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IPMZ EDITOR’S NOTE

NOTHING
SURPRISES
ME. I WORK
IN HR
Precious Murena Nyika
Vice President PR

As the end of the year draws I welcome you all to this
edition of Manpower and as we reflect and draw
lessons from 2015 and what a year it has been
especially for Human Resources Professionals in
Zimbabwe…
Zimbabwe has taught us all over the past few years
and none more than now, to be dynamic and highly
adaptive so when major changes or landmark
rulings occur, as HR practitioners we can accept the
challenge and evolve. The year has definitely been
one with harder economic times calling for tough
decisions to be made by employers and employees
alike, optimizing the most of all human capital
seemingly the way of the future. A quote on Pinterest
was found to say “Nothing Surprises me, I work in HR.”
In these highly challenging times here in Zimbabwe,
this sums up the resilience and attitude required by
those in our field. As the economic times continue to
change let us go forward with this in mind as we
pave the way into 2016 bringing out the best in our
field.
Speaking of the best in our field, we thank the
Secretariat of the Institute for putting together and
successfully running the booked out events such as
the eagerly anticipated HR Officers symposium, the
highly engaging Breakfast seminar to tackle the
recent Labour Act amendments and of course the
envy of the HR Events calendar, the National
Convention which was held in Victoria Falls in July.
While enjoying the sighs and sounds of Victoria Falls,
delegates shared about current issues and ways

forward in the profession. While in the falls the
mystical waters of 'Mosi-oa-Tunya' ushered in the
new Council for 2015/2017.
Our Council highly values the input of all members
and encourages the membership to keep
supporting activities of the Institute, as without your
support we cannot be the dynamic and resounding
voice for our profession. We also encourage those
who are not members to join. The benefits of being
associated with IPMZ are endless and highly
valuable. Having the most innovative and
experienced minds in the field on tap, combined
with engaging and relevant events which shape
national policy and agenda such as the
establishment of the HR Standards earlier this year,
the status of Member of the Institute of People
Management should be one to be highly sought
after and a privilege to hold.
We wish the outgoing council all the best and thank
them for their hard work and dedication. I look
forward to the next year of innovative collaboration
with the best the profession has to offer in Zimbabwe.
Let us continue to keep being dynamic and highly
adaptive embracing the changes that are sure to
come as to not be caught by surprise.
On behalf of the team please have a safe festive
season and go forth with innovation and flexibility
into the year that comes. May it be prosperous and
take us as a profession to greater heights. MANPOWER
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IPMZ PRESIDENT’S NOTE

OUR SUCCESS
DEPENDS ON
WORKING AS
A TEAM
Dr Ushe Madume
President

It is an honor to have this opportunity to contribute to
this edition for the first time after having recently
assumed the presidency of the Institute of People
Management of Zimbabwe. I praise the team
behind this important production from the Institute
which has over time been able to give insights to
industry on pertinent and current human resource
and business issues thereby stimulating intellectual
and critical thinking.
I would like to take advantage of this edition to
appreciate the previous IPMZ council for steering the
ship during the period 2013-2015 and the successful
hosting of the 2015 IPMZ Annual Convention. Not
forgetting the generous hand extended to the
Institute from the sponsors, exhibitors and our valued
members, I thank you.
As the new council we have just been handed the
button stick of leadership. We are not going to
reinvent things but rather we shall build on the
already laid foundation. As a team our push is for the
Institute to earn a Chartered Status during this two
year tenure in office and also drive toward the
standardization of the Human Resource profession.
We shall also strive to remain a critical stakeholder to
business through giving insights and unpacking issues
that have a bearing on human resources and the
attainment of business excellence through people.
I believe that almost everyone living in Zimbabwe
has a fair understanding of the state of affairs in the
nation. Many qualified people have lost their jobs in a
very short space of time including the HR
Practitioners, Accountants, Surveyors, ICT specialists,
you name them. Whichever way one may interpret
the Nation's situation my greatest encouragement is

