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HR

Month after month, surveys have 
shown that the pandemic and other 
socio-economic factors have been a cat-
alyst for a global talent shortage of epic 
proportions. 

On a global level, studies show that 
three out of four organisations are 
finding it difficult to recruit employees 
with the adequate set of skills and char-
acter strengths needed for the job. 

Employers in Europe are struggling 
to fill over  1.2 million job 
vacancies, and studies show that there 
will be an estimated shortage of some 
85 million workers around the world 
by 2030.  

Locally, the picture is not much dif-
ferent. According to the latest Malta 
HR Pulse Survey carried out jointly be-
tween PwC and FHRD, which will be 
presented at the up-and-coming FHRD 
national conference being held at the 
Hilton on Friday, October 21, 2022, 
many local companies look at recruit-
ment and selection as their top priority 
while 75 per cent of the survey partici-
pants listed the difficulty in attracting 
the right talent as their main people-re-
lated concern. Over and above this, 
there’s an apparent total skills mis-
match in Malta, with the NSO saying 
that more than half of workers are in 
the wrong job for their skill sets. Em-
ployee retention also seems to be a se-
rious concern among local employers. 

These figures, plus other unique 
challenges specific to Malta, such as 
very low unemployment rates, salaries, 
immigration, aging population, and 
other factors, clearly show that short-
age of talent and adequate skills across 
all industries is the biggest challenge 
HR professionals face today. 

This shrinking talent pool is hinder-
ing the growth of many organisations 
and obstructing them from achieving 
their long-term goals and objectives. 

This all points to a dramatic shift in 
the labour market from a market 
driven by employers, to one driven by 
candidates who are becoming highly 
selective when it comes to making ca-
reer moves and will easily jump ship 

when the next best opportunity arises. 
And not just for higher salaries. 

Job seekers today will look at em-
ployee reviews which are usually at the 
heart of an employer brand strategy. In 
fact, on average a potential job seeker 
today would read up to six reviews be-
fore actually applying for a job and 
many will even refuse a job with a com-
pany which has an adverse reputation. 

In all this labour market chaos, it has 
become instrumental for the HR func-
tion to embark on a serious employer 
branding strategy if they are to be suc-
cessful in talent retention and talent at-
tractiveness. 

HR leaders need to have their ears to 
the ground and be aware of how both 
current and former employees view 
the company. HR leaders should part-
ner with other company leaders, such 
as in marketing, to help improve and 
promote the perception on the em-
ployer brand by its unique cultural 
characteristics.  

They should use employer branding 
as a fulcrum that helps leverage the HR 
recruitment and retention strategy. 

So, what is employer branding re-
ally? 

In my mind it is the way a company 
showcases its uniqueness and its repu-
tation as an employer of choice. 

An employer brand is built on and 
around the company’s Employee Value 
Proposition (EVP), so that’s a good place 
to start from. The EVP is basically a clear 
vision how people should be treated and 
empowered; a promise the company 
makes to employees in return for their 
commitment and performance. The Em-
ployer Brand builds on that EVP, on the 
company culture, on employee opinions, 
on candidate opinions, on career paths, 
on diversity and on the overall corporate 
brand to influence the company’s repu-
tation as an employer among job seekers 
and employees. 

Every organisation, large or small, 
from any industry, has a perceived em-
ployer brand because the reputation of 
the company exists in people’s minds. 
Employees will talk about the company 
internally and perceptions are formed 
by the people external to the company, 
whether we like it or not; whether we 
promote it or not. 

Even worse, the competition might 
be putting stories out there about what 
it’s like to work at your company, and 
without any proof to the contrary, their 
story can stick. 

It’s not a matter of biting the bullet 
but more of taking the bull by the 
horns to put a concerted effort into 
designing an employer branding strat-
egy that would shape the company’s 
image into something the company is 
proud of. 

HR professionals must be in control 
of what is being said about their organ-
isation on all digital platforms through 
exciting storytelling with photos, 
videos, blog posts and uplifting em-
ployee testimonials. 

The storytelling should be a true re-
flection of what the company stands 

for, a true reflection of the company 
culture, its vision, mission and values, 
and not used as a lure based on false 
pretences and promises that cannot be 
kept. Employer branding should not 
become a reflection of what the audi-
ence wants to hear but what it actually 
is. No fake news will work. It should be 
based on the truth that makes an or-
ganisation unique… or not. It should be 
authentic, well-defined, credible and 
meaningful. 

Simon Barrow, who is said to be the 
creator of employer brand as a con-
cept, refers to an employer brand that 
needs to be distinctive (unique) which 
sets you aside from the competition, 
compelling but above all “rooted in 
reality”. 

 
A concerted effort 
into designing an 
employer branding 
strategy that would 
shape the company’s 
image into 
something the 
company is proud of

“

It has become instrumental for the HR 
function to embark on a serious 
employer branding strategy if they are 
to be successful in talent retention 
and talent attractiveness, says 
Matthew Naudi, FHRD president.

HR leaders should partner with other company leaders, such as in marketing, 
to help improve and promote the perception on the employer brand.  
PHOTO: SHUTTERSTOCK.COM

The importance 
of employer 
branding 
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TALENT

The debate of ‘nature’ and 
‘nurture’ as distinct or joint 
forces that drive human devel-
opment has induced and con-
tinues to induce strong 
opinions.  

 

TalenT as a 
naTural skill 

 
The dictionary defines talent 
as a natural aptitude or a skill 
and is defined to mean ‘mental 
endowment; natural ability’ 
(Collins, n.d.). Several aca-
demics are of the opinion that 
talent is inborn to some de-
gree, and that it is a rare gift 
bestowed to the very few. They 
were born with something 
which many others weren’t 
born with. Psychologist 
Howard Gardner, in his writ-
ings Nature of Talent echoes 
that anyone who has the op-
portunity to observe a prodigy, 
be it Mozart in music or Tiger 
Woods in golf, recognises that 
attainment is not just hard 
work, but they were born with 
something we weren’t born 
with: they are gifted. 

TalenT is 
nurTured 

 
To the contrary, modern-day 
research as demonstrated by 
Swedish psychologist K. An-
ders Ericsson discredits this 
myth and his findings paved 
the way for the 10,000-Hour-
Rule which shows that talent 
as mastery is the product of 

consistent, concentrated ef-
fort, applied in the direction of 
one’s natural inclination. In 
his book Outliers: The Story of 
Success, Malcolm Gladwell ex-
amines how it helped the Bea-
tles to become superstars by 
acting 1,200 performances as a 
group in Germany between 
1960 and 1964. Gladwell main-
tains that the key to achieve 
true expertise in any skill is 
simply a matter of practising, 
albeit in the correct way, for at 
least 10,000 hours.  

