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WANTED: IVESTMENT IN
HUMAN CAPITAL

Samar Enayeh
IHRM President
Freelance Consultant & Trainer

In a world where
families are
shrinking, money
is tight and
education is
expensive,  you
would think that
businesses would
invest in their
most important asset, their people.

WANTED

510,000 Reward

In developed countries, and over time,
public and private businesses alike
have arrived at the realization that it is
one thing and one thing only that
provides you with a competitive
advantage in a highly competitive and
ever changing marketplace and that is
your labor force. The composition of
the people you employ and their
readiness during tumultuous times is
the factor that defines the strong from
the weak. After all, we have never
heard of companies that have gone
under because of the failure of their
marketing strategies or due to their
poor internal manufacturing process.

In reality, it is people who devise and
drive marketing strategies and people
who outline manufacturing processes,
not machines and math equations.
People are the assets of organizations.

But, before you rush out and
grab your employees and thank them
for your success or lack of, you need to
ponder the reality that not all your
employees are the reason behind your
success or failure, albeit that it may be.
It is your pool of talent. These are the
cornerstones of your business and
these are the assets that you need to
support, build and mentor into reaching
their fullest potential.

In today’s global marketplace, talent
management represents one of the
greatest challenges for HR leaders.
Research shows that an organization’s
success is directly linked to the talent it
can access and utilize effectively, and
therefore, finding, developing and
retaining highly talented and skilled
people is a priority in today’s
competitive business environment.

To effectively build and develop
human capital, a number of talent
management initiatives go hand-in-
hand with the overall human resource
management process. One of the basic
ones is training existing talent.

Tom Peters, a management guru said
“that if your organization is doing well,
double your training budget, if it is
flailing quadruple it”. An investment
in your people is an investment in your
business. But under no circumstances
do | support allocating thousands or
millions of dollars on training and
development  without at  least
measuring Yyour internal capabilities
and requirements. In order for your
investment to pay off it must be
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invested in the right areas and it must
be invested in the right people.

So first, before you go committing to
overall organizational training and
development plans, you need to have a
map in place. An organizational map
will chart out your goals which are
derived from your vision and mission
and objectives to your present state of
readiness in achieving those goals.
Remember the old adage, “If you
continued doing what you have always
done, you will get what you have
always gotten”. If you want to be able
to compete and survive and eventually
thrive in an evolutionary economic
state then you must measure, gauge
and change the status quo. The present
state of business as usual will not
launch you to the top of your earnings
for the year nor will it help solidify you
as a viable competitor in an evolving
marketplace. If you are lucky, it will
simply maintain your present status,
and this will depend greatly on the type
of industry you operate in. The more
technical and knowledge driven the
more likely the failure. Organizations
that rely heavily on knowledge and
skilled workers are those which need to
change faster than change itself. The
reason was introduced at the onset of
this article; the lack of skilled
workforce is magnifying and with it
creating an abyss of shortages for
skilled  workers.  Schools and
universities are churning out graduates
strong on theoretical knowledge but
weak on practice. Today’s evolving
global marketplace requires skills not
taught in schools. According to an
article in the Economist Jan. 21st 2006
“CENTRAL to much thinking about
how  organizations  should  be
restructured for the 21st century is the
idea that innovation and growth will
depend more and more on so-called
knowledge workers, the sort of people

who find themselves “Thinking for a
Living”.

In light of this
sighting, it was
identified that
knowledge
workers need to
have a relevant
academic
degree,
computer skills,
English language skills and business
skills. The top business skills are not
gained through academic institutions
nor are they in most cases inherent in
people’s character, they are learned
behaviors. Some of the top business
skills identified are: communication,
teamwork, leadership, problem
solving, decision making, creativity,
innovation, self management and
initiative. Although we all have some
of these skills to some degree, how we
use them and to what degree we use
them effectively is the issue at heart.
These skills or competencies are
critical to organizational well being
and effectiveness and these are the
skills we need to identify, teach and
eventually embody in our culture.

How do we go about dispensing these
competencies to our staff? First and
foremost, you need to identify the
technical,  behavioral and core
competencies  required in  your
establishment to achieve your goals.
Then you need to identify which
positions require which competency
(ies). This process is tedious and long,
but once established it will be the
foundation to base all your human
resource management programs on,
especially ~ your  training and
development plans. This will ensure
that your investment will be money
well spent and that the right people in
your organization get the right training
required.

October 2007



Once you have undergone the data
gathering and fact finding mission of
identifying your competencies and
anchoring them to your organizational
mast, then begin your investment in
your human capital by empowering
them with the knowledge required to
achieve personal success which in turn
will translate into your organizational
success. Remember, this is not a one
time shot, this is an on-going process
that needs to be nurtured and
supported. It does not end with the end
of the training session. In reality, it
begins when the training ends. The role
of the organization to espouse the
employees newly acquired skills and
behavior is to ensure these values are
encompassed in the culture and
adopted. This will reinforce the
behavior and solidify it among all staff

members as the norm. Another
important aspect of insuring that
training knowledge is adopted by the
employees is to reward the application
of these skills on the job. Acquisition
of new competencies or development
of existing ones are easy, it is the
application of those competencies that
need to be entrenched and reinforced.
A relevant reward system that is linked
to the outcome will buttress your
efforts.

