Corporate policy
Resources Evolution

Why would you work in UK rather than Romania…?

There should be about 6x more value added by manufacturing in UK compared to Romania, because the cost of the wage costs are 4 times more expensive…
China/Taiwan – microelectronics – competitive advantage – wage differential is 2/3 whilst the value added is 1.5….

UK/US do not have the value added to retain the control of the specialisation…

Fundamentally, the capability to develop people is central to adding value into the situation…

Job Specification
Job Family – Grouping of related jobs with broadly similar content, e.g. marketing, engineering, office support, technical

Job – Group of tasks performed by one person that make up the total work assignment of that person, e.g. customer support representative

Task – Smallest unit of analysis, a specific statement of what a person does; for example, answers the telephone.

Similar tasks can be grouped into a task dimension, e.g. responsible for ensuring that accurate information is provided to customers

Entry Level ( Recognised authority

Engineer ( senior engineer ( Systems Engineer ( Lead Engineer ( Advisor Engineer ( Consultant Engineer

Job Analysis ( Job Descriptions ( Job Specifications

Managerial Groups (Job Evaluation), Technical Groups (Competency based), Manufacturing Groups (Skill based), Administrative Groups (Job Evaluation)
Technical Groups are created out of levels of expertise….

Manufacturing Groups are created out of specific capabilities… Growth can occur over competencies and then levels… 

Task definitions provide the opportunity to experience growth of capabilities…

Universal Factor – Skill
· Technical Know-How

· Specialised Knowledge

· Organisational Awareness

· Educational Levels

· Specialised Training

· Years of Experience Required

· Interpersonal Skills

· Degree of Supervisory Skills

Focus of the dominant type of benefit within countries…
Combination of:-

Relationship – Networking…

Age – seniority ( Japan

Education

· Germany Doctor

· Africa

· ….

Performance

· Anglo-Saxons

Performance Appraisal
Areas of Evaluation

· Task Achievement

· Are you achieving the yearly corporate objectives?

· Behaviour

· Are you behaving properly?

· Potential Development

· Do you have potential to advance?

Set standards…

Consistency within the organisation…

Exceptional & Advanced – you should get an increase in your wages

Competent – if you are competent, you should just get your standard amount of work…

Unless you appraise your workers and help them to develop themselves, you will not be understood to be an effective manager…

It is v. important….

Improvement needed – you need to put in effort…

You need to achieve what we expect…

Unsatisfactory – you’re fired…

Bell Curve of distribution of marks…

So 0%-10% at Exceptional and 0%-10% is unsatisfactory…

Due to budget issues you can’t have more than a normal distribution of appraisals… Exceptional, Advanced, Competent… Unless you over-achieve your objectives by an enormous amount, you can’t pull it off…
Feedback
Feedback as soon as possible…

Why didn’t you have any questions?

Did you understand everything?

Am I a perfect teacher?

Did you understand everything I say?

Do you feel that questions are important?

Would you be willing to take a challenge to ask me some questions before we leave?

Feedback is a matter of courage…

The message needs to get across… you need to ensure that people understand…

First, positive and see it be improved….

Sandwich… First positive…

If it’s a generally negative message, you have to go fast on the positive, and then move on…

Improvements are not just end results… improvements are about finding ways to support the staff… to improve the possibilities…

Ensure you feedback facts, facts, facts, facts, etc…
I have observed that you haven’t asked any questions….

So don ‘t give opinions, give facts!!!!!!!!!!

I don’t think you’re any good – suddenly it makes things become aggressive….

Person doesn’t ask a question – Level 1…

Person arrives late or 25% of class arrive late – Level 2 problem – give 2 facts…

Problem of photocopy – Level 3 problem – pass on 3 facts…

The more problematic the issue, the more facts need to be recognised and stated…

Make sure the point comes across…

Level 2 problem – learn… Level 3 problem – needs change…
Objective in the performance appraisal…
Driving a Meeting! The key to driving a meeting? Preparation…..

Manager Objectives

1) Listen… - How is it going? Is it all ok?

2) Review the yearly performance… Exchange

3) Pass the message… P1, P2, P3, N1, N2, N3….

a. Next year improvement & Action Plan…

4) Find out the expectations

Employee Objectives

1) Talk with my manager

2) Review the business….

a. You are not available enough…

b. Focus on your feelings about this year in terms of business…?

1) Company with 360 degree feedback…

2) Anonymous feedback…

3) Open – feedback… Are you ready to actively receive feedback…?

