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Publishing Policies and Standards

In Arab Journal of Administration (AJA)

Publishing Policies:

Arab Journal of Administration (AJA) is a scientific, refereed journal specialized in the field of management, including 
the administrative development and reform, and the related disciplines. The Journal, issued by Arab Administrative 
Development Organization (ARADO), (The first issue of this journal came out in 1977) aims at opening new scientific 
horizons for Arab management, sharing of knowledge, and promoting the latest trends in management and its 
applications. The Journal targets: faculty members, academic researchers, research centers, administrative development 
institutions, experts and consultants in management and administrative development, and various management leaders 
in government, public and private enterprise sectors, and NGOs.

Scientific Researches and Articles Issued by AJA Include the Following Forms:
1-	 Empirical Researches that depend on data generated from a field or experimental reality;
2-	 Analysis and assessment of innovative administrative concepts or methods, with their implications, and prospects and 

potential of their application in the Arab World being identified;
3-	 Assessment of applied practices or experiments, or examination of practical cases, using the methods and tools of 

the scientific approach, with implications and lessons learned being identified;
4-	 Comparative studies of intra-Arab World administrative issues, or between the Arab World and other regions in the 

World;
5-	 Analysis and assessment of the contemporary research literature in management and administrative development 

and reform, and conclusion of their implications and trends in a way that helps develop researches, administrative 
practices and institutional situations in the Arab Region;

6-	 Development of theoretical models / frames that contribute to understand the reality of the Arab management with 
the applied and practical implications of these models or frames being identified;

7-	 Study of methodological issues in the approaches and methods of administrative research, with application being 
made to the reality of the Arab management.

AJA Publishing Policies Also Allow Publishing Short Topics Whose Forms Include the Following:
1-	 Scientific comments/ feedback on researches previously issued in the Journal;
2-	 Sum up and assessment of issues introduced in a scientific conference or seminar held inside or outside the Arab 

World;
3-	 Assessment and analytic review of new Arab or international books;
4-	 Summary of scientific theses (Masters – PhD) that were discussed and approved.

How to present researches or articles for publishing in the Journal:
The following requirements shall be fulfilled when presenting researches for publishing:

1-	 By E-mail “asalama@arado.org “  or by mail to AJA’s Editor-in-Chief at the following address:
Arab Administrative Development Organization (ARADO)
P.O. Box 2692 Al Hurriya – Postal Code: 11736 Heliopolis, Cairo – Arab Republic of Egypt (ARE)

2-	 Researches sent are only accepted in Arabic or English;
3-	 An undertaking signed by the Author (Authors), which provides for that this research sent for publishing in AJA has not 

been previously published nor sent to any other entity till the completion of the assessment procedures or the expiry of the 
maximum time limit specified for informing the author of the assessment result and the decision of the Editor-in-Chief.

Format Requirements of Researches and Articles Presented for Publishing:
The following format requirements shall be fulfilled when submitting researches for publishing:

1-	 Report Structure: Report of research or article shall contain the following elements:
•	 A cover page that contains the research title, author name and job, name of institution to which the author belongs, full 

address, telephone, e-mail and fax numbers;
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•	 A summary of research in Arabic and English with a maximum of 100 words each;
•	 Report content which includes:

−	 A preamble that introduces the research core or problem and objectives;
−	 Assessment presentation of the research-related literature and scientific knowledge outcome;
−	 Assumptions, areas or questions;
−	 Research limits;
−	 Research approach which includes, as for Empirical Researches, the variables, sample size, composition, and design, 

the method of selection of its items, the used measurements and their characteristics, data collection methods, 
and the methods of data statistical analysis. As for theoretical researches or those that assess research literature, 
and generally non-empirical researches, the used methodological or analytical pillars, the sources on which the 
researcher has depended, and the tools of assessment, comparison, or analysis shall be clarified.

−	 The concluded results and indicators, or the outcome of assessment, analysis or comparison, with such results being 
compared against the results of previous researches and their theoretical and applied implications being assessed;

−	 Footnotes: references (only used and mentioned in the text);
−	 Annexes (kept to a minimum).

2-	 Report Size: Number of pages of the report content (including references and annexes for the ordinary researches and 
articles) shall not exceed 30 printed out pages, and shall not exceed 8 printed out pages for the short reports.

3-	 Printing Specifications: The papers used for printing shall be in the A4 format.

4-	 Printing of Tables and Figures: Each table and figure shall have a serialized number and shall be given a title reflecting its 
content, provided that the number and title of the table or figure shall be printed at the top of the table or figure, and its full 
source (sources) shall be mentioned below the table or figure.

5-	 Footnotes and References: A new page at the end of the study shall be dedicated for the footnotes with such footnotes being 
kept to a minimum and serialized according to their order in the text.

•	 An indication shall be made with regards to all references – Arabic and English – within the research to the last name 
of the author (Family Name), and the publishing year between brackets; for example, (Marshall, 1984) and (Hansen & 
Messier, 1986). In case of more than two authors of a single research, they shall be referred as (Kaufman et al., 1986). If 
there are two sources (or more), a reference shall be made to them as follows: (Al Qattan, 1987; Al Twijery, 1988), and 
(Ferris & Porac, 1984; Locke, 1989). In cases of citation, a reference shall be made to the page (or pages) cited (Marshall, 
1984: 50-53).

•	 List of references shall not contain any reference not mentioned in the research.

•	 All references shall be alphabetically ordered in terms of the author name (family), entity, or title of reference in case of 
lack of the author name, at the end of the research.

•	 All Arabic and foreign references shall be printed out in separate papers using one spacing line among the lines of the single 
reference and two spacing lines between a reference and another. 

•	 Bibliographic data of references shall be ordered as follows:

(A)	 Books:

•	 Al Radadi, Muhammad bin Muslim. (2002). The Islamic Banks Administration after the Globalization. Cairo: Arab 
Administrative Development Organization (ARADO).

•	 Tressy, William R. (1990). Design of Training and Development Systems, Translated by/ Saad Ahmed El Gebalay. 
Riyadh: Institute of Public Administration.

•	 Lipnack, Jessica. Virtual Teams: Across Space, Time, and Organization with Technology. 2nd ed. New York: John 
Wiley.

(B)	 Book Chapter: 

•	 Issa, Swar El Zahab Ahmed. (1987). «Elements Influencing Work Productivity», In: Reality of Work Productivity 
Rates and Development Methods. Al Manama, Bahrain: Council of Ministers of Labor and Social Affairs of Gulf Arab 
Countries.
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•	 Ayoubi, Zaki M. (1986). «Innovation and Management of Change in Public Enterprises in the Arab World», In: 
Administrative Reform in the Arab world: Readings, edited by Nassir Al-Saiph. Amman: Arab Administrative 
Development Organization (ARADO). 

