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Dear Readers:

In our continuous effort to present our members
with the best, the IHRM Newsletter comes to you
this issue with a new look. This is only a first step
towards always ensuring quality and
commitment towards our membership. This is
our last issue of the year and we are already
planning to launch the 2008 Newsletter with an
even more professional lay-out and design. We
would like to remind you that the value added
comes from your contributions, so we urge you
to contribute your articles and share in elevating
the professionalism of the HRM field.

Tel: +963 11 6614238
E-mail: info@ihrmsyria.org

We're on the web

WWWwW J_|_'n_i._ msvria.orqg
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The Revolving Door Syndrome

In most organizations in Syria today
the revolving door syndrome is felt with
great anguish. Under normal
circumstances this syndrome would
impact the HR Department hardest as
they are the responsible body to cope
with and minimize the effects of this
disorder. However, this particular
condition has been brought on by the
HR Department.

The revelving door syndrome is caused
by an influx of employees in
organizations leaving and joining other
organizations while a demand and
search for skilled people is growing. Thus,
the term revolving door. It seems that no
sooner is a new employee recruited, an
older employee leaves. However, unlike
what the term “syndrome” suggests in
terms of iliness, under the circumstances
this symptom is brought about when the
economy of a country is expanding and
showing signs of healthy growth. In
conjunction with the growth of the
economy business booms and
employment opportunities quadruple as
organizations search for skilled people to
handle the influx of business that the
economy has shored up.

The hardest hit positions in most
organizations have been in the HR
Department. The simple explanation is
due to the great demand for qualified
HR staff. However this simplification of
the cause would not give justice to the

complete effects of this trend.
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The growth of a national economy
demands that businesses are able and
ready to handle the influx of demands
from customers and production alike.
This translates into a demand for a more
proficient and effective workforce.
Historically, and internationally, it has
been the responsibility of the HR
division of an organization to ponder
and meet the internal staffing needs of
the organization. However, what is
occurring is the loss of the very people
that organizations are depending on to
support them during these arduous
times,

Not a day goes by whereby you don't
hear about a certain HR officer or
Manager moving from one organization
to another. It has become hard to keep
of track of their movement due to the
numbers of them and the frequency. As
HR professionals, we believe that all
horizontal or even vertical movement is
without a doubt beneficial to an
organization. However, realistically
speaking when this movement occurs
outside of your locust of control then

The growth
of a national
economy
demands
that businesses
are able and
ready to handle
the influx of
demand for a
more proficient
and effective

workforce



Start looking at
the good people
you have and
figure out how to
keep them. You
may entice them
with money or
your competitor
may offer them a
higher salary but
eventually what
makes employees
loyal is a
combination of

things.

the outcome is bound to bring about
negative repercussions.

What is causing the influx of HR
departures and how are businesses
boding at the loss of their HR staff? Is
the main reason behind this movement
a healthy economy? The answers are
simple enough, but the fix will take a
little work and a lot of commitment.

At the time being, money is the driving
force for the movement of HR
professionals from one organization to
the other. In Syria, the highest bidder wins
the talent and sometimes only just an
able body. Although we are taught by
behavioral scientists that money is never a
driving force for people to leave a
company, in Syria, the anomaly is, that it is.

The field of HR is fairly new to Syria
although HR Department’s were visible
in private and some public sectors, the
practice was mainly personnel.
Managing employee files, vacations, pay
and other routine paper work was
referred to as HR Management. As
people became more educated and
companies more enlightened, the
demand grew for professionals to
establish sound HR practices in the
organization.

Due to a high shortage of qualified HR
people to assist organizationsin
managing their personnel needs,
companies who where looking to

establish an HR Department and were
committed to running a business based
on sound practices were unable to find
people to head this entity. Thus,

the logical approach was to hunt them
from other organizations. The HR
professionals are enticed with more
money and challenging opportunities
for growth and with this came the
movement. And in turn, the revolving
door syndrome hit the HR field.

However, as behavioral scientists
proved, money is rarely the reason why
employees leave, Therefore analyzing
the syndrome or treating it with a
band-aid solution will only help to
conceal the real cause as the syndrome
is merely a facade of a larger problem
which is the iliness itself. In this case,
even though the money is the driver, it
is merely a stop watch measure and
there is no gquarantee that the HR
professional that moved for more pay
will stay because of the money.

To best portray the real reasons behind
this influx of movement | like
comparing what is happening in today's
workforce to a good relationship. After a
while people start taking each other for
granted. This leads to one party feeling
used or unnoticed. This goes onin
companies and organizations too.

Today's employee expects meaningful
work. They expect to be challenged and

they demand feedback. | recount a story
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of a friend who left a company because
the management kept adding more
responsibilities in his job description.
The management never thanked
conscientious employees for going
above and beyond their usual job. Once
an entire department left and went to
work for the competition.

