Institute of Human
Resource Management

www.ihrmsyria.org

2007 <k
J¥) asad) A si oy Adaa

oubee ada 3 ol Gy

Think HR

5o D Ay s (3 A0 a0 sall 5 JleeY)
Jﬁj:%_mu}d\ XYY c-\_ﬁu\ ‘;QBJLL.MJ\} JJ..'A;M
s (e Ll 8 ) il 53 5 Sal 4 galina 2
e 13 A e ddml) joa ) el
Gaob e Aagall 0dgn Ll agand ¥ & uuse
AR Al a5 s all Al 55 35 ) ams
Al 138 5 Ledal e Janis Al Cilaal) 5 Lgd
3 sSall 3wl sLailylh Catanns gl clacV)
gl Yl deeadl s Ao Laia¥) (53-8l 5 o )5
<L) B)ﬁé'&dﬂ_wsxjesa_) el Eis ale
) seall B 51a) (8 Aaitg A e IS A 3l
L (8 A i)

D8 52a 2007 AU O ALS 14 Al
Ly e AalaiaS (78) i) A sall (il i
lee 328 b daaldl gy dge Sa e
sl (3 g (8 oyl 3l 5al) 3513 s
120 (o Aaanall il jlaall gy 535 4y
RS

Dl (588 gl Gadli el 45 )
Aal8] 5 Ayl 2 ) geall 3 10) (8 Ly s (B 1)
il sa s il aliia aa bk g )y sbad LBe
e sl a3l Jlaal) 1 8 daiadic ddle
Gomind 8 L) il (S5 5055 )10Y) o dadY
) S 5l Calaal

) A pall Cangi oBlel o 580 a8 Ll ALYl
3)) sall B yla) A 8 Aapaall L)
gl anadi 4, ) g (B LgBE ) Jai g 4y )
el Alee 8 sl Lo cilgal) 281SD 5 ) gl
Aol s 4ty Apale (and e Jlee V) il 5
Juai¥) @l 5 id ) el Cargd LaS Apaa
) sall 310 Jlae (8 Cpaaiaal o ) salls
A blaal) el ae il ol Jal g 4y 5l
e LBl 5y 3 5 Al SY ol 5 £y
a5 Gl 5 A ) gaal) laslall Gy o A
=2 Al 2 ) sl 31y Adge sulae Caaad
R T S IO\ FCR NN R - P
Call J o8l ol (Al o Y ALK 028 Al
CUVIEWS P NIV JYi Sy FEPIRE N PRL RE PR
Ledlaal 3aad o el 4 5l 5 ) gl 5 laY
Al il ) dgall 02 gy (2 seills

EDITOR'S CORNER
R sy dals

A il ) gall B13) dseaga

ks pda o

Jae ¥ 5 1Y Mad) sgaadl G rals Licf

Lo (8 i 98 g pldiall (8 L il 3 gl 8 ) g
Ll ol pal) 810 a0 (A 5 13) udaa g puna 30 a8

e 8l ekl of caal Y e
i e (S Lan )l Asall A1 s &SI
L all A&l 3 (s ginall o giall (o)) aalainny
LA iy aladi) S GIAT Leagh s sl
Al daef 3 Asaial) dsalal)

Jeiad G gas J o1 202l Falmay ) A< 038 b
51 A e Al S o1l Ciy yay da
B _peaiie daaly Ay ) g (3 4l o)l sall

o Aaliie Ay g A ge L) 5,8 ]
Janll 28l 5 INA (g A ) 350 5all 5510) e
Lgilai 3508 3505 da gy Cus ) ) (Gl b
cilalaiall clef 84 550 3 ) sl 51 ad
Ldd galalall (55085 403 Jlael (& 4 5l
sda Jue g shai 8 A sall daga il Lia (ga
e lae Anadall Lpwad 5 laae) 68 Led igaS 5 ,laY)
o Aadaiall 8 Lkell 5 51a00 Lagas 1S5 55 L e
il aY) ity cilagdl iV e dlee
8l sl Bla e Jeal) (5 ol
s 8 Adelal) coladuiall 8 4y il o) sl
MY At b dealaall Ll 5 G5 sl
; ey
ISV el il 2 2006 I 8 (b
S simua e Ad g pa padl 75 ) suiany

