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issues and develop strategies to
deal with them. In this way, the

participant  recognizes the
problem in terms of real obsta-
cles, and is more likely to

respond appropriately. The prob-
lem-solving session has the
added effect of closely connect-
ing the training effort with “the
real world,” and this is what effec-
tive training is all about.

Support Group

In this final step, the trainer must
recognize the value of subse-
quent feedback and support to
trainee. Since, in most cases,
the trainer cannot follow-up with
individual trainees on a regular
basis, the participants could be
asked to exchange contact
numbers; or they could schedule
a subsequent meeting to
compare their notes or discuss
unforeseen problems; or they
may select a “partner” with
whom they will correspond. Any
of these approaches will consti-
tute a support group.

All three of these techniques
(contracts, problem-solving
sessions, and support groups)
address issues essential to
training transfer: (1) the trainees
must be intellectually aware of
the situations in which new skill
use is most appropriate: (2) the
training session itself must be
related to recognizable job
issues and tasks; (3) the opportu-
nity must be provided for proac-
tive planning for implementation;
and (4) reinforcement must be
provided while trainees are still
experimenting with new skills.
After the Training

The period after the training
session provides the real test of
effective transfer. A number of
transfer technigues may be used
effectively.

Delayed Evaluation

This follow-up evaluation, where
trainees are asked to assess the
impact of the training after a
30-day or three month intervals,
is one of the most common tech-
niques.

Additional Resources and Activi-
ties

These could include early
refresher courses or meetings
that review the highlights of the
main program or confront imple-
mentation issues that are raised.
Additional readings or brief sum-
maries of major points may be
distributed as frequent remind-
ers.

Progress Report

For new behaviors to become
habitual, reinforcement must
ideally be present from the
outset, For example, a "progress
report” might be sent to the
manager or participant, or both,
immediately  following the
training. This should outline
strengths and weaknesses
observed in training practice
sessions. It could be suggested
that this report could seve as the
foundation for a manger trainee
dialogue

Direct Reinforcement

Here, the trainer uses some types
of incentives. The frainer may
establish a contest, in which

trainees are eligible for recognition
or even some material reward, if
they can document incidents of
successful performance. The
results may then be publicized
throughout the support group, or
on a broader basis, via some rec-
ognition of accomplishment (i.e., a
certificate). In this way, successful
implementation is rewarded even
in the absence of managerial
involvement.

They key to this follow-up phase of
fraining transfer is to establish a
supportive environment in which
the trainer, manager, or support
group: (1) encourages skill use; (2)
gives regular feedback on the
trainees’ performance; and (3)
rewards desired outcomes,

The transfer of training problems
still exist in our organizations The
above-mentioned practical
approaches aim at solving these
problem and mitigating the risk of
losing the money spent on training.
Resources:

1- "Solving the transfer of training
problems” by Melissa 5. Leifer and
John W. Newstrom, Training and

Development Jourmnal, August
1980.
2- "Developing and training

human resources in organizations”
by Wexley, K. N., & Latham, G. P.
(2002).
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Maximizing the Transfer of Training

Master of Science

One of the most important
purposes of training programs in
organizations is the results these
programs have on the employ-
ees’ on-the-job behavior. However,
many of these programs fail to do
so due to different reasons
related to the designers, present-
ers, or receivers of the training
programs. One of the issues that
still concern the training profes-
sionals in organizations is the
transfer training problem.

In order to have -effective
training programs, designers and
presenters of training programs
should consider adequately the
need to facilitate transfer of
training to the work environ-
ment. To do so, training profes-
sionals need to apply a series of
practical approaches to obtain
better payoff from their efforts.
These approaches could be
divided based on when they
should be administered to
trainees and their supervisors.
These can be sorted out to
before the training, during the
training and after the training
practices.

Before the Training

Advanced Letter.

The first step in the holistic
approach is to inform the partici-
pant of the nature of the training
and its intended on-the-job
benefits. This is generally done
through a detailed letter that
includes statement of objectives,
the process to be used, expecta-
tions of participants and examples
of potential skill applications.

in Human R«

A e LA . ” 1
Muhammad Waseem Alhusami

sources Management

Involvement of Supervisor.