(C)	 Periodicals:

•	 Zidan, Amr Alaa El Din. (2001). «Phases of Evolution of Egyptian Industrial Companies between Growth and Steadiness», 
Arab Journal of Administration (AJA), Cairo: Arab Administrative Development Organization (ARADO), Vol. 31, No.2. 
PP. 39-94.

•	 Pick, Kyle and W. Staiger Robert. (1990). «A Theory of Managed Trade», The American Economic Review, Vol. 80. No. 
4, Sep., PP 770-795.

(D)	 Papers of Conferences and Seminars:

•	 Batweeh, Muhammad Omar. (2002). «Academic Scientific Research and its Role in Development of Economic 
Resources: Analytic, Theoretical Study», Presented to: The Second Arab Conference of Administrative Researches 
and Publishing, (2-3/4/2002), Sharjah: Arab Administrative Development Organization (ARADO), P. 310.

•	 Pickl, Viktor J. (1986). «The Ombudsman and Administrative Reforms», Presented to: The Twentieth International 
Congress of Administrative Sciences, (6-10/9/1986), Amman, Jordan: Arab Organization of Administrative Science 
(ARADO).

(E)	 Web sites:
•	 Thom, Norbert. (2019). «Talent Management through Trainee Programmes Conceptual Preliminaries and Research-

Based Advice on the Design of Corporate Educational Programmes for University Graduates», Arab Journal of 
Administration (AJA), Cairo: Arab Administrative Development Organization (ARADO), Vol. 31, No.2. PP. 259-268. 
http://www.arado.org/AJA/ accessed: 30/3/2019.

Assessment of Researches and Papers Presented for Publishing:

Specialized professors and researchers with proven track record of research and scientific production assess researches and 
papers presented for publishing. Such researches and papers presented for publishing shall be subject to the following procedures 
in order:
1-	 Initial examination and assessment by the editorial staff;
2-	 Confidential assessment by three assessors with regards to researches and articles shortlisted from the initial inspection and 

assessment;
3-	 Report of research and article validity in light of the reports of assessors and editorial staff;
4-	 Sending reports of assessors to the author – the original researches or articles shall not be given back to him/her – as well as 

the assessments result and the decision of the editorial staff within a period not exceeding five months of the date on which he 
is notified by the editorial staff of the reception of the research or the article presented for publishing;

5-	 In case of the acceptance of the research or article for publishing, the author is notified of the date of publishing, and is given 
five copies of Journal issue in which his/her research is published. The decisions of the editorial staff on the research or article 
presented for publishing range among one of the following alternatives:
a)	 Unconditional acceptance of publishing;
b)	 Initial acceptance of publishing on the condition that formal or objective amendments be introduced;
c)	 Request of substantial amendments to be introduced with the research or article being re-presented;
d)	 Rejection of publishing due to formal or objective reasons.

Assessment Standards Include:
a)	 The value and authenticity of the research, and the contribution it provides in practical and application terms;
b)	 Research approach and method;
c)	 Research results;
d)	 The compliance with the scientific integrity and practices of bibliographic documentation;
e)	 The integrity of the languages and the followed presentation method.

Editorial Staff
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ج

بحوث مُكمة باللغة العربية

 أثـر التأجيـر التمويلي في ربحية البنوك التجارية والإسلامية في الأردن 3
عـــــبـــــاد مـــــــحـــــــمـــــــود  جــــــمــــــعــــــة  د.  أ. 
إيــــــــــــــــــــــــاد صــــــــــــدقــــــــــــي الـــــــــــــــــخــــــــصــــــــاونــــــــة

يمثــل التأجيـــر التمويلــي إحــدى الوســائل المتبعــة فــي توفيـــر التســهيلات الائتمانيــة اللازمــة للقيــام بالمشــروعات الاســتثمارية التـــي تحتــاج 
إلــى رأس مــال كبيـــر. حيــث يعتبـــر التأجيـــر التمويلــي أداة أكثـــر مرونــة وأقــل مخاطــرة مــن الأدوات الائتمانيــة التقليديــة؛ نظــرًا للمزايــا 
الإيجابيــة التـــي يتمتــع بهــا هــذا الأســلوب الائتمانـــي مقارنــة بالأســاليب الائتمانيــة الأخــرى. وقــد ازداد مجــال اســتخدام التأجيـــر التمويلــي 
مــع زيــادة حـــجم المشــروعات الاقتصاديــة والاســتثمارية، الأمــر الــذي أدى إلــى الحاجــة لمثــل هــذا النــوع مــن التســهيلات الائتمانيــة فــي 
البنــوك التجاريــة والبنــوك الإســامية علــى حــد ســواء. ولهــذا هدفــت هــذه الدراســة إلــى التعــرف علــى أثـــر التأجيـــر التمويلــي فــي ربحيــة 
البنــوك التجاريــة والإســامية فــي الأردن خــال فتـــرة )2008-2013(. ومــن أجــل تحقيــق هــدف الدراســة، تــم اســتخدام المنهــج الوصفــي 
والتحليلــي، مــن خــال بنــاء نمــوذج لتحيــل الانحــدار البســيط. أشــارت نتائــج الدراســة إلــى وجــود أثـــر للتأجيـــر التمويلــي فــي ربحيــة البنــوك 
التجاريــة الإســامية فــي الأردن. وقــد أوصــت بضــرورة قيــام الباحثيـــن الجــدد بالبحــث فــي مجــال التأجيـــر التمويلــي فــي البحــوث المســتقبلية.

 استـراتيجيات إدارة الانطباع التنظيمي وعلاقتها بسلوكيات الصوت الوظيفي: دراسة حالة في فروع مصرف  23
الرشيد بمحافظة النجف الأشرف

د. رافــــد حــمــيــد عــبــاس الـــحـــدراوي

انطلق البحث من مشكلة واقعية تجسدت بعدد من التساؤلات الفكرية والتطبيقية، استهدفت إجاباتها التعرف على الأطر الفكرية 
لمتغيـــري البحــث )استـــراتيجيات إدارة الانطبــاع التنظيمــي وســلوكيات الصــوت الوظيفــي( لكونهمــا مــن الموضوعــات المهمــة والحديثــة فــي 
 عن التعرف على مستوى ممارسة عينة البحث المتمثلة بفروع 

ً
البيئة العراقية بصورة عامة والقطاع المصرفي بصورة خاصة، فضل

مصــرف الرشــيد فــي محافظــة النجــف الأشــرف )فــرع الكوفــة، فــرع الروضــة، فــرع شــارع الصــادق، فــرع المنــاذره( لاستـــراتيجيات إدارة 
الانطبــاع التنظيمــي وســلوكيات الصــوت الوظيفــي ، ومــن ثــم ســعى البحــث لاختبــار تأثيـــرهما. توصــل البحــث إلــى عــدد مــن الاســتنتاجات- 
فكريــة نظريــة وأخــرى تطبيقيــة- شــخصت واقــع استـــراتيجيات إدارة الانطبــاع التنظيمــي كان أهمهــا: وجــود تأثيـــر عك�ســي لاستـــراتيجية 
التـــرهيب فــي ممارســة ســلوكيات الصــوت الوظيفــي، أي أن الموظفيـــن لا يقبلــون بممارســة هــذه الاستـــراتيجية مــن قبــل قادتهــم. وأو�صــى 

البحــث بضــرورة التخلــي عــن ممارســة هــذه الاستـــراتيجية لأنهــا تعمــل علــى تـــرك انطبــاع سلبـــي لــدى الموظفيـــن تجــاه مصارفهــم.