a simple quote from Dr Martin Luther King Jnr “if you
can't fly, run, if you can't run walk, if you can't walk
crawl, if you can't crawl, whatever you do keep
moving forward.”
I want to urge all fellow Human Resource
Practitioners and the general population at large
through IPMZ to contribute to the crafting of labour
legislation by making recommendations on possible
amendments and improvements on the Law. We
shall ensure this through campaigns and appropriate
technological channels that bring convenience to
our contributors and assessors. This came as an
enlightenment following the judgment that led to
the massive termination of employment contracts on
notice. The unprecedented move saw over 30000
employees having their contracts of employment
terminated across the nation in a very short space of
time.
After this action, we have leant a lesson and we shall
use every proper means to contribute to future
labour laws so that they are able to optimize the
interests of all involved.
On the 4th of September 2015, IPMZ hosted a well
attended breakfast meeting to unpack critical issues
raised in the labour amendment with a panel of
experts giving their interpretations on the enacted
amendments.
Finally, I conclude by thanking our esteemed
members for their continued relationship with IPMZ,
our success as an Institute depends on you and us
working as a Team. Your ideas and comments are
necessary, Share them with us as we build Our
Beloved nation Zimbabwe. Enjoy your reading and
Stay Blessed. MANPOWER
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IDENTIFYING
PERFORMANCE
CHALLENGES THAT DO NOT
REQUIRE TRAINING INTERVENTION
Many a time managers tend to associate
performance challenges with training intervention
and thousands of dollars are spent trying to take
care of the challenges. The fundamental question
that comes up is: Does each and every
performance challenge that arises require training
as an intervention? To figure out the nature of the
performance challenge there is need to get to the
root of the problem and identify the right
intervention.
Identifying Performance Challenges
The first step to follow before you can fix poor
performance is to understand its cause. Ask yourself
whether the poor performance is a result of lack of
ability or low motivation. This is important since any
incorrect diagnoses of the cause of poor
performance can lead to lots of problems in due
course. In some cases employees do not perform as
expected due to low ability on their ability. This could
be associated with one or more of the following:
Ÿ Over-difficult tasks.
Ÿ Low individual aptitude, skill, and knowledge.
Ÿ Evidence of strong effort, despite poor
performance.
Ÿ Lack of improvement over time.

Usually employees with low ability may have been
poorly matched with their jobs in the first place. They
may have been promoted to a position that may be
too demanding for them. Or maybe they no longer
have the support that previously assisted them to
perform well. How then can ability be enhanced?
The following five ways have been used successfully
to enhance ability:
Resupply – Here the manage needs to focus on the
resources provided to do the job and ask yourself
whether the employees have what they need to
perform well and meet expectations. As their
manager, find out from them about additional
resources they think they need and you do so, listen
for points of frustration, note where employees report
that support is inadequate and verify the claims with
your own investigation. Normally employees blame
external sources for their poor performance before
admitting their own short comings. This is a very
effective first step in addressing performance. It
shows your subordinates that you're interested in
their perspective and are willing to make the
required changes.
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Reassign – When revising or refitting the job
doesn't turn the situation around consider
reassigning the poor performer. Typical job
reassignments may decrease the demands of
the role by reducing responsibility, technical
knowledge and interpersonal skills. If you use
this option, make sure the reassigned job is still
challenging and stimulating.
Release – As a final option for lack of ability,
you may need to consider letting the
employee go. When there are no
opportunities for reassignment, and refitting
isn't appropriate for the organization, the best
solution for everyone involved is for the
employee to find other work. In so doing,
consider contractual terms so that you are not
caught on the wrong side of the law.
Paul Nyausaru is Training & Development Practitioner.
Views contained in this article are personal. You can
contact him on email pnyausaru@yahoo.co.uk,
pnnyausaru@gmail.com MANPOWER
Retrain – Provide additional training to your
subordinates while taking time to explore with
them whether they have the actual skills
required to do what's expected. This option
recognizes the need to retain employees and
keep their skills current. There are various types
of retraining you can provide and they
include:
Ÿ Training seminars with in-house or external
consultants.
Ÿ Computer-based training (CBT).
Ÿ Simulation exercises.
Ÿ Company assisted college or university
courses.
Refit – When the first two interventions are not
sufficient, you may consider refitting the job to
the person. Ask yourself whether there parts of
the job that can be reassigned. Analyze the
employee's components of the work, and try
out different combinations of tasks and
abilities. This may involve rearranging the jobs
of other employees as well. The goal should be
to retain the employee, meet operational
needs, and provide meaningful and
rewarding work to everyone involved.
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TOP REASONS
W H Y S O M E
ORGANISATIONS
A R E A LWAY S
RETRENCHING
AND OTHERS
NEVER RETRENCH
“It takes nine months to make a baby, no matter how
many people you put on the job” is a popular
American business proverb. This proverb makes a lot
of sense in the field of workforce planning. There are
a number of roles where the number of people you
put on the job does not matter but still executives
keep adding more. I wish a lot of executives would
understand the implication of this proverb on their
headcount decisions.
Since the advent of the multi- currency regime, a
number of employees have retrenched or have had
their employer closing down. The top reason cited is
unsustainable wage bills. Even those organisations
that are doing well are struggling with unsustainable
wage bills. Some organisations have never
retrenched because they have well-oiled workforce
plans. Some are always threatening retrenchment
and in the processes, damaging employee moral
because they have never had a well-planned
workforce plan to support the business. A labour
budget is not a workforce plan, therefore the big
question that each company must ask is: do we
have a workforce plan to support the business today
and in the future?
Our experience shows that a number of
organisations do not do proper workforce planning
hence the constant need to retrench. Workforce
planning is having the right number of people with