 

naTure versus 
nurTure 

 
If you ask a teacher to identify 
their most talented student, 
they might reject the question 
and in return say their stu-
dents are all equally talented. 
But we all know that this is not 
the case. There are students 
who can catch on quickly, 
some almost instantly to new 
skills, while others must go 
through the same drill time 
and time again to see improve-
ment. In his book, MIT linguist 
Steven Pinker, renews the na-
ture versus nurture argument 

and he argues that the role of 
nurture is overestimated be-
cause critics sought to base po-
litical ideas of equal rights and 
equal opportunities on a false 
biological demise because ac-
cording to him not all humans 
are equal and genetically 
shaped hence, they have differ-
ent abilities and behaviours. 

Sometimes this debate of 
‘nurture’ vs ‘nature’ becomes 
contentious and provokes so 
much passion because it can 
act as a representation of how 
we as humans see our realm. 
One might say that in truth 
there are three different 
thoughts, all of which might 
have some sort of correctness. 
These are the: ‘Nurturers’ who 
will say that talent is largely the 
product of the development 
and continuous and arduous 
training is a must; ‘Naturists’ 
who will argue that talent is in-
nate, and they are the product 
of inherited genetics; and ‘Mid-
dle Persons’ (sort to say) who in 
return will claim that talent is 
a combination of both. 

Personally, I see myself more 
of the middle person. Being an 
avid football fan, I doubt how 
many can become a Ronaldo or 

a Messi irrespective of how 
hard they work. Very, very few 
can become a G.O.A.T. since 
only the very few have the in-
nate quality that have made 
these two formidable players 
who they are albeit it is also a 
known fact that they put a lot 
of hard work on the training 
grounds to remain at the top of 
their game. 

 

naTure and 
nurTure aT The 
workplace 
As an HR professional, I believe 
that every single person has 
their own special traits which 
could become an asset for an 
organisation once these ‘natu-
ral’ traits have been identified 
and most importantly devel-
oped or better so nurtured.  

At my workplace we believe 
in raw people – someone with 
no experience in the job for in-
stance in sales – but displays 
positive attitude during the in-
terview specifically towards 
learning and development and 
exhibits eagerness to success, 
proved time and time again 
that whenever we created de-

velopment opportunities, the 
majority succeeded. Besides 
that, businesses are paying 
more attention to how person-
ality traits – nature – blend in 
with workplace culture – nur-
ture. At Nectar, being a fast-
paced, innovative, and agile 
organisation, we will require 
people with a strong set of 
soft-skills including empathy, 
attention to detail and 
courage. 

It’s not the first time that 
your instinct will lead you to 
believe that the person in front 
of you even at interview stage, 
has what it takes to succeed. 
That said, we also believe that 
by creating development op-
portunities in which people 
purposefully practise, led by 
seasoned sales representatives 
or sales managers (mentoring) 
the bigger the probability to 
maximise your return on in-
vestment.  

This proves why I believe in 
the ‘middle person’ thought 
whenever the debate about ‘na-
ture’ versus ‘nurture’ pops up. 
As a matter of fact, HR profes-
sionals tend to talk about com-
petencies that is the complex 
between innate qualities and ac-
quired abilities that will make a 
member of our workforce valu-
able to the organisation.  

Many of us are born with 
certain attributes or apti-
tudes (nature) but ultimately 
it is education, training, and 
exposure to new experiences 
(nurture) that help us to 
make the most of our talents. 
Put together this will lead us 
as to why we, HR profession-
als believe talent manage-
ment is very crucial, today 
more than ever considering 
the huge imbalance between 
demand and supply in terms 
of human capital.

Talent – nature, nurture 
or a combination of both?

 
Ultimately it is 
education, 
training, and 
exposure to new 
experiences that 
help us to make 
the most of our 
talents

“

Is talent a natural skill or is it a nurtured quality, asks Mark 
Bugeja, Head of HR at Nectar and FHRD board member. 

Businesses are paying more attention to how personality traits – nature – blend in with 
workplace culture – nurture. PHOTO: SHUTTERSTOCK.COM
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LEADERSHIP

When working with other 
leaders, both in my role as an 
HR leader as well as that of a 
communications coach, the 
subject of how to be more in-
fluential often comes up. 
While leaders might have 
strong technical competences, 
when it comes to swaying oth-
ers to follow their lead 
through persuasion and influ-
ence, an alternate set of skills 
come into play. 

As a leader, being able to at-
tract support for your ideas 
and recommendations is key. 
Here are some suggestions to 
enable you to grow your influ-
ence as a leader. 

 

Learn, grow  
and tHrive 

 
Seek to continuously grow 
your knowledge and business 
acumen as this will enable 
you to be perceived as a well-
informed and credible 
thought partner who can 
confidently advise on strate-
gic decisions. To stay at the 

forefront, as leaders we 
should continuously seek 
learning. Warren Buffet 
spends up to six hours per 
day reading newspapers and 
corporate reports. The best 
business minds are always 
striving to acquire a deeper 
understanding. 

It is vital to be always pre-
pared. This can be accom-
plished by staying informed 
through continual market re-
search, analysis and trend 
spotting, as well as by attend-
ing events and conferences 
and networking with col-
leagues and other influential 
leaders. When we seek to be 
influential leaders by contin-
ually investing in ourselves, 
the greater our competence 
and the better we are 
equipped to support and in-
fluence others. 

 

dispLay courage 
and confidence 

 
Influential leaders show con-
fidence and courage in situa-
tions that others may 
question. Employees may 
fear a decision’s outcome but 
willingly support it when 
they witness confidence in 
their leader’s verbal and non-
verbal messages. When  
you demonstrate the right 
level of confidence in your-
self and your decisions, it en-

courages your team mem-
bers to do the same. When 
leaders are confident enough 
to take the helm, employees 
become encouraged to fol-
low. 

 

concentrate on 
reLationsHip 
buiLding 

Prior to seeking to entice our 
team members, peers or su-
periors to embrace our ideas, 
our first endeavour needs to 
be focused on cultivating 
meaningful and trusting rela-
tionships. The first step is to 
show genuine interest in 
them - get to know them both 
personally and profession-
ally. When we dedicate our 
time to truly listen to others, 
we can connect on a deeper 
level.  Practise empathy, advo-
cate for them and listen to 
them. True leadership in-
volves leveraging your influ-
ence for your team members’ 
benefit. They will love you for 
it and once you earn their 
trust, you are in a better posi-
tion to motivate them in the 
direction you aim to direct 
them to. 

 

cHampion otHers 

Dedicate time to mentor, 
guide and continually pro-
vide feedback to your employ-
ees. By making ourselves 
available to our team mem-
bers, they recognise that we 

are there for them, which in 
returns earns us their re-
spect. Champion those you 
believe are ready to seek pro-
motional opportunities and 
recognise their efforts. When 
we show interest in the pro-
fessional development of our 
talented people we are more 
likely to see them flourish 
and determined to prove to 
their strengths.   