The old adage “money is not everything”
rings true in the halls of business and
especially in the HR field. In order for an
organization to ensure that the revolving
door which has conspicuously been
placed at their entrance is removed or
barred they require the assistance of
sound HR practices to eradicateit. The
catch 22 is that it is the HR themselves
that are leaving not just the employees.

The cure? 5tart looking at the good
people you have and figure out how to
keep them. You may entice them with
money or your competitor may offer
them a higher salary but eventually
what makes employees loyal is a
combination of things. Let's begin with
your HR manager or staff. Empower
them to help you bring your
establishment into the 21st century.
Senior HR people in the organization
are not just workers; they should be part
of the Board of Directors with a direct
impact on the vision and mission of the
organization. Who better knows your
people and your business than your HR
Department? With a policy of inclusion
and respect for the skills you have hired

and entrusted with your human
resources you should be able to make a
dent in slowing down the revolving
door, at least long enough to allow your
HR managers to help you make an
impact in your organization. This would
require a policy which espouses internal
pay equity, career growth and an
investment in development of staff.

If you are one of the lucky corporations
who stumbled upon a qualified and
professional HR Manager, then help him
to help you manage your business.
Remember, in life, as in business, you
reap what you sow. Invest in your
people and they in turn will repay you
through their productivity and loyalty.
However, this is not a projectitis a

commitment and it is made for the long
haul.

A controllable amount of turnover in
any organization is manageable and
even healthy, and a reveolving door may
work great in hotels but it has no place
in corporations. Remember to remedy
the illness and not just treat the
symptom.

Senior HR people
in the
organization are
not just workers;
they should be
part of the Board
of Directors with a
direct impact on
the vision and
mission of the

organization.






Interview with an HR Professional
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things, you develop the
habit in little matters.
Excellence is not an
exception, itis a prevailing
attitude”
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IHRM Round Table 2

The Institute of Human Resource Management held its second round table on Tuesday Oct 23 at the
Carlton Hotel in the Mejana Room. The round table topic revolved around “Selling HRM" and the
panel of experts presented a brief on their individual points of view on what HR Professionals need
to undertake to best portray the value of HR to companies.

On the Panel of Experts were, Mr. Nawaf Zeidan from SEBC, Mr. Ahmed Muasses, Ramak Group of
Companies, Mr. Abdul Salam Haykal, Transtek, and Mr. Adel Ajlani, ABC Group.

After the initial presentations from the panel of experts and a short Q&A’s from the attendees the
second session took place which consisted of a workshop whereby the attendees brainstormed
ideas on four specific business industries. Public sector, SME's, family business and Large
corporations. The session was to find problems and solutions encountered when selling HRM to
CEO’s and business owners.

The round table ended on a promise that the results will be posted on the associations website..
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IHRM Round Table 2 - Feed Back
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Predictions for 2008

The top 10 predictions in
Workplace Flexibility, Global
Business, Work and Society,
Workforce Development,

Definition of Jobs, and Strategic
Role of HR.

Workplace Flexibility

1. Collaborative cultures will be the
workplace model.

2. Creative employment contracts
will support more time off,
flexibility in hours and work
location, technological job aids
and more pay at risk with
significant upside potential.

3. Company intranets will become
a major tool for communication,
training and benefits
administration; HR will play a
leading role in developing this
important tool,

4. Intelligence through knowledge
transfer capability will separate the
best employees from the rest.

5. Employees will have more and
more choices about work
arrangements, allowing them to
meet their individual needs.

6. Work hours scheduling will
become less important as
organizations focus on
performance and results.

7. Company facilities will become
Virtual through work-at- home,
telecommuting and outsourcing.

8. The workweek will be less
structured-employees will still
work 40-plus hours, but at varied
times and places other than the
office.

9. Legislation will lead to greater
portability of health, welfare and
retirement benefits.

10. Free-lance teams of generic
problem solvers will market
themselves as alternatives to
permanent workers or individual
temps.

Global Business

11.The role of corporate HR will
change to that of creator of overall
values and direction, and will be
implemented by local HR

departments in different countries,

12.Technology, especially the
Internet, will enable more
businesses to enter the global
marketplace.

13. HR professionals will have
advanced acumen in international
business practices, international
labor laws, multicultural
sensitivities and multiple
languages.

14. HR professionals will need to
be knowledgeable of other
cultures, languages and business
practices to help their companies
find and enter more markets,

15. HR people will have to
understand other cultures and
help people work with, and
transfer among, various cultures.
16. Mega global business alliances
will grow in number and scope,
requiring great finesse on the part
of the HR professional.

17. There will be an explosive
growth of companies doing
business across borders, and it will
be the most significant change for
the economy in modern times.