It is suggested that another
advanced letter be sent to the
trainees’ supervisors, stressing
the expected outcome of the
training and suggesting the
manager’s active involvement in
the “before and after” training
process. Not only does the
trainee see evidence of strong
advance support for the develop-
ment of new skills, but the super-
visor is more apt to follow-up the
training in a supportive way.

Prescribed Tasks

The previous two approaches
may be relatively passive for the
participant. However, this third
method involves the trainee and
begins to elicit excitement as
well as better define the trainee's
role. Here, tasks are assigned to
the trainee prior to the training
session. Advance readings could
be provided, or a case analysis
assigned. The training manager
could ask the participant to
identify a work problem on which
he/she could focus the use of the
skills during the training, and
which could then serve as a
basis for evaluating the change
in the participant’s behavior
upon return to the work environ-
ment.

Regardless of which specific

approach selected, the essential
elements of this step are: (1)
clearly communicate the objec-
tives of the training; (2) increase
the manager’s trainee’ stake in
the outcome of the training; (3)
establish a pattern for training-
related communication between
the manager and trainee; and
(4) stress the necessity for
involvement and activity at the
outset.

During the training

Training Contracts

Many trainers use some type of
contracts system to focus trainee
attention on future skill imple-
mentation. This usually height-
ens participant commitment to
transfer. The contract may be
formal: written to the boss or
trainer; or it may an informal
“contract with oneself”.

To increase the likelihood of
implementation, the participant
should specify in the contract not
only the new behavior, but also
the resulting benefits to him/her
for utilizing the new behaviors.
The contract should also specify
the measurement standard and
time period for judging progress.
In addition, the actual task to be
attempted should be as specific
and detailed as possible.
Problem Anticipation

Here, it is recommended that
before the close of any training
session, a discussion should take
place in which the trainees
discuss the probable obstacles to
implementation. This should be
a problem solving session where
participants anticipate real-life

¥



3. Unify Recruiting + Perfor-
mance Management:

Talent management strate-
gies—with unified processes for
managing recruitment, perfor-
mance, and succession
planning—respond well in a
slowing economy as companies
restructure to meet changing
market conditions. Visibility into
employee talents and aspira-
tions—through ongoing career
planning—provides the key to
efficient redeployment of talent
in a restructuring.

A unified talent management
process provides even greater
returns than do isolated activi-
ties. Recruiting and performance
deliver benefits from establishing
a single talent system of record
that are more holistically substan-
tial for business performance.
Recruiting helps performance
through identification of external
succession candidates, pre-
employment history and skills,
and finding skills to meet corpo-
rate goals. Performance helps
recruiting through top performer
modelling, proactive sourcing,

visibility into internal talent, and
job profiles and competencies.

4. Drive Improved Business
Performance :

To the unenlightened, talent
management investments during
cold economies may seem incon-
gruous. But demanding
economic times actually present
new opportunities for success.
Businesses can redeploy existing
resources to expand into new
markets, align employee perfor-
mance to corporate goals, focus
on bringing new skills in-house,
and implement employee devel-
opment and retention programs.
Talent management insight can
reveal top performers, identify
who to reward, pinpoint skill
sets, and intelligently guide
deployment and a reduction in
force.

Conclusions:

Successful organizations know
that exceptional business perfor-
mance is driven by superior
talent. Talent management is a
critical business function in any
economic climate; the acquisi-
tion and retention of top talent
should be an ongoing process.

A talent management system
that aligns your workforce with
shifting corporate objectives can
mean the difference between
merely surviving downturns and
using economic slowdowns to
create competitive advantage.

References:

- SHRM Society of human
resource management website.
- American in progress website.
- Strategic Staffing Book for
Jean M. Philips & Stanley M.
Gully.

- All Business a D&B Company.
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Financial Crisis
Conbribution of, Ghaith Dalati
.Human Resource Department.
JOUD

Financial Crises

Company

OD Supervisor

Down Economy Offers Upside Opportunities

Talent management has risen to
the vanguard as a central issue
for today's organizations world-
wide and established itself as a
key business strategy in any
economic season. Regardless of
market conditions, companies
need to hire and manage their
talent to fill positions and
manage performance. Even in
recessionary times, history has
shown that gross job creation
does not significantly decrease.
Successful talent management
strategies deliver the twin
benefits of lowered costs and
increased productivity — which
are especially welcome in a con-
strained business climate .

Executives Know Talent is
the Winning Strategy:
Executives are increasingly realiz-
ing - and appreciating - the
positive impact of successful
talent strategies and practices on
the organization.