It is also vital to prioritise 
praise and recognition. When 
we show appreciation of oth-
ers’ efforts and make it a point 
to thank colleagues, we 
demonstrate our recognition 
of their dedication. You’ll be 
amazed at how much showing 
appreciation for their good 
work goes towards them pro-
ducing more of the same. By 
giving people credit for their 
contributions, we become 
known as the leader who is an 
advocate for others.  In return, 
this enables our own influence 
to grow.  

 

inspire otHers 
To rally together your team 
members, your peers and your 
boss to embrace your ideas, it 
is crucial to present an excit-
ing vision. Begin by asking 
yourself what the pain points 
are and what steps are needed 
to get to the new destination. 
Have a clear understanding of 
what it is important and bene-
ficial for them. Stay upbeat, 
positive and share a well 
thought-out plan. 

Influence is a subtle yet in-
credibly powerful tool. Influ-
ential leadership is all about 
making a positive difference 
in organisations.  It’s about 
generating the right com-
pany culture which incorpo-
rates everyone and allows 
you to move towards a better, 
collective destination. Lead-
ing by influence involves im-
pacting the opinions, 
attitudes, choices and be-
haviours of others by per-
suading them in a positive 
way. It is about focusing on 
empowering, developing and 
serving the people who work 
for us. Influential leaders are 
successful because they in-
spire, persuade and encour-
age. Enabling employees to 
achieve their goals and bring-
ing out the best in them are 
hallmarks of an influential 
leader.

 
It is crucial to 
present an 
exciting vision

“

Influential leaders show confidence and courage in situations that others may question. 
PHOTO: SHUTTERSTOCK.COM

How to be 
a more 
influential 
leader
As a leader, being able to 
attract support for your ideas 
and recommendations is key, 
says Michelle Fenech 
Seguna, Director of HR at The 
Westin Dragonara Resort, 
Director of Speak to Move and 
FHRD vice-president. 
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PLANNING/FHRD

The Foundation for Human Re-
sources Development (FHRD) 
was set up in 1990 to spearhead 
the evolution of people manage-
ment and development practices 
as well as the human resources 
profession in Malta. FHRD 
works in partnership with its 
corporate members, the profes-
sional conglomerate of HR prac-
titioners and service providers, 
leaders of the industry, and 
other key local players in the 
field of human resources man-
agement and development.  

In 2019, FHRD introduced the 
HR Quality Mark. This is a stan-
dard, developed by the FHRD, 
that recognises organisations for 
their effective HR practices in 
terms of HR competence and pro-
fessionalism. There is an increas-
ingly greater need for measuring, 
monitoring, tracking, and under-
standing how well people are 
being managed and developed.  

As of now, there are a total of 
36 local companies which have 
obtained this national certifica-
tion in human resources. 

The HR Quality Mark will give 
organisations the following ben-

efits: internal recognition; exter-
nal recognition; enhance em-
ployer brand; more attractive to 
new talent; HR content areas 
evaluation; HR Quality Mark 
event to promote the certified 
organisations; sense of achieve-
ment for the internal HR team; 
motivates the HR team to strive 
for excellence, and; a report 
identifying strengths and areas 
for improvement.  

The aim of the HR Quality 
Mark is to recognise organisa-
tions that place HR at the centre 
of their business through the im-
plementation of various policies 
and strategies which include: HR 
policies and practices; recruit-
ment, selection, and talent man-
agement; compensation, 
benefits, and total rewards; em-
ployment and industrial rela-
tions; performance 
management; HR information 
systems; and people training and 
development. 

The Quality Mark is not a com-
petition between organisations 
but encourages all organisa-
tions, irrelevant of size and sec-
tor, to assess their HR practices. 

This means that there are no re-
strictions or rankings on how 
many organisations can achieve 
this award, as long as the HR cri-
teria set by FHRD are reached. 
The Quality Mark serves as a pro-
cess to guide organisations on 
how to improve their HR prac-
tices. 

The HR Quality Mark process 
consists of five steps as detailed 
below. 

 

ELigibiLity 
To be eligible to apply for the HR 
Quality Mark, organisations 
must have at least 10 full-time 
employees registered with Job-
splus. Applicants must be fully 
compliant with all statutory obli-
gations. The organisation and its 
people must show they follow 
ethical standards in their line of 
business. 

 

AppLicAtion  
To apply for the HR Quality 
Mark, interested organisations 
are to complete an online appli-
cation form, as well as pay the 

HRQM application fee and the 
respective FHRD membership 
fee for the current year. 

 

VEtting oF  
AppLicAtion 

 
FHRD will acknowledge applica-
tions received and then verify 
each application for eligibility. 

 

REViEW pRocEss  
FHRD will appoint two evalua-
tors for each application. These 
evaluators will visit the organisa-
tion and subsequently compile a 
technical report and submit it to 
FHRD. The report will include 
recommendations for improve-
ment. 

 

succEss  
Successful organisations will be 
awarded the HR Quality Mark 
Certification based on a marking 
system tied to a set of questions 
relating to the seven content 
areas, with a pass mark of 75 per 
cent in each content area. An HR 

Quality Mark award ceremony 
will take place after every intake 
to celebrate those successful or-
ganisations deserving of this 
award. A memento for the HR 
Quality Mark will be given to 
each successful organisation 
during the award ceremony. 

During this year’s annual HR 
Conference and Expo, 
entitled Revitalising HR – Lever-
aging Employer Branding, FHRD 
will be organising the presenta-
tion of the HR Quality Mark cer-
tificates and mementos for the 
15 successful organisations.  

These 15 organisations ob-
tained the FHRD Quality Mark 
during the fourth application 
intake. These organisations 
are Air X Charter Limited, Al-
berta Fire & Security Equip-
ment Ltd, AMSM, Arkadia 
Marketing Limited, Fenech & 
Fenech Advocates, Fenlex Cor-
porate Services Limited, Foun-
dation for Tomorrow’s Schools 
(FTS), GasanZammit Motors 
Limited, Institute for Educa-
tion, MAPFRE Middlesea, 
MAPFRE MSV Life, Malta Digi-
tal Innovation Authority, 

Explaining the FHRD HR Quality M
The aim of the HR Quality Mark is to recognise organisations that place HR at th
their business, says Karen Muscat Baldacchino, CEO, FHRD. 

Succession planning is the pro-
cess of identifying and develop-
ing potential future leaders, as 
well as individuals to fill busi-
ness-critical roles. Succession 
planning sits inside a much 
wider set of resourcing and de-
velopment processes in which 
people professionals play a key 
role. In particular, it’s a key com-
ponent of workforce planning, a 
process to ensure the right num-
ber of people with the right skills 
are employed in the right place at 
the right time to deliver on the 
organisation’s objectives. 

The overall general aim is to be 
able to fill key roles effectively if a 
current post holder leaves the or-
ganisation to ensure business con-
tinuity and limit disturbance to 
business operations as much as 
possible.  

