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Employee Value Proposition (EVP) - WIIFM (What’s in it for me)?

Compensation

Salary satisfaction

Compensation system
satisfaction

Rases and promotions
Timeliness
Fairness

Evaluation system

Benefits

Time off
Holidays
Insurance

Satisfaction with the
system

Retirement
Education
Flexibality

Family

Work
Environment

Recognition
Autonomy

Personal
achievements

Work- iife balance
Challenges

Undertanding of one's
role and responsibility

Culture

Understanding of
firm’s goals and plans

Colleagues
Leaders and managers
Support

Collaboration and
team spirt

Social responsibility

Trust
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Bringing meaning to work

Why do people work for your team? Being able to answer this question means that
you can evaluate how well we are living up to these expectations.

PERSONAL REFLECTION Completion: 35-45 Mins. | Difficulty: 7710 | Materials: NONE

WHY DO PEOPLE WORK FOR THIS ORGANISATION?

(other than money):

On an individual level
(.. what aro the intrinsic and personal drivers?)

On a professional level
(e.g. professional standards and skills associated
with them).

On a team level
(e.g. friendship, learning from others, tearn
achievement, social connections).

On a customer / service-user level
(e.g- connection to the people who consume
your services or products).

On a company level (e.g. the brand and history
of the arganisation, its impact on society and
the world at large).

Contact The Big Picture People

Clavering House, Clavering Place, Newcastle upon Tyne, Tyne and Wear, NE1 3NG.
i I

Tel: +44.(0) 191269 6979, Email: i k Web: hebi.

THEbig
picture’

PEOPLE.

INFORMATIOI

INTRODUCTION:

« Have you ever taken time
1o think what your people
‘want from their work
rather than just being
paid?

USE THIS RESOURCE:

o To make you think
about what makes work
meaningful

INSTRUCTIONS:

e Usothe document as
a personal reflection
exercise orinclude it in
your next regular meating,
or set some time aside
specifically for this
discussion with your team.

SUMMARY:

o There are five questions
10 help you start thinking
about what makes work
meaningful foryou and
Yyour team members.

L=~

© BigPicture Learning Limited 2620

T big
picture’

PEOPLE.
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TALENT MANAGEMENT MATURITY MODEL

Levels indicate increasing integration, business ownership & alignment
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TALENT STRATEGIES BY INDUSTRY

Government is the least mature sector; banking & tech are most mature.

Government

1

Health care/Medical 13%

Retail [ 55% 38% %

Insurance |4 54% 41% 7%

Business Se.rwces/ 9% 21% 21% 3%
Consulting

Manufacturing 13% 38% 42% 8%

Technology 8% 31% 50% 11%

Banking [l 31% 52% 9%

e 10% 20% 30% 0% 50% 60% 0% 80% 90% 100%

@ No strategy M Novice il Intermediate W Advanced
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Executive summary

Three key insights you should know to attract and recruit great talent around the world

70% of the global workforce Talent goes online and relies on personal Compensation matters most
is passive talent networks to discover new opportunities when making a final job decision

60%

33%
29%

Online job Social Word of Better Better Better
. . boards professional mouth compensation professional work/life
@ Passive @ Active networks packages  development  balance
How would you classify your What channels do you use to look for What are the three most important factors that would

current job search status? new job opportunities? entice you to accept a new job opportunity?
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Active talent is not always unhappy talent

Passive talent tends to be highly satisfied, whereas active talent feels a healthy
mix of satisfied and dissatisfied in their current role.

To successfully recruit satisfied talent, leverage the data in this report to build an
unforgettable candidate experience and strengthen your relationships with talent.

Job satisfaction for passive talent Job satisfaction for active talent

76%

48%
30%
20%
= = -
Dissatisfied Neither satisfied Satisfied Dissatisfied Neither satisfied Satisfied

nor dissatisfied nor dissatisfied
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First contact: What talent wants to know

When you first reach out to professionals about a new job opportunity, be sure
to explain the job role responsibilities and why they are a good fit for the role.

What talent around the world wants to know first

Role responsibilities 69%

Why you're reaching out 64%

Estimated salary range 52%

Company culture 45%

Role seniority 33%

Company mission 33%
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Convert more candidates into hires

When a candidate is considering a job offer, there are a few factors that matter a lot and others
that hardly matter at all. Increase your candidate acceptance rate by knowing the difference.

