INC
framework method based on existing literature. Therefore, the target of this article is to disclose on an existing literature that investigated
the main factors that influences consumer behavior within the corporation.

Finding — online platform, planning tool, market opportunities, company performance, corporate image, and technology these factors
have a significantly positive association among consumer behavior.

Practical implications — Consumers behavior is vital aspect to IKEA international corporation, since it depends with the progress
accomplishment of the firm or failure to attempt. Hence, we tend to discuss and explain further regarding the details of each feature that
influenced the foundation growth in Bahrain in order to come up with recommendations to follow, to enhance the lack of consumer
behavior, and to maintain their satisfaction.

Originality/value — This paper report will assist IKEA corporation into understanding these factors which influences consumer behavior.
This will enable the organization to creatively adapt and develop ideas for boosting consumer behavior within the corporation

Keywords: Consumer Behavior, Online Platform, Planning Tool, Market Opportunities, Company’s Performance, Corporate Image,
Technology

Introduction

Businesses have become more aware that in terms of competitiveness in the business, they need to provide
high-quality goods and facilities, particularly as global tournament and customer request for greater
performance has increased. To take on the challenge of international competition, numerous businesses have
decided to invest substantial resources in developing and incorporating the entire planning tool techniques.
Since it tends to reflect the accomplishment of institutional goals, these features considered as the greatest
developed step in enhancing productivity and marketing advancements. These factors are attracting a great
deal of worldwide attention, to the point where scholars refer to this as the satisfaction of consumer behavior,
to be as one of the key proponents of the new managerial framework, which exists to stay current with and
modify to global and regional modifications. The worldwide community is working to see consumer behavior
satisfaction on the point page of high quality, cost affordable, and innovative new goods in the industry.

IKEA is the nation's biggest couch and cutlery retailer, which considered with 331 self-owned and
franchised stores encompassing 41 regions from Sweden to Europe, Middle East, and to other countries. IKEA
was established in 1943 in Sweden. However, since creation, IKEA's ambition has been to improve many
people's everyday lives by providing a broad variety of well-designed, fully functioning homewares at low
prices that several customers can buy. Originally, the IKEA foundation primarily focused on architectural
style. They consider home to be the most valuable place on earth. IKEA has become effective in identifying
the sources of child slavery over the decades, as well as collaborating with significant partners to enhance
children's rights and youth development. (IKEA Foundation, 2020).

IKEA's core characteristics are sense of unity, showing concern for people and the environment, cost-
consciousness, clarity, regenerate and enhance, distinct with a significance, compromise responsibility, and
contribute by instance (about.ikea.com, n.d). IKEA claims that everyone has things valuable to give and seeks
to have same principles in how they work. Furthermore, because many customers can buy a beautifully
designed home, IKEA is constantly challenged to generate more without sacrificing quality. This allows more
customers select IKEA as their preferred retailer for goods and services. IKEA is always looking for finding
better ways to move further because they genuinely think that everything they do currently can be performed
correctly tomorrow.

Apparently, coming up with a solution to clearly insurmountable problems is an important component of
their success and a true passion for them to keep moving on to another competition (about.ikea.com, n.d). As
among the world's biggest furniture vendors, the value of the goods is the most essential method of keeping
IKEA one abreast of its rivals. To avoid being destroyed from the international market, the business develops
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and produces commodities that are appealing to purchasers while also catching up to competition. As a
consequence, IKEA produces a wide array of goods and facilities. A wide range of brands at a decent price.
This has a significant impact on consumer attitude in selecting IKEA as their departure point for packaged
goods purchasing (Etukudoh, Joe & Joe, 2019).

According to Enrico Baraldi, originally, the business has focused on selling products at reasonable prices.
The first procurement was influenced by unsellable production company equities in the 1950s to ensure cost
reduction. Despite this, the succeeding of huge sales urged IKEA to begin purchasing designs of its
configuration from local manufacturers. IKEA pioneered innovation and different evolutions such as smooth
packages, which reduced shipping and manufacturing costs, and the 'showroom garage' idea, which lowered
retail prices. (Enrico Baraldi, 2020). Throughout its growth in the 1960s, IKEA also assigned the groundwork
for its supply chain strategy, relying on lengthy partnerships with hand-picked vendors as subcontracts for its
options. Its service network presently spans the entire globe and is becoming increasingly strategic.
Nonetheless, using this system still follows the identical basic approach as in the 1960s: creating and
purchasing products with low shipping and manufacturing costs. IKEA accomplishes this by critically
examining all network operations, from raw resources to consumer residences, in its layout and buying
strategic plan. In keeping with its initial external goal, IKEA performs only a several of these duties' internal
aspects, while utilizing its relationships with vendors tenaciously to incorporate its indoor and outdoor
facilities for performance and implementation stages. For instance, goods and services are produced in close
collaboration with distributors, considering the impact of materials, sections, and infrastructure, as all of these
opportunities are implicated. (Enrico Baraldi, 2020).

As for David Kolat said, the operations, procedures, and social structures to which allusion has been
formed include a variety of consumer behavior such as: understanding of a requirement, when users compare
shops, the simple logic of data that is accessible in respect to the beneficial effects and consequences of the
final products, or seeking recommendation from a companion around a product idea. A merchandise package
includes perspectives such as physically and mentally activation, demographic shifts, and increased fame and
wealth. (David Kolat, 2019). However, such factors according to Blackwell, have a significant influence on
buying a company image and selecting a retail location; additionally, new goods entering the market or
existing goods' future growth could be predicted by assessing customers' attitudes. (Blackwell, 2019)

Based on Kolter observation, because purchasing decision procedures diverge depending upon the sort of
product lines to be bought, there are generally four kinds of client purchasing attitude depends on the extent
of purchaser interference in the judgment and the extent of brand differentiation offered to customers. Various
sorts of consumer purchase intention may shape thoughts and perceptions differentially and influence a variety
of behavioral patterns results through the judgement call procedure. By categorizing these kinds of buying
behavior, a business can narrow the context of an initiative or strategic planning to persuade clients meet their
desires. (Kotler et al., 2018).

According to Peter and Olson research, to obtain a rather more extensive insights into consumption
behavior, it is essential to investigate mindsets toward actions, topic standards, performance expectancy, and
external events such as climate change impacts and individual attributes using the principle of rationalized
activity, since the theorist of rational activity can anticipate customer behavior using all of those
considerations. Acknowledging how client personality is shaped is also essential because the association
among behavior patterns is pertinent to the forecast of consuming since actions typically tends to reflect
existing values and ideologies, and attitude can be affected by a combination of factors other than attitude,
such as straightforward personal expertise, impact subjective norms, and global communications. Recognizing
all of these elements can aid in the prediction and comprehension of inspirational influences on behavior.
(Peter and Olson 2020).

Theoretical Background

The Relationship Between Online Platform and Consumer Behavior

IKEA's online platform is beneficial for customers. An online platform marketplace in a corporate
environment facilitates interactions between various groups and organizations, typically buyers and sellers.
IKEA provides customers with simplicity and comfort. IKEA provides customers with simplicity. It released
details, a quality product listing, a buying assist, a shipping services, and a framework for consumers to interact
with the corporation. IKEA's loyalty program, which allows for a 365-day recurrence interval with proof of
payment for a refund, could also influence consumer behavior. To facilitate these interactions, these systems
leverage and build large, worthwhile investment of services and applications that can be obtained on
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consumption. Thus, digital sites build networks, societies, and industries that enables people to interact and
exchange with one another. Furthermore, the benefits of having online webpage are first, simpler associations:
it’s when a client can simply find distributors, and conversely. Second, regulate strong value components:
which is the capacity to influence the use of strong value components is the basis of an online system's
dominance. A product's asset-light properties allow it to scale quickly. Third, connectivity: when a digital site
is able to operate, its success grows tremendously as more users gather the framework. The online service
improves as new users join. (Kibe & Sondén Karestrand, 2019).

H1. Online platform has a significant positive impact on consumer behavior
The Relationship Between Planning Tool and Consumer Behavior

IKEA have also provided planning tools. Planning tools to meet the requirements of the clients who want
to build a desk but have little idea where to start, as well as online organizing experience for consumers who
want to have a household pleasant home. Nonetheless, IKEA still offers a variety of facilities, which can be
found on their online official webpage. The corporate planning tool can assist customer at all phases of the
company's development, which includes planning entails locating tools and guidance to assist guest in
evaluating the business concept, developing business strategy, obtaining capital, obtaining licenses and
registries, and making the project a success. Maintaining in which it develops the ability of a company that
can operate effectively, cut expenses, boost profits, discover and quality staff, build resilience, minimize risk,
and enhance customer fulfillment, among other things. In fact, increasing entails discovering new
marketplaces, for both domestic and international, as well as creating opportunities for the growth and
advancement. Ultimately, the value, configuration, and cost savings of IKEA's products, as well as the
diversity of beneficial services provided by IKEA, play an essential part in affecting consumers' behavior in
selecting IKEA as their preferred home furnishings brand. (Kibe & Sondén Karestrand, 2019).

H2. Planning tool has a significant positive impact on consumer behavior
The Relationship Between Market Opportunities and Consumer Behavior

IKEA has been selected for this report's market opportunities evaluation because of business is involved
in fabric and fixtures and has processes in over 38 countries worldwide. Organizations must establish potential
markets in order to expand their operations and increase income. Corporate strategy proposals and great
marketing opportunities can be developed using a wide range of marketing research. IKEA was selected for
this report's market opportunity assessment because the business is involved in fabric and fixtures and has
operational processes in over 38 nations worldwide. Apart from getting a high growth in the global industry,
IKEA also has a strong market and is massively successful in the global industry. Nevertheless, no matter how
appealing a services or products is, not everyone will buy it, that's why it is critical to recognize and capitalize
on target marketing. Businesses operate hard to address market segments, beginning with a broad overview of
the future demand for their good or service and limiting it backwards to individual sales-oriented promotional
strategies. Branding opportunity analyzes were conducted by businesses to evaluate how they can innovate,
increase sales, gain more buyers, and accomplish business expansion. (Kibe & Sondén Karestrand, 2019).

H3. Market Opportunities has a significant positive impact on consumer behavior
The Relationship Between Company’s Performance and Consumer Behavior

IKEA must be concerned regarding the industry's economic situation because the company's performance
would be influenced by economic forces. Company’s performance is a creation of whether an institution
implements on its most essential factors, which are generally financial, industry, and investor efficiency.
Organizational health is like the development of business sustainable practices, is now thought to include not
only economic concerns but also other societal factors obligation and public image, advancement, workforce
cohesion and efficiency. IKEA must be concerned regarding the industry's economic situation because
external concerns such as price inflation, bond yields, pay rates, and lowest salary laws and regulations will
impact the firm's productivity. These economic concerns will have an impact on costs in specific localities.

H4. Company’s Performance has a significant positive impact on consumer behavior
The Relationship Between Corporate Image and Consumer Behavior

It is critical for IKEA to recognize the market's sociocultural value. Consumers form a corporate image
in their minds, according to Andreassen and Lindestad (1998), through being revealed to documentation and
getting knowledge. A business corporate image could be described as an intellectual image that individuals
have of the corporation, its goods, and its utilities. A firm's reputation is the result of its achievement, press
attention, and actions. A business's corporate image is an identity which constantly shifting and it can be
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altered by placing forward the necessary effort. Consumers form an impression of a company after being
revealed to data and getting experience. Whenever it comes to building customer loyalty, company reputation
is crucial, especially as firms in an industry grow increasingly similar. The company reputation can have an
impact on customer gratification and commitment. IKEA has effectively developed a set of DIY society
among its customers in certain nations, which implies that they must organize various bits of the commodity
themselves. IKEA recognized the importance of considering the local society when each civilization has a
separate section of principles.

H5. Corporate Image has a significant positive impact on consumer behavior
The Relationship Between Technology and Consumer Behavior

IKEA’s technology factor. Ai technology, for instance, the artificial intelligence has facilitated retail
outlets to best identify the customer and give them stronger a label expertise. IKEA makes use of digital
technologies to provide quality services to the shoppers. IKEA has an updated platform where customers could
navigate digital collections, check inventory levels before entering the shop, make purchases, and interact with
the support team. In order to save time searching for a specific item, a shop that provides booklets was deemed
the most effective. Digitalization, technical rewards, and R&D practices are among the other technology
adoption. IKEA incorporates various elements of administration, manufacturing methods, and advancement
in attempt to generate a high-quality product at a cheaper cost. In addition, external variables such as tangible,
cultural, and sequential influences impact consumer behavior (Gehrt and Yan, 2004). IKEA usually provides
instant gratification and a satisfying buying experience to their customers (Arnold, 2002), so that we could
discover how IKEA fulfills their customers and establishes themselves as among the highest brands
worldwide.

H6. Technology has a significant positive impact on consumer behavior

Underpinning Theories

The Theory of Reasoned Action

The theory of planned behavior was developed by Martin Fishbein and Icek Ajzen as a consumer behavior
theory that concentrates on the connection among marketing and the preconceived behaviors that consumers
carry to their buying decisions. (Martin Fishbein and Icek Ajzen, 2022). According to the theory of reasoned
action, consumers engage in behaviors that they genuinely think will result in a specific outcome, real or
fictional. As a result, rational decision is the primary motivator for customers to make purchase decisions.
(Martin Fishbein and Icek Ajzen, 2022). This consumer behavior principle emphasizes the importance of
clarity over obscurity. In other phrases, a consumer will only take a particular activity if they have grounds to
suppose it will lead in the preferred outcome. The customer could reconsider their position or choose a
different route between the time they determine to proceed with a decision and the time the activity is
completed. (Martin Fishbein and Icek Ajzen, 2022).

Theoretical Framework
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Discussions and Conclusion

First, as it has been discussed earlier and demonstrated in the literature that online platform has shown a
better transition development in virtual website for customers to fulfill their needs and requirements, therefore,
the corporation has built upon the advancement a significant positive association in order to reach and attract
consumer at their best behavior and satisfaction.

Second, based on the earlier researches in the literature, it has been notified that planning tool is key factor
of strategy and assistance that can provide consumers with services, facilities, and needs in order to aid them
with their purchases. For this reason, planning tool factor as a great establishment which created a significant
positive correlation among consumers and their behavior.

Third, according to the findings of the earlier studies, it clearly stated that market opportunity is to have
a high-quality product, market value and perceptions, affordable and reasonable costs, and the basic attraction
of the consumer in which the company offers unique goods and services, as well as, new advanced
merchandise. Thereby, applying market opportunity is an essential aspect that leads to the company success
which creates a significant positive interaction influencing consumer behavior.

Fourth, based on previous literatures, company performance is an important aspect that can shape and
form the entire organization, and without it, the company will fall. We have discussed this feature in this study
and it has been clarified that company performance impact consumer behavior, satisfaction, and commitment
in a wide range of positive significant relationship. As a result, the performance of the corporation attracts
consumers towards the productivity of the merchandise and providing services that lead on fulfilling behavior
of the customer.

Fifth, according to the earlier researches, it demonstrated the corporate image as the crown master or the
headline of the company considered as the company’s reputation in line. The fulfilling truth is that corporate
image represents the reputation, the quality and value of the company, and the wide picture which can lead to
consumer behavior, loyalty, and gratification. As an outcome, corporate image stands out as a strong reputation
and a significant positive link among consumer behavior.

Sixth, in the technological era, living without technology is difficult, that is why technology is an essential
element of living. The advancement innovation of technology is high tech which every company aims to
provide such an Al product and services. Therefore, technology has a strong influence on customers in order
to proceed and purchase new advanced goods with a reasonable price. Resulting, technology has a powerful
aim and a positive association towards consumers behavior which targets devotion and contentment

Limitation and Recommendation
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In this chapter, we have faced some drawbacks while conducting and implementing this research report.
We have managed to state and cover all the possible variables within this study; however, some limitations
have occurred due to the sake of time measures. First, the time wasn’t enough to conduct full research about
IKEA INC case, due to the short-term of time period that we had in order to conduct this article. We
recommend for future researchers to conduct studies that are more stated and clearer in order to finish the
research on time. Second, we have demonstrated all the data analysis that we have applied in the study; yet,
the data wasn’t enough to explain all the variables, the dimensions, and the importance in specific for each
factor. We recommend for future researchers to continue investigating more regarding the case, to review new
details about the factors occurred within this article, and to release the necessity data for this study. Finally,
due to the lack of time, there are some other variables that we haven’t mention them regarding IKEA INC
case, which considered as a highly essential features to disclose in this research. We recommend for future
researchers to implement this study with other important variables that needs to be discussed, evaluated, and
to demonstrate the data of these elements. In the end, we are very delightful to have the opportunity to conduct
this paper report and to explain and discuss the critical variables of the corporation that it needs to be
demonstrated to other researchers in order to assist them on getting more detailed information about IKEA
INC case for their project.
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Abstract

Performance appraisal (PA) is an important tool used by organizations to improve and enhance their employees' competencies and ensure
their organizational capability to cope with a dynamic world. While it is not a new practice, PA is becoming increasingly important in the
public sector in Oman because the government needs appropriate and reliable data about how well its employees are performing and to
what extent they are meeting the targets and their responsibilities. The newly-introduced PA system in Oman has been a source of concern
and controversial debate among governmental employees, particularly academics, with regards to its genuity to capture the essence of the
academic work. The research questions are formulated to achieve the overarching aim of this research, which is to explore academic
faculty members’ perceptions and perspectives about the newly-introduced system at the University of Technology and Applied Sciences,
Rustaq College of Education; to find out the difficulties encountered in the operationalization of the system; the potential impact of the
system on their professional development and the accommodation strategies they used to adjust to the new system. These objectives the
professional interests of the researchers in conducting this research and see in which way the new system could achieve its main aims and
goals. The study seeks to answer the following research questions: 1. How do academic faculty members perceive the newly-introduced
performance appraisal system? 2. How has the implementation of the new system worked in the context of academic work and
responsibilities? 3. What kind of impact has the new system had on academic faculty members’ performance and their professional
development? 4. Have academic faculty members faced any difficulties in coping with the system and how have they adjusted and adapted
to the new system? The research strategy is a case study of academic faculty members at Rustaq College of Education (RCE) within the
government’s University of Technology and Applied Sciences (UTAS), where the researchers currently work. The data were collected
via a semi-structured interview with 10 academic faculty members from four academic departments. Their answers helped the researchers
to conceptualize and analyze the topic under investigation by means of in-depth questions and answers. The data were inductively
analyzed using thematic analysis tools. Ultimately, the research has offered new insights into how the system is understood and
operationalized which, if taken into account by the Ministry, could help improve the new PA mechanisms and tools. It is important to
note that the number of study participants was limited to 11 academic faculty members only. However, the study still adds new data to
the existing literature on performance appraisal. An important aspect of the findings is that they illustrate the gap between academic and
non-academic staff and how they perceive the new system and its value-addedness for them and the performance of their duties.

Keywords: Performance appraisal, perceptions, satisfaction, Oman, higher education institutions
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Abstract

This study is aimed to determine factors associated with Job satisfaction from the perspective of private SMEs in Bahrain, namely,
Transformational Leadership, Organization Commitment. A quantitative survey method was used, and the data were collected from the
employees of private SMEs in the Kingdom of Bahrain. A total of 151 questionnaires were distributed, and 124 usable questionnaires
were returned. Private SMEs were selected using stratified random sampling methods. The data from the self-administered questionnaires,
which had a return rate of 80%, was subjected to Structural Equation Modelling (SEM) analysis and validated that Using a combination
of multiple-choice, Likert scale, the following data were obtained: transformational Leadership, Organizational commitment, and Job
satisfaction. Furthermore, Transformational leadership was the most prominent gauge for Job satisfaction. Furthermore, lack of
organizational commitment was the most impact negatively on job satisfaction. This research, therefore, provides a novel contribution by
offering a detailed and broader analysis of the relationship between transformational leadership and organizational commitment to job
satisfaction.

Keywords: Transformational leadership, organizational commitment, Job satisfaction, SMEs, Kingdom of Bahrain, COVID-19
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Effect of Work Practices with High Performance on Employee Engagement
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Abstract

This study involves the strategic analysis of Emirates airlines, highlighting its work practices. This study determines the effect of work
practices with high performance on employee engagement. It also identifies the positive link between employee engagement and overall
organizational performance. This project is a detailed analysis based on data collected through survey questionnaire. After analyzing the
data using correlation & regression test we further provide strategic decisions for the firm in various functions of business such as
management, finance, as well as operations. This project also includes ideas for implementing effective strategic management as well as
suggestions for further development.

Keywords: Work Practices, Performance, Employee Engagement, Emirate Airline
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Abstract

Research related to leadership style, job satisfaction, and organizational commitment is highly important to study, specifically in the
context of Pesantren in Indonesia. This is due to the level of the leadership style, job satisfaction, and organizational commitment in this
context is considered substantial. Therefore, this research is conducted to identify the issues related to leadership style, job satisfaction,
and organizational commitment within this context. First, to determine the level of charismatic, and transformational leadership style
among Kyai and job satisfaction as well as the organizational commitment of employees at Pesantren. Second, to examine the contribution
of charismatic, and transformational leadership styles to employee job satisfaction. Third, to examine the contribution of charismatic, and
transformational leadership styles to employee organizational commitment. Fourth, examine the contribution of employee job satisfaction
to employee organizational commitment. Fifth, assess the role of job satisfaction as a mediator in the relationship between charismatic
leadership style, transformational and organizational commitment. This research data was collected through a survey question on 556
Educators from Each Branch of Pesantren Darunnajah Indonesia. Data were analyzed using multiple regression analysis to test the
hypotheses of the study and the hierarchical regression analysis to test the mediation hypotheses. This study has found that there is a
significant relationship between charismatic leadership, and transformational leadership to organizational commitment. in addition,
charismatic leadership, transformational leadership have a significant relationship with job satisfaction. Furthermore, job satisfaction has
significant relationship with organizational commitment and finally employees’ job satisfaction can mediate between charismatic
leadership, and transformational leadership with organizational commitment.