A recent Accenture survey of
more than 850 top executives
found that two-thirds put the
inability to attract and retain the
best talent second only behind
competition as the key threat to
business success. Another study
found that an overwhelming
majority believe that talent has
an impact on profitability, a sig-
nificant effect on customer satis-
faction, and drives innovation
and new product development.

Talent Management: Perfor-
mance in All Economic
Seasons;

Hot and cold economic climates
may not both support overall

business growth, but they both
certainly fuel gross job creation
and require talent management
to guide hiring and performance
processes.

Net job creation may go down,
unemployment may go up, and
other key indicators can point to
economic slowdown. The simple
fact is that companies continue
to hire — even in a recession.
While net job creation might go
to zero, or even become a
negative number, gross job
creation still occurs as the work-
force shifts from sectors that are
hardest hit to areas that
continue to grow. An economic
downturn also presents an oppor-
tunity to improve the overall
strength of the talent already in
place.

Successful talent management is
a key driver of business perfor-
mance and the returns are not
confined to the benefits derived
during a robust, high growth
business cycle. Rather, at the
core of the value of talent man-
agement is the appreciation of
its power to drive organizational

performance in all business
Seasons.
Four areas of focus are:

1. Mitigate Turnover

2. Manage Higher Application
Flow

3. Unify Recruiting + Performance
Management

4. Drive Improved Business
Performance

1. Mitigate Turnover:
Voluntary turnover does not fade
away in a downturn. Hiring new
employees — whether for new
positions created through growth
or to backfill existing positions
due to agitate — continues. In
these circumstances, a strategic
hiring process that captures best
fit talent quickly is essential to
mitigate the financial drain from
open positions and poor produc-
tivity.

2. Manage Higher Applica-
tion Flow:

In a declining economy, organiza-
tions receive high volumes of
resumes as an increased supply
of candidates applies for vacant
positions. The adoption of the
Internet and corporate career
sites as the main method for job
posting and accepting applica-
tions can be an advantage if an
automated recruiting platform is
in use or a burden if the corpora-
tion is buried under an flood of
applications without the ability to
find quality talent among the

quantity.
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Four Secrets to Always Having a Jdp

By J.T. O'D«
areerbui d

r.Com

Never before have Americans
been as responsible for keeping
themselves skilled and employ-
able as they are today. I tell
people to expect to have as
many as nine different careers in
their lifetime, with an average of
three jobs in every one. In short,
for those who don't keep a
focused eye on their abilities to
adapt and grow with the
changing workplace, a day could
come when it becomes tough to
find a "good job."

How do some people always
manage to be employed and on
track for continued success?
They follow the four secrets to
staying employable.

1. Keep your definition of a
"good job" reasonable.

As we progress professionally,
we acquire skills and experiences
that often afford us greater
opportunities in terms of salary
and benefits. The problem lies in
making the assumption that
once we are offered a larger com-
pensation package, it becomes
the starting benchmark for any
job we take in the future. The
result is the "golden handcuff
effect” - a sense that we are held
hostage by our current job
because there's no place else to
go.

Smart workers know each job
opportunity provides criteria that
must be weighed differently against
our wants and needs. Staying
employable means simplifying
our list and planning for the day
when we won't have the same
level or type of perks. This keeps
job options more plentiful and
movement to new positions easier.
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2. Use the "3x3x3 rule” to create
and implement your own profes-
sional development strategy.
Forget about waiting for your
annual review; smart workers
take the review process into
their own hands. Assess your pro-
fessional strengths and weak-
nesses. By building a game plan
to leverage the first and
minimize the second, you can
identify how you plan to stay
employable. I encourage indi-
viduals to follow the "3x3x3 rule"
for skill development:

A. Choose three skills you want
to enhance.

B. Identify three ways in which
you could learn and grow each
skill.

C. Articulate three examples of
how you can demonstrate your
enhanced skills in this area to
your employer.

By taking professional develop-
ment into your own hands, you
remain focused and in control of
your employability.