 دور مؤشرات بيئة الأعمال فـي تحديد مستوى الإقبال على تبنـي معاييـر التقاريـر المالية الدولية: دراسة  45
تطبيقية مقارنة

حــــســــن الله  عــــــــبــــــــد  إيــــــــــــنــــــــــــاس  د. 
حـــــــــــفـــــــــــظ الله صـــــــــفـــــــــوت عــــــــــلـــــــــــــــــــــي 

هدفــت هــذه الدراســة إلــى اختبارتأثيـــر مؤشــرات بيئــة الأعمــال معبـــرا عنهــا بالمؤشــرات القانونيــة والاقتصاديــة فــي تحديــد مســتوى 
الإقبــال علــى تبنـــي معاييـــر IFRS فــي عينــة مــن دول الشــرق الأوســط للفتـــرة مــا بيـــن 2001 -2010. حيــث تضمــن نمــوذج الدراســة 
متغيـــرًا معتمــدًا، تمثــل بتبنـــي معاييـــر IFRS، أمــا المتغيـــر المســتقل )مؤشــرات بيئــة الأعمــال(، فتــم قياســه مــن خــال تطويـــر مقيــاس 
موحــد بأخــذ الوســط الحسابـــي لــكل مــن المؤشــرات القانونيــة )طبيعــة النظــام القانونـــي، الإلــزام المحاسبـــي، وحمايــة المستثمريـــن(، 
 من حـــجم الشــركة، وحـــجم الســوق، والجهة المســؤولة 

ً
والمؤشــرات الاقتصادية )النمو الاقتصادي(. كما اســتخدمت الدراســة كل

عــن التدقيــق كمتغيـــرات رقابــة. وتوصلــت الدراســة إلــى وجــود تأثيـــر ذي دلالــة إحصائيــة موجبــة لمؤشــرات بيئــة الأعمــال فــي زيــادة 
الإقبال على تبنـي معاييـر IFRS. حيث أظهرت النتائج أن الدول التـي تنتمي إلى مجموعة الـ )Common Law(، وتتمتع بوجود إلزام 
 علــى تبنـــي 

ً
 عــن ضعــف فــي كل مــن قوانيـــن حمايــة المستثمريـــن فيهــا، ومســتوى النمــو الاقتصــادي تعتبـــر أكثـــر إقبــال

ً
محاسبـــي، فضــا

معاييـر IFRS، مقارنة بغيـرها من الدول الأخـرى. وأوصت الدراسة بضرورة التـركيـز على المؤشرات القانونية بشكل عام، وعلى كل 
من طبيعة النظام القانونـي والإلزام المحاسبـي بشكل خاص؛ لما لذلك من دور في إنجاح تجـربة التبنـي في الدول التـي اتخذت قرار 

التبنـــي، والــدول الأخـــرى فــي المنطقــة التـــي لا تـــزال تــدرس فكــرة التبنـــي.

محتويات العدد
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محتويات العدد

 الثقافة التنظيمية وتأثيـرها في تحديد التوجه الاستـراتيجـي للمنظمة: دراســـة تطبيقية فــي وزارة التعليم  65
العالي والبحث العلمي العراقية

الــــــــــرزاق ــــة عــــبــــد  ــــديـ ــالـ ــ خـ د.  م.  أ. 
ــبــــاس عــ أحــــــمــــــد  ســــــامــــــي  د.   . أ.م 
أحـــــــمـــــــد عــــــــــلــــــــــي  حــــــــمــــــــيــــــــد  د.  م. 

زاد الاهتمام بمفهوم الثقافة التنظيمية باعتبارها أحد المتغيـرات التنظيمية المهمة والمؤثـرة في أداء المنظمة من جانب، وفي تحديد 
التوجه الاستـراتيجـي لها من جانب آخـر، وعليه فإن هدف البحث هو الكشف عن أثـر عناصر الثقافة التنظيمية المتمثلة في القيم 
التنظيميــة، والمعتقــدات التنظيميــة، والتوقعــات التنظيميــة، والأعــراف التنظيميــة- فــي تحديــد التوجــه الاستـراتيجـــي بعناصــره 
المتمثلة في الاستـراتيجية الاستباقية، والدفاعية، والتحليلية، والاستجابة- في ديوان وزارة التعليم العالي والبحث العلمي. وتكمن 
أهميــة البحــث فــي تقديمــه تأصيــل فكــري لطبيعــة متغيـــرات البحــث مســتندة إلــى جهــد تطبيقــي مــن خــال تطبيــق المفاهيــم النظريــة 
فــي الميــدان العلمــي، وكانــت أبـــرز النتائــج التـــي توصــل إليهــا البحــث وجــود علاقــة ارتبــاط إيجابيــة وأثـــر معنــوي بيـــن الثقافــة التنظيمية 
 في رسم التوجهات الاستـــراتيجية للوزارة. أما أبـــرز 

ً
والتوجه الاستـراتيجـــي. وهذا يشيـــر إلى أن للثقافة التنظيمية دورًا مهمًا وفاعل

التوصيــات فتمثلــت فــي ضــرورة قيــام الــوزارة بمســح شــامل لاحتياجــات الجامعــات والمؤسســات المرتبطــة بهــا باســتمرار، وتحسيـــن 
مســتوى مخـــرجاتها بمــا يتــاءم مــع ســوق العمــل بعــد إجـــراء عمليــات المســح والتحليــل للبيئــة المحيطــة بهــا، وتوجيــه أنظــار الإدارات 
العليا في وزارة التعليم العالي والبحث العلمي إلى ضرورة تـرسيخ مفهوم الثقافة التنظيمية وخاصة التوقعات والقيم التنظيمية 

لأهميتهــا البالغــة فــي تحديــد التوجــه الاستـراتيجـــي للــوزارة.
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أنــــــــس عــــبــــد الـــــبـــــاســـــط عـــبـــاس د. 