Keywords: Leadership Style, Organizational Commitment, Job Satisfaction
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Implementation of Employer Branding Strategy for Attracting Talent: Case
Study
Nadia Abderrahmane **, Abdul Razak F.Shahatha 2

I Azman Hashim International Business School, Universiti Teknologi Malaysia (UTM).
2 Azman Hashim International Business School, Universiti Teknologi Malaysia (UTM).

Abstract

Despite rapid scientific advancement in automation and artificial intelligence, individuals are always the focal point, and the urgent need
to recruit and retain talent will persist in a highly competitive job market. This research looks at the major issues confronting XYZ Sdn.
Bhd., a tolling business corporation whose main business is the upstream and downstream distribution of palm-based edible oil and fats.
The company is facing difficulties in attracting talented employees. The purpose of this study is to create and implement a talent attraction
strategy for the XYZ company. In this study, a mixed method methodology will be used, with interviews with the management team as
well as secondary data collection for pre and post intervention will be implemented. The findings of this study will aid in the establishment
of an appropriate strategic action plan to properly fulfil the XYZ company's employees' needs and desires in increasing its business
growth, while on the academic side, we seek to confirm the findings of previous studies on the importance of implementing a talent
attraction strategy using employer branding.

Keywords: Talent attraction, Employer Branding, Employee Value Proposition
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The Mediation Role of Marketing Orientation and Organizational
Commitment on the Relationship Entrepreneurship Orientation and
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* Department, University, City, Country School of Business Administration,University of Science and Technology of China, Hefei, China.
2 Department, University, City, Country School of Business Administration,University of Science and Technology of China, Hefei, China.
3 Administrative science Department, Faculty of Administrative and finance, Gulf University, Sanad, Kingdom of Bahrain.

Abstract

Entrepreneurship orientation, as a new phenomenon in the economy and commerce, plays a significant role in deciding and increasing
performance, with a wide range and diversity of interaction multi-level orientation. The current study examines the link between
entrepreneurial orientation and organizational performance (OP), as well as the role of Market Orientation (MO) and organizational
commitment (OC) in mediating this relationship. The results of this study, which were based on data collected from 17 Yemeni banks
and 400 responses, show that EO has a positive and significant direct effect on OP, as well as an indirect effect via MO and OC. Finally,
we explore our findings' theoretical and practical implications.

Keywords: Entrepreneurship Orientation (EN); Market Orientation (MO); Organizational Commitment (OC); Organizational
Performance (OP)
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The Influence of Access to Finance and Technical Know-How on
Entrepreneurship Development: A Study of Professionals in Micro Business
in Ghana

Dr. Jennifer Ellah Adaletey ", Dr. Qais Almaamari 2

™ Department of Accounting and Finance, Ho Technical University- Ghana.
2Gulf University, Sanad, Kingdom of Bahrain.

Abstract

Purpose: The study explores the influence of access to finance and technical know- how on entrepreneurship development of career
professionals in Ghana. Professionals venture into various small and medium businesses to supplement their employment incomes due to
financial stress. This is usually the alternative for employees with family obligations and responsibilities, who are not satisfied, or unable
to provide for their families using their employment income.

Objectives: The study hopes to determine whether access to finance and technical know-how influence entrepreneurship development of
professionals who venture into micro and small business in Ghana.

Methodology: A sample of 250 drawn from professionals in entrepreneurship in Ghana and residing around the university communities
representing. The response rate of the study is 76.3%.

Results: The findings show a positive statistically significant relationship between access to finance and entrepreneurship development
of professionals, and a weak statistically significant relationship between technical know-how and entrepreneurship development of
professionals.

Conclusions: The results suggest that professionals with entrepreneurship intention become satisfied and sustainable where they have
access to finance and technical know- how. Their work-life balance improves where they are able earn significant income to support their
family and other obligations.

Recommendations: The study recommends that, to ensure family work life balance and entrepreneurship development, human resource
function should facilitate access to finance to employee, encourage technical knowledge in employees with intention to venture into
entrepreneurship to promote job satisfaction

Keywords: Access to Finance, Technical Know-How, Entrepreneurial Development, Professionals, Micro and Small Businesses, Ghana
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The Effect of Working in a Startup on the Acquisition of Employability Skills
in Fresh Graduates
Eman Albalooshi **

™ Affiliation of first author.

Abstract

Most fresh graduates are drawn to big corporations, thinking it would be an impressive addition to their resumes or that it would guarantee
them success in their careers. Getting a job in a startup allows the employee to grow, innovate, and acquire the essential employability
skills. The benefits of hiring fresh graduates are immense to the startup as well, firstly because the employee will have impeccable energy
and the need to prove themselves, which will be reflected through their productivity, and secondly because fresh graduates are cheaper
to hire. This research investigates the effect of working in a startup on the acquisition of employability skills in fresh graduates. In this
paper, quantitative and qualitative methods were used. A group of interns and employees participated in semi-structured interviews as
well as a questionnaire to explore the level of satisfaction of working in a startup, as well as their reflection on the acquisition of
employability skills. The results indicate that working in a startup helped the fresh graduates acquire the essential employability skills
significantly and guided them towards identifying their career goals.

Keywords: The Effect of Working in a Startup on the Acquisition of Employability Skills in Fresh Graduates

Page 61 of 109



2nd International Conference on Human Resource hitos://ichrm.qulfuniversity ora/
Management (ICHRM): Recent Trends (opniine) 9 y-or9
November 22 & 23, 2022 - Kingdom of Bahrain

The Relationship Between Perceived Organization Support and Employee
Performance with The Mediating Role of Psychological Empowerment: A
Conceptual Framework
Dr. Mohammed Abdulrab **

¥ Management Department, Community College of Qatar, Doha, Qatar.

Abstract

The purpose of this study is to investigate the relationship between a perceived organization support and employee performance, as well
as the impact of psychological empowerment as a mediating variable. As demonstrated by the literature review conducted on the subject,
when an organization provides support to its employees, it results in improved employee performance. This study attempts to understand
the mechanism through which the perceived organization support impact on employee performance. The study proposes a conceptual
framework by linking the relationship between perceived organization support, psychological empowerment, and employee performance.
Researchers may be directed and guided by the conceptual framework of the study toward future research.

Keywords: Perceived Organization Support; Employee Performance; Psychological Empowerment
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A proposed strategy to activate the role of Libyan university leaders in human
resource development in light of the requirements of the Fourth Industrial
Revolution

First researcher: Dr. Laila MOftah Faraj El-Azibi
PhD in Educational Leadership/ University of Jordan
Certified trainer at IFAD platform
Laboratory doctor at the health sector / Libya
The second researcher: Ahmed Mohammed Maetouq
From Libya, residing in Jordan, Amman, Jubaiha, Al-Manhal sign
Email: laila.alezaibe@gmail.com

Universities are among the most important tributaries of development and
economic stability in any society. This is due to the importance of these institutions
in increasing society’s ability to keep pace with modern developments, and
reducing the gap between knowledge-producing societies and technical sciences
and consuming countries; This is done by preparing and graduating human
resources characterized by a creative and critical mindset, capable of standing ably
in the face of global challenges and what the Fourth Industrial Revolution imposed.
In light of the foregoing, the study aimed to present a proposed scenario to activate
the role of Libyan university leaders in human resource development in light of the
requirements of the Fourth Industrial Revolution.

To answer the study questions; The two researchers used the developmental
analytical approach, as they used the analytical method through a comprehensive
description of the phenomenon and analysis of information related to the subject of
the study, and the developmental approach by presenting a proposed vision to
activate the role of Libyan university leaders in human resource development in
light of the requirements of the Fourth Industrial Revolution.

The study resulted in a number of results, the most important of which is the
lack of a clear and declared plan for the development of human resources in
universities. The study also showed the weak role of university leaders in
providing training programs for their employees on the techniques of the Fourth
Industrial Revolution, educating students about the needs of labor market
institutions, and encouraging professors to participate in research projects. Weak
coordination with labor market institutions to train and qualify their students to
engage in the labor market. In light of these results, the researchers presented a
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proposed vision to activate the role of university leaders in human resource
development in light of the requirements of the Fourth Industrial Revolution.

Keywords: university leaders, human resource development, the fourth
industrial revolution.
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The Overview of Mental Health Obsessive and Compulsive Disorder of People During Covid -19
Pandemic

Gehad Mohammed Ahmed Naji

gehadnaji.utp@gmail.com , Universiti Teknologi PETRONAS, Malaysia

Abstract

Mental health is a broad topic that is often overlooked and undermined by many people
and the people who suffer from mental illness often are sidelined and are ridiculed by
some people. This attitude of some people towards mental illness comes from their
ignorance and lack of understanding about this issue. We need to understand the term
mental health before we go deeper into the topic. According to Felman (2020), “Mental
health refers to cognitive, behavioral, and emotional wellbeing. It is all about how people
think, feel, and behave”. It can also be defined as "“Mental health is a state of well-being
in which an individual realizes his or her own abilities, can cope with the normal stresses
of life, can work productively, and is able to make a contribution to his or her community.”
(WHO,2018). Looking after mental health is essential and everyone should recognize,
understand, and treat their mental iliness so that they may start enjoying and living their
life normally. For this project, our team has decided to select obsessive-compulsive
disorder (OCD) as our discussion. We want to bring this paper into the light and show
that OCD is an illness just like any other illness and needs to be understood and treated.
This paper on mental health and mental illness should be discussed, and people need to
realize that mental illness is real. The purpose of this study is to reduce the mental stress
among employees in any organization.
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The implication of physiological wellbeing and
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Abstract—Psychological circumstances are conscious and
unconscious aspects of the workplace experiences that focus on
workers' views of being interested or disengaged with their
assigned jobs. A psychologically available worker is critical in
the psychosocial work environment of hazardous industries
such as petrochemicals oil and gas, where production runs
twenty-four hours a day, seven days a week. When workers are
physically, emotionally, and mentally engaged while executing
duties, they are said to be psychologically available. The study's
main goal was to look at the direct and indirect effects of
behavioral factors on workers' psychological and physiological
wellbeing. Emotional demands, quantitative demands, work-
family conflict, and job instability were all linked to
physiological body mass index (BMI) and psychological (stress)
aspects, according to the findings. Workers were physically
available, but they were distracted as members of social systems,
harming their physiological and psychological wellbeing,
according to the study.

Keywords—Psychological,Wellbeing,Workplace
Environment, Oil and Gas, Malaysia.

I. INTRODUCTION

Stressors in the workplace have long been recognized as
hazards factor for mental and physical health issues [1].
However, stressors and health maybe distributed differently
within work-sectors, and research from the oil and gas
industry suggests that offshore individuals are more stressed
and have health issues than workers in onshore occupations
[2]. For example, research shows that Malaysia offshore
workers have more mental health issues than their onshore
colleagues. Around 15% of employees in the Malaysian sector
have been found to be suffering from psychological anguish
[3, 4]. Because the petroleum industry is so important to the
global economy, it's necessary to comprehend the factors that
affect the health and safety of individuals who work in it. Few
previous studies have assessed the mental health and
antecedents to mental health issues in this type of professional
setting, so there is still an obvious knowledge gap regarding
the causes of ill-health [5]. Also few researches have assessed
the mental health and antecedents to mental health problems
in this type of occupational setting, so there is still an obvious
knowledge gap regarding the causes of ill-health [6, 7].
Offshore employees, on the other hand, work for long periods
of time in a demanding workplace marked by constant safety
hazards and close interpersonal ties. It is plausible to believe
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that occupational-specific work characteristics play a
significant effect in workers' mental health [8]. This
exploratory and prospective research will improve current
knowledge by assessing the occupational predictors and
prevalence of psychological distress among offshore
employees, based on this assumption [9]. A variety of
psychosocial stressors, such as poor working and living
circumstances, shift work, night work, and long working days,
as well as physical stressors such as noise, ergonomics, and
chemical risks, characterize the offshore working
environment [10]. Safety factors are qualities in the workplace
that either decrease or increase the level of perceived safety in
a certain situation. When it comes to factors that compromise
the safety, the offshore work environment presents a variety
of hazards, including threats to the installation's structural
integrity, fire, explosion, blowout, accidents involving
personnel, supplies, and dangers associated with drilling
operations, falls and diving accidents [11].

Il. LITRETURE REVIEW

Offshore, virtually all of the health risks associated with
industry are present. Chemical hazards (toxic, corrosive,
irritant, and sensitising substances, as well as possible
carcinogens); physiological hazards (“noise, Vibration,
various forms of radiation, thermal extremes™); biological
hazards (legionnaires disease, food poisoning); ergonomic
hazards (hazardous manual activities, workstations, VDUs);
and psychosocial hazards and risks associated with either the
work (underload, overload, hours of work, work stressor, tour
patterns, work relationships, and so on); and psychosocial
hazards associated with either the work [12, 13]. Although
certain specifics have changed, such as the chemicals utilised,
and some new hazards have appeared (e.g. legionella and
VDUs), offshore hazards remain largely the same as those
identified by the International Labour Office (ILO) more than
20 years ago [14]. Only a few organisations and industrial
professional practitioners have used the necessary tools and
approaches for risks management in Malaysian locals
industry, which is still a novel idea. Experience, training, risk
management software, and expert guidance on proper
response tactics are all required for risk analysis. Contractors
in Malaysia, on the other hand, typically use simple, quick,
and low-cost strategies, such as creating check-lists and
brainstorming, to determine the risk only after a job-related
disaster [15]. As a result, risk analysis is used as feedback in



this country following an event. Workers die as a result of the
inherent physical risk connected with basic construction
occupations. The construction industry is characterised by a
high level of movement among site employees inside the work
environment, which increases the risk of accidents [16]. As a
result, on a job site for a complicated building or infrastructure
that necessitates the use of specialised tools and equipment,
the danger of injury increases. As the work day unfolds, all
constructions sites evolve from the original basic constricted
space to a contained task [10]. Primary or immediate
accidental agents are unsafe acts or conditions that occur
directly at the time of the accident. Failures of the
management system to predict and anticipate accidents are
secondary accidental agents. Trainings, maintenance,
sufficient task planning and instructions, and a lack of
workplace safety communication are all examples of these
agents [17]. Intervention As stated by Anxiety and Depression
Association of America, (ADAA) few years ago, people lost
their hope of recovering from OCD as it was considered
untreatable. However, with today technology and research it
was obtained that there are two therapeutic treatments if they
were applied correctly, they might be able to minimize or even
eliminate compulsion and obsession which leads to changing
how OCD is understood. The two treatments are
pharmacology and Psychotherapy (2014). Ppharmacology is
also known as Pharmacology. It is an effective treatment for
OCD when applied correctly. However, it can also treat
disorder and disease with medication as in the treatment of
addiction, medication is used to reduce the intensity of
withdrawal symptoms as stated by International OCD
Foundation (2021). There are many medications that can be
used for treating OCD. However, there is one condition which
is that they must be prevalent to selective serotonin reuptake
inhibitors (SSRIs). these medications could reduce OCD by
about 70% as stated by Centre of addiction and mental health
(CAMH). However, in some cases SSRIs don’t relieve
symptoms, therefore other medication may be taken aside of
SSRIs such as monomine oxidase inhibitors, (MAOISs),
Effoxor and antipsychotics. Also, some sometime anxious
symptoms exist, therefore a short-term medication such as
Benzodiazepines and Buspar may be taken. Psychotherapy
International OCD Foundation (2021) showed that Cognitive
behavior therapy (CBT) is known as the most usual form of
psychotherapy. a goal-oriented modality that seeks to control
symptoms and restore normal function via targeted
therapeutic intervention. CBT has two main forms for treating
OCD which are known as therapy and response prevention
(ERP) and the other form is cognitive therapy (CT). Therapy

[1] E. Sheldon et al., "Prevalence and risk factors for mental health
problems in university undergraduate students: A systematic
review with meta-analysis," Journal of affective disorders, vol.
287, pp. 282-292, 2021.

[2] J. Mette, M. Velasco Garrido, A. M. Preisser, V. Harth, and S.
Mache, "Linking quantitative demands to offshore wind
workers’ stress: do personal and job resources matter? A
structural equation modelling approach," BMC Public Health,
vol. 18, no. 1, pp. 1-15, 2018.

[3] M. Z. Mirza, M. A. Memon, and M. Dollard, "A time-lagged
study on health-centric leadership styles and psychological
health: the mediating role of psychosocial safety climate,"
Current Psychology, pp. 1-12, 2021.

[4] G. M. A. Naji et al., "Do Leadership, Organizational
Communication, and Work Environment Impact Employees’
Psychosocial Hazards in the Oil and Gas Industry?,"
International Journal of Environmental Research and Public
Health, vol. 19, no. 8, p. 4432, 2022.

and response prevention (ERP): this type of treatment
involves direct or imagined controlled exposure to object
which trigger obsession that arouse anxiety. This will
effectively cope with your trigger for minimizing their
impacts. In OCD treatments, this is considered as gold
standard. Cognitive therapy (CT): Unlike the (ERP). (CT) aim
to focus on the thoughts that handle obsession. (CT) aims to
change the thoughts and beliefs which leads to minimize
oreven eliminate the negative associations with triggering
scenarios as stated by Anxiety and Depression Association of
America, ADAA (2014). This is done by asking participants
to reevaluate their beliefs. Pharmacotherapy and
Psychotherapy are not the only treatments that can be used for
treating OCD. However, these two are the most reliable in
OCD cases. Another treatment that is promising and can be
taken into consideration is Eye Movement Desensitization
Reprocessing (EMDR) which can be used for treating multiple
types of OCD such as Trauma Induced version of illness [18].

I11. CONCLUSION

Worldwide nature due to the industry, health management
issues have already arisen in increasingly remote places, with
the potential of exotic diseases. With 'global warming' causing
global environmental changes, a global business-like oil and
gas explorations, drilling, and production is likely to be
affected. Changes in disease distribution, for example, are a
possibility. However, if weather and temperature conditions
change in the sometimes drastic and unforeseen ways that
some models anticipate, the nature of occupational hygiene
measures may need to be modified. Given the varying effects
of occupational safety and health in the oil and gas industry,
understanding the causes of accidents and eliminating onsite
risks is critical. Furthermore, the development of safety
concepts should be regarded as a means of reducing
workplace risk. The work environment's lack of safety has an
impact on risk assessment. As a result, all parties concerned
should maintain the workplace's safety in order to avoid any
unintentional occupational injuries. To protect employees,
senior management should focus on adopting safety standards
and good management practices in the workplace. Although
the prevalence of workplace accidents is unpredictably high,
safeguarding workers' safety would reduce the danger of
workplace accidents.
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Abstract

The fundamental purpose of Jordanian municipality offices in terms of supporting
socioeconomic development within its specific jurisdiction is to provide excellent services to
consumers and diverse stakeholders. However, in the Jordanian context, municipalities have
been recognized as having huge debts, indicating that self-generated money is insufficient for
municipalities to embrace their statutory duties as engines of community progress.
Furthermore, numerous municipalities are associated with bad governance, waste, corruption,
and maladministration, as indicated by an increase in the magnitude of debts. As a result, this
study analyzes the impacts of leader-member exchange (LMX) and empowerment on
organizational commitment in Jordanian municipal offices. In Jordan, very little empirical
research has been undertaken on this topic employing these variables in a single model. As a
consequence, a structured survey was undertaken, and 359 government employees were chosen
using cluster random sample. Based on social exchange theory, the hypotheses were
investigated using the SEM-AMOS program 22.0. According to the statistical findings,
empowerment and LMX have a considerable influence on organizational commitment. As a
result of the findings, it was determined that there is an urgent need to focus on empowerment
and leader-member interchange in order to obtain improved commitment from Jordan's

municipal offices.

Key words: Empowerment, Commitment, local administration.



Introduction

According to Gronroos (2016) around the world service industry has generate more than 50
percent of GDP and total employment in the developed countries. Whereas, the service sector
in this region of the world, particularly in Jordan, has risen significantly in response to the
world's expanding growth. However, services provided by the municipality offices to the local
community is not in a good shape though service industry is growing in Jordan. Basically, local
government is under the dominion of the central government in Jordan and the power of
decision taking is kept in the hand of the local government to manage within its locality

(Henson & Beehr 2018).

Moreover, the massive urbanization of local zones which connect considerably with the
nation’s economic progress causes of complications concerning city governance and thus,
municipality is feeling incredible pressure to provide quality services to the locality in Jordan
(Zohar & Polachek, 2017). Furthermore, numerous municipalities are associated with bad
governance, waste, corruption, and maladministration, as indicated by an increase in the
magnitude of debt (Agyapong 2017, World Bank, 2017). As a result, enhancing the
municipality and conversion its valuable human resources to give exceptional and improved
best service to stakeholders and customers in Jordan in the twenty-first century is needed
(Rose-Ackerman 2017). As a result, at this point, it is vital to study how to improve municipal
service quality, determine what interventions are required, and identify the basic challenges in
overcoming Jordan's existing municipal problems (Al-Ababneh, 2017). Hence, this study
examines leader—-member exchange and empowerment which can effect on the organizational

commitment of Jordanian municipal authorities.