Links with business plan-
ning 

Those responsible for succes-
sion planning need to be highly 
knowledgeable about how the 
business is likely to evolve. It’s 
important that they avoid tal-
ent ‘tunnel vision’ where the 
focus is purely on current skills 
needs. They must have a good 
understanding of future strat-
egy and the likely capabilities 
needed in business-critical po-
sitions. They should under-
stand how change might affect 
the numbers involved in succes-
sion planning and the skills in-
dividuals will need in future. 
This requires a close relation-
ship between people profes-
sionals and the leaders 
responsible for shaping the or-
ganisation’s future. 

Which posts are covered by suc-
cession planning? 

The first step is to identify busi-
ness-critical roles for which po-
tential successors are needed. 
Succession planning can focus on 
individual key positions or take a 
more generic approach by target-
ing a ‘pool’ of positions for which 
similar skills are needed or essen-
tial in emergencies. All organisa-
tions need to be able to identify 
and find people with the right 
skills to fill key positions. 

Succession planning usually 
covers the most senior or critical 
duties in the organisation, iden-
tifying individuals with the po-
tential to step into these posts as 
short-term or longer-term suc-
cessors. Proactive development 
through job rotation or second-
ments around the business can 

provide a ready source of future 
leaders. A focus on the most se-
nior posts means that only a 
small proportion of the work-
force would be part of the pro-

cess. This makes it more man-
ageable.  

 
Approaches to succession plan-

ning 

Effective succession and ret
Victoria Meli, VP Global HR Operations & 
Compensation at Finaro (previously Credorax) 
and FHRD board member, outlines a key 
component of workforce planning.

Those responsible for succession planning 
need to be highly knowledgeable about 
how the business is likely to evolve. 
PHOTO: SHUTTERSTOCK.COM
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Mekanika Limited, RS2 Software 
plc, and Teva.  

The Quality Mark is awarded fol-
lowing a meticulous evaluation 
carried out by competent evalua-
tors who assess applicant organi-
sations on their HR practices in 
the seven content areas men-
tioned above. The onsite evalua-
tions started at the beginning of 
the second quarter of 2022 and 
were concluded before the end of 
the second Quarter of 2022. Each 
application was assigned two eval-
uators who carried out a rigorous 
onsite audit and presented a final 
report, which was the basis on 
which the Quality Mark was 
awarded or not. In every case a 
post-evaluation report was pre-
pared and sent to the respective 
applicants with the outcome of the 
assessment, highlighting their 
strengths and the areas for im-
provement.  

Organisations that achieved the 
HR Quality Mark during previous 
intakes are Credorax Bank Ltd 
(formerly Finaro), Ecopure Ltd, 
Farsons Beverage Import Com-
pany plc, Go plc, Hero Gaming 
Ltd, ICT Solutions, Malta Business 

Registry, Melita Ltd, Quintano 
Foods Ltd, Shireburn, Simonds 
Farsons Cisk, The Inspire Founda-
tion, Malta Archdiocese, Baxter, 
Calamatta Cuschieri, De La Rue 
Security & Print Services Ltd, Job-
splus, Hilton Malta, St John’s Co-
Cathedral, Probe Investments, 
and EUPA. 

Successful organisations can 
use the HR Quality Mark Logo for 
a period of three years on all out-
going correspondence, recruit-
ment advertising, press releases, 
social media channels, and corpo-
rate website.  

All successful organisations are 
listed on the FHRD website. For 
more information, e-mail 
qm@fhrd.org or visit https://fhrd. 
org/hr-quality-mark/. 

Mark
he centre of 

Succession planning should be 
part of a wider ‘talent management 
programme’, which would cover a 
wide range of activities designed to 
attract, recruit, identify, develop, en-

gage, retain and deploy talented in-
dividuals – with a focus on attract-
ing external talent as well as 
nurturing internal talent. 

There are valid reasons to recruit 
externally, especially at senior lev-
els, to bring new ideas and ap-
proaches. However, many 
organisations seem to rely either 
too much on outsiders or too much 
on insiders, suggesting that it’s dif-
ficult to find the right balance. 

While many employers want to at-
tract highly-talented individuals 
from outside the organisation for 
key or senior positions, there’s also 
the desire to promote widely from 
the in-house talent pool. This is par-
ticularly so where there’s a high de-
gree of organisation-specific 
knowledge in business-critical 
roles.  

A popular belief is that leaders de-
veloped from within tend to be 
more successful than those brought 
in. They have relevant operational 
experience, understand cultural nu-
ances, and have benefited from in-
house leadership programmes.  

 
The effects of succession  
Succession planning can also 

help retain talented individuals as 

tention planning 
Be transparent with your internal stakeholders. Communicate 
the succession plan and succession planning process to key 
members of the company 

Starting from the top: The process should be initiated, driven 
and supported across all levels of management 

Succession candidates should be consulted on their suitability 
and contribution in line with the company’s succession plans so 
that there is alignment between the organisation’s needs and 
the individual’s future career development aspirations 

Invest in development. In addition to explicit succession plans, 
take time to establish a culture of ongoing coaching and devel-
opment 

Succession and retention plans are live programmes, that 
change depending on the needs of the business. HR leadership 
team should frequently consult and check-in with their people 
managers and ask them whether they are satisfied with their job 
and work environment. People managers should in turn check-
in with their subordinates too 

Taking time to talk to your employees like this is perhaps the 
simplest way to ensure they feel valued and see potential for 
their career with the company going forward and ensure align-
ment with the needs of the business

they are made aware of internal 
opportunities to advance their 
careers. Having a well thought 
out succession plan signifi-
cantly improves employees job 
satisfaction, which in turn has a 
positive effect on employee re-
tention. 

The reason for this relation-
ship is that organisations who 
plan for succession proactively 
indicate their willingness to in-
vest in their employees. Creating 
and communicating a succession 
plan also advertises internal op-
portunities for advancement. 
Therefore, when employees per-
ceive the potential for a promo-
tion, pay raise, competitive 
benefits, developing skills or 
gaining experience inside an or-
ganization, they will be far less 
likely to look for and accept alter-
natives elsewhere.

QUICK TIPS TO MAXIMISE EMPLOYEE 
RETENTION DURING THE SUCCESSION 
PLANNING PROCESS
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SKILLS

In today’s environment, business leaders 
are facing numerous disruptions, includ-
ing inflation, a post-pandemic environ-
ment, and a number of fast-moving 
geopolitical and social crises. Organisa-
tions, irrespective of the sector they op-
erate in, need their people to have the 
right skills to be able to recover from the 
aftermath of the pandemic and remain 
resilient in the face of changes to the 
world of work or the economic environ-
ment. Therefore in order to succeed in 
this environment, organisations must do 
their utmost to have a workforce that is 
equipped to meet these challenges.  

The topic of having the right talent on-
board is a major concern among local 
business leaders as it impacts their poten-
tial for growth or in the worst case their 
operational sustainability, their customer 
outcomes and productivity, amongst 
other factors. Several studies cite a local 
skill mismatch, both on a vertical level, 
whereby employees are over or under 
qualified for the job or on a horizontal 
level, which describes a situation where 
the level or type of skills available does 
not meet the employment market needs. 

