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Introduction
Welcome to our new edition of The
HR Newsletter. Inside we present you
four different topics related to the HR
field which seem important for us.
They are dealing with actuality and
issues

that

HR

professionals

or

students could face in real life.
Our

team

students

is

in

composed

the

M2

of

four

International

Human Resource Management, and
we

propose

you

discover

these

articles.
We will start with recruitment biases,
we will continue with the subject of
burnout, then we will talk about the
search

for

meaning

at

work

and

finally the flexibility at work as a
norm.
We hope you will enjoy them.
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Topic 1

Recruitment
biases
How to identify our
biases?

Recruitment is a necessary step for
every kind of job. The people we
choose to fulfill a particular role might
have an impact on the image of the
company they will have a contract
with.
In the news, we regularly see people
making headlines because of what they
did and linked to their current position
or employer.
One of the examples we can think
about is the case of Jérome Kerviel, a
French trader who got involved in a
huge financial scandal in 2008. Kerviel
was accused of unauthorized trades
resulting in the loss of 4.9 billion €, this
led him to a conviction and a prison
sentence. But 8 years before that, when
he was recruited by Societe Generale,
he had been selected as someone that
could benefit the company. And this
choice had been proven to be the right
one as he was doing what he was being
told before those events.

Another example is the case of
Alexandre Benalla, who was appointed
as a security officer and deputy chief
of staff for Emmanuel Macron, with
whom he had been working since the
presidential campaign in 2017. Benalla
then became the center of several
affairs including violence against
protesters that led to his dismissal
from his position in the government
but also suspicion in a corruption
investigation.
This case is even more particular since
the position he was chosen for was
extremely politically important.
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It was so present in the news that the
French radio station, France Culture,
dedicated an episode of the series of
podcasts named “super fail” to this
subject. During this 15-minute-long
programme, the host, Guillaume Erner,
exchanged with an expert; Olivier
Sibony, on the topic from an HR point
of view.
Olivier Sibony is a strategy professor at
HEC Paris, he published several books
on biases including "You're about to make
a terrible mistake": how biases distort
decision-making and what you can do to
fight them. More recently, in 2021, he
also published a book called "Noise a flaw
in human judgment" co written with
Daniel Kahneman and Cass Sunstein.
The latest one explains how and why
human
judgment
is
flawed
and
influenced by a lot of external factors. It
also addresses how all this creates biases
that are then linked to discriminations.
Here, the two of them discuss
recruitment mistakes and how the biases
in a recruitment context can appear and
lead to this kind of mediatic mistake.
As we all know, everyone has biases that
can come from different origins; they
can be linked to our personality, culture
or education. Those will influence our
behavior and perception, which in
recruitment can result in us not seeing
things objectively and not making the
best decisions.
We can also be influenced by our peers
in the decision-making process. This
point is addressed by Sibony; explaining
that, even when we don’t realize it we
are influenced by others' opinions. More
precisely when taking a decision in a
group, like when assessing a candidate
together; the opinion of the first person
talking.
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As a solution, Sibony explains how basing the
decision on predefined goals and criteria can help
choose the best profile by limiting the topics that
can be affected by our biases. Therefore, this could
help us make the best decision and choose a profile
that will reduce the risk of facing a situation where
candidates end up being unsuitable for their
position. He also explains that in the event of a
decision taken collectively, it is important that
everyone's individual opinions remain the reality of
their personal vision and are not influenced. This
measure is particularly difficult to implement
because it is partly dependent on the organization of
the group's work.
For this, Sibony proposes to carry out the interviews
following a structure, following the same order for
each candidate, and subjecting them to the same
questions, the results obtained are more objective
and the analysis of these interviews leave less room
for the people carrying out the recruitment.
The author adds that asking candidates to carry out
tests leads to better results as to the accuracy of the
profile recruited. For this, tests such as personality,
intelligence or problem solving must be carried out
and analyzed in the same way.
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Topic 2