Background of Jordanian Municipalities

According to World Bank (2017) Jordanian Municipality is a historical component of the local
government in Jordan. Since the establishment there was six municipalities in Jordan. The first
municipality is municipality Irbid was established in 1881, followed by the Municipality of El-
Salt was established in 1887, Karak municipality in 1893, Ma'an Municipality in 1898, Amman
Municipality 1909, and Jerash Municipality in 1910. Then the number of municipal councils
in Jordan has increased significantly, in 1994, there were 279 municipal councils, 358 village
councils and 33 joint service councils, totalling 670 councils (Ministry of Municipalities,
2010). The article 121 of the Jordanian Constitution provides as follows: "Municipal affairs
and local councils run by local or municipal councils in accordance with special laws". Since
the early years of the establishment of the Emirate of Jordan, Jordan has recognized the
importance of the role of the municipal councils which they play in providing and the
development of various services and facilities for the inhabitants of these councils. The first
law regulating the affairs of the municipal councils was promulgated in March 1925. This law
continued until the promulgation of the Municipalities Law No. 9 of 1938 and the
Municipalities Law No. 29 of 1955. In accordance with this law, the municipal council gave
the personal personality of financial independence, the right of ownership and prosecution. A
set of laws, regulations and instructions were also issued clarifying the tasks entrusted to the
local councils and their chairman. In 2007, the Municipalities Law No. 14 of 2007 was issued,

which added the developmental role of municipal councils.

According to World Bank (2017), the Ministry of Municipal Affairs is pursuing its new
strategic plan for the years (2015-2020) approved by the Council of Ministers focused on three
reformist approaches: Legislative reform, reform of financial, Administrative reform. Each of
the three axes included a set of measures. In the legislative aspect, the ministry prepared a
project the new Municipal Law No. (41) for the year 2015, which has been adopted in all its
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constitutional stages and is being amended, a wide range of laws and regulations are in line
with new requirements and international standards following the amendment of the
Municipalities Law, as for financial reform, the Ministry and the Council of Ministers have
multiplied the share of financial municipalities of the revenues of hydrocarbons from (100)
million to reach (220) million USD annually, and municipalities were also provided with
provisions (75) million for the implementation of asphalt mixes for municipal streets in

cooperation with the Ministry of Public Works and Housing.

Moreover, it is essential to search for new methods to acquire the competitive advantages to be
stabilized municipality. Since, it is clear statuesque of breaking through new accelerating and
changing challenges at work environment that occurred as result of the impact of globalization
made the whole world as a small village in terms of increasingly competitions, liberating the
world exchanges, eruption of knowledge and telecommunications, and technology. It is
therefore a need for inventing organizations as well as administrative methods to dace those
challenges so that it may achieve the target goals and satisfy the receivers' needs from

municipality offices as services.

Literature Review

Organizational Commitment (OC)

Gao-Urhahn (2016) claimed that Organizational commitment is a person's emotional link with
an organization that helps to achieve good organizational productivity. Whereas, Gonzalez-
Morales and Steiger-Mueller (2010), mentioned that OC is an identification sense,
involvement, and loyalty displayed by a person towards the organization when an individual
aligns extremely closely with the program, goals, objectives, and system of the institute.
Furthermore, OC is traditionally tied to the qualities, vocations, and performance of employees,

as well as the social and environmental aspects of an organization (Porter & Riesenmy, 2016).



Mendes and Jesus (2018), were stated that commitment is the link between individual and
individual conduct, in which members must rely on each other and accept responsibility for
their acts and attitude with the organization. The ideas of organizational commitment
frequently tie the employee's action to his or her mind set (Mueller & Lee 2002). Mathieu and
Zajac (1990) confirms that OC is the interpersonal attachment between employees and the
organization's aims, further describe the traits of committed employees as the ones willing to
stay with the institution in times of need, and express their commitment by showing up to work
on a regular basis, completing a full day, and being prepared to go above and beyond, looks
after company assets, and feels being a component of the institution's vision and mission.
Hence, organizational commitment indicates the employee and organization relationship on
which employee belongs to organization and organization also belongs to employee for better

and superior performance.

Leader-Member Exchange (LMX)

Several studies have provided evidence regarding to the relationship between organizational
commitment and LMX quality and claimed that organizational and managerial support is
critical in boosting OC (Allen and Meyer 1990). A variety of modern leadership theories
investigate the influence of leaders' activities on the results of the individuals or teams they
manage, LMX theory, on the other hand, was established to examine the leader-member dyadic
connection in order to explain outcomes at the member, team, and organizational levels (Sarbin
and Allen,1954). According to Graen and Cashman, (1975) LMX indicates those model which
is developed on relationship between leader’s different qualities and their subordinates. LMX
is a theoretical approach to build a relationship with leaders and his juniors to know the
leadership at work (Martin, 2018). The assistances of high quality LMX associations are many,
together with superior treatment, improved differential provision of official and casual rewards,

sufficient access to supervisors, and more performance related comment (Henson & Beehr,



2018). On the contrary, juniors in less quality LMX associations frequently feel the particularly
different; supervisors provide minimal emotional trust and support, while followers get few, if

any, advantages outside of the work contract (Doden, and Grote, 2018, Henson & Beehr 2018).

Empowerment

Empowerment, is a widely used concept in the world of management and organizational
psychology (Fourie 2009) and has been applied in multiple contexts ( Greasley et al., 2018).
According to Spreitzer, Kizilos, and Nason (2017) empowerment is the activity of allowing
employees to make decisions at work by improving their freedom in decision making. From a
motivational standpoint, Conger and Kanungo (1988) characterized empowerment and linked
it to the idea of self-efficacy. According to Harris, Wheeler, and Kacmar (2015) it is a technique
for increasing organizational colleagues' emotions of self-efficacy. Self-efficacy, on the other
hand, is the confidence in an individual's ability to arrange the motivation, action plans, and
cognition resources required to assert power over actions in their existence (Bandura, 1989).
As a result, Conger and Kanungo (1988) considered empowerment to be a "motivational
construct” that permits and mobilizes self-efficacy. Furthermore, empowerment is diverse and
should not be seen as a single idea (Muduli & Pandya, 2018). Riger (1993) described
empowerment at the individual level as a process through which a person exerts influence over
others and critically evaluates their surroundings. These conceptions of empowerment are
intrinsically tied to (Teran 2005) conception of conscientisation, as well as the procedures and
psychological structures essential for its successful implementation, as well as his purpose of
enabling individuals.  The connection between the above meanings of empowerment and
freedom is when people develop a cognizance of their environment and their work; those who
feel intrinsically motivated to accomplish objectives over which they think they are in charge,
and their confidence in their capacity to fulfill these objectives increases their sense of

empowerment.



Empowerment and Organizational Commitment

Thomas and Velthouse state that (1990) empowerment admirers are expected to have more
freedom to take decisions and feel extra responsibility is given, which in line increases the level
of commitment of them to their organizations. Hen and Seo (2016) identify both straight and
circuitous influences of deformation leadership on organizational commitment via emotional
empowerment and they mentioned there is straight significant influences of deformation
leadership on organizational commitment. Khanjari (2017) also found direct effect of
empowerment on commitment. Whereas, Joo and Shim (2017) claim that emotional
empowerment as predictor of organizational commitment. However, emotionally empowered
persons have a habit to consider that they are creating a difference in expressive methods, it
leads in top-level organizational engagement and performance for the sake of their organization
(Han & Seo, 2016). Furthermore, the degree to which empowerment touches supervisors and
general staff will differ among organizations to organizations. It will be contingent, in part, on
senior administrators' willingness to relinquish power and build work partnerships with their
subordinates, and in part, on the training the employees have received to develop the skills
necessary for acceptable new tasks. According to Conger & Kanungo (1988) Employee
empowerment encourages people to work by delegating authority from the top to the bottom
levels of an institution. Liden (2000) claimed Workers are encouraged in their job when they
are empowered, and the empowering ability may help to generate a strong sense for supported
employees, which indicates they are willing to address for the organization. Thus,
empowerment is directly allied with organizational commitment. Based on previous research

findings, the following hypothesis is proposed in this study:

H1. There is a significant positive effect of Empowerment on Organizational Commitment.



LMX and Organizational Commitment

The association between leader-member exchange and commitment has become the foundation
of a new era of managing diversified workforce as claimed by Yahaya and Ebrahim (2016).
Meyer and Allen (1997) Employees' affective organizational commitment was shown to be
significant relates to the quality of the work relationship with their manager. Kurtessis (2017)
indicated that supervisory support and perceived leadership ability related positively to
affective organizational commitment. It is therefore expected that the leadership behaviors of
the supervisor shall be positively correlated to the level of organizational commitment of
subordinates. Moreover, leader-member exchange theory clarifies the association in the form
of low or high quality among various leaders and subordinates (Graen & Uhl-Bien, 1995). Top
quality exchanges specify that subordinates have superior associations with their supervisors
(Dienesch & Liden, 1986). That exchanges signify that subordinates tend to practice clearer
channels of communication, better support, boosted trust, and encouraged performance.
Conversely, according to Gerstner & Day (1997), subordinates in a low level leader-member

exchange association have a different practice as evidenced by voice behaviour.

Employees are hesitant to confront if they do not have a solid relationship with their bosses.
The social exchange theory (SET) discusses high-quality interactions between managers and
juniors that promote improved employee performance and organizational commitment
(Sparrowe & Liden, 2005). Scientific research has looked into how leadership practices are
conveyed in order to gain organizational commitment (Mueller & Lee, 2002) discovered a
substantial positive association. Kauppila (2016) claimed that quality of LMX has been found
to clearly connect with organizational commitment. When subordinates in high leader-member
exchange associations are given additional responsibility, support, and influence they will
frequently show more loyalty to the organization. Gerstner & Day (1997) found that top quality
leader-member exchange relationships lead to employees being extra committed to both task
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completion as well as assisting the leader in achieving organizational goals. Grounded on the

previous research findings, this research proposes also the following hypothesis:

H2. There is a significant positive effect of Empowerment on Organizational Commitment.

Conceptual Framework

Figure 1 depicts the research framework, have two independent variables or exogenous
constructs that are empowerment and leader-member exchange. Both of them are higher order
constructs having four dimensions (i.e., meaning, competence, self-determination, and impact)
in Empowerment construct and having three dimensions (i.e. componentl, component2 and
component3) in Leader-Member Exchange construct. On the model's right side Organizational
Commitment is employed as an endogenous construct or as a dependent variable, while is also
having three dimensions (i.e. affective, continuance, and normative). Because the social
exchange theory postulates that relationships begin and evolve by one party doing a favor for
the other, this study endeavor employed it as an underlying hypothesis, with the other side
responding in kind There is an underlying notion that empowerment and exchanges are founded
on an individual's first effort, which is then reciprocated through a series of subsequent

exchanges (Liao and Chen 2018).

Empowerment

Figure 1. Research Framework

10



Research Methodology

Jordan's municipal offices have been targeted. Inside this sense, a structured survey was
undertaken and participants were chosen 359 employees using cluster simple random. The
hypotheses were investigated using IBM-SEM-AMOS package 22.0. Because SEM is a second

generation multivariate analytic methodology, it is applied in this study (Awang, 2015).

Instrumentation

This study modified and adjusted items from Spreitzer's research for the Empowerment
construct (1995). As a result, this study used a total of fifteen (15) items to assess
Empowerment as a construct, with the items divided into four dimensions: meaning,
competence, self-determination, and impact. For Leader-Member Exchange (LMX) construct
this study modified and customized ten (10) items that were divided into three categories for
measuring from the research done by Ibrahim (2014). Whereas, based on the work of Meyer,
Allen, and Smith (1993), this study has been modified and customized eighteen (18) items were
classified as three dimensions, namely affective, continuance, and normative for measuring
organizational commitment construct. For all three constructs, a 5-point interval scale with 1

indicating strongly disagree and 5 representing strongly agree was utilized in this study.

Results

Measurement Model

To begin, the study's measuring model must be valid, reliable, and unidimensional (Awang
2015). If all of the factor loading values are positive and have a minimum value of 0.6, then
unidimensionality is attained (Hair et al. 2010). Construct validity, on the other hand, will be
realized when the measurement model's fitness indices obtain three model fit categories
(Awang, 2015). To achieve discriminant validity, the model constructs must not be

substantially linked. Additionally, Convergent validity will be established if the Average
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Variance Extracted (AVE) value is 0.5 or above. (Hair et al., 2010). In contrast, if the minimal
values for Composite Reliability (CR) and AVE are 0.6 and 0.5, respectively, build reliability
will be obtained (Awang, 2015, Hair et al., 2010). When the Cronbach Alpha value is 0.7 or
above, internal reliability among the items is attained (Nunally, 1978). The measuring model
of empowerment, leader-member exchange, and organizational commitment constructs

satisfied the criteria for unidimensionality as well as construct validity, as shown in Figure 2.
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Figure. 2. Pooled CFA Output

The factor loading value for each item as well as the Cronbach Alpha, CR, and AVE for each
construct; the constructs of leader-member exchange, empowerment, and organizational
commitment have attained internal reliability, Convergent validity, and Construct reliability as

shown in table 1.
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Table 1: The CFA Result for the Measurement Model

Factor Cronbach’

Variable Items Logdin s Alpha (abo?/EOﬁ) (abﬁ\\)gEO.S)
Meaning .86
Competence .89
Empowerment Self 876 931 Ja71
. .92
Determination
Impact .84
ME1 .92
Meaning ME2 75 914 .891 134
ME3 .89
COo1 81
CO2 .93
Competence CO3 85 .854 915 129
CO4 .82
SD1 12
Self SD2 .88
Determination SD3 .89 769 916 733
SD4 .92
IM1 .76
IM2 74
Impact IM3 86 7158 .887 .664
IM4 .89
Componentl .83
Ei?ﬂiﬁggim% Component? 72 847 881 605
Component3 .78
LM1 75
Componentl LM2 .84 .826 .867 .687
LM3 .89
LM4 .62
Component2 LM5 .94 759 871 .699
LM6 91
LM7 .93
LM8 .88
Component3 LM9 89 .7185 .909 715
LM10 74
Commitment Aff_ective 86
Continuance .89 922 .892 735
Normative .82
AF1 .87
AF2 .68
. AF3 .94
Affective AF4 92 172 913 .641
AF5 .65
AF6 .69
. CN1 .76
Continuance CN2 79 129 .899 .600
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CN3 72

CN4 .85
CN5 .84
CNG6 .67
NR1 .92
NR2 .76
. NR3 .78
Normative NR4 79 .843 .929 .686
NR5 .76
NR6 .94

According to Awang (2015) and Fornell & Larcker (1981) the correlation between independent
variables must be smaller than 0.85 to achieve discriminant validity. The second requirement
of discriminant validity is accomplished when the diagonal values for the respective construct)
in the table are greater than any values in their rows and columns, respectively (Fornell &
Larcker, 1981). So the value in the diagonal is greater than the values in its row and column in

Table 2, this study has attained discriminant validity for the model.

Table 2 Discriminant Validity Index Summary

Leader-Member

Construct Empowerment Commitment
Exchange

Empowerment 0.878

Leader-Member 0.264 0.777

Exchange

Commitment 0..631 0.673 0.857

Structural Model

The hypotheses H1 and H2 are supported, as illustrated in Figure 3. Empowerment has a
substantial positive influence on organizational commitment in H1 (=0.405, P=.001), and
leader-member exchange (LMX) has a significant positive effect on organizational
commitment in H2 (=0.379, P=.001). According to Table 3, in the structural model the
predictor (i.e. empowerment and LMX) of organizational commitment explains 76.1% of its

diversity.
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Table 3: Squared Multiple Correlation (R?)

Construct Estimate (R?)

Organizational Commitment 761

According to Table 3, the determinants of organizational commitment explain 76.1 percent of
its variation. In other words, the error variation of organizational commitment accounts for

about 23.9 percent of the variation of organizational commitment.

Table 4: Standardized Regression Weights

Construct Path Construct Estimate
Organl_zatlonal ya Empowerment 292
Commitment

Organl_zatlonal ya LMX 423
Commitment

Table 4 depicts the impact of empowerment on Organizational Commitment was 29.2% while
70.8% does not have an impact organizational commitment. Moreover, LMX influence on

organizational commitment was 42.3% while 57.7% does not influence.
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Figure 3: Standardized Regression Weights for Every Path in the Model
Table 5. Regression Weight for Path Estimate
Variable Path  Variable Estimate  S.E. C.R. P Result
Organizational  ~ Empowermen )5 (053 g790 *** Significant
Commitment t
Organizational LMX 379 0058 6.673 *** Significant
Commitment

Note: *** P<0.05

This study's hypothesis was stated as follows: H1, there is a significant positive effect of
empowerment on organizational commitment (f=0.405, P=.001) and in H2, there is a
significant positive effect of LMX on organizational commitment ($=0.379, P=.001). Table 5
shows that the level of significance for regression weight implies that the possibility of
obtaining a CR as high as 6.790 is high and 6.673 respectively. To put it another way, the
results of two constructions (i.e., empowerment and LMX) on organizational commitment

Construct is extremely significant. As a result, this study concluded that there is a clear need
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to focus more on empowerment and LMX for getting better organizational commitment and

which will ensure better performance of municipality offices in Jordan.

Implications of the Study

This research has broadened our knowledge of social exchange theory by emphasizing the
critical role of empowerment and LMX in improving organizational commitment.
Furthermore, this study builds on previous research on the impacts of empowerment and LMX
on organizational commitment. According to the findings of this study, empowerment is
important for predicting organizational commitment, and LXM is also important for predicting
organizational commitment. Thus, this study can serve as a compass for management scholars
to determine what other empirical linkages they may be able to offer to the organizational
commitment. This project has made significant progress in demonstrating that empowerment
and LMX have a significant impact on organizational commitment in Jordanian municipal

offices.

Limitations and Scope for Future Studies

Although the substantial findings and consequences, this study has certain limitations. Initially,
the study utilized a cross-sectional research approach, which limits the ability to draw causal
explanations. In this light, longitudinal research studies on the framework might be a key arena
for future academics on the framework. Additionally, it is critical to recognize that there is a
need for extensive prospect highlighting that might assist to boost empowerment and LMX,
leading in higher organizational commitment. As a consequence, while the current study only
looked at empowerment and LMX, future researchers may try to investigate the influence of

additional variables on getter organizational commitment.
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Conclusion

The current study has presented empirical support for the idea of organizational commitment
by describing how empowerment and LMX might impact it. This study found empowerment
and LMX has significant effect on organizational commitment. Hence, the empowerment and
LMX is connected with better performance of employees which generates superior
organizational commitment. The findings corroborate the explanations of social exchange
theory and how empowerment and LMX might be crucial issues in attaining improved
organizational commitment. The survey also has major implications for scholars and
practitioners to assist them grasp and comprehend empowerment, leader-member exchange,
and organizational commitment views. The results have actually attempted to help Jordanian
policymakers as well as future academics in seeing the significance of empowerment and LMX

in gaining stronger organizational commitment, particularly in developing countries.
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Suggested ways for university leaders to achieve the well-being of work
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Abstract :

The current study aims to define the role of university leaders in achieving the
well-being of work after the Covid 19 pandemic, to get out of it with the proposed ways
and procedures that help achieve the well-being of work in universities and achieve the
hoped for them with an attractive environment for workers and a positive atmosphere and
high morale to achieve the goals of the institution, through the analysis and review of
previous research and studies. And the educational literature that dealt with the well-
being of work and the positive morale in universities to ensure an integrated therapeutic
vision to meet the challenges and dangers of work pressures. The current study differs
from previous studies in the methodology of the study, as the current study relies on the
analysis of educational literature that discussed the issue of work welfare through the
descriptive analytical approach and in light of the results of previous studies and
according to the researcher’s vision, the current study sets a scientific vision to confront
the obstacles and problems of university leaders in achieving the welfare of work After

the covid 19 pandemic.

Keywords: Suggested ways, university leaders, work welfare.
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Abstract:

This research paper aimed to address one of the modern approaches to social auditing, which is
the social mix approach. Given the development that this type of auditing has experienced for
business organizations, it has become a very effective tool that is used to increase the efficiency
of the management process in order to improve the social performance of these organizations
and the resulting positive impact on their overall performance. In the practice of social auditing,
there are many approaches. Henri MAHE DE BOISLANDELLE's Social Mix Approach, in
which human resources policies are divided into four main elements: recruitment,
remuneration, evaluation and participation, where the effectiveness of this approach is
measured by the degree of coherence and correctness of these policies. In the audit process,
seven variables related to human resource management practices are analyzed and evaluated,
classified into two categories, variables with direct effects, also called work variables, and



variables with indirect effects, called outcome variables. Within the work variables are the four
elements of the social mix and the resulting practices.

In this research, it was concluded that by means of the social mix approach, all human resource
practices can be audited and judged at three levels, the aspect of compliance with laws,
legislations and regulations, the aspect of effectiveness of practices and the aspect of human
resource policies. Both quantitative and qualitative indicators play an important role in the audit
process, which gives the results a high degree of objectivity. The research also showed that the
audit process consists of providing suggestions in the form of corrective measures that affect
both practices and policies, as well as the strategic dimensions of human resources
management.