 

The local conTexT: 
organisaTions need 
The righT skills To 
drive growTh  

 
This year’s HR Pulse Survey, which is a 
joint annual exercise carried out by PwC 
Malta and the Foundation for Human Re-
sources Development (FHRD), confirms 
the struggles local employers are facing 
with regards to finding and retaining the 
right talent.  

When asked about their top five people-
related concerns at the moment, the ma-
jority of employers (75 per cent, overall) 
recognised that ‘attracting the right tal-
ent’ is one of their top people-related con-
cerns. Moreover, respondents believe the 
availability of skills is, or can, impede the 
growth of their organisation. Employers 
from various industries cited the avail-
ability of skills to drive growth amongst 
their top concerns. This concern was high-
est amongst respondents in wholesale and 
retail (75 per cent), iGaming (65 per cent), 
insurance (63 per cent), accommodation 
and food services activities (50 per cent), 
and financial services (50 per cent) sec-
tors. The full report will be published at 
the FHRD conference on October 21. 

The vertical skills mismatch in Malta 
was recently studied in further detail by 
the National Statistics Office in the 
Labour Force Survey. A vertical skills 
mismatch was experienced by 54.3 per 
cent of the employed population in 
Malta. More than one third (35.1 per 
cent) of these employees were overquali-
fied while 19.3 per cent were under-qual-
ified for their role. This shows the skills 
mismatch between what employers need, 
and what skills are available on the mar-
ket. The study found that the mismatch 
is higher in certain industries such as in 
the wholesale and retail trade, trans-
portation and storage; accommodation 
and food services activities; and informa-
tion and communication. 

Interestingly, some of these industries 
were also the ones which cited the avail-
ability of skills to drive growth as one of 
their major people-related concerns in 
the HR Pulse Survey, 2022.  

On the other hand, the local horizontal 
mismatch was also identified by the Na-
tional Statistics Office in the 2021 Labour 
Force Survey. This is the case within cer-
tain sectors, more than others, such as 
the food service activities, wholesale and 
retail trade, transportation and storage, 
and accommodation sectors (51.2 per 
cent), information and communication 
(50.5 per cent) and the other services sec-
tor (63.5 per cent). This denotes a situa-
tion where the large proportion of the 
workforce in these sectors are not work-
ing in the field of their studies. Inversely, 
employees within the construction (66.9 
per cent) and financial and insurance ac-
tivities (61.7 per cent) were found to be 
working in the same area of their study. 

 

case for upskilling 

Skills gaps and skills mismatches may be 
overcome through recruitment and se-
lection efforts, however noting the diffi-

culties encountered in the current 
labour market, upskilling may be a more 
effective way to fulfil the skills required 
by the organisation. Considering these 
realities within the labour market in 
Malta, these mismatches may be some-
thing that we need to adapt to, at least in 
the short term, and find solutions for. We 
are in fact already seeing a shift in hiring 
based on skills rather than educational 
qualifications alone, including not only 
the skills candidates have but also their 
learning mindset and future potential. 
This way forward, is however requiring 
businesses to have programmes to de-
velop these people so they can perform 
and grow. 

Short-term upskilling is needed to 
meet the current business needs how-
ever long-term, proactive, upskilling can 
increase businesses’ resilience. There-
fore, in addition to upskilling in technical 
skills required for the job, there are key 
transversal skills which have become es-
sential to enable employees to be more 
adaptable in an increasingly dynamic 
and digitalised world, including: self-
learning capacities (ongoing education, 
adaptability, agility, and flexibility) will 
be necessary to cope with disruptive 
business models and digital innovations; 
digital fluency; cognitive skills (such as 
problem-solving, creativity, analytical 
thinking and creativity); and socio-emo-
tional skills (such as communication and 
collaboration).  

In fact, the need for upskilling is under-
scored by the World Economic Forum’s 
(WEF) Future of Jobs Report 2020, which 
identified that half of all employees 
around the world will need reskilling by 
2025. The WEF’s report identifies the fol-
lowing top five skills for 2025: Analytical 
thinking and innovation; active learning 
and learning strategies; complex prob-
lem solving; critical thinking and analy-
sis; and creative, originality and 
initiative.  

Developing the required pool with the 
skills needed – with the ability to adapt 
quickly in a world of constant change – 
does not happen organically or by acci-
dent. Significant investment is required 
for upskilling, in any given sector, how-
ever it outweighs the costs of not up-
skilling. On a national scale, such 
ramifications may include decreased 
competitiveness, limitations to growth, 
and decreased investment interest in the 
local economy. Eventually it can also lead 
to an increase in unemployment rate, 

which will lead to a negative impact on 
consumer spending, GDP and economic 
growth. 

However upskilling should not solely 
be the priority on a national or business 
level, PwC’s study into the Hopes and 
Fears of today’s workforce (Global Work-
force Hopes and Fears Report, 2022) 
found that workers in possession of spe-
cialised skills (upskilled employees) are 
more empowered thus making the case 
for individuals to lead their own up-
skilling journey. Employees with spe-
cialised skill sets were more likely, than 
their counterparts whose job does not re-
quire specialised training, to feel listened 
to by their managers (31 per cent more), 
feel satisfied with their job (24 per cent 
more) and have money left over after 
they pay their bills (16 per cent more). 

Finding great people to join your team 
is a constant challenge. And it’s not get-
ting easier any time soon, given the tight 
labour market, shifting employee expec-
tations and a shortage of people with in-
demand skills. You’ll win top talent by 
competing on more than salary. Your cor-
porate culture and the experience you 
provide people, even during recruitment, 
is your differentiated asset. Keeping hold 
of workers with key skills and helping 
them build, apply and leverage those 
skills will be key – but it is only one ele-
ment of the employee experience. What 
may be missing is a plan to make the best 
use of employees who have been up-
skilled so they can see the value of their 
new learning and are incentivised to put 
it to good use to support your organisa-
tion deliver its strategy. 

These are business issues that demand 
vision and leadership from the top. HR 
has a critical role to play here and there-
fore one needs to ensure it has the re-
sources, capabilities, and support 
required to address these challenges.

The skills shortage 
challenge
Finding great people to join your team is a constant 
challenge, says Claudine Attard, Director, Management 
Consulting, PwC Malta and FHRD board member.

 
Skills gaps and skills 
mismatches may be 
overcome through 
recruitment and 
selection efforts

“

Upskilling may be a more 
effective way to fulfil the skills 
required by the organisation. 
PHOTO: SHUTTERSTOCK.COM
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ORGANISATIONS

Organisational transforma-
tion is today more important 
than ever before – this applies 
to any type and size of organi-
sation, whether providing a 
service or manufacturing a 
product. Organisational trans-
formation must form an inte-
gral part of an organisation’s 
strategic and business plan-
ning cycle. This is crucial to re-
main relevant and successful 
in a rapidly changing world. 