تهــدف الدراســة إلــى تشــخيص مــدى إدراك العامليـــن فــي القطــاع الصحـــي الحكومــي بــوادي الدواســر لأهميــة تطبيــق مبــادئ إدارة 
الجــودة الشــاملة مــن أجــل بلــوغ الأهــداف المنشــودة، كمــا تهــدف الدراســة لتقويــم التحــولات التـــي تجريهــا إدارة المستشــفى لاعتمــاد 
مدخل إدارة الجودة الشاملة في عمله، وبيان مدى وجود علاقة بيـن بعض الـخصائص الشخصية وتطبيق مبادئ إدارة الجودة 
الشاملة. وأظهرت نتائج الدراسة أن هناك شعورًا من العامليـن في القطاع الصحـي بوادي الدواسر بوجود خطط نظرية وعلمية 
لتطبيــق مبــادئ الجــودة الشــاملة، لكنهــا تفتقــر للتفعيــل والمتابعــة مــن قبــل الإدارات العليــا. كمــا تبيـــن ضعفًــا فــي دور العلاقــات 
العامــة فــي ميــدان الدراســة انعكــس بظلالــه علــى نشــوء ضغــوط فــي العمــل مــن جانــب الموظفيـــن فــي المستشــفى، وعــدم رضــا مــن قبــل 
المستفيديـــن مــن هــذا القطــاع فــي أحيــان كثيـــرة. وأوصــت الدراســة بضــرورة تهيئــة منــاخ عــام داعــم للجــودة مــن قبــل متخــذي القــرار 
ومقدمــي الـــخدمة فــي جميــع الأقســام العاملــة فــي تقديــم الـــخدمات الصحيــة، مــن خــال البــدء بفتــح شــعبة ضمــان الجــودة. والعمــل 
على إعداد البـــرامج التدريبية والتثقيفية التـــي توضح مفاهيم الجودة، ونشــر ثقافتها لدى العامليـــن بجميع القطاعات الصحية، 
وإيجــاد قســم لمراقبــة جــودة الـــخدمات التدريبيــة والطبيــة فــي كل مستشــفى مــن خــال المعاييـــر والمؤشــرات اللازمــة لتطبيــق مدخــل 

الجــودة الشــاملة.

 -  أثـــر نظم المعلومات الاستـراتيجية في الميـزة التنافسية لفروع البنوك الأردنــيــة العاملة في مدينة إربــد  113
الأردن

الــــــــــــــعــــــــــــــواوده مـــــــجـــــــلـــــــي  ولــــــــــيــــــــــد  د. 

هدفــت الدراســة إلــى التعــرف علــى أثـــر نظــم المعلومــات الاستـــراتيجية فــي الميـــزة التنافســية لفــروع البنــوك الأردنيــة العاملــة فــي مدينــة 
إربد- الأردن. وتناولت ثلاثة عناصر من عناصر نظم المعلومات الاستـراتيجية، هي: الموارد البشرية، والبيانات والمعلومات، وتقنية 
المعلومــات. كمــا تناولــت بُعديـــن للميـــزة التنافســية، همــا: التكلفــة والتمايـــز. وأظهــرت نتائــج الدراســة أن هنــاك علاقــة إيجابيــة قويــة 
بيـــن عناصــر نظــم المعلومــات الاستـــراتيجية ومؤشــرات للميـــزة التنافســية، وكانــت العلاقــة أقــوى بيـــن عناصــر نظــم المعلومــات 
الاستـــراتيجية وبيـــن التكلفــة بالمقارنــة مــع العلاقــة بيـــن عناصــر نظــم المعلومــات الاستـــراتيجية وبيـــن التمايـــز، حيــث بلــغ معامــل 
الارتباط )0.779(. وفيما يتعلق بأثـــر عناصر نظم المعلومات الاستـــراتيجية في مؤشرات الميـــزة التنافسية، فقد أظهرت النتائج أن 
متغيـــر تقنيــة المعلومــات كان الأكثـــر تأثيـــرا علــى الميـــزة التنافســية، تــاه متغيـــر البيانــات والمعلومــات، وأخيـــرا متغيـــر المــوارد البشــرية.
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تقــوم القيــادة الاستـــراتيجية بــدرو مهــم فــي نجــاح المنظمــة فــي تحقيــق رؤيتهــا ورســالتها، وذلــك مــن خــال الاســتفادة مــن المهــارات 
والقــدرات التـــي يتميـــز بهــا القائــد الاستـراتيجـــي، والتـــي تمكنــه مــن إحــداث التغييـــر لجعــل المنظمــة متواكبــة مــع المتغيـــرات البيئيــة، 
ولديهــا القــدرة علــى الاســتمرار والازدهــار، وهــذا يتطلــب مــن المؤسســة ضــرورة أن يكــون لديهــا مجموعــة مــن المعاييـــر التـــي تمكنهــا مــن 
اختيار القائد الاستـراتيجـــي. من خلال مراجعة الأدبيات التـــي تناولت القيادة الاستـــراتيجية تبيـــن انه ليس هناك دراسات خاصة 
بتطبيــق مفهــوم النضـــج المؤس�ســي فــي المنظمــات العامــة العربيــة، بالإضافــة إلــى حاجــة هــذه المنظمــات إلــى منهجيــة تتضمــن مجموعة 
مــن المعاييـــر تمكنهــا مــن اختيــارات القيــادات الاستـــراتيجية التـــي تســتطيع تحقيــق النضـــج المؤس�ســي. وبالتالــي تلـــخصت مشــكلة 
الدراسة في تساؤلات ركزت على ما إذا كانت معاييـر ونظم اختيار القيادات المستخدمة في المنظمات العامة تتواكب مع المتغيـرات 
التـــي تحــدث اليــوم، وهــل هــذه المواصفــات والمعاييـــر المســتخدمة فــي اختيــار القيــادات تعتبـــر مواصفــات موضوعيــة وتســفر عــن قائــد 
مميـــز لقيــادة المؤسســة؟ وهــل تلعــب القيــادة الحاليــة فــي المنظمــات العامــة دورًا فــي تحقيــق النضـــج المؤس�ســي؟ وتوصلــت الدراســة 
فــي النهايــة إلــى أن هنــاك ضعفًــا فــي توجــه المؤسســات العامــة نحــو النضـــج المؤس�ســي، بالإضافــة إلــى أهميــة الــدور الــذي تلعبــه القيــادة 
الاستـــراتيجية في تحسيـــن الأداء، وأهميته في تحقيق النضـــج المؤس�ســي. وأوصت الدراســة بضرورة اعتماد معاييـــر خاصة باختيار 
القيــادات الاستـــراتيجية وإعــداد قيــادات الصــف الثانـــي، كمــا قدمــت الدراســة رؤيــة مقتـــرحة حــول كيفيــة اكتشــاف القيــادات 
الاستـراتيجية، وكيفية إعدادها وتجهيـزها، مع اقتـراح مجموعة من المعاييـر التـي يجب على المؤسسة أن تأخذها في الاعتبار عند 

إعــداد وتدريــب القيــادات فــي المؤسســة، وكذلــك اســتخدامها عنــد اختيــار الأفــراد لشــغل المواقــع القياديــة.