18. Cultural understanding and
sensitivity will become much more
important for the HR professional
of the future, whereas multiple
language ability isn't going to
become a necessary competency.
19. The continued emergence of a
world marketplace will require
development of an international
workforce,

20. Small teams of HR professionals
will focus on providing
performance improvement
consulting services to a variety of
locations around the world.

Work and Society

21. Family and life interests will
play a more prevalent role in
people's lives and a greater factor
in people's choices about work-
there will be more of a "work to
live" than a "live to work" mentality.




22. Employees will demand
increases in workplace flexibility to
pursue life interests,

23. Dual-career couples will refuse
to make the sacrifices required
today in their family lives and
more people (not just women) will
opt out of traditional careers.

24. Families will return to the
center of society; work will serve as
a source of cultural connections
and peripheral friendships.

25. Workers will continue to
struggle with their need for
work/life balance, and it will get
worse,

26. Integration of work with
quality-of-life initiatives will create
solutions to problems formerly
seen as the responsibility of
government.

27. Community involvement and
social responsibility will become
part of an organization's business
vision.

28. "Cocooning” will become more
popular as workers look to their
homes for refuge from the
pressures of a more competitive
workplace and depersonalized
society.

29. Just as defined-contribution
plans have begun to take over
from Social Security, companies
will take on responsibility for elder
care, long-term care and other
social needs through cafeteriastyle
benefits programs.

30. Those people who refuse or are
unable to adapt to new
technologies will find they're

working harder and accomplishing
|less.

Workforce Development

31. Lifelong learning will be a
requirement.

32. The focus of training/learning
activities will be on performance
improvement and not just on skill
building.

33. Employees with varied skills
and competencies will be valued
more highly than those with a
depth of expertise in a single area.
34. Problem solving and
decision-making will become a
required curriculum with practical
work problems as the training
medium.

35. Training will be delivered "just
in time," wherever people need it,
using a variety of technologies.
36. Companies will demand
constant personal growth, and
employees will respond positively
to higher expectations.

37. It will not be possible to
survive in the workplace without
basic computer skills.

38. People who can learn new
skills/competencies quickly will be
highly valued in a faster changing
world.

39. Team projects and special
assignments will be a major factor
in personal development.

40, As the computer-savvy
generation is more assimilated
into the workforce, employees will
become much more productive in
complex tasks and less dependent
on other people and departments.

Definition of Jobs

41, Organizations won't pay for the
value of the job but for the value
of the person.

42, Versatility will be the key factor
in determining employee value
with strategic thinking, leadership,
problem solving, technology and
people skills close behind.

43, Compensation systems will be
linked to business outcomes.

44. All jobs will require higher
levels of computer skills.

45. Positions will be organized in
teams focused on a task, not
organized around a hierarchy.

46. Positions will be defined by the
competencies needed to be
performed.

47. Employees will be more
independent, moving from project
to project within their
organizations.

48. Many jobs will be redesigned
to be much broader in scope,
especially in management



positions, resulting in leaner head
counts.

49, Employees will be increasingly
measured by how much value
they contribute to the business,
not by whether they fulfilled
predetermined objectives.

50. Work will be more challenging,
andobs will become increasingly
complex.

Strategic Role of HR

51. Successful HR departments will
focus on organizational
performance. HR's value will be to
have the right people ready at the
right time: recruiting leaders to
join the company's mix of talent
and keeping the "bench" full of
enabled, competent workers.
52.The focus of the HR function
will be human capital
development and organizational
productivity; HR may be renamed
to reflect this.

53. HR will evolve from strategic
business partnership to strategic
business leadership (driving
change and results, not just
monitoring them).

54, A key HR role in the future will
be multidisciplinary consulting
around individual, team, business
unit and corporate performance.
55. Managers will grow to depend
more and more on HR
professionals as they realize that
good people management can be
the strategic advantage in the next

decade.
56. Leading change will become
HR's greatest contribution to the
corporation.

57. More and more businesses will
use HR as a strategic partner.

58. HR will have a "seat at the
table" as part of the top
management team and report
directly to the CEO in most
companies.

59. A key HR role will be
managing increasingly scarce
human and intellectual capital.
60. Attrition will be under tab.
directly to the CEO in most
companies.

59. A key HR role will be managing
increasingly scarce human and
intellectual capital.

60, Attrition will be under tab.
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Performance Management Cycle

The Basis for Review
. The job description
. Job specifications

Performance Improvement
. Developing the Plan
.Coaching

THE
CONTINUOUS
CYCLE OF
PERFORMANCE
REVIEW

Performance Standard

. Key Results Areas (KRAs)
. Developing Objectives
. Setting Standards

Performance Review
. Planning the Interview
. Conducting the Interview
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Let’s work together to make the IHRM a value added entity with your contributions
and your support. Please send us your HRM stories to the Editor, Dr. Mouneer Abbas
(E-mail: moneerabs@yahoo.com)
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