Top factors for talent around the world when considering a job offer

I
— K Q49 o clreebend
_ 2% 0 contacted by their
prospective manager
_ 25% can make them accept a
R 24 job offer faster
=
I 21 Cialont save be
B 89% zon?aec:ejatz/; thzli?g
N 3% recruiter can make them
| EKA accept a job offer faster

Compensation

Better professional development
Better work / life balance

More challenging work

More opportunities for advancement
Better fit for my skills

Better place to work (culture)

A more influential role in company
Increased job security

Better location




Full-time employee talent

Partner talent
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Independent on-demand talent

Workforce Agency talent

Full-time employee talent

Independent consultant talent

]

tner talent
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Better use of talent for organizations

Competency-based development benefits the

organization as well as the individual. It enhances COMPETENCIES ARE...
engagemen_t_and retention by giving employees_greate_r + A common language for talking
career mobility and more control over the direction their about talent

career takes. * A way to measure hard-to-
Using competencies as the building blocks of your organization's identify traits and motives
development program also enables a clearer view of the « Easy to see and understand
organization's talent resources. for everyone

When your talent inventory is defined by the jobs people perform, * Consistently applied across the
you are only getting half the story. Until those jobs are defined by organization

the competencies that determine on-the-job success, it is almost * A framework that connects every
impossihle to see which performers could be transitioned to hard- job in the organization

to-fill or soon-to-he vacant positions. When you quantify gaps at
the job level rather than drilling down to the competencies required
for the job, it is much harder to quantify the talent you already have
and visualize how it can be developed and redeployed within the
organization to address those gaps.

With competencies assighed to every job, and development opportunities assigned to every
competency, analyzing the organization’'s talent needs and developing employees in ways that align
with organizational goals becomes much easier.
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Companies that use
competencies enjoy:

63% reduction in turnover,

-Igo/ improvement in
O employee performance,

12_5% increase in sales & profits®.
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STRATEGIC VISION EMPLOYEE ACTIONS ORGANIZATIONAL
AND GOALS AND BEHAVIOURS SUCCESS
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Management
Competencies

Mobtvating & Inspinng
Developing & Mentoring
Strategic F'I.ann-nngclicm
Preparing & Ew Budgets
Clarnfying Roles & Objectives
Managing Confiict & Team Building
Dewveloping an Organc=ational Vision

Monitoring & Controlling Resources

Industry-Sector Technical Competencies

Competencies to be specified by industry sector representatives

Industry-Wide Technical Competencies

Competencies to be specified by industry representatives

Workplace Competencies

Problem Working
Adaptabdityl Customer Planning & Creative Solwving & with Tocls
Flexibility Focus Organizng Thinking Decision & Techno-
Making

Teamwork

Academic Competencies

Communication - Critical &
Listenang & Analytic
Speaking Thinking

Science &
Technology

Personal Effectiveness Competencies

Interpersonal Dependability Wilingness
Integrity Professionalism St & Reliability To Leamn






1- adaptability

2- Aligning Performance for Success
3-Applied Learning

4- Building a Successful Team

5- Building Customer Loyalty

6- Building Partnerships

7- Building Positive Working Relationships(Teamwork/Collaboration)
8-Building Trust

9- Coaching

10- Communication

11- Continuous Learning

12- Contributing to Team Success

13- Customer Focus

14- Decision Making




15- Delegation

16- Developing Others

17- Energy

18- Facilitating Change

19- Follow-Up

20- Formal Presentation

21- Gaining Commitment

22- Impact

23- Information Monitoring

24- Initiating Action (Initiative)

25- Innovation

26-Leading/Living The Vision And Values
27- Managing Conflict

28- Managing Work (Includes Time Management)
29-Meeting Leadership

30- Meeting Participation




31- Negotiation

32- Planning and Organizing

33- Quality Orientation (Attention to Detail)
34- Risk Taking

35- Safety Awareness

36- Sales Ability/Persuasiveness

37- Strategic Decision Making

38- Stress Tolerance

39- Technical/Professional Knowledge and Skills
40- Tenacity

41- Valuing Diversity

42-Work Standards
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TABLE 2.1 AMA Competency Model
Managing Self ging Others Managing the Busi
E i oral m e/ Oral C ication Problem Solving

Self-Awareness
Self-Confidence
Self-Development

Building Trust and
Personal Accountability

Resilience and Stress
Tolerance

Action Orientation
Time Management
Flexibility and Agility
Critical and Analytical
Thinking