 دور تمكيـن العميل في تنمية قيمته للشركة من خلال توسيط جودة العلاقة: دراسة تطبيقية على عملاء  165
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ــنــــعــــم رجــــب ــبــــد المــ ــهــــان عــ ــيــ جــ د.  أ. 
د. مـــحـــمـــد بــــاســــل أحــــمــــد مـــصـــري

يهدف البحث إلى تقديم رؤية توضـح دور تمكيـن العميل في تنمية قيمة العميل من خلال توسيط جودة العلاقة، وذلك بُغية مساعدة 
ي وتفعيل نهج تمكيـن العميل، بما يساهم في تعزيـز جودة علاقة المنظمة بعملائها وتنمية القيمة التـي يضيفها  شركات الأعمال على تبنِّ
ــص إليهــا البحــث وجــود تأثيـــر معنــوي طــردي لتمكيـــن العميــل بأبعــاده الأربعــة )التأثيـــر، المعنـــى، 

ُ
ل
َ
نــت النتائــج التـــي خ العميــل للمنظمــة. بيَّ

مــة الـــخدمة، ووجــود تأثيـــر معنــوي  بــة حســب أهميتهــا- علــى جــودة علاقــة العميــل بالمنظمــة مقدِّ
ّ
حـــرية الاختيــار، الفاعليــة الذاتيــة(- مرت

بة حسب أهميتها- على القيمة التـي يضيفها العميل للشركة، بالإضافة إلى وجود 
ّ
طردي لجودة العلاقة ببُعديها )الرضا، والثقة(- مرت

بــة حســب أهميتهــا- علــى 
ّ
تأثيـــر معنــوي طــردي لتمكيـــن العميــل بأبعــاده الأربعــة )التأثيـــر، المعنـــى، حـــرية الاختيــار، الفاعليــة الذاتيــة(- مرت

قيمة العميل، ووجود تأثيـر معنوي لجودة العلاقة كمتغيـر وسيط على العلاقة بيـن تمكيـن العميل وقيمة العميل.
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ـــد ــــد الــــلــــطــــيــــف زايــــ ــبـ ــ ــمــــد عـ مــــحــ د. 
ــــر ــــقـ ــــي الأشـ ـــ ــنــ ــيــ ــــد الــــشــــربــ ــيـ ــ ــــسـ الـ د. 
شـــــــــكـــــــــري مــــــــــحــــــــــمــــــــــد  عـــــــــــــــــــــــاء  د. 
د. هـــبـــة الله عـــبـــد الـــصـــبـــور أمــيـــــن

يعتبـــر التحول الرقمي وتقديم خدمات التأميـــن إلكتـــرونيًا من التحديات التـــي تواجه قطاع التأميـــن في المملكة العربية السعودية 
لمواكبــة رؤيــة المملكــة 2030. لذلــك تمــت دراســة واقــع هــذا التحــول والعوامــل المؤثـــرة فيــه مــن خــال اســتطلاع آراء حملــة الوثائــق 
حــول جــودة الـــخدمات الإلكتـــرونية التـــي تقدمهــا شــركات التأميـــن وأثـــرها فــي مــدى اســتفادتهم مــن خدمــات التأميـــن الرقمــي التـــي 
تتيحها الشــركة إن وجدت. وقد تم اســتخدام أســاليب تحليل الانحدار، وتقديـــر الأثـــر بالنماذج البنائية، وتحليل التبايـــن لاختبار 
فرضيات الدراسة. وبينت النتائج أن التحول الرقمي في تقديم خدمات التأميـــن من جانب شركات التأميـــن السعودية لا يـــزال في 
حاجة إلى تطويـر كبيـر من حيث شمولية وتنوع الـخدمات، وأن نجاح ذلك يـرتبط بجودة الـخدمة الإلكتـرونية كما يدركها عملاء 
التأميـــن. وقــد تمثلــت أهــم التوصيــات فــي ضــرورة اهتمــام شــركات التأميـــن الســعودية بنشــر ثقافــة التحــول الرقمــي بيـــن مرؤوســيها، 
وتوســيع نطــاق الـــخدمات الإلكتـــرونية، ورفــع جودتهــا وفقًــا للأولويــات التـــي أظهرتهــا الدراســة، وخاصــة مــن حيــث الحـــرص علــى أن 
ا للعميل، وأن يتوافر الدعم الفنـي الكافي 

ً
، وأن يكون استخدام الموقع آمنًا وموثوق

ً
ا وشامل

ً
يكون محتوى الموقع الإلكتـرونـي محدث

لـــخدمة العمــاء المستفيديـــن مــن الـــخدمات الإلكتـــرونية لشــركة التأميـــن.
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Abstract

Studies suggest that HR managers worldwide perceive talent management as a field of managerial activ-
ity that is of crucial importance, but rather badly handled in actual practice. So-called «trainee» or «graduate 
programmes» – on-the-job training programmes for university graduates – offer an excellent path towards 
improvement here, but so far have received surprisingly scant attention outside German-speaking Europe. 
Drawing on many years of research and close relations with HR practitioners, the author hopes with the pres-
ent paper to stimulate an interest in such programmes among HR specialists in Poland and, as the case may be, 
further regions of Eastern Europe, and to provide an overview of the essential dos and don’ts in implementing 
them.

Key words: HR Management, HR Development, Talent Management, Training, Graduates 

Introduction

Few issues in HR management have seen such a boost in significance in recent times as talent manage-
ment has. In 2010, Boston Consulting Group, in collaboration with the World Federation of Personnel Man-
agement Associations WFPMA, conducted a survey among 5561 HR specialists around the globe, asking which 
fields of activity they expected to grow in importance in the future («future importance») and how well they 
thought they were currently handled («current capability»; (BCG/WFPMA, 2010)). Regarding future impor-
tance, «managing talent» was rated exceedingly high in the survey. At the same time, current capability was as-
sessed as particularly low. From this striking imbalance, the authors of the study derived a «strong need to act». 
A follow-up study of 2011, covering 2039 HR managers in 35 European countries, came to a similar conclusion 
(BCG/WFPMA, 2011); (Strack, 2011: 14-17). 

Drawing on many years of research and close relations with HR practitioners, the author hopes to show 
in the present paper that in German-speaking Europe, vast amounts of knowledge and experience have been 
gathered in the more specific area of fostering talented young university graduates in so-called «trainee» or 
«graduate programmes». He would therefore venture that the somewhat unsettling outcome of the BCG/WF-
PMA study surely must be qualified for the German-speaking world in view of what has been achieved there: 
the claim is that when it comes to talent management by means of trainee programmes, its future importance 
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has been very well recognised, and the current capability with which organisations address the issue is quite 
considerable. 

The author is among those who firmly believe in the potential of trainee programmes as a talent man-
agement instrument, and he thinks that companies in all regions of Europe and the world could and should 
benefit from them. The present article, accordingly, is intended to stimulate an interest in trainee programmes 
among HR specialists outside the German-speaking world, and to provide an overview of the dos and don’ts in 
implementing such programmes. 