Keywords: social audit, social mix approach, social performance



:dauall

54 (o oy Ilg A (IS cpe 8T ) a5Lad 9l Cu Ayusedl 4l ¥ | liylall (o (£lasa¥1 3Bl pay
Flex¥! G8udll mool was Loy G wlgall J) JLailly cl3g cninddl 59 ae 4u] dxladl o jglas aad (Alaz]l
Lloall Alaall e 28,01 ST o0 Lo gums oyl 351500 ¢ lytog oo Salalaill g yene Lal) Ll Allaall ALe 31a0
el 35279 aladl Laelal (e Alomy) coleolail ¢y dale ity Loy (#laza¥! Laelof Grances o i Busogall &)1 5Y)
Lol 2o lozo¥l ¢ Log¥l (aise ddy Jeloes (e 45,08 5o (slara¥ Gedunll 3y 7 s (e el g1 algally
o (e Jug Loy i) 1501 8510] 2ellad (ya w33 Gy Lple sy @I JSLaall Jsdoell @uuidig (o 9yal) (dlieiuly
G Sleasdl fass oo (Fleiz¥) 380l 59, SISy gounsll cdolis S| deapo8YI &l ¥ 5AS 31y 7 Ll
2255 ey Aoyl Lasylsl Lyla) § JSLie (oo Gilad (&1 colalaill 35lat Jlae¥l 815 & 8yLadedl (5l Lanias
oyl 3)lsll ool (34305 badd i ¥ (flaza¥ 80l ol e laza¥ 2 g5l s il Aalaill plazal
bl (e gaill lda (olais! 5515 fass S5 Lelaie | @93l lanylall cpa s

Henri MAHE dolat (slaaa¥l msll g atag .J5lall oo spdall dz g5 slexa¥l Gbunll ules
J1 85U w3850 Jsf 399 2, dull 3)lgL1 8y15) @ cwariedl st a9 (S5-Il s.ia cal DE BOISLANDELLE
Gestion des ressources humaines dans le PME il 4,6S § 1985 i cm Ll i c)bs (0 il L
Joe aad Ay aull 3yell 8y1s) iluoylong iluolise 31305 § el o Jleaiwol e crumizell oo iSO JLEY |y las
A slsl 53Tl 929 2015 s dle J) Hlaual Jol i disnss o skt e 4ol

ety T3S g Cagls sl 9 Lpaatsy i g T ) A yditdl 315kl olaolinn 8305 o2y (£laza¥) sl s
Aoy sl 1 lad eliy . lain¥) msll MAHE DE BOISLANDELLE Lyle il 1 2 2S,Lals
Ayl 3|5k 81 olaoylan mses ol e Aapae iy Jaloes o ¢ 3edudll Aloe (39 luoliaed | .0 A8 g 3L
SUY @l alyaally Jead) el piies Lol euds 8,aldl Y1 el aliall coraie J) olpaill sda caias ai
Lee i Loy (flera¥l gpall Aan ¥l clisSU Jaall cilpiie o J5 0 il Sl pdies eoud @lg 5,2l a2
Lo S a5l o g3Lai8 ¥ Lagloly Aalaill Aaasg (£lezadl 5Ll oo IS mlisdl Sl piie (rasds J5g Slasylas (10
Gedadll Blee @ Al @lo e Ll clld (uSail Ll 2lad (£laaa¥l el LsSU A ¥l clusladl ol
89all plolge ot (Lpe @bl pasll (o ddy Lledaes aay (1o 3Ll (0 Ao gazme Jleatuly gell 1o 339
o Azt Silela] K2 e Sl 581 005 3dudll Adee e caifly B, aall 3ylsll Byla) § canall (lalsas
3lsll 8yla) slayl Calize e cDaaT Jof of peadll § 4sl2¥1 cilazdl Badaty ¥l (3lad 13) cilioylall La
Bylo¥l o Az slay¥lg A gald Aaladl Az ) LY (ry Besliald p il Slia o st 13] 458l

¥yl g dem ! AJISCE)



Eill e e @Al Slain¥l BBull mos S s ) Jlgaadl @ el 2K 22 Lo (S
§"Jlee¥ lelail £laio¥l ol oY s oo (Flaind]
(29 Apeyall A (e Aegazma gty Jlgdl 1o oy (B
Sl 5 Ll 8392 o (e aST @y (£laiz¥ 38l clgol (o 315K (£laia¥l mill gz Gubi dawlsy Ja -
¢ el Sladazald
Auelarz¥ 8 g0all o ST @y (Flard) Gudaddl Slool (e 815K £laia¥l ) o Gudas Al Jo -
Sdles¥l labaio L piass 1 Aaadly
Sdlee¥l wlalarall golaud ¥ o 1o¥) WSl @iy (Fleaa¥l 3ol § Floidl zill z¢ Gedas dawlyy Ja -
riedl Gl
i Lo e g8l ) Gl L B
Ayl 3ok 8y1a) ol s § 85939 (Flazz¥l 3dudll e yall (1
(Flaz¥! 380l dlas § Aallie Aaslog sl £lora¥l skl x Gudas (2
el e e @ilall 3] Al sl g Ly dull 3yl Sl (raus S35 G cilaylall Adlas olid (3
(Fler¥l ¥ e clalell sda ,iT ol (4
Ezed! Lcal
Ll 1 Aslall dagally slain¥l 3dunl) goungn Jolidy 4l § (eSS Jo¥) conimlal Cniseal el
Ayl Y e slasll ot e Loy @ il 1i8¥ 1y Jolodl Ay dslous ) Lels (31 Jlas¥l cilolasl
Axllo (Flaaxdl 38uill 5] A)laeS meall lda Laixy &1 wslgall 2dyme 3 (1aSad sl Lol Lple Cady &)
Aalizs Jlael ol § Gukazl
WP M | PEA DR W |
3450 g9 slisg i ylat | Sluhll (e pine oS e 33851l (s poubyall dnl Haz ) Cimase
& Fle¥l 3danll Hos e Lalins § <3Sy ciluslyudl sda (o i3S oF Gy cAazlll ol 19 oo Lozl
Lelera¥l Adosull sliyly udliall Ball ju5als Aucwgoll aladl olo¥l sy 2oddl 3loll 85ls] Cues
(2o Auld £laia¥l mill 2 399 (Flaad 38uall cdolis G wlulyudl o ¥ 2aSgod| dusylass
«la gestion des ressources _py¢lsic w3 (2014)Stéphanie LOUP & Ketty BRAVO 4wy -
aslus 29 humaines dans les entreprises artisanales: entre specificités et difficultés»
12eme Congres International Francophone en loufl Laslll «lllad o) 3 Aedis
Association Internationale de 8, o, 2014 ,.5:51 31 JJ olaill Entrepreneuriat et PME
Leo Glad & wlbgaall de 858501 1) aul,ull wéa Recherche en Entrepreneuriat et PME.
7 3y lanaddl Lpd @3 udy Adyall Lyudanll clebuall o Uaat bl clebasll § 3,800l 5515kl 5,10)



oy lalaill sia laimly e go Sllgally Glelalll o degazma slyzl M o £loxa¥l 3l
035 Ll LS sl pe ) Lol pUaall ia @ adull o)lsll 8ylo] lagles ol J) 2ty
wadmy Lad Lols (ailadl e S Jasy cilelail) (amy o (loazdl deadl Lo S ey (Al gdially
Ayl 5y)okl ds

«audit des ressources humaines et performance des " ;ylgic =3 (2012) ,ual8gy 5yda 2ulys
daolzdl @ldlad Hlb| 3 dedde Auix=y 48,9 pg entreprises maghrébines: essai d’analyse»
dl hudl céua glhag diae 2012 gl 175 16 g suzaill sl gduall aal agall
Alard) Aucugald (ulaidll el o¥) s 365939 Apdedd) 359kl 3805 duslas adly e ¢ il ladud
O Jl &yl cilim 5530, 20l 5yl ol by 10¥ cranls eqaline o 5lo) 21 (0 35650 Lge Aoyl et
G el ot (e et IS (o il gl e s e lalaill aelug (sleza¥l sl
& a5l FSTaL,891 Jar oF a9 el Bulae 3 JlatH Al Sl 198l audy Lyddd] 3590l
ple ISy Aabaill o157 Cpns

«De la Gestion des Ressources glsic s ole Jlis (29 (2010) 59,515 Fourcade awl,s

Humaines a I’ Animation des Relations Humaines. Le cas des entreprises artisanales »
Slalan e dgdgll Il dulyudl cdaa . 10 wixll 0 40 saadl Management & Avenir sy yies

wosll z350s Baddas I (oo Bodanl leliall 5 lhd § da bl cladasll cabs ¢ya 4ydall 5yl 5yl
Getd Ll 391 i o ) Ayl cilin g5 a8y A yd Salascsoo D Al Ayl o £ Loz
Aoy iall 315k 851a) Silaoylan Ctanss e 7 3503l Lia

el A yall dglitise Anale (o tadll asle §ol 5538 Uluy 29 (1994) Florence LAVAL i)y
«La gestion des ressources humaines des entreprises fournisseurs-partenaires : (g
dulydb Wl edolis I'impact de la politique d'achat d'un grand groupe industriel»
laylas e Lgsgls 392511 455,081 FORD 5 598 48,4 ¢ 9,8 b, (y0 Aadall e pdd) &l ollSa
s wudd 35 9pall sda Lalims G aludl 3550 Laduay Lo Jolams a1 clSyidd 2, dudl 5yl5l) 5,15)
b e Al el Al of ) 2whudl cliogs . slaadl gzl z35ei (e slare¥l @3 olalall
L5 @ olillazl] 2l 3laty Logd Luols £laaa¥) il culigSe (e Budas dz 948 o,ds 48,41
! (e alam Boosll clalail) 3Ll Lple oy (@19 Bagdl (lass Ulins Lol s o) dslyand|
o0 bketue Auelota | labiw Lae s 2yl 516l Aada gl B 285 slaiel Lo 2ydull 3yloll jass
(Fle¥l misll



Aualadl lalsll el danlye dlatin posgell ka5 dulys eyl 3y dxtl Laiosdl mell alasiwl @3
22 bllsde 4 ciele ol wlall sormll Juloes ao 2iall ol
il das
(29 skl (o A gazma a3 (Asuall J) ALY
Flara¥l gl dlals 2wl (1
sle¥l msll x (2
Fleaa¥l zll x 39 3dazll (3
Flor¥l il SligSe s 505 @1 Sliles Bilelis 40lad Lulis (4
Aabarall sla¥l e lo¥ e plai¥l mill slules H3T ulid (D

i Flera¥l gdunl .1

L Bowen kil 2Ll e adolis (o ol 0l ¢ £lata¥l Gl Hgelad 2Ll Hodmtl ) e 13)
Chylate 52 Loy llasall i Jeazul s Jsf (VOYNNET-FOURBOUL , 2005) sa a5 sy o 1953
s s oband¥) e il e Jatue badd Yo Gudoal pases ¥ Comy Zalasll o 4391 1 oy wad Wl 4ule
Goiud! (3o 3485 il spael wBg Aclarnl Hlas Ay o Laelol @uas JI o Jatue 3adund Loyl aass o
BBl 13,55 Ggizmsg il give Auwas IS B0 Liliall 81531 81, il e Al oy Adtoe Aa 4y pliall Sz Lol

e xS Jol e Ogaladl eyl Buslal el |8 @auds Jadiy (94090 @usdd e (£laizY]
doadl wall ddye as Lre pandl sypw (Sagd (flaax¥l gdadll culael @ caladl calizs (e Lol
s @I Ao JICsT o0 JS 40T e (IGALENS & COMBEMALLE, 2005, p. 12)  sleiz¥ 330l
Lo Budioes e 5,008 Lilg clas,lgns LpdManuly Laaraes Ly dy coad Lo Jaally cuads a8 delasll of oo 32zt J)
o IS ddyeg L Japs @I bkl s a8 byaiy Lole caylarll Jeall uelsd pis Lely s pliall waws
a8 e oo dla ¥l ey sl e giday 35 4f e (IGALENS & PERRETI, 2016, p. 14)
e Aleall e Az Lily 2uls |l Zoelialll cl3 (31, LYT ae e Wga SlBde Sy cnlalaidl Usls clelazly
@ dl s Ldy Foudge S Laneity 32801 Asl e Jguamlly mond Aalges Udtun (29 (iojlis Luzeil
Lo Lols Las,a3 (JONQUIERES & JORAS , 2015, p. 30)  cLsi ady ajions (£ 35l sulas e
elly B8l e ey AaiBs Luamyo JbT e 3855 G0 4 pod s paxall g slaindl 38unll () 4.8 ol
oo Slaoss euudty I3y Aalaill CSlual 3uams § Aydadl 5)lsll el Aiall @b Lalixe auslsn Jo> )
Lalaill 3805 ¢ 9,8 uxl g (£lara¥! Gudodl O ol Aaylad) canylaall (e 3,80l 5981 Byl Bag Balsy Ll
Wy ala sl Calize ilibes ity pamd J] B «Ogaies deslos (Founge bliad gay (sloral Loy i
Slel2¥l dais SN e 81581 (s Bt Lan el ol ulas ae (iless Ldaz oSy G Bpdadl 3)loll
sda Jozma ooy 4l LeS3gall bolas yughaty 4 adSll JSLadl e clanal cilymss @uuds @b oo Lals bl

6



Gedadll da ¢ofg adlsll e Azl gilastl dasdle (o (fleia¥l 3udod)l gl o (Dliul (Say casyladll
i WS Aalasll Jals Aelaan¥l cliMally @i WS o8ylo¥ly )] alaidly @i 4l Lbolell @uas e asdy
(Fle¥l Lad § dxball cld B LYL ddaill cl8day
i Fla¥l mill a6 .2
iFla¥l gzl 2.1
L o skt il 3925 sillg Henri MAHE DE BOISLANDELLE ) sLais¥l sl z 3503 35
3518kl seud gestion des ressources humaines pour les PME ¢lgiay LGS m Ll juunl dus 1985
e oLl sl udg . slaaadl skl @lig€e 80 Jo¥ Jolis (sl dlasgally 8iuall Jleell cilalaie § & ,iadl
oA zdsadl 1 32015520105 19985 1989 wlgidl § cdlyusi sue (£laiz¥l mill @lisay 4uS
23 Lpdl 1ol Alall i3 ¥l 2oyl Jlee¥l cilalase Jirls 2pdudl 31l Byls) ¥lme 2dais oLl
Ay i) 3ylsbl lalisy o L1 Lalose ¥ Ll sa 4S5 Ladl g cnatally B8 g oSl Cals gzl
lwled Ladas Mahé DE BOISLANDELLE A (LOUP & BRAVO, 2014, p. 7) ceu
e ASHLallg pradally LMy Cads gull g £larad ikl dipaey Lo SAT s9lxe Aayl (3 35ddl 35led1 B510)
e 1S IS o Bydddl 31sbl Byl Jlme § Jlee¥! Silalaio acazad &) cilel oW e Cyall J) 7 35aill lia
ety pusdiy elid oy 7 39l lia Alaslgy 4S5 Ladlg cnatally oSy Caulsgall (29 Awolunl cilusline Anyl
Jalo wsladl slaaa¥l # L (e cUiSy 4S5 Lallg cratally lalSllg caddssall (o JS (e A ¥l cluslpad) ol ils
pladl Lac sl e Layly sl g J3 1l (e Lgrasey Jleedl cilalain 3940 ey Jlas¥l cilalaia
(flea¥l miall e ¥l bl 2.2
i flez¥l miell da 1 lgSall Migmss s Lagd
YN | - D P 2.2.1
(IGALENS 1S 2y el qaly cdye gy 2y ull 3515k1 8,15 8 ok pagdn aekas caglogall Lol
LS <lisg Aalaall C3lual gudoes e delud Zumasliul 5yl 2 54591 sia & PERETTI, 2019, p. 12)
055G Lo Bale &1 31,881 59> dumgty cll3g 2,4l 316k 5yls) Larws (DURIVAGE, 2010, p. 08) JI oo
gz 50035(LOUFRANI-FEDIDA |, 2011, p. 6) oz 4kl sda §adas 3 .ol oo dptall e 3 300
i 3 ol sda Jiam Luens lapshis  Lelela€ 5yls) Jal e ayla¥l clel2Y
Llarall e las¥l uaty Allall SlliSOl euds ass GI(MARTORY & CROZET, 2016, p. 15)
B8y ol Lasl g Caslls ol il el 36305 3 Lwauiels (,Slay Ba3Y) sl L Lle Jguamdl (e Joally ducngoll
(DIETRICH, GILBERT, & PIGEYRE, 2010, p. 29)alssull o8 Losay agiall lda yobs  illhazud]
Lyl ) 3¥1 ¥ Lma § Opariell oF W) 8adaid | Lple gz ) 20yl ool slaaT elaslg 3y ¥l 3laz, Lotie
e pods cadsgill dulew Oy (dols Galudl poall OF anine poall Jloatul @ lgauss oty neslon o0
aadly Aalaill Js s Llad canlsll casllogll sue asey gdlly S31 sl (LEDOUX, 2008, p. 15) s

7



adsell o saasg U3 e il ) ceady o liag Al (sl dslill Slaasdl I ady gy (g5
ol o y9mme ) i (144 4220 2010 .SAOUDI 5 .POLGE .GALLECO .FOURCADE)
ootd 351sbl s oo Aalaill il LY @uidd 5 Gllly Auiall Lyl 3lsl 38001y Jaladl ayanll ga Jo¥I
sl Gl o Lalead! s Jladdls @l Gadatll I (rad S hLA G (o Ll S5 @S0 i (0 Jadd
Akl g 4oLl ol Jadd olslas)

Ot casllsg ST Alelad dadsgll st (GRYOT, 1979, p. 17) caglogall cidacel Gl casylanll yas
oliad) ot @3 ol 8Y1 jalian e cupaially Gl @F casll ol of Joadl Cuain Jedxd (0 Tius (@) dlandl (g8
b 45 (WEISS, 1982, p. 279) Ui ddyes Led Lol 3 Loy of Aadailly Glaat Lellaanaal 551l
Aniin 2007 ¢ gy olde) cabsgall atamtl Canlanll g oL381 Slas g sleml ) Bug @ clideall e 2e;
Jaald 2> Lilly 2z, Mg 3yalall Aolall (s5all (oo Lila bl dpuzes &alaill o 02283 &) 8 peiad) 2eleatl (241
slaels L elacl 1936800 croaaill pobliadl (bl HLast o Lelasll § Joald Lut 39 juoliall sda o Exdly
Vsl yuolic ,8155 lasal did laradly Jaall § mpabyiy s Aalaill Cilual gams 3 Zealudly cMlaze
o Aelaill Laaenad Q1 lelyo ¥ Ao gozme Ll il gnll Baliw sl Sy ¢ G Lowg Aclosdl 29,9 alatlly
G ) cads o) Ailias Jaady Ldlal Guaxs 3 ealug Les Lple dladlxllg layushig 2, dull 5)lsll e Jgsax]!
Cadsgs oye alaall a3 &I Jiliogdl jglas § Jows &Iy (LE BOTERF, 2001, p. 07) dsy 3lal )]
Lgas Aol @bl @uas e parsll poleadl axdds eeloas Joal LUl sl AL Ll oLaST iy
Bolazul (qabdl Bramd) cowlil] cuaill § by JS cunaisy 1iSes 2285 Lasl 2ol &y dull 5)lsll iludSTy
Wl Blard @i L dsle , (MARTORY & CROZET, 2016) cas gall dulead ity 43 a5 45hle (30
4a.Sy Aalaill Us 1o malaiall Buaisg ddym0 (S dibawlyy gy (adaiall Sl e slaze¥l 2 J6¥1 c Jiluos
Ldasol g oty g L) Sl (3 2Ll Aaog 04089205 dtll 3y 9] o3 J3T Azyitag Ll clla el oy Los
sl Lol Lplladtal comy @1 lelaSTl e gl slamly 3529 552 @las aug J) 28LSYL il ggud ) pumsy
CUA gzl s Lyl a Ll Adaay masg Loo Ralaill gl Jandy 5,8 U dogill alll Jales § (a8 ALl
oS @ Aalaill Laans Gl oW1 Legioms ol glasedl (amy g Ll ot Lasls il gl Aaliaed ol Gadasll 8
) sl gl Jloes clelyal s casllsgll Cagiins cilelyaly casllagl Juloes cilelial cotage Otlin] § Loy
O G caill aog J g (98 cmill Carias sl ) ol il g5umag dileodlay cumill J2li plea musss
Sleodally pldl dapb ao ity Ly Sliagatlly 281 (e dgins Olody ibaidll Sl @ 40 e 1)
228 ST Oless | il caglas cle o dug cpgeall dog (e il Jela () wiad i @) il g5udls
Slgeld Ginll peadll Slsla] o US e Logae Gotns cinlogall duulew L8 cdiag 2% § Ulaall oo Son
SIS0 JEARERPE UM