Creative Thinking

Written Communication
Valuing Diversity
Building Teams
Networking

Partnering

Building Relationships
Emotional
Intelligence/Interpersonal
Sawvy

Influencing

Managing Conflict

Managing People for
Performance

Clarifying Roles and
Accountabilities

Delegating
Empowering Others
Motivating Others
Coaching

Developing Top Talent

Decision Making

Managing and Leading
Change

Driving Innovation
Customer Focus
Resource Management

Operational and Tactical
Planning

Results Orientation
Quality Orientation
Mastering Complexity

Business and Financial
Acumen

Strategic Planning
Strategic Thinking
Global Perspective
Organizational Savvy
Organizational Design
Human Resources
Planning

Monitoring the External
Environment

Core Functional/
Technical Skills
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Knowing &
L ELET T
Others

American Management
Association®
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‘Competency architecture' sounds complex, but it is really just a simple set of rules that help you select
competencies for every job in a consistent way. It is like a blueprint that ensures each job profile is
built the same way and relates to other job profiles across the organization logically and predictably.

An organization's competency architecture can include up to three levels:

Core competencies: These competencies
are shared by every job in the organization.
They define the organization’s key values,
strengths, and differentiators.

Competency Architecture

CORE

Job-family competencies: These
COMPETENCIES

competencies are shared by a specific
group of jobs that perform common
functions and form a logical group for
development. (For example, bookkeepers, JOB FAMILY 3 job-family competencies
accountants, and the CFO might all be part COMPETENCIES per profile

of the ‘finance’ job family and share the
same competency for ‘cash management.’)

3 core competencies per profile

JOB SPECIFIC 2 job-specific competencies

Job-specific competencies: These
P P COMPETENCIES per profile

competencies define what is required
to perform a specific job. So while ‘cash
management' might be a competency
shared by every job in the finance job family, 'leading change' might be a competency that only the
CFO needs to demonstrate.

Your organization's competency architecture will reflect unique choices about whether to include all
three architecture layers and how many competencies to include for each layer. Once the architecture
is in place, you have a structure into which you can add the desired competency content.
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Anatomy of a multi-level competency

What does a multi-level competency look like? This example of an HRSG compe-
tency for “client focus” provides a detailed look at the functional components.

Client Focus

o Providing service excellence to internal and/or external clients.

Responds to immediate
client needs

Maintains client contact

Provides added value

Provides seasoned advice

DIFFERENT

Ensures continued
service excellence

Responds to client needs

in a timely, professional,
helpful, and courteous
manner, regardless of client
attitude.

Shows clients that their
perspectives are valued.

Strives to meet service
standards in all
circumstances.

Follows up with clients
during and after delivery of
services to ensure that their
needs have been met.

Keeps clients up-to-date on
the progress of the service
they are receiving and
changes that affect them.

Maintains service to clients
during critical periods.

Addresses clients’issues in
order of priority.

Looks for ways to add value
beyond clients’immediate
requests.

Addresses the unidentified,
underlying and long-term
client needs.

Enhances client service
delivery systems and
processes.

Anticipates clients’
upcoming needs and

concerns.

Acts as a seasoned adviser,
providing independent
opinion on complex client
problems and novel
initiatives, and assisting
with decision-making.

Pushes client to consider
difficult issues that are in
their best interests.

Advocates on behalf of
clients to more senior
management, identifying
approaches that meet
clients’needs as well as
those of the organization.

Formulates strategies and
processes to evaluate
emerging and longer-term
opportunities and threats to
meeting clients’ needs.

Determines strategic
business direction to best
meet clients’ evolving
needs.

Evaluates the client
service model and service
standards to identify areas
forimprovement.
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o The competency definition provides a high-level
description of the competency.

o The proficiency scale provides multiple proficiency levels
for each competency. Each level reflects a progression
from a basic demonstration of the competency towards a
more complex and strategic demonstration. For example,
an entry-level employee may need to demonstrate level 1
proficiency, while an executive may need to demonstrate
level 4 or 5. Proficiency scales help you compare
requirements across jobs, which is especially useful when
determining potential career paths within the organization.

e The notion for each level provides a high-level summary of
the overall theme identified for that proficiency level.

° A behavioral indicator provides a clear description of the

LEARN DIFFERENT LEAD DIFFERENT LIVE

DIFFERENT

Why five levels?