Before dealing more closely with trainee programmes as a talent management tool, a number of prelimi-
nary remarks on the concepts of talent and talent management are requisite.

Talent and Talent Management: Conceptual Preliminaries

In antiquity, the term talent referred to various units of weight (usually of precious metals) and corre-
sponding units of monetary value. The concept thus bore connotations of «value» and «valuable» from the 
outset; there was also a further connotation of «trust» in said (monetary) value. A new figurative meaning 
appeared in the 15th century: probably deriving from its «monetary value» sense, talent came to be used 
to refer to a special aptitude or giftedness in a certain field of human activity. Later on, the concept expand-
ed further, so that talent could now also refer to a person possessing an aptitude of the mentioned kind, or 
indeed – a very common usage today – as a generic term to whole groups of talented people.

In the narrower sense the term assumes, in the context of HR management, one feature of talented 
employees, i.e. they tend to have gone through higher education. This, however, does not need to always be 
of an academic nature – just think of celebrity chefs or particularly gifted craftspeople. Furthermore, talent-
ed workers are taken to be highly motivated and to love challenging tasks. They have an incessant craving 
for continued professional training, and they satisfy this need whenever they can. Where these kinds of 
assets are crowned with highly developed social skills (e.g. with regard to communication and coopera-
tion), such people are viewed as particularly talented. In this case, the talented person has a socially skilled 
manner of interacting with colleagues, superiors and with people outside the organisation (e.g. customers). 
From the employer’s point of view, one might say in short then that a talented person possesses certain key 
skills that are particularly useful and important for the company’s continued favourable development and 
overall success. 

Talent management is defined by the authors of the mentioned BCG/WFPMA study as concerned with 
«attracting, developing and retaining all individuals with high potential – regardless of whether they are 
managers, specialists or individual contributors – across all levels of the organization» (BCG/WFPMA, 2010). 
Experts in the field generally like to speak of a «high potential» of people with talent. In the European 
management literature, the concept of «high potential» is sometimes used more narrowly for those who 
not only show potential for development, but who are also at a point in their current position where they 
have attained their maximum level of performance (Thom and Friedli, 2008). In any case, talented young 
employees are supposed to have or to develop towards such a status of high potential. 
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Today, talent management has attained a firm position within HR management teaching and research. 
In a current anthology on the topic, talent management is described as «focused on the core process of HR 
management that comprises everything from recruitment to evaluation and development all the way down 
to retention management» (Jäger, 2009: 15; our translation). In the understanding of the present author 
and his research collaborators (e.g. (Thom and Ritz, 2008), (Thom and Ritz, 2013)), talent management 
takes the shape of a cross-domain process within the company’s overall HR management scheme. Talent 
management is a task shared between line managers and HR management specialists. Both will need to co-
operate when it comes to attracting talented people, introducing them to the organisation, assessing their 
performance and potential, developing their skills and retaining their capability and willingness to perform 
within the company. 

On this view, the core process of talent management (devoted to attraction, introduction, assessment, 
development and retention of talent) is affected by five overarching functions of HR management: 

1-  Strategic HR Management: Strategic HR management is concerned with adjusting the HR strategy 
(how much staff with what skills will we require in the future?) to the overall company strategy (on 
which markets do we want to compete, using what kind of competitive strategy?). This will clarify 
not only what kind of talent will be needed where and when, but also what objectives the organisa-
tion can achieve through talent in the first place.

2-  Organisation of HR Management: Who (line managers, own and external HR specialists) is as-
signed with which tasks in talent management, with what capacities (decision-making and other au-
thority) and responsibilities? How to organise the sub-processes of talent management?

3-  HR Planning: HR planning must be coordinated with corporate planning in other domains (e.g. sales, 
production and financial planning). This part of operational planning specifies personnel require-
ments in both quantitative and qualitative terms and clarifies what kind of talent management the 
company can afford. 

4-  HR Marketing: The task here is to increase the employer’s attractiveness on the relevant labour mar-
kets. For this purpose, the company must know the needs of target groups (in this case, talented 
jobseekers) and must offer appropriate incentives. 

5-  HR Controlling: This comprises continual monitoring of the key figures that are relevant in the tai-
loring of all activities to the objectives pursued. Certainly relevant to talent management are, for in-
stance, figures on the duration of stay in specific positions, results of performance assessment, job 
satisfaction, and activities and advances in further education. 

With this, we have sufficiently outlined the framework within which the talent management core pro-
cess is situated. In the next section, we briefly discuss what trainee programmes actually are and what they 
aim at, before going on to identify some of the crucial design features they must have if they are to succeed 
as a talent management tool.

Talent Management through Trainee Programmes

In Germany, the first trainee programmes for graduates (henceforth: TrPr) in business administra-
tion and economics were introduced immediately after the Second World War. Today, such programmes 
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are standard in many companies in German-speaking Europe, while the target group has been enlarged 
to include engineers, lawyers or scientists with business proclivities. Manfred Becker, the best known Ger-
man author on HR development, provides the following brief characterisation: «...university graduates 
are systematically introduced to their new environment, to tasks and the corporate culture. Trainee pro-
grammes aim to make things easier for graduates at the start of their working lives. To this end, trainees 
proceed through various positions within the company. In addition, they are subjected to supplementary 
educational measures. Trainee programmes last from 6 to 24 months» (Becker, 2013: 560).

The author of the present paper has continuously observed and, together with his collaborators, done 
extensive research on TrPr since the 1970 s. One of his own early definitions of TrPr specified that they were 
«supposed to allow a selected circle of university graduates to receive basic training preparing for future 
management positions, to become clearer about their capabilities and interests, to establish personal re-
lations and to become familiar with the corporate structure and culture of an organisation» (Thom, 1987).

Today, talk of a «select circle» is certainly still appropriate in connection with attractive employers, 
where large numbers of candidates apply for any available programme position. Often, complex proce-
dures (e.g. assessment centres) are used in selecting the most suitable individuals. 

Other parts of the definition, however, require modification from a contemporary viewpoint. «Future 
management positions», for one thing, must be made more precise: while former trainees continue to be 
candidates for line management careers, and in some companies have indeed reached top management 
positions, many of today’s employers also offer opportunities for technical specialists or project managers 
as an alternative to classical management careers ((Ritz and Thom, 2011), which provides examples). Fur-
thermore, research suggests that the learning objectives as sketched out in the above definition of Thom 
(Thom, 1987: 218) should be spelled out and completed as follows: 

1-  The educational objective is still fundamental. After completion of the programme, trainees should 
be prepared for a job at management assistant level that is adequate to their formal education (e.g. 
junior controller, product manager, HR manager). 