The aim of transforming an 
organisation is to move it from 
where it is currently today, to 
a decided future state. This is 
no easy task! It first starts with 
recognising the need for 
change, the need to transform 
– perhaps the most challeng-
ing step – particularly when an 
organisation is performing 
well. Continually challenging 
the status quo, planning for 
change, implementing change, 
communicating the change, 
reviewing change, measuring 
achievements are all impor-
tant steps.  

Organisational transforma-
tion goes beyond just trans-
forming business processes or 
implementing new technology. 
It’s a holistic approach to 
maintain a competitive advan-
tage, develop a strong brand 
and market position. It may 
also very well be focused on 
digital transformation, that is 
repositioning an organisation 
in the digital economy.  

 

Achieving 
emplOyee buy-in 

 
Moreover, organisational 
transformation is about lead-
ing people, building a people-
centric organisation with the 
aim of successfully developing 
and delivering the organisa-
tion’s transformation plan. 
Achieving and maintaining 
high levels of employee engage-
ment and buy-in throughout 
any transformation process is 
key, and in turn increases the 
probability of success. 

Achieving employee buy-in 
is more and more challenging 
today. Organisations are in-
creasingly facing a phe-
nomenon that would have 

seemed unthinkable some 
years ago. In what has been 
dubbed the ‘Great Attrition’, 
hiring the right talent has be-
come harder than ever before. 
Organisations are facing a con-
stant struggle to come up with 
the right strategies to find and 
retain talent. 

 

hAving A cleAr 
purpOse 
 
One of the main challenges in 
organisational transformation 
is to recognise and understand 
the need to change. The ques-
tions to be answered are: Why 
transform? What does the or-
ganisation want to achieve? 
How does this translate into 
concrete plans and goals? How 
will an organisation implement 
its plans? How are plans ex-
pected to impact the organisa-
tion’s outcomes? What 
resources will be required? 
How will success be mea-
sured? These are all questions 
to be answered. Again, no easy 
task with no magic formula, 
but with people involvement. 

The chances of organisa-
tional transformation being 
successful increases when an 
organisation has a clearly de-
fined purpose. Formulating 

and communicating a compre-
hensible purpose – having a 
clear Mission, Vision and Val-
ues makes it easier to embrace 
change and have employees 
support the transformation. 
That is achieving and main-
taining employee buy-in! 

 

plAnning And 
leAding the 
chAnge 
Transformation doesn’t hap-
pen in a silo. It is an ongoing 
process, needs to be planned, 
lead and managed and as men-
tioned needs to address all 
areas of a business. This 
means understanding the im-
pact of change on all areas. 
How will the change impact an 
organisational structure? How 
will the change impact the 
technology being used? How 
will the change impact its em-
ployees and its customers? 
How will the change impact an 
organisation’s service delivery, 
its product portfolio? Will 
there be any potential  talent 
gaps and how will they be ad-
dressed? What are the risks 
and how will they be man-
aged?  

A good approach is to plan the 
tasks required to transform an 

organisation, starting with the 
end-results in mind, and working 
back through all areas of the or-
ganisation. A plan with clear 
goals, timelines and performance 
indicators, makes the transfor-
mation process more tangible. It 
is impossible to change every-
thing at once and prioritising the 
matters that need to be tackled 
first is essential.  

engAging 
stAkehOlders 
Engaging all stakeholders in or-
ganisational transformation is 
essential. Identify who the stake-
holders are must be done at the 
very beginning of the process. 
Reiterating why the transforma-
tion is taking place and what the 
role of each stakeholder also 
needs to form part of the plan-
ning process and cycle.  

Furthermore, ongoing com-
munication is a must as is the 

ongoing review of the plans 
which most likely will result 
in the transformation plans 
being re-evaluated, modified 
and goals reprioritised.  

 

cOmmunicAting 
the benefits  

 
Communicating the benefits, 
will make it easier to over-
come any resistance to 
change. A communication 
plan  should be drawn up. 
Communication is two-way 
and therefore needs to pro-
vide employees with opportu-
nities to ask questions and 
share their concerns. Team 
meetings, townhall meetings 
and 1-on-1 meetings are all 
ways of communicating trans-
formation plans, progress and 
achievements. 

 

meAsuring 
prOgress 

 
Finally measuring progress 
contributes to understanding 
what has been achieved and 
what is still to be achieved. 
Data plays a key role in mea-
suring progress also employee 
feedback is just as important. 
This is achieved by measuring 
employee engagement, em-
ployee experience, perfor-
mance and productivity. 

Each step in a transforming 
an organisation requires peo-
ple input and therefore em-
ployee buy-in. Most of all it 
requires strong leadership to 
see the change through. Above 
all, without employee buy-in 
the chances of a successful 
transformation are slim.

Organisational transformation – 
and how to achieve employee buy-in

 
Transformation 
doesn’t happen 
in a silo

“

Organisational transformation goes beyond just transforming business processes 
or implementing new technology, says Peter Gatt, Employer Branding Manager 
at APS and FHRD Board Member.

The aim of transforming an organisation is to move it from where it is currently today, to a 
decided future state. PHOTO: SHUTTERSTOCK.COM
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EURES is the European agency commit-
ted to facilitating mobility across the EU. 

Since its foundation in 1994, EURES 
(European Employment Services) has 
helped thousands of EU citizens find 
employment in other EU member 
states, as well as Iceland, Liechten-
stein, Norway, and Switzerland, and as-
sisted employers in accessing the 
European talent pool. The EURES 
Malta service is provided by the na-
tional public employment service, Job-
splus, in collaboration with the 
European Commission, the European 
Labour Authority, and other parties 
concerned with employment.  

EURES aims to facilitate EU employ-
ment by equipping jobseekers with  
the relevant information they need 
about work and living conditions  
in each participating country.  
Simultaneously, EURES also assists 
employers with local vacancies by the 
matching of candidates and promo-

tion abroad in European recruitment 
events.  

Employers based in Malta can adver-
tise vacancies to a wider EU audience 
at no cost. Moreover, EURES Malta can 
help employers shortlist potential can-
didates and provide tailor-made re-
cruitment solutions. Through online 
recruitment events, employers can 
connect with active jobseekers across 
the EU through the virtual EURES plat-
form.  

To ensure that all jobseekers stand a 
fair chance at employment, EURES runs 
the Targeted Mobility Scheme to provide 
financial support where needed. Apart 
from the integration funding for employ-
ers, this includes funding to attend job in-
terviews, language courses, country and 
family relocation as well as the recogni-
tion of diplomas and qualifications for 
jobseekers.  

After the recruitment process is 
complete, EURES Malta continues to 

provide support to employers and 
their EU workers by organising ‘Inte-
gration Sessions’. These sessions are 
designed to help EU national employ-
ees in Malta acclimatise themselves to 
their new work and living environ-
ment by sharing information about 
topics such as residency, social secu-
rity, tax, healthcare and training op-
portunities. 