Engaged employees and burnout
Can the engagement of the employees be a reason to reach burnout?
The employee’s engagement is the level of
enthusiasm and dedication of the employees. That is
why it’s an important indicator in measuring their
work satisfaction, which makes it one of the main
concerns of the HR leader.
HR leaders focus on improving engagement in order
to reduce turnover and their hiring costs. According
to Forbes, engaged employees are more likely to
remain committed to the organization and increase
their
motivation,
achieving
high
productive
consistency, high profitability, and more business
goals are attained.
Herbert Freudenberger, in his book, “Burnout:
The High Cost of High achievement” (1974) used the
term burnout as “the extinction of motivation or
incentive, especially where one's devotion to a
cause or relationship fails to produce the desired
results”. It is mainly characterized by:
exhaustion, cynicism, and feelings of reduced
professional ability.
There are various signs of it:
1. Performance reduction
2. Physical symptoms
3. Emotional exhausion
4. Detachement from work activities
One might wonder if there is a link between engagement and burnout.
To answer this question, a study (1) was conducted at Yale University's Center for
Emotional Intelligence, in collaboration with the Faas Foundation.
This survey tried to compare the levels of engagement and burnout of 1000 American
employees.
(1) References: Moeller, J., Ivcevic, Z., White, A. E., Menges, J., & Brackett, M. A. (2018, January 25). Highly Engaged but Burned Out: IntraIndividual Profiles in the US Workforce. Retrieved from osf.io/zkmea
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Three groups were formed as a result of
the survey;

Optimally
engaged
group:
represents 2 out of 5 employees.
They believe that their engagement
has a positive impact on their daily
work life.
Unengaged employees
Engaged-exhausted employees: 1 in
5 employees say they are highly
engaged but experience a high level
of stress that can lead to burnout.
It is this last category that interests us.
Indeed, these people admit being
passionate about their job but are so
stressed that this gives them mixed
feelings that lead to frustration, which
increases the risk of burnout.
As we can see from this study, although
there are as many engaged people as
there are disengaged people, this 1/5th
of the population has a high turnover
rate, even though they show positive
behavior,
much
more
than
the
disengaged population.
What we can conclude is that, despite
the high engagement rate, the company
risks seeing some of its most motivated
and hardworking employees leave, due
to stress and burnout symptoms and not
because of disengagement.

So what's the right balance ?
The key here is to use what can be called
“Smart engagement”. Indeed, in order
to not fall into the trap of focusing on
promoting the engagement only, we
must ensure that the feeling of
commitment does not turn into
frustration and eventual burnout.

From the previous study, we can see that the
engaged employees outlined that they were
having high support, recognition, and selfefficiency with the minimum of workloads
and demands. While the Engaged-exhausted
ones claim having “High demands and high
resources” experience.

Solutions
1. Offer wellness programs on combating
stress
2. Monitor the level of demands: the higher
the work demands, the higher employee
need for support and opportunities for
recovery
3. Avoid defining high challenges that create
challenging situations, where anxiety and
stress are born even for the most motivated
employees, leading to their exhaustion
4. Rebalance the workloads
5. Increase the resources: time, money,
empathy, and friendship in the workplace.
6. Avoid emailing people after hours
7. Have a regular lunch break in the middle of
the day

References: Ivcevic, Z., Moeller, J., Menges, J., & Brackett, M. (s.d.).
Supervisor emotionally intelligent behavior and employee creativity. New
Haven, Connecticut, : Yale Center for Emotional Intelligence, Yale University.
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Topic 3

The search for
meaning at work
What is meant by "search for
meaning" and how is it defined?