2yl 3yl geld it et 2,211



SlelaSg caslls ol Gl eIl cdyay allaty clalaill caiad 4ydiadl ol sl el ! Alace §
il allastl (BENCHERQUI, LE FLANCHEC, & MULLENBACH, 2011, p. 16) x¥1 ia Cé,2)
Sl bl o (o530 sl 3)lsll 515) Jlee @ Jeadl alas g culuolad| 248109 datig Lagdaserlly mosa
S A9 (e 431 Lasas (MARTINON, 2011, p. 613)p.5 LS .S, 4l 2,0l 315k (e s Zalaidl
Slelya] dpatis aus ] B oluslel (o Ao gazme 4l (e @lelaSly caslls gl sodall ! |yias Aallie
ShLdl &b oo Lyl 20aS0l 2Ll o caslla gl Jynd (1) 5985 08 (&1 SLAL! Lalasol gy Aalaill golass 245039
SALLEGRE) pu w8 dm )Ll o1/ 9 s Il 59,80 dlar L a5 03 31y £lazlly 63,a]1 cuuasall e
31l e Jppamlly mos 46l sl Laae plaidl 15 35Ty Jacisl Lasyai (17 dzipe 2008 LAANDREASSAN
a8 Gl @l gladdl 48509 Allodl Lada 2T Aylas (3 Lacte L Lo bl w8gll 3 Aalasll Lalims (01 22
RSTEC NP
( DIETRICH, GILBERT sa (s &40l 5581 3,15) syglma @al sl a,iudl o)) gald Sl suudl! piny
sda § 4l 3] eyl linS e dgaadl § lelasTl 8)l0Y ausy Il el , & PIGEYRE, 2010, p. 28)
Las €, g dalaill o A glanll Adaall olaol g9 Auceiall ylo¥! Adanll oo ity ¥ e o yiay IS, 41
Ll Bupdr @lelaS e Jysamedl et die az, Ll 5o 2e ol LY all e Lo gins: e Lozl
Led oSmtll o3 (pa9 e Lara¥l Jlolielly 3l o2 daasol gy 4l s Jloald Al lleed) e G oo ol 52
spiay (e liag . Lae Lasl, i dalaill Lo dediud (o, lliSe 358 blas ) LLgmig oSe¥I ;08
5,13l Jlme § elail Lboatad &1 LSLLAI o19s¥1 eaif a1 (BESSEYRE DES HORTS, 2015, p. 6)
bl 3ylsl
olbaray  2.2.1.2
sae STl e gshaiy gl bladll 31 s 4ulee (108 drin 2009 (L ) wily llazzd] Cayay
Anie 2007 juas) 4l Layl e dalaill Casling Jaid Juad¥l e oo sLas¥l ond clasll cneaall o
&9 Lgllall &uegilly saally adagll (2lgddl el tumdpe iz (e comdly Lolidl clbladll degaza(89
G A si¥ dcgazme 5o (LAMAUTE & TURGEON , 2009, p. 164)4s7 LS .cslidl glazlls sl
o0 ol Al )l o slgwe otlerzll il e Gl clldg dlelall udl e Jgpadl Alae (o S35
31,8 o A a ol il LW g A Lkl oyl oll oy il yad agg c¥l> plas boe illagz ) ] ¢ gelll @iig LS 1s
sLadlg Lusall Jloadl usT 8y0lin day 12 Ls mto 3929 3 Jiors Lo LLe (s cadsgdl 1 s g2elll Lactay o o3
oS Agdlia) Alale dy Bilazad) (o yay | bLadll pas 5ob3s aaidl] JSedl byt Llas > conie
Slae apases 2 Dl o s & Buegs ollae¥ olaass cardo¥l o) ccnains J) B ¥l Cagivns
s et oof el (gllall 3l e Jgvmmdl lass Jl (oo Baidagl ity Jaloes (o ¥ oLl S G oS
G186 aSTl oy JHis- g 52 3929 ) 2982 45 Les Bosllall bistaed ] (e JBT oyl Cigdogs dule ity ud Jeleil
e et g L) Alaladl il e Jgvamedl Adas § 4T S . hles (0 dile Jguadl @3 Lo (g dalaill Lpd (a3

9



@3589 myluo LA 19509 Jolall @bl Las¥ls (il daliaty il duloes (0 Tons Al Auzeio s
a3 S el Lolas Llee Slelya] 39 Aucngold dpaglasall mSloll 3 Alnio Zumill) sda (1555 ol e
Sl s g Lge mamiy Gl o

oy Heo¥l duliw 2.2.2

(Dictionnaire Larousse, 231 s Lgal . clasganll duliw of 592¥lg 592¥| Auliun Loyl C8yaig

wly(Roussel, 1996, p. 82) Ca,ay9.Jas die cuzgay (o 4505y Gl Jandl Jilie aduy alee 5T 41 1984)
2 9l il ISy slg Jolall Jeall o lio Laday 1 65391 wliangattly L aramg oladl ol sl
(Peretti & Magot, 4l dasyai @iy .Jolall lia Jeall colio alusiul 2 Lse o 1ads slgug il
Jory @1 ducswgall il Jaadl ilas Joladl Lple (o (&) olasgeall JSREMuUNérations, 2012, p. 82)
(Organisation ;s=¥1 &lext Adondl Jaall dalaie &udlasl oo 1 3ol § Jeall Adgudl dalazl) didyey L
cAalaill s o Laslog edlent Leadl cilsal Laday (&1 (LA 45T (e Internationale du Travail, 2014)
oSar zhol ol el il elgae IS (Lol Ayl il Logo AL S Jodi 52 paelsdl cipanll a0l
die gy Adzmius (3553 ¢l 15190938 Cuzmgay ol (£lazr BT gy Loz @ ol Lyl | as Lo
it Al of 935k

Bl @y QI LY (40 2,07 (salesina & larouche, 2018, p. 137) Ll Sl8Isly 92 &l L3529
Ledlaal pe dazado Ba3Y1 sda (19S5 (G |dag Laaill U5l 552 Lia 19S5 & juoliall § @Sl daf (e L
¢ bl wlilaydl @al on oo (WoIf & Chaput, 2008, p. 345) =lalslly sa¥l 2wl yiady Aalall
o NS e Alom] ST (o Aoladl nds a3 O Sy Lo e AL 0555 Le ploza¥l oy aliatdl duge
S Lo (e g 231 o 38Mall e i ub b e wellys @ 09380 omansell ols A aezaelly dadaidly Jolall
D92¥) Auliw o Anyd e M1 (Aalasdl Calualy Jleald Apms ddl Calua¥l (s 33155 oo oY1 dadeey (o
Alsy Bzt e padtelug lao pebes @ Glasdl ) Jleally adoy Sy Aaidang Bassas 0985 OF o SL3SL
L) Oy §1 20Land V) oluwgall Lous Lagls o 1sSiuudly ALl @l >

dogasat ] bl 3loll Bls] i Lo (2 LS e2¥l Aslews Ol palins o ey ¢ Gss Lo IS o0

Ll ol aizes J) Aelill i slead | s Al gy Aalail) J515 523 allas mies Slslya] (oo 0.ludiiy dasis 99
Sligiue s e Aalaill Buclua e e¥3a amiy Llloe o Uluall Guaz=iblelye ] (aud LS Az L)
laataly 2yl Lasyge g izl Gudmes e Zalaill elld delu LS Baus 5eo¥l Ll ol LS Laglsf
L3923 p0 (ruceig dalaill 348,59 e LS| sl

sonedid! Al 2.2.3

e @llay (S8 Aalaill elaly elaladl o151 28y 8 Zaalus o L W Lola LIS &yl 5510k cnads dulins Jams
Lesls Jlis il s il 51501 Byls) yuolie oo e waie taditlly 2, dull 515k 2ass llaias Lyl cpatall
e caas cllazmy Jlell i Jlee¥l bl iz lis 0] 3,80l 55581 3)10) @ Ozl )b (e sdaid) g aleal

10



(MAHE DE «i e aydull 3loll ones cinyai @ aad adsls @l oluhdl (o e o
23,019 31,891 48500 yslas b 2alaill 8k e 8iall luall are> BOISLANDELLE, 1996, p. 113)
gyl iy il e WS Jadd Slel 2l sda pelee B9yl ae i JSho 094080 il oo @ laS (1
icsexs (MAHE DE BOISLANDELLE, 1998, p. 485) Lol oLl s dd 5. cnlolall ey Joall
i llg ddylas yushas I (ye ole JS8:LaS (10 28,01 ] 6055 (@l cAalaill (8,1 0 gl of Lgllall cule 2!
i (@ly (Fleidl dasg s e suebug Les Joalls dalazal 8oL J 358, Law dlos 8 9, (el 4l Lo (10
Olboly slas Llae (e 35l LELSWANSON , 2007, p. 456) (59 (slazadl BIAY e Juamty o Lole

(RICHMAN, 2015, p. Ll L ye s o158 s e oaaial) puglazlly copaidl M cyo 2y dull ol
Shlee sslas I g Lo dils dleg calagll @lad (oydy clobadl T Ha8 (G Andd¥l (e Al L0221)
ol palsiud of oSas e b S (109 Aummiall 2dianadly adla) cllaill ae oSl e q@pidy cnalsgll
o ohlety Loy Lo ShLA oSy daladl daz ) Laslyg oo dabaill (ad cleliad] Aez (2 oradad) dsliws
Apaidy cipuil] JolSlll pluzeiad) 85l (g8 531 (daey Joadl B g,bs Cruusmiy oyl M5 (e 23y Ll L

(Setdl 355l Allad ] il gll puslazlly o gbarall ysglazlly (il 5yl

QWIS (29 oo il A (& Ayl 3yl sl) s Baolpun (s

ot oeas 2.2.3.1

Jleal BelaS dagling @Sl Jf oo Aabaill Lagdasg a5 a1 e lyo¥) aar Sl eSOl quadd] dlas Jass
olol Sl @iy Julmig calolall 8eaS olid § eudtll Auloc J2ax5g Lo yglaty Lppus e Joadl @3 (109
S 3eLaSy lylen Ao 31D (Sas et A il M5 (a9 «Aadgill cliSs llall @ e laS Ay el
AT @i b > 3 T el Beles e oyt LS Jale JS Al g cnlils (31 el eyt Jpaas Jlallig 5,8

(BOTERF, 2006) sarl! siasg . ST calid 95ue qelgeiy ouedys o 46l clle ol LS o], 331 sl (10
it Glaty Lo S e selsia! J] BLYL 4t ydudl 3ylgeld it peaddl Slelya| oo Bty ¥ e 5
s9me e otz Oly o ¥ e sl pllss § 4ld (Lple Dolasly Lapdgsy 4pdall 305l o 2alaill ol L]
Sy ol auShs Aalaill Le 5555 G SlelaS dos (o Bazedll @y dibawlys gy calelall @uany (ols

et Legd Laads & i) Slaoliw calisee I (o Jleadl LpadST 31

opbeladl cys 2.2.3.2

Ca Lyl 31l 5yls) § Lwledl @S5 ast Coyudll (203 dzae 2010 all wiey)  muol aal
el day Lo lams (19 Bgumg 2ol Zadsg (£ oyl Ao (o LeS . alasll Aoladl (55all 355 § S sy ealu
Babjy Slalas¥l yglaty deetsy bl sbid Loyd coputll ady tus il 30kl dais Ados 7 laetd Lol
Gz e Aabaill el Las Jle elol Gotung BelaS (593 31,8¥1 Jam S oyl Bulee bz loglally C)lall
o L8 2eais 3 sLaldl e 8yl sl (PARMENTIER , 2008, p. 1)ddye aas L élaals Leamali!
Sl e SSTy s sledladl § 8T s 350 o cazmy Doladdl 1da 35l Bl oludSTy ddyall pglas IO

11



4ai3 yossazs (NOE, HOLLENBECK, GERHART, & WRIGHT, 2011, p. 53) as2i o LS. gl
Aais of A5 L) g dag copaadl oF ) HLAT o dpaiadl s § caoyod] 218 Tz g ydddl 5515d
Al @raudag ¢ 15T s (e Jloadl coyaall aebig Cus 1aad 2Ll 2adaglly 859l L ¥ 1 L
Al @aslls g da Ll daladl wilylea suslad JI cayaidl M5 (o (pund ilalaills . Laiwll @ ey len (0 28,015
Al caslls oIl Aaipe pe Adidtum 6y cuslin daid lealis

rdeadl gyl cpwss 2.2.3.3

Lollly Lyidly asbipnall Jalgall oo dcsazme( GHRAM, 2016, p. 125) Lol Joall Cag)ls Cdyas
Ao LoVl &ud pally Az gloudl (P98 Lol (oo 4l oo Joladl blid (e (555 o) Joadly dalaill dpedasally
@3lsdl ool e 4 W] ol Jeadl CBgylay Tasd dasys Ll (e Joadl Cgyls ) Slaty Lasls O clasbeo Ay
L83 > § 4 LS Al iBlge Lead Lo g lall sia Aadlally dpagdaiadl Jolgadl Loyl Jodid B g)lall sia 18
el bl e Ao lai¥) dil> (3 liSy dlae e 3 Joladl Apald; cnuees Leal 808 Sl Lead 056
BAS Slaalys iy add 4 gyl Jaally Alaipe Jleadl L Gilay &1 Auzmsall JSLALS (o dpaadl o aS3L (e il
OSkel § claylacll (oyanll poliall sda eg.Laysaus § of Jeall (8 g,ls s § delud juobiall (o dpaall o
B8 gl a3l Jglazlly s 1l Jlas¥ly Jaadl eulaisy catlls slis sialls il (e e Wl 11819 ol
L8933 L13klg LB pad ¢ odaiall Coldl oo Lol Laje g 592l adng coluads! Bylog (Al anlly Jaall
el Cgyls by oy cAalasl) sl Cagylall sia cnwes § deadl gyl (g le o Jlasadly qualidl allall
Ldludly Asall Jiluglly Lo gyl 895 e AS AL Lty maed (1 le 21 JLso] @3 (109 dale IS 2ol
Loaol s (B B9 lall pdgs ISy ¢ (ol pa¥ly HUasHl oo Jleall s 31 AlEell julunll Calisag 2l
Jleall 4o Loz

t9a &l ylokl ats o el «3ew Lo US (09

Lpagdaially 2o all A laall cpames Cgs Apagdanally Auagds gl lludly ysglaty cuyuzll JolSall plaszadl  —
VA P PO PO 1 {1 P APV S PR JCA F O QP (RN AT W01 IS PON WO N - S

Jlad (i oqaslleg of maln sloly
G5 | Jgumsll o mond () lelasdl ) clebasll 2ol o Bpdudl 315l Auaiss nels oal s —

Ludlll e 3,008 Jlas o)y gllall 131 bigiue
obles @ 8392 sl tilgzmd i (e debug canyanll oo a3k Lo e 31,8381 Jguazy oot oy =
Lalaill Aos § Llazg 4ilyud 515l Jolall o i) el Joall # Lo pdon cnaiall 0550 —

aSLadl dwlew 2.2.4

kel & A 8gaytl #1937 (0 £93 (DION & SOLASSE, 1968, pp. 531-532) Ll aSLall sy

Lot liladly Calaadl 3udms (e cpdale auell Joay de¥) dde caasl W Lol Com cAadadll Js1s

12



3Lty sl L) sl eyl pe ol ydileo JSCaa sl Jloadly Ldatl 81591 s 3Las¥! M5 (4 usagall
(FOURCADE, L:L aS)lall Gaye (o liag Loyl aiuly Lagess dalaidl elay crauas &1 ells olay @lylyal)
Aalaill U315 31,891 Lele 39 &1 juuanll cilays LIGALLECO, POLGE, & SAOUDI, 2010, p. 144)
oo 239 5Lall pins Alee 3 ASHLALI JaT (e Jleald 2o yal) 3l oy Lidaselgy (S1 ilibaadly 3lazy oY1 T U3
Auogall Aalall Calua¥l 3adzes § Lladl 5)15¥1 ae gglazll S5

&I Luleed(CHAPAS & HOLLANDTS, 2017, p. 61) Lpb Leasyad o5 wid 2S5Lak) duliw o9
e blmal ASTy + 35 AST Jloall Jaz 2 (0 ldag 815315 Jleall o a5 e Loy, (e pum ) o Ldasol s
Lalws Hlzel ) cuady oo 2opdall 315kl Byls) § maaill (o Hling Auwiell Aalall dulewdl po zLousYl
Jedl eudais § 29,01 Baies 3 e luad Lt I3 Aadaill 4udlis Jalse o0 Jale (ROBERT, 2007, p. 2) as,,Ladl
Gylay Lelall clylo¥l caiad Ul guazmtly Aylo¥l Aglaall § Jleall ellyal $9 8,15¥0 Jleall clide oo 99
BLall 31 3lany e 2ol Lalas! al)lall sty blell slasl Adosudl Jomid aS,Lall Lo souaie
Jleadl uad sl (1o dule 5 18 Log Aalaill Ldiune (peed Q1 s cUiSo due LazaY]

L& 9,9 Aalaill auis 99 e il 1 ASHLAL) LT Bty pung (§ (ovolaadl J 93l 0yl 51501 8,15] ey
Lol Adlad 0S5 G Jalse (po Jale (2 H9a¥l sda Ao AaLI ASHLALI Byl Calizs alxwily @2l Guaxs clliSy
Lezmeids (31 Al a6l ol B 7 Lo Budioes § debuay ydtune (£loiz ] Lo 3929 98 23 uSh Lag S, Ladl
Aolasll

alisey A5 LAL Al Galazd ASHLALN 2lons o ga Jaod gy ¥ T ] 3LAY1 sums 6551 2L o
ooliad) alaidl Lajay a1y olaldl calize § uslud! Aaladl Al 3l s 1dag gp31 J] 2pslazdl aay e
Ao laza¥l Clogiasl (any clliSy cilay, &illy ol 5all duegig cnddall solaid¥l 7350l

Sledly soladlly s ladl Jhas¥l Leal oo @Iy dalize Gybog Slonly gusay aS5LAL e addl @y
Leliads s Leud 2 L) (3 aS5Lallg sy 8o liva (rass 3S5Ladly (slozl Blas¥ly £lazaY]

el Juasyl 2.2.4.1

2] 419 dran (22000 (555315 dnlud ¥l clddlall § Jlaall Jlas¥l (gla>) S lall Jlas¥l bya
lgiun IS 3 Laeld) of Ldalisg Llasy eabasall Jalo Jlae¥l 5l a9l cilaglally cbiledl auaiy ndslg
oludl 1ia cpe dsantll ol addl of @ Solus 3 3l ol Bugar cilaglan ol sLiTg seals (ny3¥1 Abls] B cUsg
J! b (ALLEGRE & ANDREASSAN, 2008, pp. 227-228) LLas 45l céya19 Aias Lzg 4z of
Lkaasidg L gaay Aalaill aiad o) Cammgiiad (a9 Aelaidl Ay Landd Q) lladdl (b § 3o ls dabaill 2ayd 8505
Lasgaud 39yls § Joalls mosed Lo pdoty Aalaill pgas U510l Jlas¥l Alswlgy Lilall Lebstue § Lele Ladlxiy
4le Loy ga 1ol Jlas¥l (e cdudl b cding Jlaall (£lazedly 63,8l ¢ 1Y s e delug Las plead ¥
A Lsgud Llee g dalasll oy

13



as<> (ADARY, LIBAERT, MAS, & WESTPHALEN, 2015, p. 137) sl Jlas¥l Jedas
As 1l LB il L | 2ls Lo o) (slaaa | o) Geus J3059 Zabaill J3- s oz G Jhas¥) cilulas
cedtadly Q! dalaill da g5 (o @l Sleslall Lo Jgiasd! § Jlaadl de 9, e (o Bl laglall e
Loogaty Jlaally 85191 o 2811 e A A8e Loy JI 510l Jlas¥! a2l

Jlas¥! sl 99 delall Jlas¥l dilg Lo «dud daaiadl Jilusld Buyue clagiiat azgi « Jlas¥l Jlxs
Aleriadl loanl e @l cadadl Byis | Ll ¥ A asd) JLas¥l il g9 Ladasll JLas¥l Jilag Laag J3L1
Jlai¥l § 2wl claas 15305 Jleaiwl (Say(DECAUDIN & IGALLENS, 2017, p. 146) ,s¥11da §
1Yl Jlas¥ly @8, Jlas¥ly ,aldl gudadl Jlas¥l o oluadl sia L sdloaiol pr c¥lxdl S 89
Ge3linoy Y il gty cilelazn | aie dlalgy (6Ss gy $gaddl Juai¥l (o MIS Jadiad gadatll JLasVls
Yol (pasas Assdl ol dad i) dalgs oy gillg 08,1 Jlas¥l Lol dalaill dlzmag el 8] EDlxag
SIS Jlas¥ o poidl T Jad Aalail) 28laz, o019 &lucedall Azl ] lez sl ned Jlaald maly Lilelas
clelallly sloan¥l Lolgdl clxdimg ilisalls saumdll dpaidl Jilydly o ASTH! aandly 2 9 AT 281511 (0
Slebio @ Jleadly 850¥1 pazes ol yallas qulais oatdy gl skl 58 Ll Jlas¥l e ol sy e 45,1
By of Jes ezl of Slylydy of olamiuey peadled Lo Jleadl pex daf o LDatul o2 digns

adladlas,lall 2.2.4.2

5Lty AW aS;Ladly Hlall sl § aS5Lall 2y paadl Luan (e Aalzee JISa1 B Aleall AS5Lal) 050
Ldass b Lot ol Hlgaddl 48,5 3
AS;Lall sda (e sl Lo soley . paadlly 351531 Silica 3 Boguaally AS5Lall sda 0159 1]all dlasl (§ aS,Lall
diwylon Tapas gilly dasll slazd¥l ol ells Lols clslazd¥l oo wiSl Lad . peadll § Adleall AS5LaLL
0 adSUl Boazedl ax oda 285Ul pzady uwdlly 5)15¥1 § ASLall 2 yd Jlaall 715 cula, iy ol 5all
L] Slasylall e oA 3> S e 0585 Jo¥1 e onmg A5 LAL) Aas 05Uy cmlasd! Jlaidly Jaadl
Bylal pudlzma G Jeteidl 3o,k (e 0655 ANy ASHLaL) (lad 3ayko oy 810D
2l Lo Loy Jlosly § el 5l pasa> el § 3ol Lga B JSCaT AS5Ladl sda da b Legas -2l ASLall
o LAl Mz Zally 5238 syl 5 o¥l (oo Lo Lpag 2 L1 3 (0 La> e Jguadl § 32l Jleal)
JSS Al @l ol yg Jlaadl Byl (1o Bilian mqul oyt Latng (IISE uzgud Aol Jlasly 3
3 =Jl 1da ( ARCQ & VAN MELKEBECKE, 2003, p. 6) o ual 7Ll e pasms e Jyiax]!
Oall e olislatll § Jelll do gzl ol Joadl (8 iy Ty 45T ¥« (STAGY] dagall 13 Jodl § B9 ,20 AS, LA
axl ged iz Byla) Lot dag e gl e SOl (3 Jeadl clas, 439 (lsd dalaS was (li> muol 43y . aalll
Lins sma e 435S 121 o il e 3l ligSa a8 pay il el cnslalaal) Llaaid (&1 samdll S5l eal
Lner ablag L1 G (e Lelaill 5yuds lasipe dule Jyuandld Al oo (0 ol 2eidll Cu 0 ¥
Lot Jleadl Lo (£ Loy ogiaedl 7 L1 L g 595 31 2SO sues & el