MAY 2007



CONTENTS
What's all the Fuss About HR.......... 2
IHRM Membership...................... 3
HR Professional Interview.............. 4
Best Practicesin HR..................... 5
HR Key Performance Indicators....... 7
Go Withthe Flow........................ 7
Happy ToBeinHR.................... 10
New Model for Recruitment.......... 12
HR CHnic......ooviveiiiiiiin, 12
IHRM Activities........................ 15
HR Caricatures.................couee.... 15
Reader's Corner.............ccooeeveetn. 15
JCI Job Fair Pictures................... 16

Only as high as I reach can I
grow;

Only as far as I can seek can I
go,

Only as deep as I look can I
see,

Only as much as I dream can I
be.

--Karen Ravn

WHAT'S ALL THE FUSS ABOUT
HR?
Samar Enayeh
IHRM President
Freelance Consultant & Trainer

There is a new, trendy buzz in
town, called Human Resources
(HR). 1t has electrified both the
private and public sectors of Syria.
HR has become the word of day for
leaders of industry, masters of
commerce, and founders of
policies. But what exactly does HR
mean, and why is it suddenly
spreading like wild fire in our
industries and government?

Simply put, HR means the supply
of people that all businesses need
in order to operate. It applies to
every able and willing person who
chooses to work for a living and
receives compensation for the job
that he or she is doing. The tale is
not mystical nor is it new, having

originated with the first exchange of
money or sustenance for work
rendered. Even under the Pharos,
HR was utlized to build the
Pyramids, along with Dburial
grounds for the kings and queens
of ancient Egypt. Although at the
time, the workers were considered
slaves rather than employees, they
did receive something in exchange
for their services. In return for their
hard manual labor, they received
food and protection from harm.

The field of HR originated in the
United States during the Industrial
Revolution. Necessity forced the
US government to introduce a law
that protects the rights and benefits
of workers. A new office for labor
relations was created in
Washington, with a mandate to,
“foster, promote, and develop the
welfare of working people, to
improve their working conditions
and to enhance their opportunities
for profitable employment.”

How does all of this, however,
relate to what is happening in
Syria?  Well, as the economy
grows so does demand for human
resources, or workers. Businesses
are always in constant look-out for
the best and Dbrightest of
employees, since the success of
their work depends on the quality of
the people who run it. Although the
Syrian population is exceptionally
young, many of the potential and
eager job seekers lack the basic
skills that are required. One
wonders how Syrian businesses
and government operate without a
system that fosters HR—or more
correctly—the management of HR.
They operated for many vyears
through an administrative system,
or personal entity, which handled
the hiring process and reimbursed
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employees for the work that they
performed. As demand grew for
quality products, however, and
timely services, so did the demand
for quality workers and employees.
Here entered the need for HR
Management.

The field of HRM deals with all
aspects of personnel management,
ranging from finding employees,
hiring them, paying them, and
maintaining all records. This
aspect, however, is now only a
small portion of what is required to
ensure that employees are skilled
and have the ability to do the job
that they were hired to perform. HR
Management encompasses the
effective recruitment of people who
not only fit the job but also fit the
organization. After all, it is the
training of employees, and their
development, that enables them to
learn and grow within the
organization. It is the payment of
equitable  salaries and the
disbursement of benefits that
ensures employee satisfaction, and
in turn, effective and efficient
output. HR Management also
means maintaining health and
safety of the work place, along with
everything that pertains to, and
addresses the needs of employees.
That is not all. HR Management is
all of the above, but is also, much
more. The management of HR, if
carried out successfully, means
meeting employees’ needs in
conjunction  with  organizational

requirements. After all, businesses
are profit generating and not
charities. The bottom line is—and
always be—at the foremost mind of
stakeholders and shareholders
alike. Businesses have come to
understand, however, that the days
of the Pharos are over and people
cannot be coerced into work nor
can they be bribed into working.
They must be properly treated, and
adequately compensated.