the right skill (not qualification but right level of
competency) at the right cost at any time in the
future. When local organisations face problems they
tend to throw people at problems. Most managers
believe that when they face a challenge in their
section they must bring in more people. In most cases
this does not work. Some problems do not need more
hands. They need problem solving skills with the same
number of people or even with less people.

“The old adage of “hire slow and
fire fast” still stands. When you
get an opportunity to get rid of
those that are not performing,
grab the opportunity with both
hands and do it procedurally and
very fast.”

The old adage of “hire slow and fire fast” still stands.
When you get an opportunity to get rid of those that
are not performing, grab the opportunity with both
hands and do it procedurally and very fast. When
you think of hiring an extra person you must have
valid evidence that the new person will add value
and help you achieve your goals. This is not about
feelings but about facts. If you do not see the value,
do not hire the extra person. Uncontrolled hiring has
been the major cause of overstaffing in most
businesses. Businesses must know that at some point
in the future they may be forced to produce and sell
less than what they are currently producing. Before
you hire, anticipate all the changes likely to impact
your business in the future and plan your headcount
accordingly.
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What is likely to be the impact of technology on
headcount? It is estimated that 50% of the current
jobs will not be there by 2030 and this will be largely
driven by technological changes. I do not see any
business that is immune to technological, regulatory
and environmental changes and these impact on
your headcount. I feel sorry for businesses where
prices are determined international (resources
based industries) but most of their inputs' prices are
determined locally. When you are in such a situation,
plan your workforce carefully to avoid unnecessarily
putting people on the streets when the product price
is drastically reduced.
In some instances, organisations may not need to
add more people; it could be a reflection of lack of
skills to enable the people to be more productive. In
such a case, you need to invest in up-skilling the
people instead of adding more people. One other
way to counter overstaffing at some day in the future
is to adopt the strategy of contract labour especially
for non-core activities in your business. The only
people who must remain on contract without limit
are those positions and people where development
of skills will be too costly for the organisation to
develop once the current employees leave or too
costly for the organisation to source from outside
should the organisations products/services demand
go up.

Using historical production levels, it's very easy to
plan your workforce into the future even ten years
from now. With predictive analytics, this is now an
easy task and organisations should never be found in
a situation where they are overburdened by excess
staff. Most workforce analytics software have the
capacity for forecasting the workforce you need at
any given time.
Proper workforce planning,
especially the forecasting component can assist you
to avoid speculative recruitment of staff thereby
saving your business a lot of money – money wasted
when you go through retrenchment or lost
productivity enhancement opportunities due to
understaffing.
Ask your Human Resources Manager today if they
have a signed workforce plan aligned to the needs
of the business today and five years from now. If the
answer is no, you are likely to face over or
understaffing at some point in the future, with
massive cost implications that can take your business
down.
Memory Nguwi is the Managing Consultant of Industrial
Psychology Consultants (Pvt) Ltd a management and human
resources consulting firm. Phone 481946-48/481950/
2900276/2900966 or cell number 077 2356 361 or email:
mnguwi@ipcconsultants.com
or visit our website at
www.ipcconsultants.com MANPOWER
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“SURVIVOR
SYNDROME”
DEALING WITH
REMAINING
EMPLOYEES POST
T E R M I N AT I O N S
This article aims to explore how to deal with
employee emotions in the aftermath of the recent
terminations following the 17th July 2015 Supreme
Court judgement. A lot has been said about the
employees whose contracts were terminated as a
result of the judgement, however not much has been
discussed about the employees remaining in the
organisations.
A number of organisations have ignored the impact
of the recent developments on the remaining
employees. “Unfortunately, today's business culture
has little regard for honest human emotions.
Expressing or even acknowledging negative feelings
is considered "inappropriate." Workers are expected
to be upbeat, positive, and "team players" all the
time. While this is a laudable goal, there should also
be room for people to express heart-felt negativity as
well. Truly enlightened business leaders know this.
During times of significant change, they actively
solicit negative feelings from their workers.” Morton C.
Orman,(2010)
The statement by Orman is powerful and ought to be
acknowledged. This affects both managerial and
non managerial employees. A number of businesses
terminated contracts and there is a general feeling
that those employees remaining in the work place
should be grateful that they still have a job in this
harsh economic environment. Business cannot
ignore this facet if they are to achieve optimal
productivity from the remaining workforce.