Why do the majority of HRSG
competencies include five levels—
and not three or seven or ten?

This model is based on extensive
experience across a wide range of
sectors and HR processes. Nearly
three decades of competency-
based engagements have shown
us that five levels provides enough
detail and differentiation to
enhance accuracy, while avoiding
unnecessary complexity.

observable behaviors that an employee will demonstrate on the job.
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A blueprint for developing job profiles

Just as a blueprint is needed to guide building a house, a competency architecture
is needed to guide the development of competency-based job profiles.

A competency architecture provides a common set of rules that create consistency and
continuity across every job in your organization. If you omit this critical step and begin selecting
job competencies without those rules in place, you are likely to end up with profiles that are
different from one department to the next, and are less effective at supporting the goals of your
competency initiative.

THE MOST COMMON TYPE OF ARCHITECTURE WILL INCLUDE FOUR COMPETENCY LAYERS:

Core competencies are shared by every employee in the organization—from the CEO to the part-
time temporary worker. Core competencies describe, in behavioral terms, the key values and
strengths that help an organization achieve a competitive advantage by differentiating itself from
its competitors.

Job family competencies are shared by a ‘family’ of related jobs that have common functions
and form a logical career path. A job family may define a specific department or organizational
unit, but it may also define jobs across departments or units that share common tasks and
functions. (For example, salespeople selling different products in different divisions may belong
to the same job family.)

Job specific competencies define the skills needed to perform effectively in a specific role or
subset of roles beyond those included in the job family competencies.

Leadership competencies are used to define roles in an organization that involve managing,
supervising or influencing the work of others in some way. Depending on the organizational
structure or culture, leadership competencies may be reserved for a specific leadership team, or
applied more broadly to all employees.

For information on the HRSG Competency Architecture Package, visit http://hubs.ly/y0fDPg0.
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Creating flexible development strategies
using competencies

While the benefits of career development are clear, the best way to support employee
development is not always as straightforward.

Today's workplaces are multi-generational, multicultural, less
predictably hierarchical, and more individualistic than ever before, Today's workplaces

and these characteristics all have implications for development. are multi—generational,
Flatter organizations multiply potential career pathways, replacing multicultural, less
up-and-down ‘ladders’ with free-ranging 'lattices’ that stretch predictably hierarchical
across job families, departments, and other traditional dividing FT L
lines. Workforce diversity has made ‘one-size-fits-all’ development and more individualistic.
plans a thing of the past. And the growing demand for flexibility,
choice, and control now characterizes consumer and employee
behavior alike.

As a result, managing development activities and finding the right balance between the needs of the
organization and the needs of the employee is complex and challenging.

While that complexity is not going away, competencies can help to manage it. Originally used primarily
by Fortune 500s, competencies have entered the mainstream in the last decade or so, as new
technologies and licensing models have made them affordable, accessible, and user-friendly.

In simple terms, competencies offer enhanced visibility for the knowledge, skills, abilities, motivations,
and traits needed for a specific job. By translating some of the more hard-to-define job requirements
into observable behaviors, competencies enable the organization (and its employees) to understand,
measure, and develop these capacities more effectively. And that makes it easier to build career
development processes that are transparent, accessible, and empowering.

COMPETENCIES ENHANCE VISIBILITY

Functional/technical
competencies

Visible surface, easy to
identify and manage

Difficult to identify
and manage

SELF-CONCEPT
TRAIT
MOTIVE

General behavioural
competencies
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Why do multi-level competencies perform so much better as a talent-
management tool?

Because they provide greater detail, continuity, and simplicity than single-level competencies, and
these enhancements make competencies more practical and more versatile in the workplace.

GREATER SIMPLICITY

Many HR professionals assume multi-level competencies are more complicated to use. In fact,
the opposite is true. For example, instead of applying three single-level competencies to three
different jobs, you can assign different levels of the same competency. This approach allows you
to streamline the number of competencies you work with while achieving the depth and flexibility
you need.

BETTER COMMUNICATION

Breaking a competency into progressive levels of proficiency provides more accuracy and allows

managers and employees to see how a competency is expressed differently depending on the
amount of experience, skill, and aptitude required for a particular job. This additional detail and
context provides a shared language during discussions about performance and greater accuracy
when talking about specific workplace behaviors and expectations.