3. Be the "go-to" person for
something employers need.

Like depositing into a retirement
fund, employees use the early
part of their careers to develop
skills to accumulate professional
wealth. Sadly, after a decade or
so, some employees believe
they've earned the right to live
off of the interest accrued from
their efforts. Midlife often brings
about changes in how an
employee wants to allocate his
or her time (ie. wants more time
with a spouse, family, home,hobby,
etc.). Smart employees know this
doesn't have to diminish the
quality of the timethey put into
their careers. To stay employable
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Sfocus on being the "go-to"
person for a particular problem,
task or technique. Building
subject-matter expertise in a
specific area that's in demand
within the workplace will create
a personal insurance policy that
ensures you'll always be the
"go-to" employee who's in
demand.

4. Create a board of advisers for
your company of one.

Smart individuals don't do
surgery on themselves, pull their
own teeth or represent them-
selves in legal matters. They
defer to professionals who have
the training and expertise that
gets the best results. Smart
employees do the same with
their careers. In an age where
employees are in essence a
company of one -- responsible
for keeping the services they
deliver in demand -- doesn't it
make sense to seek the counsel
of those who can help you make
the best career decisions? Smart
employees solicit the advice of
individuals they think approach
career success in a manner they
admire. Whether it's a relative,
co-worker, former manager or
even a professional career
coach, seeking advice from
those who know more than you
will give you the perspective
needed to be proactive and suc-
cessful at staying employable.

Career paths are full of twists
and turns; they're rarely straight-
forward. To avoid roadblocks,
use the four secrets outlined
above and you'll be able to make
course corrections that will help
you stay employable.
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HR & Change Management

Dr.lhab Habob

HR Director. H&H Technology Company

HR Consultant. Vancouver. Canada

Introduction

Organizations do not do change
for the sake of change. Change
is a strategy to assist
organizations to accomplish the
overall goals of an organization.
Organizational change might
include a change in mission,
vision, new technologies, and
mergers and acquisitions (M&A).
The primary reasons for mergers
are to increase productivity, to
take advantage of the strength of
each organization, to be
stronger and more competitive,
or to gain synergy. However,
over 50% of these mergers fail
in achieving the goals that were
planned (Bliss &Associates INC.,
2007).

Change is not an easy process
because strong resistances and
obstacles exist. The Human
Resource can play a significant
role in reducing the employees’
resistance, retaining talent and
motivating staff.

Principles of effective organiza-
tional change

Change management is “the
process of continually renewing
an organization’s direction,
structure and capabilities to
serve the ever-changing needs
of external and internal custom-
ers”

(Brook O and Lodanvood, 2006,9 3).
This indicates that a company
needs to effectively prepare

for this change. This preparation
needs to occur at both the organi-
zational level and individual
level.

There are three significant
requirements at the organiza-
tional level:

1. Respected and effective
leaders: In order to motivate
employees, the company needs
to hire good leaders who show
high respect for upper manage-
ment;

2. Appropriate rewards systems:
The rewards system must

promote openness to merger
andchange.Performance-based
reward systems can motivate
employees to accept the new

change; and,

3. Non-hierarchical structure: In
order to facilitate cultural and
process changes

At the individual level, HR profes-
sionals at the company need to
prepare for change in the
following ways:

1. Challenge complacency by
raising concerns about existing
potentially difficult issues that
could result in crisis;

2. Giving people a voice by
allowing individuals who are the
most affected to get involved

to empower them for action;
and,

3. Communicate effectively with
employees who are affected by
the change.

Communication can encourage
employees to express their anxi-
eties. HR professionals at

the company must have clear
communication plans and goals
in order to involve all those

who are affected and to assist
individuals to learn and grow
from change.
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aside from their functional
responsibilities, and arguably
this accountability should be
included in some way in a direc-
tor's job description. Clarity is
vital. People and employers
need to have a clear, mutual
agreement about the expecta-
tions for the job, and the job
description is a key instrument
by which this is achieved.

That said, job descriptions are
not operating manuals. | repeat,
keep the descriptions of duties
concise and free of detailed oper-
ating or processing instructions.
If necessary refer to these is a
phrase such as 'according to
company procedures', or ‘accord-
ing to the operating manual/safety
manual’, etc.

By referencing rather than includ-
ing specific operating standards
or processes, the headache of
updating all the job descriptions
when procedures change is
avoided.