So now, go ahead and invest in your
talent, but ensure that your
organization has embodied these
competencies as part of their internal
culture and values and is willing to
reward the application of them or else
your talent will one day become your
competitor’s champions.
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PERFORMANCE APPRAISAL
MANAGEMENT: THE SYSTEM
OR THE MANAGER!

Mohammad Baseem Ismail
Training & Development Manager
MTN-Syria

It is becoming more and more
obvious how essential the role of the
Performance  Appraisal IS in
motivating, retaining and developing
the employees in any company. From
the Rating Scale method which is one
of most basic methods in performance
appraisal, to the Critical Incident
Method, BARS, to more sophisticated
methods like MBO and Balanced
Scorecards, huge debates have arisen
about which is the best system to be
used and how to implement this system
in a way that offers mutual benefits for
both employee and employer.

Each of these systems has
controversial areas; these areas tend to
be the “hot topics” for discussions
among the HR professionals, managers
and employees. The “primitive”
systems, like the Rating Scale Method,
are described as naive and subjective.
The more complicated systems like
Balanced Scorecards and 360 degree
systems are accused of being overly
complicated and tough to implement in
the real life business, both needing a
huge amount of paper work.

And the question remains: which
system to use?

At the end of the day, the system is
actually  implemented via the
MANAGERS. Below, I will highlight
some points in which the manager
contributes effectively to the success of
any Performance Appraisal System:

- Setting Objectives and/or KPIs:
The manager should be able to
“Quantify” the objectives of
his/her staff. On the way to set
up objectives, performance

standards also should be there.
Good performance standards
are usually related to aspects
like deadlines, generating
revenues, profits, cost cutting,
quality of service, etc. These
standards are tough to be set for
many  positions, like the
Executive Secretary, but good
managers are always able to set
up SMART objectives and
performance standards for their
staff.

Clarifying these  objectives
and/or KPIs to the staff: What
competencies  should  the
manager have here? Well,
communication is the key. How
to communicate, when to
communicate and how to make
sure that the staff is fully aware
of their objectives.

Performance  Appraisal  vs.
Performance Management:
Some managers fall into the
trap of setting up the objectives,
communicating them to staff
and then forgetting or maybe
neglecting to follow up on the
staff performance. What is
needed from the manager
here?? In this case, coaching is
the key. Good managers are
good coaches and the
employees, especially those on
the first steps of their career
ladders, are not always
expected to take a corrective
action without follow-up from
their bosses. Ultimately, it’s a
Continuous Process.

Feedback Meeting: Once again,
the process doesn’t stop here,
it’s a continuous process, and a
feedback meeting should take
place at the end of the appraisal
cycle. This meeting should be
conducted between the
manager and the subordinate to
highlight  the  employee’s
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success and/or failure. It is very
significant for the success of
the entire process. If not
managed properly, this meeting
might lead to a de-motivated
employee. Furthermore, this
meeting shouldn’t stop at
highlighting  strengths  and
weaknesses but should go
beyond this by setting up a
Developmental Plan for the
employee during the coming
year.

- Impartiality: Last but not least,
impartiality. We might be able
to automate the system, set up
and communicate clear
objectives and complete all the
necessary steps but at the end
of the day, the system is to be
implemented by a human
being. Without impartiality,
there will be always a room for
bias,  subjectivity,  double
standards and, worst of all,
corruption. Impartiality may
not be a competency that can be
taught but should be monitored
strictly by HR. Handling the
employee grievances in a

professional, systematic and
objective way is the key here.

HR Role:

HR professionals play an essential role,
identifying the system and analyzing
the pros and cons, preparing
performance policies and procedures
etc..., but should go the extra mile by
training and orienting the managers on
the system. HR professionals usually
devote a remarkable amount of their
time using different types of training
methodologies to train the manager on
the system through classical courses,
role playing, simulation and open
discussions. Furthermore, they should
always be ready and prepared to
answer any question and to solve any
problem.

And now the question again,
which is more important, the System or
the Manager?

Well, good managers might
have difficulties handling a poor
system but they will be able to do
something about it, however, poor
managers will destroy any system, no
matter how good it is.
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MAKING EXCUSES

http://news.bbc.co.ukd

The mayor of Megion in Russia has
banned his staff from making excuses
to avoid work.

He has made a list of 27 forbidden
phrases such as 'it's lunch time',
'somebody else has the documents' and
‘| was sick at the time'.

The mayor says he's tired of people
saying things are impossible to solve,
rather than offering practical solutions.

If he does catch you making an excuse
then he says it will "speed your
departure™ which means you are more
likely to be sacked.

Here are a few excuses workers in
London say they or their colleagues
use: "l forgot", "I was too busy", "I'm
sick", "I slept in™.

One man says using the phrase 'I'm
sick’ is the most excusable excuse to
give because there are so many kinds
of sickness and it's hard to disprove
that a person is sick.

The phrase 'pulling a sickie' is used in
the English language when someone
pretends to be sick and fakes illness to
stay off work.