2-  Also an informational objective remains firmly in place. Trainees are supposed to get to know the 
company and to become more reassured about their own personal performance capacities and their 
preferences regarding the subsequent stages of their professional lives. Employers for their part hope 
to learn as much as possible about the abilities and interests of each individual trainee. 

3-  The objective of integration amounts to the trainee’s deeper understanding and internalizing of 
the corporate culture – or, more precisely, of the system of core values to which each of the visited 
departments subscribes. 

4-  The image objective captures the employer’s aim to attract as many excellently qualified applicants 
as possible. Employer’s attractiveness is to be raised on the talent labour market (i.e. particularly 
among advanced students on relevant university courses). 

TrPr are a costly matter; from an accountancy viewpoint, they are an investment. Accordingly, an ad-
equate return in the form of work in the employer’s service is expected after the TrPr. Thus, pursuing a sus-
tainability objective, the employer strives to make trainees stay in the company for a certain amount of time 
(e.g. three years) after completion of the programme.
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By means of trainee programmes, employers basically aim to establish a corporate pool of qualified 
and highly motivated young professionals. On the basis that they possess the characteristic features of tal-
ented workers mentioned above, former trainees may go on to enjoy continued special fostering and be 
promoted to positions with more complex task profiles. On the classical view in German-speaking Europe, 
however, no one is talented forever just because they have participated in a corresponding programme at 
some point. New decisions must be made after every stage of testing the candidate’s worth as to whether 
they are still part – and still want to be part – of the talent pool. At this point, the obvious question arises 
as to how the objectives, on the part of both trainees and employers just discussed, can be achieved to the 
best possible degree. As the initial claim of this paper has it, a considerable base of knowledge and experi-
ence has accumulated in the German-speaking world in this regard. In academic research, great amounts of 
empirical data have been collected and analysed. Two research institutes, with which the present author is 
affiliated, for instance, have carried out six studies on TrPr in Germany and another six in Switzerland. In the 
course of this work, a wide range of valuable insights regarding the actual design of such programmes has 
been won (Thom and Friedli, 2008); (Thom and Nesemann, 2011: 25: 38). In particular, certain long-term 
tendencies (relating, for instance, to the duration of TrPr, their customisation versus standardisation, the im-
portance of stays abroad, different programme types, or recurrent problems in TrPr implementation) have 
been identified. Shortage of time on the part of trainees’ superiors is one striking and very serious problem 
in designing TrPr. Over the course of the programme, trainees shift between various departments (e.g. sales, 
accounting, HR). An implicit presumption here is that the various departments’ superiors have enough time 
to impart the necessary practical and theoretical knowledge to the trainees. However, in ten of the twelve 
mentioned empirical studies in Germany and Switzerland, lack of time on the part of superiors for teaching 
and supervision turned out to be the greatest obstacle to an effective and efficient programme. Insufficient 
time resources of superiors, however, jeopardise several of the objectives of TrPr as laid out above. This is 
evident with regard to the educational objective; but also familiarisation with values (objective of integra-
tion) may be hampered, along with other aims. In a series of workshops with TrPr directors organised by the 
author, one important reason for time shortage was identified: in both the job profiles (job descriptions) and 
the annual objectives of superiors, the objectives of TrPr tend to rank only very low or even do not figure at 
all. This simple circumstance seriously endangers the success of TrPr. 

The last large-scale research project on TrPr supervised by the author of the article was completed 
in 2012 at the University of Bern’s Institute for Organisation and Human Resource Management (IOP) and 
resulted in the monograph of Nesemann (Nesemann, 2012). This book and all its contents so far have been 
published in Germany only; our presentation of the principal results in the remaining paragraphs represents 
their first publication in English. The project, whose methodology and outlook derived from a long series 
of preceding studies, started out from a very wide-ranging and varied database. After systematic selection 
from 552 providers of TrPr in German-speaking Europe, 136 (88 German, 35 Swiss, 13 Austrian) were taken 
into account. All of them offered TrPr with the following minimal set of features:

1-  Trainees are recruited among graduates from universities or universities of applied science, mostly 
in business administration and economics, but also in law, engineering, computer and natural science. 



Talent Management through «Trainee Programmes» Conceptual Preliminaries...

264

2-  The programme consists of planned and well-organised procedures with an overall didactical struc-
ture. Trainees enjoy training both on the job and parallel to it, engage in project work, and shift be-
tween multiple training positions (job rotation). 

3-  Programme duration ranges from 6 to 24 months. 

4-  There are several participants in the programme at any time (the programme does not amount 
to a mere development measure for single individuals). 

After filtering out the very few defective questionnaires, 130 cases (providers of TrPr) were finally 
analysed (Nesemann, 2012: 125–128). Before going into hypotheses and results, a bit of statistical back-
ground: firstly, companies from the services sector (banking, trade, insurance) were much more numerous 
in the sample than employers in the industrial sector (63% versus 37%). Secondly, the TrPr under analysis 
had an average length of about 18 months (arithmetic mean: 17.8; mode: 18 months). Third, the trainees 
proceeded through four to five training positions (arithmetic mean: 5.2; mode: 4). 

Based on an in-depth analysis of both the existing literature and 12 relevant earlier studies, and taking 
into account the outcomes of 30 workshops with HR managers on the topic of TrPr and HR development 
that the author had organised together with Staufenbiel Institute, Cologne/Germany, a series of hypotheses 
were derived and tested against the database. Statistical analysis rested on two regression techniques (or-
dinary least square regression and robust regression). Here are the most important hypotheses that were 
confirmed by the study: 

1-  The amount of time spent by trainees’ direct superiors on the TrPr as a whole has a positive impact on 
(a) the objective of integration and (b) on the technical educational objective. 

2-  A visible effort on the part of the company’s top management in favour of TrPr adds to a positive in-
ternal image of TrPr. 

3-  A mentoring programme within TrPr may contribute to a positive external image of TrPr. 

4-  Project work in the course of TrPr has a positive impact on (a) the objective of integration, (b) the 
technical educational objective of TrPr (technical training) and (c) the methodological educational 
objective of TrPr (training in methodology). 

5-  Stays abroad enables trainees to acquire intercultural competences as part of the educational objec-
tive of TrPr. 

6-  Integrating TrPr within corporate HR development is conducive to retaining trainees in the company 
for a prolonged period of time after completion of the TrPr, and thus to achieving a sustainability 
objective. These results call for a number of explanatory comments:

-	 On 1a: The establishment of good relations between trainees and the people in their surroundings 
is an important indicator of successful integration of them. This will also ensure that trainees be-
come familiar with formal and informal networks and power structures (the prevailing «rules of 
the game»; (Nesemann, 2012: 51)). Inclusion in informal networks makes it easier to find allies and 
to build coalitions (Nesemann, 2012: 52). 