The HR movement provided
insights derived from studies that
linked employee productivity to
management philosophies
emphasizing the communications,
cooperation and involvement of
employees. Armed with a slew of
studies on human behavior and
motivational theories, along with
the existing practice of personnel
management, HR Management
evolved into a champion that
contributes to organizational goals
while meeting employee’s needs.
In a booming economy where
demand for skilled workers is great
and supply is limited, HR
management in business ensures
that the balance tips in their favor.

This phenomenon in Syria is not
going away anytime soon and will
actually blossom over time to
embrace all aspects of how to
effectively manage human
resources. What are they? Well
that’s for another article.
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VITAMINS FOR THE MIND

If you concentrate on finding
what is good in every situation,
you will discover that your life will
suddenly be filled with gratitude,
a feeling that nurtures the soul.
--Harold Kushneri
The secret of health for both
mind and body is not to mourn
for the past, worry about the
future, or anticipate troubles but
to live in the present moment
wisely and earnestly.
--Buddha
The roots of education are bitter,
but the fruit is sweet.
--Aristotle
Concentration comes out of a
combination of confidence an
hunger.
--Arnold Palmer
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HR KEY PERFORMANCE
INDICATORS

Khalid Swalha
Arab Bank HR Supervisor
IHRM Founding Member

Key Performance Indicators
(KPI) In General: are financial and
non-financial metrics used to
guantify objectives to reflect
strategic performance of an
organization.

KPIs are frequently used to "value"
difficult to measure activities such
as the benefits of leadership
development, engagement,
service, and satisfaction. KPIs are
typically tied to an organization's
strategy (as exemplified through
techniques such as the Balanced
Scorecard

The KPIs differ depending on the
nature of the organization and the
organization's strategy. They help
an organization to measure
progress towards their
organizational goals, especially
toward difficult to quantify

HR Key Performance Indicators
What is the Frequently used HR
Key Performance Indicators
include:

FTE = full time employees
Revenue per Employee (FTE)
Assets per FTE

Training Hours per FTE

Training Costs per FTE

HR Department Cost per FTE
FTEs per HR Department FTE
Acceptance Rate

Absence Rate

Turnover Rate Ratio

Resignation Rate

HIR = Human Investment Ratio
Compensation & Benefits/Revenue
Average Remuneration

TPR = Time taken per recruitment
CPR = Cost per recruitment

The KPI's are specific measures of
goals and objectives for the
department, it is indicate the

successful achievement of the
goals and objectives.

KPI could be:

- a percentage of decrease
- an amount of time

- a cost saving

- date of completion

How to use the HR KPIs:
Example if the Goal is:

1. Saving of 20% amount on
Budget for Recruitment Expenses.
Then the KPI could be reduce the
CPR by 20%(excellent),
15%(good), 10%(satisfactory),
7.50% (needs improvement).

2. Recruitment timeline (average)
to be improved - 60 Days from
vacancy creation.

Then the KPI could be reduce the
TPR to 45 Days(excellent), 60

Days(good), 75 Days(satisfactory),
90 Days(needs improvement).

3. Improve employees productivity
by 20%.

Then the KPI could be increase the

HIR by 15%(excellent), 12%(good),
10%(satisfactory), 7.50% (needs
improvement).

GO WITH THE FLOW

Scot Snell,
www.cipd.co.uk/hrd

If you really want to raise the profile
of HR in your organization, you
need to identify where the talent
pools are and track how knowledge
flows between them

Scott Snell is speaking at the
CIPD’s HRD learning and
development event at London’s
ExCelL on 17-19 April, 2007.

If you think listening to US
academic Scott Snell at this week’s
HRD conference will give you a
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recipe to instantly revitalize
company performance, you'll be
disappointed. He'll give you
guadrants, quotes, company
examples, and ideas for analyzing
your workforce and stimulating
learning and innovation. But he
can’t stand a preoccupation with
instant answers: “| think our
profession is way too enamored
with systems and HR practices and
doesn’t spend enough time looking
at the people. We need to spend
more time looking at the human
resource and less on the systems.”