One woman says that sometimes
people don't come in to work on a
Monday because we all suffer from
Monday morning blues!

WHAT MAKES A GOOD
LEADER?

http://news.bbc.co.uk
BBCARABIC.COM

What makes a good leader?

Many people think leadership is about
having special qualities or
characteristics, such as integrity,
vision or courage.

But a group of social psychologists is
offering a different answer to the
question in a new study on leadership.

They say that to become a successful
leader you have to be like, and behave
like the group you are trying to
influence. The psychologists say good
leaders 'embody the qualities and
opinions of the group they are trying
to influence.’

This includes personal appearance, as
looking the part puts you in a stronger
position to influence the group you
lead.

In their opinion leadership isnt ‘'a
quality’ but a ‘social relationship’
between leaders and followers, which
is different in different groups.

AMANZING SAY

- Don't be afraid that your
life will end, be afraid that
it will never begin.

--Uknown
- Every sixty seconds you spend
upset is a minute of happiness
you'll never get back.
--Uknown

- The road to success is not a
path you find, but a trail you
blaze.

--Robert Brault
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DEALING WITH THE NEGATIVE
EMPLOYEE

Gary Vikesland, MALP CEAP
Employer-Employee.com
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READER'S CORNER
RS

Dr. Munir Abas

In this corner we would like to ask
you to send us your comments,
feedback, and recommendations
about the newsletter to help us
improve to satisfy the majority of
our readers and as you all know,
there is always a room for
improvement.

Thanks
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LESSONS OF LIFE

As we grow up, we learn that even the
one person that wasn't supposed to
ever let you down probably will. You
will have your heart broken probably
more than once and it's harder every
time. You'll break hearts too, so
remember how it felt when yours was
broken. You'll fight with your best
friend. You'll blame a new love for
things an old one did. You'l cry
because time is passing too fast, and
you'll eventually lose someone you
love. So take too many pictures, laugh
too much, and love like you've never
been hurt.
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MALE DIRECTORS' REFUSE TO
HIRE POTENTIAL MOTHERS'

http://www.hrreview.co.uk

(A fifth of UK directors refuse to hire
women of child-bearing age, according
to a new report.)

The findings, produced by YouGov
and reported in the Observer,
suggested that 22 per cent of male
directors avoid hiring  potential
mothers, while 29 per cent of such
directors over the age of 55 were
reluctant to hire women of this age
group.

The Equal Opportunities Commission
(EOC) has spoken out against the
statistics with its chief executive
Caroline  Slocock stating: "These
shocking results show that UK firms
are wasting a huge pool of potential
talent.”

It was also discovered that 64 per cent
of directors believe the government is
hindering business and 62 per cent
think that the Conservatives would be
most likely to reduce legislation and to
lessen regulation.

The EOC deals with sex discrimination
and gender-related inequality,
including good practice in the fair and
equal treatment of both men and
women.

EMPLOYERS' ARE
OVERLOOKING TALENTS.

http://www.hrreview.co.uk

< i‘ 1

(UK employers are missing out on a
huge talent pool by failing to offer
their staff flexible working conditions,
according to new research.)

Figures, produced by
WorkingMums.co.uk, indicate that, of
600 mothers surveyed, 90 per cent felt
it was problematic to find the
flexibility they require.

More than eight out of ten said that it
was difficult to achieve flexible work
that utilises their skills.

Additionally, over half of the women
considered bosses to be unsympathetic
to mothers.

Some employers, however, have
realised the potential benefits of
operating in a more accommodating
way, according to the jobs website.
Alex Cheatle, manager director of
lifestyle management company Ten
UK commented: "For wus time
management is critical as is the ability
to multi-task.

"Mums are great at managing time as
they are used to keeping unmovable
deadlines and to doing many things at
once."

WorkingMums.co.uk provides its users
with a database of jobs, employers and
opportunities that offer an alternative
to traditional working restrictions.
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VITAMINS FOR THE
MIND

The road to success is not a path
you find, but a trail you blaze.
--Robert Brault
Never bear more than one trouble
at a time. Some people bear three
kinds-all they have had, all they
have now, and all they expect to
have.
--Edward Everett Hale
Striving for excellence motivates
you; striving for perfection is
demoralizing.
--Harriet Braiker
Difficulties are meant to raise you
up, not discourage you.
--William Ellery Channig
No man ever achieved worthwhile
success who did not, at one time or
other, find himself with at least one
foot hanging well over the brink of
failure.
--Nopoleon Hill
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HR CARICATURES

‘©0riginalArtist T e ———.
/Refroduction rights obtainable from 34 @E.Qriglpal.Amgt ;
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www, CartoonStock.com

pefsom'\el

"I looked over your resume and the good
news is I like the paper it was typed on.
Do you really want to know the bad news?"

“We'll be in touch. | still have to interview
a few other applicants.”

PICTURES TAKEN AT SEYA & IHRM JOB FAIR (July 9-11, 2007)
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IHRM Board members: right to left: Bashar, Samar, Dr. Munir, Safwat, and Modar

(Volunteering Students from HIBA University answering visitors' questions)
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