MORE EMPOWERED EMPLOYEES

By enabling employees to see how the same competencies are expressed at different proficiency
levels for other jobs, multi-level competencies help them explore their potential and work towards
lateral or upward career progression.

BETTER HR COORDINATION

Multi-level competencies connect jobs at every level—from entry to leadership—across the
organization. Each competency level describes the observable skills for a specific job, but one
competency can link different jobs vertically or laterally across the organization. This helps HR
professionals manage talent management more holistically and evaluate the organization’s
current and future talent needs more confidently.
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Project Manager Customer Service Manager IT Manager

Client focus 3 Client focus 3 Client focus 3
Fostering communication 3 Fostering communication 3 Fostering communication 3
Managing conflicts 2 Managing conflicts 2 Managing conflicts 2
Attention to detail 2 Attention to detail 2 Attention to detail 2

Project Support Rep Customer Service Rep Technical Support Rep

Client focus 3 Client focus 2 Client focus 2
Fostering communication 2 Fostering communication 2 Fostering communication 2
Project management 2 Project management 1 IT support troubleshooting 2
Attention to detail 1 Attention to detail 1 Attention to detail 1
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Multi-level competencies: Myths and realities

While competencies are now among the most widely used HR tools, misperceptions
still swirl around the use of multi-level competencies.

MYTH: THE BEST COMPETENCIES ARE DEVELOPED IN-HOUSE.

REALITY: Developing quality competencies is a highly specialized skill. Some large organizations
may have people with this skill set on staff, but in most cases, it's more cost-effective to outsource
competency development to specialists. In the case of multi-level competencies, this is especially
true, because an understanding of competency design and implementation is required to achieve
the best result.

MYTH: MULTI-LEVEL COMPETENCIES ARE DESIGNED FOR USE IN BIG CORPORATIONS.

REALITY: Originally, the use of competencies tended to be limited to the Fortune 500 because of
the high cost of either developing competencies in-house or purchasing extensive competency
libraries from specialist consultancies. Today, affordable licensing arrangements and streamlined
deployment processes bring competencies within reach of any organization—even those with 200
or fewer employees.

MYTH: USING MULTI-LEVEL COMPETENCIES IS COMPLICATED AND TIME-CONSUMING.
REALITY: In fact, multi-level competencies are easier to use, because they reduce the total number

of competencies needed to define every job in the organization and create a more connected,
holistic picture of the organization's talent resources.

In addition, competency-management software can now be used to streamline and automate
competency-based processes such as job-profile development, performance management,
assessment, career progression, and more.

MYTH: WITH MULTI-LEVEL COMPETENCIES, THE GOAL IS TO GET EVERY EMPLOYEE TO

THE HIGHEST LEVEL.

REALITY: Multi-level competencies are designed to identify the right proficiency level for the job,
not to grade performance against an ideal level. So, for example, a level-one proficiency may be
all that's required for successful performance in an entry-level job. In fact, even key leadership
positions may include a mix of proficiency levels for different competencies.

MYTH: WITH COMPETENCY-BASED JOB PROFILES IN PLACE, COMPETENCY-BASED TALENT
MANAGEMENT JUST “HAPPENS.”

REALITY: It's true that competency-based job profiles are the foundation for every competency-
based talent management practice. But ultimately, they are tools—tools that need to be used
regularly and diligently before the organization will see improvements in employee satisfaction,
organizational performance, and other success metrics.
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Competencies across the talent lifecycle

One of the great advantages of multi-level competencies is their ability to create
greater consistency and continuity across the talent lifecycle—from hiring to career
progression to succession planning.

Let's take a closer look at the way competencies can be applied to each phase of this lifecycle.

HIRING AND INTERVIEWING

The hiring process is more focused and productive when job profiles feature competencies,
because competencies clearly communicate the ideal candidate profile to interviewers. Instead
of evaluating candidates based on vague qualities—"Must be client-focused”"—interviewers can
ask questions that identify specific behaviors the candidate has demonstrated in prior work
environments.

Competencies are particularly valuable in the interview process because they help minimize

bias and enhance objectivity by setting consistent criteria by which all candidates are evaluated.
CompetencyCore, HRSG's competency management software, aligns a set of interview questions
with each competency and proficiency level, so that interview guides can be easily created for any
job in the organization. This is a great way to minimize the time and costs associated with the
interviewing process.