The search for meaning could be seen
as a deep questioning about
the
match between a person's aspirations
and his/her actual job position.
However, it is important to understand
that this notion is subjective and will
evolve with the time.
To get an idea, we were able to attend
a conference entitled "A work that
makes sense: what does it mean?".
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In addition, he found his use beyond his job
by running a theatre workshop within the
company.
During our discussion, an important question
was asked to all the participants:
"What is important to me at work?".
This seemingly trivial question is in fact a
core question in the reflection of the search
for meaning at work. For it is what I do that is
important to me and has a meaning. The
responses of all participants, around a dozen,
were summarised and classified into four
categories on the next page.
After some research, Autissier and Wacheux
(2006) created a sensemaking model (2) based
on the Weick's model (1995). The model is
devided in three levels:
The job position:

This meeting allowed people to reflect
together and build this reflection.
At the beginning, Mrs. Y testified that
she took a career change from
recruitment to the disability sector in
order to help people to come back on
the job market. She has found a
fulfillment in a company with strong
values conveyed by the sector of
activity.
Then, Mr. P talked about his career in
chemistry in several companies, in
which he said that he has lost the
meaning of his work. He questioned
himself deeply to find another lever of
motivation,
and
new
missions.
Eventually, he chose to focus on the
clinical study part, with the aim of
bringing patients back to a normal life
by creating new treatments. By getting
closer to people in need, he found
meaning and motivation in his work.

Working conditions ;
Work relations ;
Feasability of the activity ;
The entity, direct environement of the job
position:
The occupation ;
Control measures ;
Remuneration ;
The organization in general:
Strategy ;
Culture ;
Image.

(2) References: Autissier, D., Giraud, L., & Johnson, K. (2015). Les 100 schémas du management la matrice BCG, les 5 forces de Porter, la roue de
Deming, la carte des alliés... et 96 autres., p 48 "Le Modèle du Sens au travail"
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People' Answers: What is important to me at work?
Interpersonal relationships, management and
Values of the company
Recognition
Share the company's values
Sense of belonging and integration in a group
Good relations and exchanges with colleagues,
working in a team
Good communication and Feedback
Working conditions
Friendly working atmosphere
Trust, Benevolence
Integrity and respect
Security et confort with low level of pressure
Flexible hours and teleworking possible
Decent pay
Professional and personal life balanced

We can observe that the answers of the
people questioned, are closed to the
model detailled previously. For them, the
most important things to make sense at
work are directly related to the working
conditions, relationships and feasability
of work. When people find the sense in
their job they feel more satisfied and
motivated
at
work
because
their
organization and the environment meet
their expectations.
Moreover, Maslow, in his model put at
the bottom of the pyramid the
physiological and security needs : they
have to be catered first in order to
achieve the needs of belonging and
fulfillment at the top.
The organization climate and the
working environment play an important
role in the safety of people, particularly
with regard to the impact on mental
health
and
psychological
risks:
depression, burn-out, absenteeism, etc.
The notion of "search for meaning" is
complex, and companies need to work
with their employees
to improve the
Quality of Working Life (QWL), and to
find the balance for a good working
environment.

Learning and Evolution
Evolution, depending on career goals
Completion
Transmission of knowledge and skills development
Continuous learning
Variety of topics covered at work
Mission, impact and cause
Feel useful, having a positive and beneficial impact
and feelings that work is valued
Challenges
Welfare
To be in accordance with
convictions

our

values,

our

New challenges for the future
Some
factors
are
going
to
impact
organizations and HR need to be prepared for
the change.
Evolution of behaviors, mentalities and rise
of
awareness
about
climat,
the
environment...
New generation on the job market (Z
Generation) with their values, behaviors,
priorities and ways of thinking.