4) There are dangers with direct feedback…

5) If you can’t accept criticism it will be difficult to achieve sensible feedback…

6) Constructive feedback… 

Performance Appraisal ( Compensation, training/coaching, job evolution…

You should always manage your own career….

Where do you want to go today?

Are you looking for a new position…?

Or do you need to grow?

Or is your salary lower than it should be?

You are best off growing your competencies… and continue to grow…

The boss may not be able to increase your compensation…

But they can support you – but it’s your responsibility to aim for the support…

Employment compensation/development….

Resources Evolution…

Estimating Internal Labour Supply for a Giving Unit

Profiles – Global capabilities…

Dealing with Downsizing…

· Investigating alternatives to downsizing

· Involve those people necessary for success in the planning for downsizing

· Develop comprehensive communications plans

· Nurture the survivors

· Outplacement pays off…

You need to communicate properly…

Ensure that people are still motivated…

It is a significant morale problem…

1) Job Knowledge and Motivation

· Managerial ability

· Organisational ability

· Imagination

· Creativity

· Administrative Skills

· Alertness

· Responsibility

· Industriousness

· Initiative and energy

· High motivation

· Frankness

· Belief in mission and job

· Perseverance

Employee turnover/ Attrition should be around 8%...

HP had 2%, Cap Gemini had 22% - if you don’t have enough turnover, you don’t get enough innovation….

2) Relational skills

· Respect, etc

2b) Extra-Cultural Openness

3) Flexibility/Adaptability

· Resourcefulness

· Ability to deal with stress

· Flexibility

· Emotional stability

· Willingness to change

· Tolerance for ambiguity

· Adaptability

4) Family Situation

International Successful Management Career
· Develop a network

· Continue upgrading your skills

· Consider lateral career moves

· Stay mobile

· Support your boss – loyal to issues
· Find a mentor

· Don’t stay too long in your first job

· Stay visible

· Learn power structure

· Do good work

· Select your first international job judiciously
Pre-Departure orientation and training ( Expatriation – support ( Repatriation ( Reassignment

3 Page Preparation:- 1, HR, 1, Ethical, 1, CC

70% on assessment – case study… 3 questions…

30% based on preparation + participation and group work participation…

Milton Freeman… Read on the syllabus…

2 Papers to hand in on the day at the start….

Summarise the documents that we are going to study in class…

1) Recruiter

2) Candidate

How should I handle a salary question?

In a small company, it’s easier… You go to the General Manager and say I’m going to leave, and he says – here’s a 25% increase…

Value of your job on market? Challenging market – you get the market value – you can be market driven…

Per country Corporate Grid… Level – entry point – 25-28, second level 27-32k, third level 31-35k – you will never be able to go outside your box…  

With a regional coefficient…

Look at your direct colleagues…

Experience; diploma; job level; history

Indirect benefits – corporate car, health insurance, loans, etc, etc, etc

You can never be paid over the top of your pay scale… Unless you go for a higher level…

You run the risk of losing a person because they cannot get a higher pay scale – so you push in the benefits…

As a candidate ( First goal is to get onto the short list… Once you are on the short list, you can ask about the salary, and how much they are expecting to pay raise, how much I could expect within the year…?

Start the game – you should ask the right questions as they will be impressed…

Discuss the corporate grid…

In a small company, you need to try to keep a homogenous situation…

In order to reduce problems…

It is very hard to try to get a pay rise to market price within the same company – so you should change to a different workplace…
You can’t challenge the benchmarks…

Salary vs risk against salary…

You have no risk if you accept their recommendation…

Ask +5% (if you are good) – your risk is fairly low… plus your unique selling points…

Ask +10% - on the basis of several USP

If you have several strong USPs +20% becomes a high risk…

But it fundamentally comes down to how much you want the job and how much risk you want to take based on your USPs…

You always have room to negotiate – it depends on your preparation and your USPs… You use what makes you worth yourself valuable to the company…
It is an open discussion on the table – you have a business talent to prove that you are worth what you want…

Internal – strong HR tries to develop people



External

- Value for people of the company

- More risk, more expensive

- Develop people




- New blood; thinking; etc…

- Performance Appraisal



- Big company; change job








   Every 2-3 years – 5 yrs max

- 

Sometimes good to move sideways for a generalist career rather than up…

Managers tend not to take a risk, they tend to follow the routes…