That’s not to say Snell is
disillusioned with HR. He believes
practitioners are playing a more
strategic role and grasping that
they must help their organizations
to add value. But he admits this
evolution is not complete.

So how can HR add value? Snell,
professor of HR studies at Cornell
University and director of executive
education at its Center for
Advanced HR Studies, has spent
most of his career researching this
guestion. His interest began with a
student internship at IBM.

‘I saw a quote from IBM’s founder,
Tom Watson, that ‘it takes people
to build business’. And | thought: ‘I
wonder what that really means?’ |
felt that, as an HR guy, | ought to
know. But my training in traditional
HR didn’t help. | asked myself how
one company came to be better
than another and what people had
to do with that.”

One answer came from an Exxon
manager who told him: “We haven’t
got better people, but it's how we
align people with strategy that

makes a difference.” This was in
the 1980s and, says Snell, interest
in strategic HR was just getting off
the ground. So he seized on the
subject and started to look at
strategy and approaches to people
management in more depth.

In recent years, he has developed
a new way of examining the link
between HR and strategy, working
with David Lepak, professor of
HRM at Rutgers University.

“‘We saw in the HR literature a
tendency to float one best way to
manage people,” he says. “But we
knew that not all organizations
should follow the same approach.”
So, in the organizations they
studied, he and Lepak started to
measure the workforce along two
dimensions: value creation and
uniqueness, talking to companies
about how they created value and
which skills were “unique” — in
other words, most specific to that
organization.

For instance, says Snell, budget
airline Ryanair creates value by
turning aircraft around quickly. So
the most valuable jobs are ground
staff. “Pilots are the most
expensive staff to hire and certainly
very important. But they are not
central in terms of who is critical to
competitiveness,” he explains.

In pharmaceuticals, the highest-
value roles would be in research
and development. And in a car
company, it might be the
production workers. Yet the unique
skills might be found in the car
company’s research team, or
among those with most experience
of the manufacturing system. At
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another organization, they might
reside in sales people who really
know their customers, or specialist
professionals.

Snell plots value and uniqueness
on a graph: value along the bottom
and uniqueness up the side.
Circles denoting the talent pools —
job categories — within an
organization are positioned on the
graph, with the jobs high in both
aspects in the top right; those low
in both in the bottom left; and the
others in between. Snell then
divides the graph into quadrants,
arguing that each quadrant
demands a different HR strategy.
He and Lepak have tested the
process by getting 200
organizations to fill in the
guadrants, and have come to some
conclusions.

They found that the bottom-left
talent pools were the most suitable
to outsource and the top-right ones
were the most difficult. The latter
were also most likely to be
managed with a high-commitment
based HR approach. “Companies
have these people for the long
haul, and what they spend on their
development tends to be
significant,” Snell says. The
guadrant a talent pool falls into also
helps to define the occupants’
relationships with the organization
and each other. Are they, for
instance, internal partners, external
partners or in the strategic core?

He urges firms to do a better job of
understanding people’s potential
and the employment relationship
they want.

“No company would manage all of
its financial investments in the
same way,” he says. “We have
tried to ask: what is the most
appropriate investment for your
human assets? Not everyone
wants to work in the strategic core.
But companies frequently
outsource for cost reasons rather
than looking at strategic priorities.”

Snell and his colleagues have also
used the model to explore
relationships between various
working groups and the way
knowledge is transferred. For
instance, is communication
between them high-tech or “high-
touch”? Is knowledge flowing
effectively?

The third element in his work is
organizational learning. Snell says:
“One manager at a very large
company said: ‘We are great at
creating and sharing knowledge,
but not so great at applying it.”
Snell has worked with the World
Bank, among others, looking at
how it can transfer good practice
from one country to another and
embed it throughout the
organization.