Job description template

+ Job Title

» Based at (Business Unit,
Section - if applicable)

* Position reports to (Line

Manager title, location, and Func-
tional Manager, location if matrix
management structure)

* Job Purpose Summary (ideally
one sentence)

« Key Responsibilties and
Accountabilities, (or 'Duties'.
8-15 numbered points)
*Dimensions/Territory/Scope
/Scale indicators (the areas to
which responsibilities extend
and the scale of responsibilities -

staff, customers, territory,
products, equipment, premises,
etc)

« Date and other relevant

internal references

For senior job descriptions it is
useful to break key responsibili-
ties into sections covering Func-
tional, Managerial, and
Organizational areas.

The most difficult part is the Key
Responsibilities and Account-
abilities section. Large organiza-
tions have generic versions for
the most common organizational
roles - so don't re-invent the
wheel if something suitable
already exists. If you have to
create a job description from
scratch, use this method to
produce the 8-15 responsibili-
ties:

1. Note down in a completely
random fashion all of the aspects
of the job.

2. Think about; processes,
planning, executing, monitoring,
reporting,communicating,
managingpeople/resources/

activities/money/information/inputs
{outputs/communications/time.
3. Next combine and develop
the random collection of ideas
into a set of key responsibilities.
(A junior position will not need
more than 8. A senior one might
need 15.)

4. Rank them roughly in order
of importance.

5. Have someone who knows
or has done the job well check
your list and amend as appropri-
ate.

6. Double check that everything
on the list is genuinely important
and achievable.

Do not put targets into a job
description. Targets are a
moving output over which you
need flexible control.

Do not put 'must achieve sales
target' into a job description. This
is a pure output and does not
describe the job. The job descrip-
tion must describe the activities
required to ensure that target will
be met.

Do not have as one of the key
responsibilities ‘and anything
else that the manager wants', It's
not fair, and no-one is ever com-
mitted to or accountable for such
a thing.

Reference:
http:/fwww.businessballs.com
jobdescription.htm
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Plus any responsibilities for
other staff if applicable, typically:
« recruiting (of direct-reporting
staff)

* assessing
staff)

+ training (direct-reporting staff)
* managing (direct-reporting
staff)

Senior roles will include more
executive aspects:

+ developing policy

» duty of care and corporate
responsibility

+ formulation of direction and
strategy

(direct-reporting

You will find that you can cluster
most of the tasks on your
(initially very long) list into a list
of far fewer broad (but still
specific) responsibilities accord-
ing to the above examples of
typical job description activity
areas.

Obviously the level of authority
affects the extent of responsibility
in the job description for determin-
ing strategy, decision-making,
managing other people, and for
executive roles, deciding direction,
policy, and delivering corporate
performance.

Wherever possible refer the
detail of standards and process
to your ‘operational manual' or
‘agreed procedures' or 'agreed
standards' rather than allowing
the job description to become a
sort of operating manual. If your
boss or employer is asking for
you to detail your tasks at length
in a job description, encourage
him/her/the organization to put
this level of detail into an opera-
tional manual - it will save a lot of
time.

Writing or re-writing a job descrip-
tion is a good opportunity to

frame the role as you'd like it as
well as reflect how it is at the
moment, so try to think outside of
the normal way of thinking, and if
this is difficult seek the input of
somebody who is less close to
things.

Job descriptions are
important

Job descriptions improve an
organization's ability to manage
people and roles in the following
ways:

= clarifies employer expectations
for employee

* provides basis of measuring
job performance

» provides clear description of
role for job candidates

* provides a structure and disci-
pline for company to understand
and structure all jobs and ensure
necessary activities, duties and
responsibilities are covered by
one job or another

» provides continuity of role
parameters  irrespective  of
manager interpretation

=« enables pay and grading
systems to be structured fairly
and logically

« prevents arbitrary interpreta-
tion of role content and limit by
employee and employer and
manager

« gssential reference tool in
issues of employee/lemployer
dispute =essential reference tool
for discipline issues
* provides important reference
points for training and develop-
ment areas
* provides neutral and objective
(as opposed to subjective or
arbitrary) reference points for
appraisals, performance reviews
and counseling
= enables formulation of skill set
and behavior set requirements
per role
= enables organization to struc-
ture and manage roles in a
uniform way, thus increasing effi-
ciency and effectiveness of
recruitment, training and develop-
ment, organizational structure,

work flow and activities,
customer service, etc
« enables factual view (as

opposed to instinctual) to be taken
by employees and managers in
career progression and succes-
sion planning

(The list is not exhaustive.)