14

1

2

3



sl i ) ¢ szl ol of o€ Lngac alatd¥| lalaill 1) Joudl oo iSO cslad s o800 L Ll Sl ol (4
Lalaill a9a3 (s Lple Jguamdl (o Yoy 4l (61 ol ] 7L 000 muasa> Jogxty Aalaill asas 448 sl
4l Adle wlge e Lgis Jlaadl Jhamisg I Usgatdl #1537 oo £538 dalail) Llaniad ol U3y ol Laylsoly
Ly IS Joladl )5, laday Coo Silgiu dues (585 O 3ull Bauzas sda HoY1 Adee o) HB0Y Adee (e
dde Bate Joladl dule oy gl gsid) QU1 wsladl o LS 7 L1 0 diias e Jguazedl 9l 515 0¥1 Buts dyoies
ia &8sl Joadl (ye Ludyd piady . ;231 (e ¢ 52eS iy wilall Idag By d (685 Jleall dads Alae o)y e
pazilly pum bl @ ol 1ia o0 8,88 Slalys ci By Adeall @lass el 439 (uilsd Spusal o Jlzd
Aol Audlly . Joladl e g dalaill fpa JS (e Sgai Bugote w519 agleddl 1S o LS. Jleadl oy LS L 19y (AL
Lol bl gl sabimn ) ¢ elll ore Loty 1) Jagdl oy sobimaS Lloanedd 5,5 ally 83zmamell Ll Lo
e ALY e 4dla) Mle (e Jguazll cliSy 2y ddl pels e (e e padelud @b (Jleall 2wl
3l szl 2 LI e dilie Jalall ey Jeall 88Me aladis bodie > aelazll
i Flalylendl dasiladl 2.2.4.3
Amin 2013 Jeall adoult dadaill) il plaia¥! lgoedl Jeald Adoull daaill cidye « M gl e
£losl WK Jody gas ailSey Joadl Jiluw olds JLaN piue @ SlagSlly Joall Gty Jleadl 4S) Law(S
Lobard ¥ Lulead! § 355l lall plis clegozll sia Jtes o bad Slaglall Jobisy sladlly posladl]
reasy peplion ol Joall Clmisl o (Flaa¥l Hlomdl 58 calarll Sgrus e bl Joall duliws Belozadly
Jodia paglarlly Aalaill Sotus e G ol (e blad plad 3 doadl B9,k (ramt! Jol> slomy] e Jloall
LA J3 s clelamg o1,80 o ol slgue Apelomdl Asglall ogumnzll dag Le(52 dxaw 2016 (o) ,2)
Somel Ganll Cagdoll clld (e gSandly Jleadl Slalaie o Jlae¥l olrsnl Silalaiay Jleadl lalaie o
W plastaly Gl cleag ayes oL Jals o g55 DI oo o Lladll (e 2nd Jg> AST 5 0yl O
g sl ae aSilly daliell mllall on deslslly (adlsll o quyall Aglxa 3 glLisYly il ol
Lo Losd Bt 5l pattaols 5ya1d Llass cdiasyiy dall BLLYI alias elitin 3lasl J) Jgumsll
i Flai¥l mill a 339 Flai¥l Gduadl .3
lia 2llas las (De Boislandelle & Esteve, 2015, p. 121) due ozl msll 6 389 3oboddl ulos 3
Ayl 3lokl Blal linylen pased Sladte Barw iy Juls @l Ge leliy 1dag Ledag LLudl doyay as¥|
S caially Jandl olpsie ol 8,ald) HUY1 cld ol paie glat Jo¥) canall condine J) wlpsall sda caias
Byalll HUY1 s wlasall 258 egs Jsay @il oliie Layl edy 3,ald) 4 HUY1 old ol piie Glag
FLLI 29 253 Lasdad il ol waze el ASHLadlg cnatilly a9 aglagall 2 £laza¥l el 2y ¥l oS
26 399 3§ cmdl qial (e pany Blal udy . solatd¥l els¥ly duiall Lelaia¥l 5 ysually £lazal
Sl A Loz A g3l (ady aly dide (Flaza¥l sl
:Mahé DE BOISLANDELLE «; s> ! slezz¥l sl 73508 QI S Jioy

15



T a - a @

JETNRIINEL )
e b et
-
3 o
et e
I e——— . ™
et E £
Rty & -+
& U
&
| 1
e
+
] FESRORIIN &
—
-
| 4
i adadt ol ed e ke aall iz

B. FABI, & D. GARAND, (1989) A propos de I'ouvrage d'Henri Mahé DE BOISLANDELLE
«Gestion des ressources humaines dans les P.M.E.», Revue internationale P.M.E. : Economie
et gestion de la petite et moyenne entreprise, Volume 2, numéro 1, p 102

Calizea 8352 s bl MY e (8 anll Laba el gy oty 3L (o B gazmay ilaiea¥y 3edul] Bules @1
ixaw 2010 .SAOUDI 5 .POLGE .GALLECO .FOURCADE) @i ot syl 3lskl &luslins
Ll Joadl Sle oy cila Lnas¥ls (ralogll o1 5939 coitll Lo Buie &lyiige s (00 (sloxa¥l £ LI (146
Loylidly audsludl LLYI 50as Liealy dalise olpdge e slexe¥l qny b cduwiel] Luelain¥l 8550l
Lol e 055 08 LaS Bz (3555 08 551 sia «Aaliazd ¥ Laaasuy IS Landla sy olas (Glg duogall
oo e e slere¥l @3y zisadll Lia § deall Bz ln) olid Al wlys dule @ Sal (Sasd golazd¥l c1a¥) e
0S5 ASLadly cnednlly g Cadsgll 3 Jaall ilpiie (oS5l lpsieg Jeadl Slpiie ol pall
Slmate e Joadl clpiie H3T bl ey aladl Laclal 39 Jlae¥l cilalaie daawg (Florad # Ll @ mludl olpise
c¥lzme § ko udl CBlua¥l pe dasoell bl A5ylaae day Apesilly 2SI Sl 28] (e Ao gazme Alnsolyy ATl
AU Azmintll Sle oW 3Ll (03 (e oldlyms¥1 Sl 02 By bl 3)lg0
' JWIE clgtus e ) 38l (e goidl i euding
Olsally dpasdaiilly A g3lall oW Sl sue (o 3azill il Logas Aaslall 3805 L3y daylball 3805 -
delsd oM Gazmall § Jiedy Hsadl Al Aaylbll 3805 (L8 oguakll drg e Lol Aungoll dpallasll

16



plas! sis dadiad Gl Lol eadl @lais (&1 clay ddlly onlsal) Aalail) alisl gas oy Jo¥1 (Al
ol sda Glhas e Jadiad Sy Headl adog Glumy Loladl dagdaia)l wlel 2y wlsl) dalaill
Jeall Slas, &ty cwilsall pe Agls Il
Loliae (01 @ Jo¥) Jitay «Autsy g0l DB (y0 Bazall § B8l (yo goidl e (o Bl (0aSG iaIlasll 335 -
e delud 921 Lol ooF (0 aSTHI (8 LI (1009 Ldlal Bedzes § delud Aalaill 8,k e Aalall 551
53 (e 3azmill § eSd S ¥ Lol Aabaill CBlual gedzes da | e ST agea g Jeall § Gilagll
1919 8elaSl yumlic Blele pa se2¥l ads § Alluall
o gl A 380l olé (Saval & Zardet, 2005, p. 399) ol Ll ¢y S casi 2 s A 3uB0l
o Gl UL Jewe (e cRaladl Lrazmslyialy 48,800 2l 51600 8y1s) colaylan oy ol dyuesy
e (o STl 3 oty H92¥ Aoliad (gl sl 34805 O3 daleg o2 Ailiueg Jlac¥] yaglas Ll
Aala! Lzl ! ps Aabaill Lz als 31 592! disliss (33llas
Fleia¥l il rasd 505 S Sliylel Adeldy allas ol 4
il gt Aualiww iluylon Aleldg adlas Wbd 4.1
Lyadl 3lall 2S5 Laal @l bl (o Ao gamme Baolyy caglsgall dulis uluoylos Buleldy dllas ol
Ayl 215 A0S 39 Ll 5583 (o Aupdiadl 3yl 5l) 88539 Jlaall (adl 05209 didis Jlaeg @S5 Jlasg whyllo) (10
SP (R SER PEAPVOO | PVESE 011 [ESUPS U WS PRRP 1 | JEPCOM RS, WS- A ST UE TS PE IR ) (e
(i (09 s (g (e Ay ddl
ASTL Aelaill) daeais ) Gl suand!) pllas @ds IS (po il gl Al Aol e oSl (Say LS
Jleatly 3ol ) Aok 58150 s 2l (40 Loge Ol lslaSl Zazya (e (e casllsgll Jds 5929 (e
gy 3L (ol udilly Glharadl dlae Juds L8 e cilalasdl Lyuxiy el elu a9
SlelaSU Lgiedl Alimgaedl slael allasll yudi elgim! g aSTI Jarf 4y Glatug LS Jlaald dyuddl ool LasY|
e STl dpazye pn 3180 g9l udddl (e Al Adanl Sl laSl &55lan Lpd @ty sl L 535 &
sla dw e Joadly &ilelaS (1 9909 7lie 9o g lelaS (o Aalaidl il b (s Bag2 gl Slgmall dyuseiy
ptl) g llazradl ) 6 gzl gl
LBl g 59l Auwlew luylos deligddlad Wbd 4.2
Loal clga¥l (e Aaz e sleze¥l Bale iy GBS Hoo¥ Auliw Aleldy Adlad s § 3dadl @
Jleall o 2,21 3)lsall olid ol digog By Al s &) ol 3Ll
syl Aluatl s (1
G eSO e @Sl T (0 Jeaiusg COMPA-Tatio 46,lall ddy oy ;i3 ol e slenedl @iy
09 lall pdally Jo¥l g ydally Josugill y2¥lg Japusdl 1231 Julonsy 2laer laradl oty LS 55291 e £ 395

17



sl 12819 Ogasall Go¥l 121 0 IS olid (rasats Aptigad Sbluy aLall Yol g 3Ll e ol
(JWE @25l sda Jeaiud gulall g dally Jo¥ (g dally laswgill 2¥1g
Joull Calizs 3 Jaadl cilas, i3 dalaisg soaxs g i)l ga9 Ogesall o¥l 231 o
L oenld! Jleadl sie ) 8o 3 308 S0 2,231 ST) gag Lawgill 2¥1 @
Qi gl ¥y 2l el ) 2l caaial oo 592l cutss uay dle Jyimmll @i thagusll 231 @
Lol 2¥1 5o sl o
2 5o el gy diall L6 lid Bydee ) 92 iy s day tpolall gy dally oYl gy dall @
slolan gl Y1 ga Jo¥l (gdaally yol el (o %10 day e 2y 501 Jaladl slislaz gl
sl il 50 %10 ey e ady ) Jola)
(compa- agwssdl 231 ao Jasgall 12¥1 A55lae @iy s2dl auded Le iy 1 AaaSI) Adya0 ol 40
:ratio)

55291 § Bysd uzei ¥ il e Juy lld o1 o] (goluad el S Loie @

Ldles (e Aede¥1 ) Ale |yga e Al o (e Jug 23 018 o1y 8T Badd) 0555 Lot
Cro ddad AS A08 uags Lelaill ot e oF e Jos I3 0l o] e ST Rl 05 Loie @
Lo ayeal Lledl olg Ale el
ameelidl (gydieally Jo¥1 gy dicall cyn DS 55l oy « 92 s (3 Auipild Wluie 3929 (he hpardl d! (1o
1 e ST elalls g LIS ol (685 0 camy - Ogasall oY1 1231 ae Jayusgll 12315
Srdieall o Tapusll 21 A5)lae ok Ao A8 S Sotams e p92¥1 (3 uglaT 3929 Adyae ol (10
i) 0sS5 o comy Slidgay Sl Glus Llal Ades Ge @iy awlddl gydially Jo¥
22l G ogladl Glee e @Sl (S (o luz A)lats
o Lad B2 Aol polid ol g el Jiesy
¥l $ydall/Ogaiall Gis¥l oY1 -
el gydall/Ogaiall oYl 21 -
Lwsdl 2 31/0gaiall a8 231 -
Jo¥l Spdeall/lopugll Y1 -
el gy iiall/Ta sl 281 -
Licusl 231/ ¥ Lsgie -
¥ Byleall uld (2
Losgta Cr Byladl luasmy 3 L Loud o 208 UK gkl 21 45)las oy 8,091 3l 55l (uliB 3
Lssie o Grlally dyaiad! Jles 38 po Y1 A0yl Lassgie ( 3yladly @Sxtll Jloe A58 a0 oY1 A,

18



Lagally ciSy 2l gdl alaally (of Zallall dayally B3ylgall sda couss . dpaia)] Jloe 255 po @Sl Jlos 228 ;21
Faste Ll (gl Al
soneidl dlew delig adlad Wbd 4.3
Gidas (& layledl s Sl 2510 (e Ao gazmay Bilaiadd) iy« orodtl] Aualiss Aelelig 3 0lad ol
Awlewd! sda pous
iyt (1
ol Jleadl Ay oyl (po cpdsdiad) sue Lealy Lo Bue oilydige dawlyy copaddl 3805 ok
Jleadl Jlezt ) sl e lgalaial ¢l clyladl 416 duuds Jleadl Jlez) ) copasdl (e loalatul
Jgolazuel (il Sy 4d Aady Jlaadl ozt ) oyl o lgolatul il dpasad) Jlas 458 Ay
Bllly azall sda Jlext ) cupatdl cpe Tgalazal cpddl bl 358 dpudy Jlaadl JlazT ) cayadl 0
aiyotild Al sogal
ideadl gyls (2
Gl Al bl sue Glus Ahulgs Joall B9,k (rruses Jof (pe Aaall wlsla¥l llad (uli oy
e 1 Al bolsell sue) Bl bbbl § @St Ay Lpedlae caad (31 2l bbbl sueg Lple 3,21l @
Jaadl & @adadly ¥l Jlma 3 Jleall (o 83,1501 ol LAEY e (Lple Cdyanll @3 01 ALl Lbolill sue/Lazllas
& deadl Slegazma § nSHLAL! 51,881 saeg Jaall § 2adladly ¥l 248,35 5l (3 25sSAI Jaad) ilegama oy
Lmimiatl Sldeadl sac g daad) 3 2dladly (¥l Jlme § Lgiad lelaxndl sue g daadl § bl (ya¥l Jlxa
Jeadl 3 2odludly (ya¥ll (paams @ U5 &)
aSLad) dwlw adlad WLd 4.4
Jbeadl dudy ol dudy Joadl 093 Jias (9 il 23l (0 Aegazme Aawlgs (Flox¥l # LA wlay
Asgslall sle il sues Jleall Jleat dI oo pad | Jloadl 2ady Jloadl Jlom | Jl 2ol ls | ) Igaiins o)
Lt Gyl bl sacg slaadl alladl ol
rFlain¥) oY1 e Apdadl 5lshl Byls] ilasylos sluolSail ulid .5
Gy Jlas¥l Aalail alall c1s¥1 e colealSail 2iall 351501 81s) culaoylal 18 ¢ slaza¥l o5l e 399
1oL Lage sl Guda daeadly Bygually (£laia¥l # LA Slazul o DS UM (0 dule @Sl (o
REPS LY lo¥l e 35 g u Lol 1a¥1 ol cdalasall c15Y) Slgtus o Jelas el ol PYPRARNES
($3LazBY ol o¥l s 1) Mad 5945 Flarmd oloB B elol Sligiuad alall elo¥l e (1335, Laa 9o
Bylo) didat Ls ey (10 Lple amal) bl yliay sda BN oY) cbigiume paad o flaaadl msll 26 &
(WS Aliaall (29 ool 28l (o Ao Alnsolgy Byl S ol o . iloylon (a9 Solasliss (oo Byl 3yl
i Fleixd| ¥l wkd 5.1

19



0o e due Aalgy dulid @iy a3¥) i (slaa¥l # L Hhazl Aoy sl olo¥) e @Sl @y
sskaiy ol dudy deall Olhgs Juae (2 wlidsll sda dedaill 51 Jeall Sil8Me 852 (uSad LIS ol 45l
Aaaiddl lelall
1galaid¥l oYl Wl 5.2
ol o 5l anad] e dads Lo d8yaly . salaud ¥l elo¥) e dabaill Usls (sleia¥ el poSaiy
Lorer 45l @iy Jlas¥l @859 Joall Azl ulidy Gl daslgs Lple @Sll @z (@l Loliazd¥l &Ll e
Amilsg lall dogall ] 2l AiSy Jlesl @8 (] 021 aliSy Jleall sue (] Jles¥ @) Lud il
Jles¥l o3, J) 48Lall
sdalaill daews obd 5.3
4Ly 2eS Jo¥ ccnliasll (o cnesiy ols Anad] s Auwiell aladl oY1 ) Aedasl) daaw 3oy
igd Ao gl lytall § Lol edeall sue yshas Bewdy Jlee¥l 08) Halas Lud old oy 2SIl ol 3Ll 3 Auc s
Baszell A oWl B35l e Allall sell z3les 389 Lple Juamall calalddl o 1651 Lo 3,38 (iilg e C8yatll
3392l Byla) pllad 5oL aS Adoull cilismlgald Aaylall clalidy gl psSlle 335l of aiags 535> of Alaladl
zoaidl 81531 allass 45001 A bl Aadladly Amsall 515 allas Boling 14001 2l 50531 allas 35L25 9001
Bgxll by gl 35lemdl Jio 2ubogdl sl 2l of

dasladl
Lyl 3ylsl) Slasles JS @ 3l Sy (Flar¥ bl m dawlgs 4l J) diosdll @3 el da 3

Slaslell Adlad ol e dpeglasall milglly calay, adlly (wilgall aaylall Cols (A cbigtun (0 Lple @Sxlg
Al gy 095 lasloll sda Alelas llas st e @Seadl O ol o LeS 2yl 3okl liolad bl oy
6355 &1 lall 3Lt e Joadl o3 cra9 L Joadl iy 2y diall 3))ok) claoylon Relomi sito (s polid il e
JeeT alaie gl Syns e 99 Lasaal Zopdall 31511 510] st G 5 Los¥ ) saesas ]
o0 91 Lke Byla] oo 4l Ll e S el (sloxa¥l skl e sl gy (lata¥1 Gl o dly ) il ddes
FULL e L) el s Lo s 2oy dall 3ylel) claaboan alaxa¥l judy a6l aSTl gy 2ydudl 3ylshl 813
(&3LatBY! Laclof ey Jloe¥l ilelate dnose ey £laza¥)

oyl e dblil (L8 (ol gl z3geilly il delas e ilidly gylas Com ! lia A (Jlsedl Zagilay
syl s 4 alially (L) (i B La T cLpd] Jumsitll gibid] Asmis aSy Jlocel cilolaia @ dyxig a8l
4odo uSTy iy Azl 485501 sl Lrgis| (1 &aladl coluo s asye (65319 Ayl Jlast wilalaie de

S8 Lud yaS Ayt by § 7 3g0d) Gudas

:t’."')l' ALoild

20



A 2l aal e

0391 colee (pmd) ¢ Jo¥1 Bads cpn59ally el Bkl 513) 2, ll 5ok 85150 .(2007) . juns sgeme oS (1

ez gy B,Sall 2slilly plaza¥l ezl 1 ealadl poyazll (Joadl Jeadl yasgh 102 550001 (2013) . Jeall adoudt aalasll (2
Joal! Jaadl CiSa e Adod) Jaall Aalaie Asle Alge o (o Auelara¥l Alaall glay 2dsal) Joall 2alaie Dle

35lsll Agais Ama Ayoliard ¥l Slpaall Ul § Lasaiss Lpduddl 3ylsl) juslat) yatedl (oSl &uaz> (2010) il die gy et (3
214201 (o (2 saall)5 el 2, )

38 lal (Jles¥l Glsol-Jlaadl) 7 ¥l i Conmdl gl daall Glades dge Lozl 2unglall (2016) o))l ie game (4
Sl Gy yd e

il Ama e Bl ool e g s By 0¥ Alud W1 Bl § Jlaall JLas¥! (2000) gile> ilams (D

0391 colae Ozl cquseilly ;aill elas Hls o] aab) 5umlall 851531 Gused (2007) . sy olide ilans (6

O3 olae (ol ¢ Giill ol gpa5 515) il 51511 3,151 .(2009) Li> <l jms (7

aY) aal yall

8) ARCQ, E., & VAN MELKEBECKE, A. (2003). Participation financiére des travailleurs et
concertation sociale. Courrier hebdomadaire du CRISP, 28(1813), 5-39.

9) DIETRICH, A,, GILBERT , P., & PIGEYRE, F. (2010). Management des compétences :
Enjeux, modéles et perspectives. (D. 3eme édition, Ed.) Paris, France.

10) GHRAM, R. (2016). Conditions de travail, ouvrage collectif Psychologie du Travail et des
Organisations : 110 notions clés. (D. E. sous la direction de Gérard VALLERY, Ed.) Paris,
France.

11) IGALENS, J., & COMBEMALE, M. (2005). L'audit social, Collection Que sais-je ? Paris,
France.

12) MAHE DE BOISLANDELLE, H. (1998). Gestion de Ressources Humaines dans les PME.
Paris, France: Editions Economica.

13)NOE, R., HOLLENBECK, J., GERHART, B., & WRIGHT, P. (2011). fundamentals of
human resource management. (. M. HILL, Ed.) USA.

14) PARMENTIER , C. (2008). l’ingénierie de la formation. Editions d’Organisations, Paris,
France. (E. d’Organisations, Ed.) Paris, France.

15) WEISS, D. (1982). pratique de la fonction personnelle. (E. Organisation, Ed.) Paris, France.
16) ADARY, A., LIBAERT, T., MAS, C., & WESTPHALEN, M.-H. (2015). Communicator :
toutes les clés de la communication (éd. 7eme édition). Paris, France: Editions Dunod.