Finally, he has explored the relative
costs and benefits of the different
ways of generating, transferring
and integrating knowledge into the
organization.

“For companies to compete
through knowledge, HR
professionals need to get their
head around these knowledge
systems and processes and the
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relative cost-benefit of each one,”
he stresses. “We have got the seat
at the table and are being asked to
take a leadership role in creating
capability for the company and | am
asking: how do we do this?”

“There is a lot of doom and gloom
about HR not getting paid enough,
or not getting to the top table “, he
says.

David Yeandle, deputy director of
employment policy at the
manufacturers’ organization, the
EEF, agrees.”" We {in HR} do get a
bit introspective and want to be

Snell may not have instant
answers. But his ideas may enable
HR professionals to ask all the right
guestions.

HAPPY TO BE IN HR

Anna Scott
People Management Magazine,
October 12, 2006

HR’s image and self-esteem have
long troubled the profession, but
exclusive new research reveals
that professionals working in the
sector are generally happy. Nearly
three quarters of respondents to
the People Management and
Frzser Jones Work style

Survey say they are either “happy
“(50 per cent) or “extremely happy
(23 per cent) to be working in HR.
The majority —70 percent — said
they would go into HR if they were
starting their careers again. And 83
per cent feel that HR is valued —
either exceptionally (six per cent).
The survey of 350 HR
professionals across the UK has
taken snapshot of how the function
feels about itself and where it is

going.

VITAMINS FOR THE MIND

What lies behind us and what lies
before us are tiny matters
compared with what lies within
us.
--Oliver Wendell Holmes, Jr.

Moral courage simply means you
do what you think is right without
bothering too much about the
effect on yourself.
--William Slim

British Field Marshal
If you are scared to go to the
brink, you are lost.
--John Foster Dulles, Statesman

Education is the most powerful
weapon which you can use to
change the world.
--Nelson Mandela

Its findings backup CIPD research
into HR careers (Where is your
career Heading?), which found that
81 per cent would opt for HR if
starting their careers. And 65 per
cent of the CIPD’s respondents
thought that HR was gaining
prestige as a profession.

Mark Brewer, partner at Fraser
Jones, finds it interesting that HR is
loved, and, of course, not every
one is always happy”.

Yeandle argues that the minority of
17 per cent of respondents who
don’t feel valued within the
business is probably smaller than
the case in other r business
disciplines.

“I wouldn’t be surprised if other
functions had a higher percentage
of workers don’t fell valued “. He
says.

So HR on the up ".And much of this
is the result of the function playing
a more strategic role in
organizations.

“The word HR has made the
transformation from the
transactional service — oriented
business function," says Alison
Hodgson, chairwoman of the
association of graduate recruiters,

MAY 2007

10



and European HR and resourcing
manager at Expedia.

This has become clear in national
media coverage of HR, she says:
“often, news references to HR are
about business issues in general
not about HR just being there to
pay people.” Unsurprisingly, the
general consensus is that HR’s
image within companies is better
where the function can play a more
strategic role. Hodgson suggests
that those 17 per cent of
respondents who feel undervalued
work in organizations where this
isn’t so. “Business in which HR is at
the top table- that's where the job
satisfaction is for HR professionals
“she says. Brewer agrees: “Nine
times out of 10 in the research, the
value felt in HR as all about where
people feel they are in the food
chain. It is primarily about them
feeling they are able to add
tangible value to the business
rather than being recognized only
as a support function.”

HR image varies from organization
to organization, according to
Vanessa Robinson, CIPD adviser,
organization and resourcing. “Only
35 per cent {in the CIPD’s HR
careers research} though that HR
was perceived by others in the
organization as an attractive place
to work, “she says.