Research shows that using pre-defined criteria results in a more valid selection process and a
greater chance of predicting on-the-job success. A competency-based hiring process also helps
organizations identify any shortcomings in the selected candidate, so that they can be supported
with a focused development strategy as part of the on-boarding process.
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PERFORMANCE MANAGEMENT

Performance management is an essential HR function, but it's also a sensitive and often
challenging process. Multi-level competencies help to keep the discussions objective by providing
a set of clearly defined and observable behaviors that are expected at different job levels or

for different jobs. This helps managers to articulate any shortcomings and provide actionable
feedback for employee improvement.

Competencies support any type of performance-management approach, including total, team-
driven, continuous learning and coaching, and project-based performance management.

LEARNING AND DEVELOPMENT

One of the biggest challenges in HR is determining the best learning resources and approaches

to support employee growth. Competencies offer a framework that aligns learning resources and
curricula to expected proficiency levels. Once those resources have been identified and mapped

to a specific competency and proficiency level, they can be applied across the organization to any
employee who needs to improve in that area. By streamlining the development process, multi-level
competencies offer quick results and excellent ROI.

Competencies are particularly effective in helping organizations support the development of
“soft" skills. While gaps in technical skills are generally easier to identify, soft skills—such as
analytical skills, customer focus, planning and organizing, etc.—are harder to quantify. Multi-level
competencies define soft skills in concrete terms, offer a clear sense of progression from basic to
advanced proficiency, and help managers pinpoint and address deficiencies.
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EMPLOYEE ENGAGEMENT

A competency-based framework gives employees the tools they need to align their skills and
ambitions with the needs of the workplace. With multi-level competencies, employees can
visualize their career progression, evaluate lateral or upward career opportunities, and take an
active role in exploring their career potential. And because learning resources can be aligned to
specific competencies and proficiency levels, employees can also see exactly what they need to do
to reach the next level.

GAP ANALYSIS AND SUCCESSION PLANNING

While competencies are ideal for addressing deficiencies at the employee level, they can also be
used to identify organization-wide gaps in talent resources and build a more adaptable, high-
performing workplace.

By placing employees on a competency continuum, and by breaking each job down into a

set of competencies and proficiency levels, managers can assess the readiness of potential
successors to assume leadership roles and identify departments or business areas where existing
competencies or proficiencies don't meet current or future needs. Competencies make it easier to
see who could fill a specific job and how far away they are from being ready for the challenge.
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PERFORMANCE DEVELOPMENT ENGAGEMENT PLANNING

Assess

. . . . A .
Communicate ideal Communicate job SSESS . Career successors against
. . competencies to .
candidate profile expectations ! ! development tools competencies (e.g.
identify gaps :
leadership profile)
Identify k
. . Expected entify ey'
Select according to Coach to Learning plans to ! competencies
. . behaviors clearly .
key competencies competencies address gaps needed in
defined
workforce
Career
Standardized tools development Reinforce key
and methods tools aligned with competencies

competencies

GOALS

Greater job Quick learning Greater employee Build a high
knowledge & curve and targeted retention & performing
competence development motivation workforce

Hire better quality
employees
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Focus on purpose and people, The profits will follow
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achieve organizational
objectives

work together as a give their
team/family personal best




,G;'EE'%E You can help build trust in the workplace by:

§[®] Empowering staff to “own” their day to day responsibilities, Allowing teams to make decisions and put together their own proposals that they believe benefit

WORK

the business, Being open and transparent on key decisions/ changes to business process or procedure, Refrain from treating anyone or any team more
favorably than another. Call out success when it is warranted by don’t anyways focus. the attention on one particular person or team.

E The Dimensions
' Of a Great Place to Work
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Support
Collaboration )
———
Wellbeing & Work-Life Balance Caring Fairness
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Impact on Environment & Society Equalit _
iali Respect
Pride in Role & the Organization Impartiality P

Justice
Training & Development Pride

Personal Job

|

|

Empowerment & Recognition

Team Work ) Camaraderie
Camaraderie & Social Environment Corporate Image

Team Working Intimacy
Pay, Benefits & Resources Hospitalit
Community




Since
2010 LEARN DIFFERENT  LEAD DIFFERENT  LIVE
DIFFERENT
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Strategic Organizational

Credibility Fairness

Camaraderie

Other Job
Employees & Company




Deep conversation
with the
wise people is priceless!
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learning.hrsolutions.ir@gmail.com
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