Here you'll find job descriptions
structure and template, and
samples of various job descrip-
tions. Also template and sample
‘person-profile’, necessary when
recruiting.

Be very careful to adhere to
relevant employment an discrimi-
nation law when compiling job
descriptions, job adverts and
person-profiles. In the UK this
means that you must not specify
a preference according to
gender, race, creed, religion, or
physical ability. If you find
yourself writing a job description
with a bias in any of these areas
you should ask yourself why, as
none can be justified.

In the UK company directors

have personal liability for the
activities of their organizations
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Job Descriptions

Job Descriptions

Aladdin Muft

HR student at new horizons
Writing job descriptions. job
Job descriptions are essential.
Job descriptions are required for
recruitment so that you and the
applicants can understand the
role. Job descriptions are neces-
sary for all people in work. A job
description defines a person's
role and accountability. Without
a job description it is not possible
for a person to properly commit
to, or be held accountable for, a
role.

As an employee you may have or
be given the opportunity to take
responsibility for your job descrip-
tion. This is good. It allows you
to clarify expectations with your
employer and your boss.

The process of writing job
descriptions is actually quite
easy and straight-forward. Many
people tend to start off with a list
of 20-30 tasks, which is okay as
a start, but this needs refining to
far fewer points, around 8-12 is
the ideal.

Smaller organizations commonly
require staff and managers to
cover a wider or more mixed
range of responsibilities than in
larger organizations (for example,
the 'office manager' role can
comprise financial, HR, stock-
control, scheduling and other
duties). Therefore in smaller orga-
nizations, job descriptions might
necessarily contain a greater
number of listed responsibilities,
perhaps 15-16. However,
whatever the circumstances, the
number of responsi bilities
should not exceed this, or the job
description becomes unwieldy
and ineffective.

Any job description containing
20-30 tasks is actually more like
a part of an operational manual,
which serves a different
purpose. Job descriptions should
refer to the operational manual,
or to 'agreed procedures’, rather
than include the detail of the
tasks in the job description. If
you include task detail in a job
description you will need to
change it when the task detail
changes, as it will often do. What
would you rather change, 100
job descriptions or one opera-
tional manual?

Similarly, lengthy details of
health and safety procedures
should not be included in a job
description. Instead put them
into a health and safety manual,
and then simply refer to this in
the job description. Again, when
your health and safety procedure
changes, would you rather
change 100 job descriptions or
just one health and safety
manual?

A useful process for refining and
writing job descriptions responsi-
bilities into fewer points and
(‘responsibilities' rather than
'individual tasks'), is to group the
many individual tasks into main
responsibility areas, such as the
list below (not all will be appli-
cable to any single role). Bold
type indicates that these respon-
sibility areas would normally
feature in most job descriptions:
Bold type indicates that these
responsibility areas would
normally feature in most job
descriptions.

descriptions duties. directors responsibilities

« Communicating (in relation to
whom, what, how - and this is
applicable to all below)

« Planning and organizing (of
what...)

* Managing information or
general administration support
(of what...)

« Monitoring and reporting (of

what...)

= Evaluating and decision-maing
(of what...)

« Financial  budgeting and

control (of what...)

« Producing things (what...)

« Maintaining / repairing things
(what...)

« Quality control (for production
roles normally a separate respon-
sibility; otherwise this is gener-
ally incorporated within other
relevant responsibilities) (of
what...)

e Health and safety (normally
the same point for all job descrip-
tions of a given staff grade)

« Using equipment and systems
(what...)

» Creating and developing things
(what...)

» Self-development  (normally
the same point for all job
descriptions of a given staff
grade)
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Contribution of: Sabri Arnaout
Universal Tempered Glass Company

Administration Director




Contribution of; Ms. Melen Makhoul
HR Manager

University of Kalamoon

i you tobd me to keep quiel about -
d oul averybody else £20.~

“I'm sorry, Harris - but we've decided to
fight costs.”

“Harry, is it true the company are making all the
staff who are bald redundant?”

~ - |t
#

"¥Yes. | have a question. Does the chalrman
have a daughber?

S 7AFF AGENCY

"That's the efficiency expert.”
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COMPASS HR

can give you the answer !

Does your company know the people it has
and have the people it needs ?

You are ’

What you know
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OTranstek

For more information,
call our experts

www.transtek.com @ 5038
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