“One way in which HR seems able
to improve its image is to be seen
to contribute to the business
agenda by taking the lead on wider
areas of responsibility, and by
demonstrating the value it adds to
the business in business terms —
which will require effective
measurement and metrics, “she
says>

When asked what single thing
would enhance their work lifestyle,
22 per cent of respondents said

promotion or better career
prospects, while 13 per cent felt
“more buy-in to HR”would improve
their jobs. Consequently, HR
professionals’ career prospects are
all down to hoe their organization
value HR. “If it's an integral part of
the business,"” says Brewer, “then
people’s prospects are likely to be
better. But it is not just the
organization’s responsibility to
make sure that HR plays a central
role in the business. “We're
complex business and HR is in the
thick of it,"says Sean Mcllveen,
executive director, HR, at Ford
Britain. “For HR, if they don’t
understand the business they don’t
get past first base.

“You can’t teach the HR skills and,
to some extent, the business
knowledge, but the key bit is how
you can effect change in an
organization. That will make the
difference between an HR partner
and HR adviser.” David Yeandle
agrees: “If HR professionals want
to be part of the business, they
need to be able to contribute
something other than what they get
from professional training.”

This doesn’t mean that HR can
neglect administration. Mcllveen
says: Getting the administrative bit
right is the price of entry to the
game.”

Overall, the survey suggests that
HR’s image is improving. But
there’s still a long way to go and
HR professionals need to start by
selling themselves.

“Once graduate understand and
realize what HR is about, they find
it very appealing.”"Hodgson says.
“But in HR we are not very good
blowing our own trumpet and
selling ourselves.

MAY 2007

11



NEW MODEL FOR RECRUITMENT

http://news.bbc.co.uk

In today's show Abigail and Sam
talk about a new way of finding a

job.

Getting your first job after university
can be difficult. Employers in the
UK find there is no shortage of
graduates with the right
gualifications, but there is a
shortage of graduates with the right
skills and experience.

But could a reality TV show provide
a new model for recruitment?

The Apprentice is a popular BBC
show in which people work
together in teams to complete
practical tasks which test their
business skills. The task may be to
organize an event or to sell a
product, and the team that makes
most money wins. Rather than
focusing on qualifications, the show
rewards real life skills, such as
team work, creativity and
innovation.

A group of people in the UK are
now saying that companies should
try this model of recruitment.

With statistics showing 4 out of 10
large employers struggle to fill
graduate vacancies, they argue this
would be good for both graduates
and employers. What do you
think? Should employers focus

on real life skills or paper
gualifications? Email us your
opinion to:

mouneerabs@yahoo.com

HR CLINIC

SIT BACK, RELAX
AND FIND OUT W
2y YOU'SE TEEung,

WHAT CAN YOU DO WHEN
MANAGERS DON'T BUY IN
TO YOUR APPRAISAL
SYSTEM?

www.peoplemanagement.co.uk
Troubleshooter — 19 April 2007

This corner is designed to post real
life HR problems and solutions. So,
we would like to ask you to send
any HR problem you personally or
your company has faced and the
solution you have developed and
adapted to share with our readers.
In this issue we will handle the
following problem:

An HR manager has introduced an
appraisal system into a company
that previously had scant formal
policies — but lack of line
management buy-in is rendering
the process ineffective. How can
HR make the system work?

"I've recently taken over as HR
manager at a company where
formal policies and procedures
were previously thin on the ground.
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One of my first major initiatives was
to introduce changes to the system
of appraisals. Working with the

to work out individuals’ targets in
such a way that these goals were
reflected.

"Unfortunately, the results have left
something to be desired. Too many
line managers seem to view the
new procedures as a chore, and
have to be prompted repeatedly to
carry them out. When they are
eventually done, the prevailing
opinion seems to be that they are a
box-ticking exercise. Comments on
employees’ performance tend to be
vague and brief, with many bland
statements, and some resorting to
writing simply “good” or “OK”.
There is no evidence that staff are
responding well to the process
either, and, judging by the
feedback | have received, many of
them are merely using the
appraisal to ask for a pay rise or to
raise complaints about their
workload.