For matters concerning European mo-
bility and recruiting EU nationals, EURES 
Malta is a one-stop shop for employers, 
employees and jobseekers. You can get in 
touch at eures.jobsplus@gov.mt and 2220 
1662/3, or access the online chat through 
the EURES portal (every Friday) via 
www.eures.europa.eu. For more informa-
tion, visit www.jobsplus.gov.mt and 
www.eures.com.mt. 

EURES MALTA:  
A portal to the 
European workforce
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Modern-day HR management has 
evolved to an extent whereby planning, 
recruitment, onboarding and manage-
ment of people are increasingly aligned 
with the implementation of key organi-
sational goals and objectives. The role of 
HR in the modern organisation is there-
fore focused on improving employee per-
formance, developing high-performance 
leaders and motivating employees. This 
is achieved by building a conducive work 
environment and by channelling staff 
roles and individual attributes towards 
providing strategic input into organisa-
tional planning and decision-making pro-
cesses. In short, the role of HR has 
evolved from simply being an appraiser 
to that of an enabler and facilitator. 

From a performance management 
perspective, HR’s new enabling role is 
manifested by activities such as joint 
goal-setting, continuous progress re-
view and constant communication, feed-
back and coaching, thus resulting in the 
level of performance necessary to 
achieve the organisation’s goals. 

 
Home truths about traditional perfor-

mance appraisal techniques 
It has traditionally been held that per-

formance appraisal is an ideal tool for 
providing feedback/criticism and for 
recording and measuring individual 
goals, targets, development needs and 
other ‘two-way feedback’. Additionally, 
performance appraisal has frequently 
constituted the ideal documentation 
mechanism to justify salary increments 
and bonuses. Yet despite such processes, 
it often turns out that performance lev-
els can still remain disappointingly low. 

Meyer, Kay and French, in their 
ground-breaking research entitled, “Split 
Roles in Performance Appraisal” bring to 
light several eye-opening facts relating to 
the appraiser/appraisee dynamic and the 

performance appraisal mechanism per 
se, namely: Criticism tends to have a neg-
ative effect on achievement of goals; 
Praise has little effect one way or another; 
Performance improves most when spe-
cific goals are established; Defensiveness 
resulting from critical appraisal pro-
duces inferior performance; Coaching 
should be a day-to-day, not a once-a-year, 
activity; Mutual goal-setting, not criti-
cism, improves performance; Interviews 
designed primarily to improve an indi-
vidual’s performance should not at the 
same time weigh salary or promotion 
considerations in the balance; and real 
participation by the employee in the or-
ganisation’s goal setting processes helps 
provide mutually favourable results. 

Even more strikingly the same re-
search points out that it is actually fool-
ish to have a manager serving in the 
self-conflicting role as a counsellor 
(helping an employee to improve their 
performance) when, at the same time 

that same manager is presiding as a 
judge over the employee’s salary or pro-
motion action case. 

 
The role of technology in managing 

employee performance 
The right performance appraisal soft-

ware solution can go a long way into 
helping you implement an effective per-
formance management mechanism in 
your organisation. A key aspect to imple-
menting the right solution is for the soft-
ware to enable you to conduct multiple 
appraisals for different purposes and to 
give you the flexibility you need to allow 
your performance management tools to 
evolve in sync with your organisational 
strategy and to fulfil the true vocation of 
performance management in your or-
ganisation as a facilitator and enabler. 

The Dakar Performance Appraisal 
module adapts to fit your organisation’s 
performance management model with 
the possibility of having as many ap-

praisal reviews throughout the year as 
required. It allows you to use cus-
tomised appraisal templates to struc-
ture your appraisal process as per your 
business requirements. SMART develop-
ment plans can be set to empower and 
motivate employees as well as discover 
talent for future growth and develop-
ment within your organisation. Any con-
flicts between an employee and the 
appraiser can also be avoided by includ-
ing a confirming appraiser who acts as a 
mediator during the evaluation of the 
respective employee’s performance. Fur-
thermore, with the possibility to set au-
tomatic notifications and reminders, 
your organisation’s performance ap-
praisal workflows can be truly stream-
lined and digitised completely. 

 
David Catania is Chief Operations Officer 
at Dakar Software Systems, a specialist 
provider of integrated corporate HR so-
lutions.

Performance management – the key 
to achieving organisational goals

Since 1996,  Aġenzija Sedqa’s 
strategy at the place of  
work focused on raising 
awareness on addictions and 
self care at the workplace 
through its programme called 
S.A.F.E. – Skills for Addiction 
Free Employees.  

By engaging in this training 
and investing in the S.A.F.E pro-
gramme, the company will also 
benefit from job retention, in-
crease in employees values, in-
crease employees well being, 
and reduce job turnover. 

This programme offers in-
formative sessions to man-
agers/supervisors and 

employees on addictions and 
self-care. Topics include: alco-
hol and its effects; drugs and 
their effects; gambling; wise 
use of technology; stress man-
agement; bullying at the 
workplace; skills for the par-
ent employee/work-life bal-
ance; and approaching the 
employee with addiction diffi-
culties. 

The S.A.F.E. programme fo-
cuses on the introduction or 
review of the company’s Sub-
stance Abuse and Gambling 
Policy. It also provides a func-
tional referral system to 
Aġenzija Sedqa’s Care services 

for employees who might be 
experiencing problems related 
to addictions that may be hav-
ing an impact on the place of 
work. 

The Foundation for Social 
Welfare Services is a corpo-
rate partner with the Malta 
Employers Association  and  
it is also a member of 
the E.N.W.H.P. (European Net-
work for Workplace Health 
Promotion). 

For more information con-
tact Agenzija Sedqa on 2388 
5110, Facebook: Sedqa Malta 
and LinkedIn profile: Agenzija 
Sedqa S.A.F.E. 

The S.A.F.E. programme
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With the advancements in technology, 
the urge to balance innovation and qual-
ity is in great demand. Studioseven is a 
360-degree, creative-tech hub offering 
clients enhanced services with inte-
grated AV solutions, video production, 
exhibition stands, system integration 
and conferences and events. 

Having been in the industry for over 
four decades, Studioseven has always 
kept an eye for innovation and technol-
ogy to deliver outstanding results with 
maximum efficiency. Studioseven’s in-
house team appreciates a great mix of 
creative minds and tech wizards aimed 
at delivering the projects on time in line 
with the client’s specifications. 

Studioseven has become a trusted 
leader and supplier in conference and 
events, supporting their clients by offer-
ing unique solutions to their audio-vi-
sual needs. The team’s determination, 
focus and hard work has led Studioseven 
in the successful path of supporting 
many local and international firms en-
suring customer satisfaction. 

Studioseven proudly say that they are 
adaptive with the challenging situations 
and a concerned one was the pandemic 

where we supported the events virtually 
without compromising on the quality and 
with zero technical issues. Whether it’s an 
annual general meeting or presentation 
session, Studioseven are capable of hosting 
them in their studio or onsite in a complete 
way with full technical support including 
script prompters, professional camera 
work, timers, audio and much more. 