Consequences
Difficulties to attract talents and to fill job
positions due to a lack of applicants.
High turnover rate because people don't
hesitate to leave the company when they
are not satisfied. The average duration in a
job position is approximately 3 years.
Adaptability and flexibility on new ways of
working: with the pandemic, remote
working is more common. Besides, people
want to have flexible working time.
Companies and organizations will need to
adapt and work on their brand image. They
need
to change their behaviors (e.g.:
Corporate Social Responsibility) to attract
talents and continue to be an appealing place
to grow.
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Topic 4

Working
environment:
flexibility is the
norm
Remote working opens up new horizons
for teams
Since Covid-19, teleworking has opened
up new opportunities for employees:
geographically
and
professionally.
Employees now want to be able to choose
where they live and have more flexibility
in managing their daily lives. The figures
speak for themselves: nearly 7 out of 10
French
people
want
to
continue
teleworking, according to a study by the
Vénus Consulting training organisation.

Mobility is booming
Remote
working
has
considerably
changed the situation. According to
PageGroup, 10% of working people have
changed their place of residence, 17% are
planning to move within 12 months and
23% in more than one year. What are the
reasons that motivate employees to move?
Moving to a more economically dynamic
region, the desire to live in a larger home
and/or with an outdoor area, the desire to
be closer to nature.
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Finding the right work and leisure balance
Some 86% of French companies have received a
request from their employees to work remotely, in
France or abroad. Young managers and people
aged 18 to 34 are the most tempted to work in a
place usually reserved for holidays. This form of
work called "bleisure" fits perfectly with telework.
However, this demand is not without questions for
companies, such as the company's responsibility in
case of accident or health problems abroad.
As business picks up, a large proportion of
employees will be keen on the possibility of
teleworking and will demand more flexibility. This
demand for flexibility now concerns all age groups,
not just the younger generation.
What is the view of HR on this issue?
They tend to be in favour of it. As a matter of fact,
2 out of 3 companies are ready to facilitate
teleworking for employees who want to live in
another
region.
Employers
are
more
accommodating and many allow their employees
to telework in a different region from where their
company is located.
According to the ANDRH survey (3), the expected
benefits of widespread remote work in their
companies are:
93%: better response to employees' expectations
and increased attractiveness.
64%: increased productivity
61%: reduction of the company's carbon
footprint
35%: potential property gains
23%: use of a more qualified (or cheaper)
workforce.
Such flexibility is seen by employees as a success
factor for organisations. Indeed, 43% of employees
mention workplace flexibility and 36% flexibility in
working hours as factors in the success of
organisations.

(3) References: ANDRH. (2020, juin). COVID : Le futur du travail vus par les DRH, p. 3
https://www.andrh.fr/uploads/files/attachments/6177b117e064b437094140.pdf
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A return to on-site
working?
Now that the pandemic has
subsided and the mask
restriction has been lifted,
can we expect a full return
to on-site work?
Here's what the data says:
According to an OpinionWay survey

38%

for Slack (4) conducted among 1,032
office workers in France in companies
with more than 20 employees, at the
beginning

of

employees

July

are

2021,

ready

to

38%

of

66%

change

employer if the latter were to impose a
return to 100% face-to-face work, and
this figure rises to 57% among the

employees are ready to
change employers if they
impose a return to 100% onsite work

businesses are willing to
facilitate teleworking for
employees who wish to live
in another region.

Flexibility yes, but not just any old way!

under 35 years old!

98% of French people want to continue to
This can be explained by the fact that

telework, but not in any random way.

56% of French employees believe that
their company has emerged from the

According to a survey conducted by the Ugict-

health crisis as a winner thanks to

CGT on remote working conditions, since the

collaborative

health crisis a large number of employees wish to

tools,

and

they

have

come to realise that it is possible to

continue

this

practice

but

under

certain

work at home as well as at work and be

conditions. However, working from home can

equally efficient.

also lead to depression, isolation and burnout...

(4) References: OpinionWay pour Slack - Les employés de bureau et le nouvel environnement de travail. (2021). https://www.opinion-way.com/fr/sondage-dopinion/sondages-publies/opinionway-pour-slack-les-employes-de-bureau-et-le-nouvel-environnement-de-travail-novembre-2021/download.html