17) ALLEGRE, C., & ANDREASSAN, E. (2008). Gestion des ressources humaines : valeur
de I'immateériel (éd. lere édition). Bruxelles, Belgique: DE BOECK.

18) BENCHERQUI, D., LE FLANCHEC, A., & MULLENBACH, A. (2011). « la gestion
prévisionnelle des emplois et des compétences et son effet sur I'employabilité des salariés
». (C.-1.-R. Editions EMS, Ed.) Revue Management Prospective(n® 48 ), pages 14 a 36.

19) BESSEYRE DES HORTS, C.-H. (2015). RH au quotidien : 100 fiches. (E. Dunod, Ed.)
Paris, France.

20) BOTERF, G. L. (2006). Ingénierie et évaluation des compétences. (E. d’Organisation, Ed.)
Paris, France.

21) CHAPAS, B., & HOLLANDTS, X. (2017). la participation dans le monde du travail : une
perspective d’autogouvernement, revue Annales des Mines - Gérer et comprendre. Revue
des annales des mines - gérer et comprendre, 3(129).

21



22) De Boislandelle , H., & Esteve, J.-M. (2015). Conduire une transmission en PME. (E.
Editions, Ed.) Paris France.

23) DECAUDIN, J.-M., & IGALLENS, J. (2017). La communication interne : Stratégies et
techniques. Paris, france: Editions Dunod.

24) Dictionnaire Larousse. (1984). 903.

25) DIETRICH, A., GILBERT, P., & PIGEYRE, F. (2010). Management des compétences :
Enjeux, modéles et perspectives, 3eme édition, Dunod, Paris, France. (D. 3eme édition,
Ed.) Paris, France.

26) DION, G., & SOLASSE, B. (1968). la participation et I'entreprise. (D. d. LAVAL, Ed.)
revue des relations industrielles, 23(4), 531-532.

27)DION, G., & SOLASSE, B. (1968). la participation et I'entreprise (\Vol. 23). (U. d. Laval,
Ed.) Laval.Canada.

28) DURIVAGE, A. (2010). La gestion des compétences et la dotation du personnel au
Mouvement Desjardins. Revue Gestion, Vol. 29(n° 1,), Pages10 - 18.

29) FOURCADE, C., GALLECO, V., POLGE, m., & SAOUDI, L. (2010). de la gestion des
ressources humaines a l'animation des relations humaines. (E. EMS, Ed.) Revue
management et avenir(40), 141-157.

30) GRYOT , J. (1979). Le recrutement méthodique du personnel. (E. e. moderne, Ed.) Paris,
France.

31) IGALENS, J., & PERETTI, J. (2019). La collaboration entre chercheurs et praticiens dans
le cadre d’associations académiques : le cas de I'IAS (Institut International de I’Audit
Social). Chapitre de 1’ouvrage Entreprencur a I'université, EMS Editions.

32) IGALENS , J., & PERRET]I, J. (2016). meilleures pratiques, méthodes, outils. (E. Eyrolles,
Ed.) Paris, France.

33) JONQUIERES , M., & JORAS , M. (2015). I'audit, une méme démarche intelligente pour
tous. (E. EMS, Ed.) Paris, France.

34) LAMAUTE , D., & TURGEON , B. (2009). de la supervision a la gestion des ressources
humaines. (E. C. Education, Ed.) Québec, Canada.

35) LE BOTERF, G. (2001). ingénierie et évaluation des compétenc. (E. d'Organisation, Ed.)
Paris, France.

36) LEDOUX, J. (2008). La gestion prévisionnelle des emplois et des compétences. (E.
AFNOR, Ed.) Paris, France.

37) LOUFRANI-FEDIDA , S. (2011). 25La gestion des ressources humaines au service de
I'articulation entre management des compétences et organisation par projets. Revue de
gestion des ressources humaines, volume 79(n° 1), page 24 .

38) LOUP, S., & BRAVO, K. (2014). la gestion des ressources humaines dans les entreprises
artisanales: entre spécificités et difficultés». 12eme Congreés International Francophone en
Entrepreneuriat et PME Association Internationale de Recherche en Entrepreneu.

39) MAHE DE BOISLANDELLE, H. (1996). Effet de grossissement et management des
ressources humaines en PME. Actes du 3e Congrés International Francophone sur la PME,
101-115.

40) MARTINON, A. (2011). L’adaptation négociée des effectifs de 1’entreprise La gestion
prévisionnelle des emplois et des compétences. (D. éditions, Ed.) Revue droit social(n® 6),
pp 613-621.

41) MARTORY , B., & CROZET, D. (2016). Le pilotage des effectifs et des compétences :
Pilotage social et performances. Chapitre dans [’ouvrage Gestion des ressources humaines.
(Dunod, Ed.) Paris, France.

22



42) MARTORY , B., & CROZET, D. (2016). Le pilotage des effectifs et des compétences :
Pilotage social et performances. Chapitre dans /‘ouvrage Gestion des ressources humaines.
(Dunod, Ed.) Paris, France.

43) Organisation Internationale du Travail. (2014). Etude d’ensemble des rapports sur la
convention n°® 131et la recommandation n°® 135 sur la fixation des salaires minima. p. 21.

44) Peretti, j., & Magot, J. (2012). Rémunérations. (E. Vuibert, Ed.) , Paris, France.

45) RICHMAN, N. (2015). Human Resource Management and Human Resource Development:
Evolution and Contributions. Creighton Journal of Interdisciplinary Leadership, 2(n° 1),
pages 120 a 129.

46) ROBERT, J. (2007, Aodt). Participation des travailleurs et politiques ressources humaines.
Personnel et Gestion.

47)Roussel, P. (1996). Rémunération, motivation et satisfaction au travail, éditions
Economica, Paris, France. paris: éditions Economica,Paris, France.

48) salesina, p., & larouche, m. (2018). 20)GRH et relations de travail : Fondements théoriques,
enjeux contemporains, Collection : Méthodes & Recherches. Editions De Boeck
Supérieur,Paris, France.

49) Saval, H., & Zardet, V. (2005). Le nouveau controle de gestion. Méthode des codts
performances cachés. Eyrolles,Edition comptables Malesherbes, paris.

50) SWANSON , R. (2007). Defining intergalactic human resource development. Human
Resource Development International, 04(10), pages 455 a 456.

51) VOYNNET-FOURBOUL, C. (2005, septembre ler et 2). quelles représentations de 1’audit
social ? communication présentée dans le cadre de 1’Université d'été de I'Audit Social a
I'lAE de Lille.

52) Wolf, h., & Chaput, I. (2008). I’évolution des politiques salariales dans les établissements
francais : des combinaisons de plus en plus complexes de pratiques, chapitre dans
louvrage collectif sous la direction de Thomas AMOSSE. (E. découverte, Ed.) Paris,
France.

23



Psychosocial Hazards among Academics at Private Research-Focused Universities
in Malaysia:
Review of the Literature

1%t Haniza Abdul Khalid 2" Ahmad Shahrul Nizam Isha 3rd Marlia Puteh
Dept. of Management and Dept. of Management and Fakulti Sains Sosial Dan
Humanities Humanities Kemanusiaan
Universiti Technologi Universiti Teknologi PETRONAS Jalan Sultan Yahya Petra,
PETRONAS Seri Iskandar,Perak, 32610, 54100 Kuala Lumpur, Malaysia.
Seri Iskandar,Perak, 32610, Malaysia marlia.kKl@utm.my
Malaysia shahrul.nizam@utp.edu.my

haniza.akhalid@utp.edu.my

4t Gehad Mohammed Ahmed 5t Muhammad Shoaib Saleem
Naji Dept. of Management and
Dept. of Management and Humanities
Humanities Universiti Teknologi PETRONAS
Universiti Teknologi PETRONAS Seri Iskandar,Perak, 32610,
Seri Iskandar,Perak, 32610, Malaysia
Malaysia sh.saleem87@gmail.com

gehadnaji.utp@gmail.com

Abstract. Psychosocial hazards are negative experiences that people face when dealing with
any possible factors that could risk their psychological, physiological and social well-being
which might detrimentally affect their performance at work. Therefore, in order to improve
employees’ work performance, boost organisational success and enhance their social and
environmental well-being, it is imperative to manage their psychosocial hazards. As one of
the growing countries that emphasises on the development of its education, the Malaysian
Ministry of Higher Education (MOHE) has underlined its focus on research activities and set
this as a quality standard. MOHE has also set the target that by the year 2025, Malaysian
Higher Learning Institutes (HLIs) must rank up their standard against the international
ranking benchmarks. This has caused Malaysian HLIs, particularly the research-focused
universities, to vigorously engage in research activities and initiatives, improve their
international ranking and standard and at the same time, enhance the quality of their teaching-
learning environment. To maintain the universities’ performance against the targets and set
of standards, academics are faced with many possible psychosocial hazards. Thus, this
qualitative research intends to explore their experiences facing the psychosocial hazards
when performing their roles at the universities. This research also intends to identify the
psychosocial hazards management strategies employed by these academics experiencing the
psychosocial hazards. Using all these suggested strategies, this research aims to propose a
psychosocial hazards management guide for academics. The samples for this research are
academics from two private Malaysian research-focused universities and that they have been
serving at their current universities for at least 3 years and have gone through 2 annual
appraisals.
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I Introduction

Psychosocial hazards among employees are negative experiences that they face when
dealing with any possible factors that could potentially pose a serious threat to their
psychological, physiological and social wellbeing which could adversely affect their work
performance. This includes damaging the workers’ ability to connect and function well
with their colleagues. This issue needs to be addressed so that psychosocial risks could be
reduced and mental health among employees could thus be improved. Many experts and
research revealed that exposure to psychosocial hazards could contribute to work-related
stress [1-3] which could further impair the psychological well-being of an employee [4].
Psychosocial hazards are the negative experience that employees face towards - 1. job
content, 2. workload & work pace, 3. work schedule, 4. control, 5. environment &
equipment 6. organisational culture & function, 7. interpersonal relationships at work, 8.

role in organisation, 9. career development, 10. home-work interface [1, 5, 6].

The New Zealand Goverment Worksafe Report revealed that psychosocial hazards at
workplace could impair the psychological well-being of an employee [7]. Psychosocial
hazards are also referred as employees’ negative perception facing any job stressor [8] or
workplace issues which could adversely affect workers’ psychological and physical well-
being. This includes damaging the workers’ ability to connect and function well with their
colleagues, impact the workers’ emotional stability or mental health by disrupting their
coping ability and this could finally hinder their capability to deliver their tasks efficiently.
International Labour Office [9], stated that work-related stress is widespread nowadays that
it could lead to absenteeism among employees, gravely affect their health and risk their
performance which could ultimately provoke long-term damage to body systems and

organs.

Clearly, any types of psychosocial hazards could risk employees’ overall well-being that
could impair their performance. Thus, maintaining positive and harmony work condition
and environment for employees is vital and this could be done if their psychosocial being

is managed [9, 10].



A Psychosocial Hazards

Psychosocial Hazards are defined as any possible harm that could lead to detrimental
outcomes to a worker’s health, organisation’s property (including losses of equipment) (the
Canadian Centre for Occupational Health and Safety [11, 12]. According to Lavicoli [13],
further emphasized that psychosocial risk is a potential harm caused by psychosocial
hazards and evidently, any types of psychosocial hazards could negatively affect an
employee’s work performance. Employees’ health could also be affected by their
perception towards and their experience in their job content, work organisation and
management, environmental and organisational conditions [14]. In other words,
psychosocial hazards can influence the way a person feels, thinks and behaves, and they
could lead to employees’ physiological impairment. In most situations, this may cause
declining work performance, damaging ones’ psychological and social well-being and
causing adverse physical health [6]. In Great Britain, for example, it was reported that a
total of 43% of stress, depression or anxiety cases were due to work-related ill health and

54% of all working days loss were due to ill health [15].

Psychosocial hazards are also seen as possible factors that lead to stress, depression,
anxiety, sleep disorders, suicidal ideation, burnout, stress, violence, family issues,
substance abuse, sexual abuse, and violence [16]. According to WHO, 2020 [16]
psychosocial hazards that are related to work performance, work design, working
conditions, and labour relations could lead to stress. It is affirmative that psychosocial
being of an employee is important in maintaining the positive and harmony work condition

and environment for employees.

Employees in all working environments are gravely affected by psychosocial hazards. The
education field is also facing the same issue whereby it was reported that academics were
the ones facing serious work pressure [3], [17] due to many factors contributing to it. also
[18, 19], revealed that the level of stress among teachers were high and confirmed that

teaching was a stressful occupation.



B Malaysian Higher Learning Landscape

The Malaysian Education Blueprint targets at increased access, quality, equity, unity, and
efficiency for Malaysia to achieve global recognition and attain better international
ranking. Under the aspiration of quality, MoHE focuses on the quality of graduates,
institutions, and the overall system. In achieving the quality targets, Malaysia needs to
demonstrate a certain achievement levels in international university rankings [20]. These
rankings are mainly descending towards research output, namely citations per faculty and
number of papers in high impact journals. These high impact journals are publications that
are considered as highly influential in their fields for example, Cell, Science, Nature,
Journal Quarterly Journal of Economics or Cancer Journal for Clinicians or Review of

educational Research.

Besides that, to ensure the quality aspiration is fulfilled, the Ministry also promotes
participations in international rankings such as the Quacquarelli Symonds (QS) Ranking,
the World University Ranking (WUR) and the Times Higher Education World University
Ranking. To be ranked at a good standing in any of these ranking exercises is imperative
to testify that a university achieves a certain international standard. Besides having all these
recognition requirements installed as a standard benchmark, providing good quality of
education is still an integral part of the agenda of all Higher Learning Institutions (HLIs)
in Malaysia [21]. Under all these aspirations and ambition, the Ministry aspires that
Malaysia produce 20 Research Excellent Centres of international standard, at least 100

researchers, scientists and engineers for every 100,000 workforce [22].

2021 2020 2019 2018 2017

RANK | UNIVERSITY Rank | UNIVERSITY RANK | UNIVERSITY RANK | UNIVERSITY RANK | UNIVERSITY
301-350 UM 301-350 UM 301-350 UM 351400 UM B01-200 UKM
501800 UTAR 501800 UTAR 501500 UTAR 501500 UTAR B01-200 urMm
B01-800 UKM B01-800 UKM B01-800 UKM B01-800 UKM B01-200 UM
B01-800 urMm B01-800 UMP B01-800 UM B01-800 urMm B01-200 utM
601-800 UM 601-800 urMm 601-800 utMm 601-800 UM &01-800 uTp
601-800 utMm 601-800 UM &01-800 uTp 601-800 utMm 301+ UITM
&01-800 uTp 601-800 utMm 801-1000 UPM &01-800 uTp 301+ uum
601-800 uum &01-800 uTp 801-1000 UNITEN 801-1000 UNITEN
801-1000 UNITEN 801-1000 UNITEN 801-1000 uum 1001+ uum

1001+ UNIKL 801-1000 uum 1001+ UNIMAS

1001+ UmMp 1001+ UNIMAS 1001+ UITM

1001+ UNIMAS 1001+ MMU

1001+ MMU 1001+ UITM

1001+ UTEM

1001+ UITM

Table 1: The Times Higher Education World Ranking 2017 — 2021



Table 1 shows the achievement of top Malaysian HLIs in securing the international
recognition through the Times Higher Education World University Ranking for the span
of five years (2017 — 2021).

Criteria of Evaluation for the Times Higher Education Ranking Percentage
1- Citations impact (normalized average citations per
paper)
Citations —research influence  |(Database: Thomson Reuter's Web of Science) 30%
Teaching - the learning environd1 - Income per academic 30%

2- Reputational survey —teaching

3 - PhD awards per academic

4 - PhD awards / bachelor's awards

5 - Undergraduates admitted per academic
1- Papers academic and research staff 30%
2- Research income (scaled)
3-
1-
2-
3-
1-

Research —volume, income and

Reputation survey —research

Ratio of international to domestic students 7.50%
Ratio of international to domestic staff

Proportion of internationally co-authored research
Research income from industry (per academic staff) 2.50%

International mix —staff and stu|

Industry income - innovation

Table 2: Criteria of Times Higher Education World Ranking

Table 2 shows the criteria of evaluation for the Times Higher Education Ranking where
the research component (Citations — Research Influence, Research — VVolume, Income and
Reputation, Industry Income — Innovation) constitutes 62.5% of the total percentage of the

evaluation.

Table 3 below shows the criteria of evaluation for the QS World University Ranking which

the research component covers 20% of the whole evaluation metric.

CRITERIA PERCENTAGE
Academic Reputation 40%
Employer Reputation 10%
Faculty-Student Ratio 20%
Citations Per Faculty 20%
International Faculty Ratio 5%
International Student Ratio 5%

Table 3: Criteria of QS World University Ranking



2021 2020 2019 UNIVERSITY
59 70 87 LInA
132 159 202 LIPM
141 160 184 LK
142 1565 207 LISk
187 217 228 UTrA
379 511-520 601-650 TAYLOR'S
391 4432 481 UCsI
439 482 521-530 uTpe
531-540 591-600 601-650 LILIRA
551-560 541-550 - M3U
601-650 531-700 651-700 el
651-700 651-700 751-800 LT
FO1-750 751-800 - SLINWAY
701-750 | 801-1000 | 701-750 UNITEN
751-800 751-800 - umMp
801-1000 | 801-1000 | 801-1000 RN
801-1000 ( 801-1000 - UNIMAS
801-1000 ( 801-1000 - UTAR
801-1000 ( 701-750 - umP
801-1000 | 301-1000 - UMS

Table 4: QS World University Ranking 2019 — 2021

Table 4 indicates the achievement of top Malaysian HLIs in obtaining the
international recognition through the QS world university ranking for the period of
three years (2019 — 2021).

Apart from participating in the international ranking exercises, Malaysia has its own
national rating system in order to maintain its education standard: Rating System
for Malaysian Higher Education Institutions (SETARA), Malaysian Quality
Evaluation System for Private Colleges (MyQUEST), Malaysia Research
Assessment Instrument (MyRA).

As Malaysia is moving forward, the road map from 2021 — 2025 aims to complete
the establishment of international research laboratories or centres of excellence with
prominent international partners. Besides, there are also ongoing enhancements to
the quality assurance and institutional ratings system, benchmarked against
international standards [22]. All these aspirations are reflected in the requisite

performance requirements in all the research-focused universities in Malaysia.



C Challenges of Academics at Malaysian Research-Focused Universities
There are 20 public universities in Malaysia and theses public universities are
divided into 5 research universities, 11 comprehensive universities and 4
specialised technical universities (MTUN). The five public universities that have
been designated as research universities are Universiti Malaya (UM),
Universiti Putra Malaysia (UPM), Universiti Kebangsaan Malaysia (UKM),
Universiti Sains Malaysia (USM) and Universiti Teknologi Malaysia (UTM). The
4 universities under the Malaysian Technical University Network (MTUN) are
Universiti Tun Hussien Onn Malaysia (UTHM), Universiti Teknikal Malaysia
Melaka (UTeM), Universiti Malaysia Pahang (UMP) and Universiti Malaysia
Perlis (UniMAP). The criteria of Malaysian Research University are described in
Table 5.

Indicator Criteria Research
University
1. Quantity and Critical mass 60 per cent of
Quality of academic staff will
Researchers be involved as
Principal
Investigator
Percentage of academic staff with 60 per cent
PhD or equivalent
Research experience (3 cohorts) With balanced
distribution of staff
with > 20 years of
experience,10-20
years and < 10
years of experience
Number of recognitions/ 100
awards/stewardship conferred by
national and international learned
and professional bodies

2. Quantity and Publications Two papers in
Quality of national/
Research international

refereed and cited
journals per staff /
year or cumulative
impact factor for
the institution of
not less than 5,000

Research grants for S&T academic At RM50,000/staff /

staff year of which at

a. Public least 20 per cent is

b. Private (including contact from international

research) sources and 20 per

c. International cent from private
sector




3. Quantity of

Ratio PhDs graduated to academic

1: 18 academic staff

Postgraduates staff of which 60 per cent
will be from S&T
Ratio of postgraduates to academic 3 postgraduates: 1
staff (enrolment) staff
Ratio of postgraduates (based on 1 postgraduate: 4
research and mixed method) to undergraduates
undergraduates
Percentage of international 10 per cent
graduates
4. Quality of Percentage of postgraduate intake 50 per cent of
Postgraduates postgraduates

with CGPA >3.0

Percentage of postgraduate
fellowships/grants from prestigious
bodies awarded to postgraduates via
research mode

Not less than 10 per
cent

5. Innovation

Number of patents attained/number
of products commercialised/
number of technology know-how
licensing/number of IPR/copyrights
(including original writings)

30/year

6. Professional

Income generated from training

Not less than RM20

participant

Services and courses/services/consultancy/ million/
Gift postgraduate student year
fees/endowment/gift
7. Networking Inter-institution (national) 70 per cent
and Linkages participation
Inter-institution (international) 30 per cent

8. Support
Facilities

Equipment fully operational and
calibrated or physical facilities that
meet safety and quality standards
(accreditation to GLP/1SO17025) or
library facilities including
networking and shared facilities of
service centres or recreational or
access to high end research
facilities

On site auditing 75
per cent compliance
attained

Table 5: Performance Indicators for Malaysian Research Universities [23]

Under the research university flagship, research initiatives and engagements as well as
graduate employability are paramount in Malaysian HLIs. These important features have
encouraged universities to engage in smart collaborations with industry players. Besides
having to secure research grants from industries and other relevant agencies, research
grants are also given by the government in realising the research aspirations. Malaysia has
also established private higher education institutions and foreign university international
campuses which are mainly from the private sector’s investments. With all these active
participations from the investors and Malaysia’s clear education aspirations, there are

currently 43 private universities, 33 private university colleges and 10 foreign university

8




branch campuses in Malaysia. Though the establishment of research universities by MOHE
is meant for Malaysian public higher learning flagships, the private higher learning
institutions have also been emphasising on research driven initiatives in their governance
in pursuance for global recognition [24]. All the private universities in Malaysia that strive
to be recognised at an international level and to achieve the standard benchmarked by
MOHE, have also included all the important features of research universities set by MOHE

in their universities’ main agenda.