Studioseven have also reached an-
other set of milestones with their media 
production team who are experts when 
it comes to creative productions being 
one step ahead in analysing and creating 
the content to impress the clientele. 

With their technical expertise and 
professional relations with world-
renowned brands, Studioseven have ex-
panded our services into distribution 
and providing system designs to fit the 
client’s needs. Studioseven never miss 
the opportunity to ensure the client is 
supplied with the right brand and the 
right functionality. 

Studioseven’s one-stop-shop has 
grown widely to service all the technical 
needs a client could need together with 
all the branding facilities required, in-
cluding exhibition stands.

Technology and creativity
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The Financial Intelligence Anal-
ysis Unit (FIAU) is Malta’s finan-
cial intelligence unit and the 
anti-money laundering and 
counter-funding of terrorism 
(AML/CFT) supervisory author-
ity. Our purpose is ultimately to 
protect society from the terri-
ble effects of the crimes which 
lead to dirty money flowing into 
the economy and to prevent 
criminals from enjoying the 
fruit of their criminal acts.  

To achieve this, the FIAU has 
various sections that work to-
wards a common goal: fighting 
crime. The FIAU comprises of 
the following sections: Direc-
tors Office, Intelligence Analy-
sis, Supervision, Enforcement, 
Legal Affairs, Data Manage-
ment & Analytics, Cash Restric-
tion, Corporate Services and 
People, Performance and Cul-
ture, and Technology & Infor-
mation Security.  

FIAU’s primary responsibility 
is gathering intelligence about 
persons and/or companies that 
are suspects of illegal activity. 
With sufficient proof, such 
cases go to the Police force for 
further investigation. We also 
supervise subject persons such 
as, Bankers, Insurance Agen-
cies, Gaming Companies, Real 
Estate Agents, Notaries, and 
Lawyers, to ascertain that they 
comply with specific rules and 
regulations such as the Imple-

menting Procedures; conse-
quently, enforcement comes in 
when a person and/or company 
breaches the law.  

To attain all the above, FIAU 
engages motivated people who 
have a particular interest in this 
area and are willing to go the 
extra mile and persevere to get 
the correct information. An in-
quisitive mind perseveres in 
finding new ways of doing 
things and learning methods 
which could enhance the Unit’s 
internal processes and proce-
dures. Given the job’s nature, 
having an excellent moral com-
pass is of utmost importance. 
With regards to the academics, 
the FIAU has a diverse work-
force – with team members 
who have graduated from crim-
inology, business, accounting, 
marketing, psychology, law, IT 
and various others.  

FIAU’s work is not a regular 
job and is so vast that one can-
not limit themselves to one 
field of knowledge or set their 
eyes on just one area. The 
FIAU’s work touches on so 
many aspects and offers varied 
opportunities to learn and de-
velop, both through experience 
and classical learning. If you 
think you have what it takes to 
join the FIAU and want to make 
a difference, FIAU encourages 
you to look at their careers web-
site and apply.

Preventing criminals from enjoying 
the fruit of their criminal acts
Protecting society from the effects of dirty money. 

Offering high-value benefits not only re-
tains employees, it attracts new ones in 
a job market that is only growing more 
competitive. Employee well-being is top 
of mind for companies across the globe 
- and it pays to offer high value health 
benefits.  

 
How does it work?  
HSF cash plans empower employees to 

claim back 100 per cent of their health 
costs – from private consultations and 
treatments to dental checkups, and op-
tical appointments to physiotherapy – 
they receive a wide range of benefits for 
as little as €1.50 a month.  

 
Your team can say goodbye to wait 

times and referrals, because the ability 
to claim back costs makes specialist 
healthcare accessible when they need it. 

That means less absences at work for 
you and a healthier, happier team. 

 
Get started in three simple steps: 
Find the right health plan for your 

company needs and budget.  
If you have a well-being budget for 

your employees, fund a level of health 
cover for some or all of them. Alterna-
tively, pick a voluntary employee bene-
fit, meaning employees will pay for their 
health cash plans via payroll deduction. 

Once the team is set up, they will be 
able to take control of their healthcare 
and start claiming without a worry. 

 
Benefits for you, your employees, and 

the community 
All profits from HSF health plan are 

channeled back into its charity, The Hos-
pital Saturday Fund, who give grants to 

medical charities in Ireland, Malta, and 
the UK. 

 
Empower employees to take health-

care into their own hands.  

Promote well-being in the workplace 
with HSF health plan. 

To learn more about cash plans avail-
able, click here: https://hsfhealthplan. 
com.mt/hsf-health-plan-malta/

Take workplace well-being 
to the next level with  
HSF health plans
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GBSB Global is a new international busi-
ness school in Malta. It is a State-recog-
nised institution providing advanced 
higher education, focused on reshaping 
the way modern business is taught.  

With multiple campuses in Birkirkara, 
Spain and online, GBSB Global is State-
accredited by MFHEA and several inter-
national certification bodies, including 
ASIC, ECBE, ACBSP. We are a Five Stars 
Business School for Inclusiveness, Aca-
demic Development, Online Learning 
and Teaching & Employability.  

 
Are you looking to attract top talent?  
At GSBS Global, students learn to work 

in diverse local and international teams, 
honing soft skills that are necessary to 
foster change and lead by example on a 
global scale. These are the leaders of to-
morrow, equipped with innovation, cre-
ativity and business smarts that can 
translate to any industry. Some of our 

popular courses include digital market-
ing, digital business, entrepreneurship, 
finance and fin-tech, fashion, sports and 
other management specialisations at 
Bachelor and Master levels.  

 
What sets us apart?  
Our students graduate with up-to-date 

theoretical knowledge and real-world 
practical experience that serves as a step-
ping stone to a successful career. GBSB 
Global graduates have the marketability 
and know-how to stand out from the 
competition. The outcome: students are 
equipped with essential tools and tech-
nologies to be effective in the highly 
transformative world of tomorrow. 

 
Are you looking to scale up with Exec-

utive Training?  
Offering executive and customised 

training for established professionals, 
GBSB Global is the best institution to as-

sist companies, local HR firms and busi-
ness professionals in accelerating a fu-
ture-first mentality.  

 
Looking for new and innovative ideas 

to tackle business challenges?  
G-Accelerator’s Open Innovation Chal-

lenges is a new initiative on behalf of 
GBSB Global’s Entrepreneurship Centre, 
allowing students and external en-
trepreneurial minds to participate in 
open experimental projects. These are 
administered and led by large corpora-
tions calling for creative, innovative solu-

tions to modern problems, in alignment 
with G-Accelerator’s main goals. 

 
How can we help? 
Our Careers, Alumni and En-

trepreneurship Centre (CAEC) will help 
you identify talent, support your pro-
cesses, coordinate job postings, invite 
you to various career events and help 
you embrace innovation through our 
open innovation processes.  

Let’s talk global education. 
Contact us at  career.services@global-
business-school.org.  

GBSB Global’s top 
talent at the click 
of a button
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