"Far from helping us in HR to reach
our strategic aims, the new
appraisals seem to have increased
the amount of paperwork — without
having a measurable effect on
motivation or staff development.
Even some of my formerly
supportive colleagues are now
expressing doubts, and | am
concerned that senior managers
might lose faith in the initiative if the
benefits do not soon show through.
However, | am convinced that the
appraisal system has something to
offer the organisation, particularly
as some areas of the business are
experiencing high turnover and low
morale at the moment. How can |
make people engage with the

senior management team, |
established the goals of the
organisation, and then encouraged
process and make it a worthwhile
exercise?"

Terry Russell
Director, Intouch Consulting

He says: | suspect your appraisal
process has fallen into the trap that
many do: it is driven by the HR
function, not the line management
of the company. Your job as HR
manager is to provide help and
guidance to line managers on HR
matters — it isn’t to manage the
managers of the business. That’s
the role of successive line
managers, culminating in the senior
management team.

If you accept that argument, then
what you need to do now should be
much clearer. The people you need
to engage are the senior
managers, in particular the
managing director. They are the
only ones who can drive the
process effectively, so they are the
ones you need to convince of the
benefits and to get to commit their
active support.

That support means demonstrating
by their actions the importance of
the appraisal process and their
commitment to it. They can do that
in two ways. The first is by holding
effective appraisal interviews with
direct reports. As philosopher
Albert Schweitzer said: “Example is
not the main thing in influencing
others —it’s the only thing.” The
second way is by discussing in
detail with their direct reports the
appraisals they have conducted.
Remember the old adage: “People
respect what you inspect.”
However, it goes much further than
that. If the appraisals form the
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basis of meaningful discussion
between second- and first-line
managers about the performance
and development of individuals, the
true benefits of the appraisal
process will start to emerge. Senior
managers will know much more
about the capabilities of their
people and they will be able to
advise managers on how to
develop their people.

I’'m confident that once people feel
they are receiving benefits from the
process, their attitude towards it will
change.

| have two further
recommendations. To carry out
effective appraisal interviews,
managers at all levels need to be
trained. It's no wonder staff are not
responding positively if the
meetings are not well conducted.
To run an appraisal interview as an
open, honest, two-way discussion
that is constructive and
motivational requires a high level of
skill.

The second recommendation is
that if your senior managers aren’t
committed, don’t bother. The
scheme will probably do more harm
than good.

Susan Stevens
HR director, Toshiba

She says: As this is a new role for
you, the last thing you will want to
do is admit defeat, but one of the
most important strengths of an HR
manager is to take staff feedback
seriously. Your time has not been
wasted, as it sounds as if the
scheme has been well designed,
but it’s not working in practice. Buy-
in from senior management is a
positive start, but it is essential to

gain support from middle managers
and trust from employees.

Your first step should be to get to
the bottom of exactly why staff find
the procedure demotivating and
ask for their input into what they
want to change. To engage staff,
perhaps organise short workshops
to explain the benefits of an
appraisal scheme and the critical
role staff play. If they feel they have
been listened to and the scheme
incorporates their ideas, they are
more likely to take it seriously and
see the benefits both to themselves
and the business.

To make the most of appraisal
sessions, it is important to educate
managers on how to use the tool
effectively to review, develop and
improve the performance of their
staff.

Around 80 per cent of input into an
appraisal session should come
from the employee, so it is
important to provide managers with
training on how to deliver the
appraisal meeting in a motivational
way and achieve a constructive
two-way discussion.

In the implementation of the
appraisal process, the key is to
keep the scheme design clear and
simple. It should review past
performance and talk about future
work and development goals and
career paths.

Regular reviews ensure staff are
on track with work and their
development plan. It's important
that managers provide the agreed
training as well as support on how
they can reach their objectives.

If you are still struggling to get
support, you could offer bonuses to
those who get appraisals in on
time, but this should be the last
resort
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READER'S CORNER

Dr. Munir Abas

In this corner we would like to ask
you to send us your comments,

feedback, and recommendations “Thanks for coming in. We’ll get back
about the newsletter to help us to you as soon as we lower our
improve to satisfy the majority of expectations.”

our readers.
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mouneerabs@yahoo.com
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March 3, 2007
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