All research focused-universities in Malaysia are clear with the primary objectives of a
research university that are to spearhead innovation efforts, to develop and boost centres
of excellence in national critical areas, to establish research outcomes of par-excellence, to
contribute to strong research publications that are impactful, to train superior students and
to create a productive and function research environment [22]. These aims have also been
part of private universities that target to achieve international recognition and standard.
Thus, these research-focused universities have been vigorously participating in research
and innovation activities which are steered by highly qualified academics and rigorous
student enrolment. Research-focused universities are also required to develop their
intellectual potential and become exemplary to other Malaysian universities in carrying out
research activities for knowledge advancement. In addition to that, these research-focused
universities must also generate their own income and create holding companies responsible
for undertaking business projects by selling their research products, increase the quality
and quantity of researchers, research and postgraduate students. This warrants proactive
and innovative university leadership and an inevitable adoption of new aggressive ideas of
identity and governance. Because of this, education, training and employment policies in
all research-focused universities have to be reviewed to encourage research activities

among the academics.

It can be fairly said that the criteria of a research university crafted by the MoHE are
comparable to the specifications set by the international standard. These universities must
be aggressive and active in research activities in order to be distinguished. To achieve the
standard and recognition and be part of the global education prospect, the number of
research activity engagements, amount of research grants secured and series of recognitions

in high quality research are highly sought after.
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Academics at Malaysian universities have been reported to experience adverse
psychological, physiological or social health risks due to psychosocial hazards but the
psychosocial hazards of the academics at research-focused universities in Malaysia have
not been explored and that no strategic guidelines and plans have been developed to

manage their psychosocial hazards.

Issues of psychosocial hazards are crucial in Malaysia right now [25, 26] and academics
have been identified as the ones experiencing a higher level of psychological distress
compared to other employees in other fields of occupation. MOHE requirements for
international recognition, rankings and quality & the Key Performance Index (KPI) of
research-focused universities are perceived as very demanding and had been causing stress
among academics [27, 28]. It is also reported that psychosocial hazards at workplace had
not been successfully managed whereby it is imperative to effectively manage psychosocial
hazards so that organisation productivity is improved [29]. It was confirmed that even
though the needs and demand to fulfil the requirements of research-focused universities
have created some form of psychosocial hazards among academics [30], no strategic
guidelines and plans have been developed to mitigate academics facing psychosocial
hazards [31] also revealed that psychosocial hazards caused by chronic workplace stress
was not successfully managed. (Leka et al., 2008) also substantiated this and reported that
in order to control psychosocial hazards at work, a systematic and effective policies and
practices must be planned and provided. This is imperative because to improve
organisation productivity, psychosocial hazards must be effectively managed (OSHA,
2012)[32].

Psychosocial hazards among employees are negative experiences that they face when
dealing with any possible factors that could potentially pose a serious threat to their
psychological, physiological and social wellbeing which could adversely affect their work
performance. This includes damaging the workers’ ability to connect and function well
with their colleagues. This issue needs to be addressed so that psychosocial risks could be
reduced and mental health among employees could thus be improved. Many experts and
research revealed that exposure to psychosocial hazards could contribute to work-related

stress [33] which could further impair the psychological well-being of an employee [34].
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Psychosocial hazards are the negative experience that employees face towards - 1. job
content, 2. workload & work pace, 3. work schedule, 4. control, 5. environment &
equipment 6. organisational culture & function, 7. interpersonal relationships at work, 8.
role in organisation, 9. career development, 10. home-work interface (World Health
Organization, 2003) [35].

I REVIEW OF LITERATURE

This paper reviews four main aspects of literature. The first is the literature describing
psychosocial hazards and the underpinning theory behind them. The second is the literature
of psychosocial hazards experienced by employers in other occupations. The third section
describes the psychosocial hazards faced by academics and the last one is on psychosocial

hazards among academics in Malaysia.

A Theoretical Framework of Related Theories
Psychosocial Hazards
The grand theory underpinning this study revolves around the framework and
supported by [34]. The theory states that psychosocial hazards are the negative
experiences that employees face in dealing with:

1. job content: lack of variety or short work cycles, fragmented or meaningless
work, under use of skills, high uncertainty, continuous exposure to people
through work

2. workload & work pace: work overload or under load, machine pacing, high
levels of time pressure, continually subject to deadlines

3. work schedule: shift working, night shifts, inflexible work schedules,
unpredictable hours, long or unsociable hours

4. control: low participation in decision making, lack of control over workload,
pacing etc

5. environment & equipment: inadequate equipment availability, suitability or
maintenance, poor environmental conditions such as lack of space, poor
lighting, excessive noise

6. organisational culture & function: poor communication, low levels of support
for problem solving and personal development, lack of definition of, or
agreement on organisational objectives

7. interpersonal relationships at work: social or physical isolation, poor
relationships with superiors, interpersonal conflict, lack of social support,
bullying, harassment

8. role in organisation: role ambiguity, role conflict and role responsibility for
people

9. career development and: career stagnation and uncertainty, under promotion or
over promotion, poor pay, job insecurity, low social value to work

11



10. home interface: conflicting demands of work and home, low support at home,
dual career problems

[36] identified psychosocial hazards as any element at work, for example, materials,
work environment, work organisation and practices, damage, injury or disease that
could affect employees’ physical and psychological well-being. According to
psychosocial hazards at workplace could be contributed by issues revolving around
job content, workload and work pace, work schedule, control, environment and
equipment, organisational culture and function, interpersonal relationships at work,
role in organisation, career development, home-work interface. According to (Cox
& Griffiths, 2005)[6] defined psychosocial hazards as any aspects of social and
organisational work environments that are potential to cause psychological or
physical harms to the employees. Many organisations like ILO, WHO and
European Commission have defined psychosocial hazards as factors that affect
employees’ aspects of work organisation, design and management. These could
potentially be detrimental to employees’ health and safety which could lead to
further adversity among employees such as taking sick leaves, decreasing
performance efficiency or increasing human errors. These potential psychosocial
hazards include work demands, unavailability of organisational support and
rewards, and poor interpersonal relationships, workplace harassment and bullying.
Revealed in the WHO 2010 Report that protracted exposure to psychosocial hazards
could cause serious health problems such as cardiovascular issues, psychiatric

disorders and depression [37].

Effects of Psychosocial Hazards

The main theory of the effects of psychosocial hazards on employees affirms that
employees who are dealing psychosocial hazards will experience adverse impacts
on their psychological, physiological and social well-being [6]. According to the
theory, the potential negative psychological effects on them are, for example, stress,
depression, anxiety, burnout and suicidal ideation. The physiological adverse
impacts that the employees could experience are for instance sleep disorders,
musculoskeletal disorder (MSD), coronary diseases or cancer and the detrimental
social impacts that they could experience are distancing themselves from friends

and colleagues, being absent from work, being involved in substance abuse, sexual
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abuse, violence or family issues. This theory was also supported by The Canadian
Centre for Occupational Health and Safety (2020), WHO (2020), ILO (2020 &
2000), HSE (2020)[38] , AlA Vitality Report (2019), [16]and [39]. This was also
substantiated by the International Labour Office report (2000) stating that an
excessive and longitudinal subjection to psychosocial hazards could lead to tragic
outcomes such as physiological threats and suicidal thoughts [40], (HSE, 2015),
(WHO, 2020) (ILO, 2016) and many researchers [41-43] also revealed that
incessant pressures and intolerable demands could lead to adverse reactions in

employees.

According to (WHO, 2020), affirmed that the psychological and physical well-
being of a person and the effectiveness of an organisation could potentially be
adversely affected by work-related stress. Therefore, it is recognised world-wide as
a major challenge to workers' health and the health of their organisations. The
disability of employees to manage their thoughts, emotions, behaviours and
interactions with others including at workplace could lead to mental disorders
(WHO, 2020). (WHO, 2000) also reported in 2000 that mental health problem was
one of the three major causes of disability in the world besides cardiovascular

disease and musculoskeletal disorder.

Mental health, evidently, is a real global issue that has impacted employees and
employers alike and the number of people suffering from mental disorder is
increasing by year and depression is a common mental disorder and is one of the
dominant causes of disability around the world (WHO, 2020). Based on the 2017
Malaysian Mental Healthcare Performance Report the number of suicidal attempt
[39] was increasing due to mental disorders. This finding supported the 2015
National Health Morbidity Survey results [25] which reported that 1 out of 3
Malaysian adults aged 16 and above endured some manifestations of mental health
issues. It was anticipated that mental illness would be the second leading health
problem in the country after heart disease if such problem is not addressed soon.
The Malaysian Psychiatric Association further reported that by 2020, depression is
a dominant mental health problem in Malaysia. The main factors contributing to

this are stress and work pressure. The 2011 National Health and Morbidity Survey
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Report revealed that, 12% of Malaysians suffered from depression and anxiety
disorders. The number of sufferers significantly increased to 29% in 2017 [44].
Patients experiencing depression has also shown a 50% a dramatic increase between
2011 to 2015 [39]. It was identified that Malaysian employees suffered from
overwork and sleep deprivation and 51% of them agreed that they were
experiencing work-related stress and the mental health problems among Malaysian
employees were on the rise. From that research, 20% of the participants agreed that
they suffered from workplace bully which affirmatively was the contributing factor

to their workplace stress.

Evidently, this issue does not remotely exist in certain areas and populations only

but it has become a serious issue and has affected people globally.

Psychosocial Hazards among Employers in Other Occupational Environments
Psychosocial hazards exist in many parts of the world and in many types of work
environments. This section establishes the literature highlighting the presence of

psychosocial hazards at the workplace.

Another field of occupation that reported prevalence of psychosocial hazards is
health care. Health and care employees were exposed to psychosocial hazards in
the workplace and this is mainly due to work overload issues [45]. Psychosocial
hazards were assessed and the corresponding risks among health care employees
were identified in a tertiary health facility in South Nigeria. A cross sectional study
was carried out in University of Port Harcourt Teaching Hospital, Rivers State,
Nigeria using a qualitative method. Participants were interviewed and their
experience when facing situations of psychosocial hazards were recorded. Their
risk scores and levels of identified hazards were determined using risk assessment
matrix. This study revealed that work overload scored the highest proportion of all
the psychosocial hazards identified followed by poor interpersonal relationship,
assault from patient relatives and job dissatisfaction and boredom. Overall, it
showed that health care employees in South Nigeria were exposed to psychosocial

hazards at their workplace[45].
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Besides that, [46] disclosed the psychosocial hazards faced by nurses in one of the
government hospitals in Dubai, United Arab Emirates. The authors studied the
effects of psychosocial hazards among nurses by employing a quantitative
descriptive cross-sectional method using a wide range of demographical variables
namely, area of work and job titles. The tool was adapted from OHS Vulnerability
Measure, developed by the Institute for Work and Health Toronto, Canada. The
findings indicated that psychosocial hazard was the most common and frequent
hazard observed among Dubai nurses. There was a significant relationship between
area of work with psychosocial hazards, confirming that psychosocial hazards were
apparent in nurses of all the job titles in the government hospital in Dubai, United

Arab Emirates.

In another related research [47], studied the psychosocial hazards at the University
of Port Harcourt which demonstrated verbal abuse as the most prevalent
psychosocial hazard. The study has identified several important psychosocial risks
and intervention approaches. It was apparent that there was an urgent need for the
University of Port Harcourt management to take immediate measures in reducing
and curbing the escalating advances of psychosocial hazards among the staff
members. Based on this research, the two main contributors to their experience of

psychosocial hazards were workload and home-interface.

These literatures demonstrate that psychosocial hazards are prevalent in various

occupational environments.

The Global Perspectives of Psychosocial Hazards among Academics

Several studies reported that many teachers and academics suffer from work-related
stress [48]. Academics faced overwhelming workload, forced to obtain external
funds and tensed to publish more research papers. These continuous internal and
external expectations have caused these academics to demonstrate various
physiological and psychological impacts. These include secluding themselves from
students, having low level of motivation to teach and do research and ultimately
resorting to leaving their professions permanently [49]. This tallies with the study

done by [50] on the effects of occupational stress among Dutch university academic
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members. The authors revealed that the academics who experienced job stress, job
strain, and psychological withdrawal distant themselves from work, colleagues, and
students.

[51-53] also reported that teachers’ general health well-being, job satisfaction and
work performance were gravely influenced by job stressors. These researchers
further advocated relationship among academics and students, demanding teaching

workload contributed to pressure and stress at work.

Academics in the UK has experienced the stressors for quite a long period of time
and evidently, no real change has occurred. It was reported that more than one third
of the health issues in the UK in 2009 were caused by work-related stress (UK HSE,
2010) This has prompted the HSE to analyse the 2006 — 2007 records. Surprisingly,
a total of 13.5 million absent days from work were recorded during the period. This
has endorsed the results in their earlier 1998 study [2] which revealed that the
academics’ psychological affliction levels were high and above other professional
employees from other occupational environments and that academics persistently
suffered from high levels of work-life conflict [2, 54, 55]. The factor that
contributed to this recurring issue was the sub-standard health and labour treatment
experienced by the UK academics. That made it very challenging for academics to
achieve a healthy work-life balance which ultimately led to health problems, job

dissatisfaction, and high turnover in the education sector [56, 57].

Besides that, [3] concurred that increased demands to compete among academics
have caused employment terminations, organisation amalgamations, aggressive
technology adoptions and adaptations, as well as overwhelming demands for
competitive high standard products and services. This has undeniably increased
workloads among academics and thus, escalated work pressure among them.
According to [58, 59] , these pressing situations had prompted university
governances to demand for progressive reporting, implement immediate
restructuring and introduce radical short-term basis employment. These demands
and changes, to a certain extent, had contributed to work stress among the

academics.
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Benson & Brown, 2007 [60], analysed the numerous workplace roles that must be
fulfilled by academics which include teaching, research involvement, consultation
and research supervisions. Academics feel pressure to juggle between research and
teaching, to prioritise the existing and oncoming new workloads, as well as to learn
new demands of teaching online. Insufficient funding and resources, work overload,
poor management practice, job insecurity, and insufficient recognition and reward

were mainly contributing to the stress among academics [61].

The adverse effects on the well-being of employees in higher education were likely
to have negative effects on students’ educational experience as well as institutional
performance [61]. This kind of pressures could contribute to job stress among
academics and consequently hinder their efficiency, health and dedication. [62]
reported similar issues experienced by academics at the US and Australian research
universities and doctoral grant institutions. Increased demands to compete among
academics have caused employment terminations, organisation amalgamations,
aggressive technology adoptions and adaptations, as well as overwhelming
demands for competitive high standard products and services. This has undeniably
increased workloads among academics and thus, escalated work pressure among

them.

According to [63, 64], the academics from the United Kingdom, United States and
Australia respectively experienced psychosocial hazards due to the high demands
of workload requirements from the universities. These demands were primarily due
to the significant cuts of government financial resources, high number of student
enrolment, increasing demands in science and teaching competitions and high over-

expectations in teaching using technological advances.

This also resonated with the research done by [65] when Briggs identified that
academics experienced stress due to multiple roles in online teaching and (Shah,
2013) confirmed that challenges and uncertainties in government policy like cutting
of public funding as well as an increasing demand to improve the quality and
standard of higher education would not be conducive to enhance academics’

teaching and research performance.
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Psychosocial hazards were also experienced by a group of Australian academics as
revealed by [66]. The researchers identified that the academics’ job stress was due
to the imbalance of work-life aspects and high level of conflict in their work and
their personal lives. They confirmed that academics’ poorer wellbeing and
increased ill-being were significantly due to perceived job threat-type stress among
them. In this research, the researchers employed the Stress in General scale (SIG)

developed by [67] to measure perceived job stress.

In a later research, [53] revealed in their findings that role conflict and ambiguity,
lack of promotion opportunities and feedback, lack of participation in decision
making, excessive workload, unsatisfactory working conditions and interpersonal
relations were the main psychosocial hazards that the academics in a private
university in Sudan experienced. This evidently shows that academics have been

continuously experiencing psychosocial hazards.

[68] also discovered crucial findings among university lecturers in Pakistan and
Finland. These academics took sick leaves due to burnout dues to the psychosocial
hazards that they experienced. This research revealed that age and gender
contributed to these academics’ experience of psychosocial hazards. Between these
two groups of academics, however, the research results showed that the academics
in Finland faced low risk of psychosocial hazards compared to academics in
Pakistan. This was due to the academics in Finland had a conducive working
environments, good social support at work, and high promotion opportunities with
low percentage of workplace bullying. In terms of the age factor, it was affirmed
that young university lecturers in Pakistan were more at risk of stress and burnout
and they were the ones who were potentially prone to occupational stress and
burnout as compared to their academic colleagues who were above 56 years old.
This supported the findings by [69] when they revealed in their research that young
academics with junior academic rank at a Malaysian university experienced

burnout.
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The issues of psychosocial hazards among academics still persists till today and this
is apparent when [70] carried out a study on academics in Poland and again, it was
identified that these academics also faced psychosocial hazards at workplace and
their hazards were due to the work contents and their work context, not other factors
like gender, work experience and academic qualifications. To measure the
psychosocial threats among the academics, this quantitative research utilised The

Psychosocial Risk Scale (PRS) [70] questionnaire as the tool to gather the data.

Psychosocial Hazards among Academics in Malaysia

Psychosocial hazard among academics is a prevalent phenomenon in Malaysia.
Many claimed to be suffered from some manifestations of psychosocial hazards.
A study conducted by [71], on Malaysian academics at higher learning institutions
indicated that that 77% of the academics experienced stress. They identified that
stress experienced by academic staff were mainly contributed by the workplace
surroundings; relationship which encompasses workplace professionalism
including issues pertaining to working with colleagues, seniors and customers and
roles or positions at the workplace. In this research, the academics’ work-related
stress at the institution was measured using an established HSE Management
Standards Indicator Tool by the United Kingdom Health and Safety Executive
(HSE). The results of the findings obtained from questionnaire were analysed
using Microsoft Excel analysis tool of HSE Management Standards Analysis
Tools version 2013.

The main factors contributed to this were work demand, relationship and role.

Psychosocial factors and depression are the main factors that caused
musculoskeletal disorders (MSD) among academics. It was found that MSD could
incapacitate the academics more if they experienced depression. In a study done
on Malaysian research university academics, it was revealed that job demands,
job control, managerial support, peer support, violent relationship, role clarity and
change had significant impacts on academics’ job satisfaction and turnover

intentions at [72, 73].
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Young, newly recruited lecturers and those who were holding junior academic
positions experienced burnout more. In addition, revealed that female academics
experienced high level of stress more than their male colleagues which supported
the findings from the studies done by, [51, 74]. Besides that, it was also identified
that academics who were holding managerial positions were more stressed than
the ones without posts [75] and the ones who were single experienced more stress
than the married academics though some studies did not show any significant
difference of psychosocial hazards effects on married academics, socio-
demographic factors (gender, level of education, income, job title and length of
service) had a significant relationship with the effects of psychosocial hazards
among the academics at a private university in Malaysia. These studies obviously
show that in some academic environments, the demographic characteristics had

some contributions to the academics’ psychosocial hazards experience [76].

The relationship between role overload, role ambiguity and strain over time
among Malaysian public university academics [77]. It was concluded that the
academics were less tolerant with role ambiguity as compared to role overload
and role conflict. The research used hierarchical regression analyses to obtain the
results. It was reported that the results from cross-sectional analyses advocated
that academics had low tolerance with role ambiguity in comparison to role
overload and role conflict. This research further revealed that higher level of
tolerance for role overload and role conflict could negate the negative effect on
strain. However, the academics were more prone to strain if they have lower level
of tolerance for role ambiguities. On the other hand, rigorous research demands
stipulated in the academics’ performance indicator were identified as the greatest

source of stress among the academicians a research university in Malaysia [78].

This phenomenon was further explored by [79] on academics in another private
university in Malaysia. It was identified that 6% of 229 academics demonstrated
burnout attributes. This group of academics was mostly young with junior
academic grade. It was also shown that the academics that exhibited burnout
features had a lower overall work life score. In order to measure the issues of

burnout among these academics the researchers used The Maslach Burnout
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Inventory — Educators Survey (MBI-ES) and the academics’ quality of work life
was assessed using The Work-Related Quality of Life (WRQoL) scale. Based on
the results derived from this research, this study proposed that universities should
develop and incorporate effective intervention approaches to assist academics

with the requisite skills to curb burnout.

All of the reported research finding have confirmed that academics all over the
world are experiencing some kind of psychosocial hazards which have adversely

affected them.

1. CONCLUSION

In observing the government’s aspirations to garner international recognition of certain
benchmarks, taking an active part in the research agenda seems to be of importance. This
has been aspired by MOHE that by the year 2025, Malaysian Higher Learning Institutes
(HLIs) must rank up their standard against the international ranking benchmarks. As such,
besides other requisite academic commitments, most universities in Malaysia have also
placed a certain level of targets and standards of research agenda in the academics’
performance requirements set by the universities. Having all these commitments entrusted
to academics, it is paramount to explore and understand the experiences of the academics
facing psychosocial hazards in performing their duties at research-focused universities.
Once all of these are addressed, it is important to develop a strategic psychosocial hazards
management guide for academics in mitigating the risks of psychosocial hazards

experienced by them.
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