-	 On 1b: The aim is also to deepen and expand trainees’ technical competences. «Deepening» here 
means that trainees gain company-specific knowledge regarding the tasks of individual organisa-
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tional units within particular fields of activity. «Expansion» means the acquisition of know-how 
that goes beyond the boundaries of departments and indeed of the company as a whole; such 
know-how may concern, for instance, external partners (such as contractors or customers; (Nese-
mann, 2012: 45)). 

-	 On 2: A positive internal image means enhanced acceptance of TrPr within the organisation and, 
in particular, stronger support of TrPr on the part of direct superiors, which may at least to some ex-
tent mitigate the problem of time shortage discussed earlier. The company’s top management is the 
one circle of individuals that has the power to ensure the long-term existence of TrPr (Nesemann, 
2012: 53). 

-	 On 3: A positive external image may in turn help to increase the number and quality of applica-
tions for trainee positions, thus creating an advantage for the company (Nesemann, 2012: 53). 
Mentoring in the present context contributes to a partnership between a hierarchically superi-
or person (the mentor) and the hierarchically lower, less experienced trainee. This partnership 
is in principle one among equals, although the focus of course lies on a learning process on the 
part of the trainee. Also, the partnership is dynamic in that it will undergo modifications while 
it lasts. Mentoring must be beneficial to both partners and must rest on mutual trust. Learning 
from a mentor needs not be restricted to technicalities, but may also include informal personal 
and power relations; it may facilitate access to networks and thus support the trainee’s integra-
tion process. Last but not least, the trainee may also learn to assess her or his own performance 
and potential more accurately. In theory, there is a whole range of objectives of TrPr that might 
be pursued through a sophisticated mentoring scheme (Nesemann, 2012: 81–91). Firm statistical 
evidence, however, is only forthcoming for a positive effect on the external image objective. In 
general, there is still potential for optimisation in this area. 

-	 On 4: Project work can take various forms. Projects may be small and restricted to individual train-
ing stages and positions. Less common are larger projects involving informational stays in sever-
al organisational departments. Projects are task complexes with limited time resources. They are 
oriented towards precise goals (adhering to time and cost limits, attaining quality standards, etc.), 
thus making it possible for TrPr to have trainees taking considerable responsibility. The objectives 
of integration and technical education have been mentioned variously. The methodological educa-
tional objective comprises, among other things, techniques of information collection and process-
ing and of deriving practical conclusions from such information. More specifically, this involves 
training in group work and presentation techniques, or methods of project work (e.g. time and cost 
planning). 

-	 On 5: Intercultural competence is a special variety of social skill. It is the ability to interact with 
people from foreign cultures in adequate and effective ways. A distinction can be made here be-
tween a cognitive level (e.g. linguistic, historical, geographical knowledge), an emotional level (e.g. 
empathy) and a practical level (communication skills, etc.). As an element in the training of talent-
ed young professionals that is continuously growing in importance, intercultural competence is 
best acquired through stays abroad – provided these are designed such that they actually allow, 
or indeed enforce, maximally intensive exchanges with the host culture. On 6: In the study under 
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discussion, the sustainability objective was defined in terms of a stay of trainees with the employer 
for at least three years after completion of the TrPr. Integration of TrPr within comprehensive HR 
development schemes is often regarded as more or less a matter of course. For the present study, 
a special index was developed in order to measure the extent of such integration. The index took 
the following elements of integration into account: early information on career and further educa-
tion opportunities after programme completion; continued mentoring after the programme; regu-
lar assessment of trainees applying the same system that is used in the company’s leadership de-
velopment programme; integration of trainees in real teams and corporate project groups; personal 
commitment on the part of the company’s top management for the TrPr; and, finally, continued 
existence of the programme (no termination due to, for instance, cost reasons).

Conclusions and Prospects

As the present paper should illustrate, a massive amount of know-how relating to TrPr as a talent man-
agement tool has been gathered over the past decades in German-speaking Europe (also (Wegerich, 2013)). 
It is an author’s heartfelt concern that other regions of Europe and the world should benefit from these rich 
resources of knowledge and experience.

Progress in empirical research has made it possible to evaluate actual programmes with regard to their 
effectiveness and efficiency. The author’s research institute at the University of Berne has twice awarded 
a prize for the best TrPr in Switzerland; the relevant catalogue of criteria has been published (Thom and Ne-
semann, 2011: 31ff.). The results of evaluations at various companies make it clear that at least the leading 
employers are very skilled at using TrPr as a talent management instrument. This, together with the over-
view of academic research provided in the sections above, will hopefully convince the reader of the truth 
of the claim made at the beginning of this paper that the outcome of the BCG/WFPMA study according 
to which there is an imbalance between «future importance» and «current capability» in the area of talent 
management is too sweeping in the light of what has been and is still achieved with TrPr for graduates 
in German-speaking Europe. What remains to be made at this point are a number of concluding remarks on 
the pedagogical role of TrPr and their place in the broader educational and economic context: 

1-  University graduates, particularly those in business administration and economics, tend to be capa-
ble, but not quite ready yet for entering the profession. Tailor-made forms of supplementary training 
at and by employers are required. In a sense, a TrPr is a dual educational programme where theo-
ry-centred university courses are followed by more strictly regimented corporate training. 

2-  In German-speaking Europe, TrPr have in the meantime been opened to graduates from so-called 
universities of applied sciences (UAS), i.e. institutions of higher education for people who have first 
completed an apprenticeship. On graduation from an UAS, usually with a bachelor degree, the great 
majority of students enter working life. It is also possible, however, to go on studying for a master’s 
degree, either at the UAS or at regular universities, which usually demands successful passing of fur-
ther exams before accepting UAS students. Such additional requirements notwithstanding «permea-
bility» are a cherished ideal in this system: young people need not go straight to university; they can 
do an apprenticeship first, after which they still have all options open to themselves. There is thus 
no need for a high percentage of an age-group to strive directly for tertiary education through one or 
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another kind of purely theoretical university admission qualification (as is the case with most coun-
tries outside German-speaking Europe). As a rule, employability is considerably improved where 
such alternative educational paths exist. There is a reason to assume a causal link here with the rela-
tively low youth unemployment numbers in German-speaking Europe. 

3-  Currently, there are developments towards «dual study programmes»: university students are for-
mally employed by companies while studying for a bachelor or master’s degree, where the academic 
courses include project and transfer work to additionally increase practical relevance. Steinbeis Uni-
versity Berlin/Germany  is one example of the institution that has been collecting a lot of experience 
with this kind of scheme and cooperates with renowned employers such as Daimler or Bosch. 

4-  The German-speaking countries are very much export-oriented and are home to many international 
companies. Accordingly, stays abroad, as an integral part of TrPr, have grown in importance in recent 
decades. Doing part of participants’ trainee programmes in foreign subsidiaries, not only improves 
their intercultural competence, but it may also contribute to corporate know-how export, thus en-
abling companies to benefit far beyond the immediate purposes of an established tool for fostering 
and managing talent.
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