A research conducted by Cranfield University found
that after terminations and redundancies in
organisations
Ÿ The net result is that survivors (remaining
employees) have taken on increasing workloads
leading to an increase in stress levels.
Ÿ 77.7% of the HR Managers who took part in the
survey reported an increase in 'task-focused'
approach in 'most' to 'some' survivors.
Ÿ The majority of responses suggest that personal
satisfaction with the company had gone down
(59.6%),
Another article in the Journal World of Work warns
that organisations who ignore the feelings of the
remaining workforce may slip into what is called a
“down cycle”. Organisations in a down cycle …
become progressively more depressed, insular,
protective and confused…….this process occurs
slowly. …. managers tend to assume that the
problems that occur early in the down cycling will
solve themselves without attention. It is easy to
assume that staff will "get over" the effects over time”
For a number of organisations, the Supreme Court
ruling was unexpected such that they did a rushed
hatchet job of the terminations. There was no
observation for basic organisation design and job
design. The remaining employees and employers are
finding themselves with impossible situations in terms
of trying to combine certain tasks and processes. This
is the time when HR Professionals can stand up and
be counted. There is an opportunity to add value to
the organisations.
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The recently launched Human Resources Standards
(Developed by SABPP) adopted in Zimbabwe by HR
Professionals through IPMZ advocate through HR
Standard 10 (Organisation Development Standard)
that the HR Professional should be the professional
partner analysing processes within the organisation
and assisting in coming up with the appropriate
organisation design. It is no longer just about
combining positions and duties regardless of
whether this will assist the organisation in achieving
optimal output, but should also be about analysing
all jobs in the organisation to see if they are assisting
in serving the organisation's purpose and objectives.
The same standard also recognises that for
organisational design to be effective, there is need
for the HR Professional to be aware of the key
enablers that will allow the organisation to be
effective and the enablers include consultation with
appropriate stakeholders (read remaining
employees after the terminations) and another
enabler is employee communication.

Analysis of the statement by Orman at the beginning
of this article shows that a lot of organisations may
have ignored this key stakeholder. Employees and
managers have found themselves piled with
unrelated/ uncoordinated work for expedience and
not leading to efficiency. Where remaining
employees and managers ask questions or
complain, they have been told that if they are
ungrateful to still be employed they may join their
colleagues whose contracts have been terminated.
Orman advocates that enlightened business leaders
will allow the negative feelings which may include
employees pointing out that their jobs are not
properly designed to be expressed and dealt with.
This will allow business to move forward.
It would be naïve for HR Professionals in organisations
affected by terminations to continue with a business
as usual approach. There is need to take a leading
role in ensuring that relatively high levels of
employee engagement are achieved even after
the terminations.
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the employers and there may be high staff turnover
even of critical staff.
The key question is do all these soft issues matter in
the business especially for a Zimbabwean business.
The answer is yes. A recent article in the Houston
Chronicle written by George Root points out 2 facts
about the work place
Ÿ

Ÿ

If there is a prevailing negative attitude, then the
announcement of a drop in revenue is met with
expectation rather than creating a sense of
urgency by employees.
A negative attitude in the workplace creates an
atmosphere of distrust among employees and
causes employees to attempt to achieve success
at the expense of each other.

A lot of organisations have been considering, team
building solutions to address the emotional issues of
remaining employees, however this may be treating
the symptoms and not the problem. There is need for
a deeper analysis to be led by HR Professionals
considering some issues included below

Conduct sessions where
employees who remained
express how they feel about
the change and discuss how
they can cope with workload

Allow open discussions on
negative feelings in the
workplace and do not
suppress them

One of the ways that Orman advocates for is for
organisations to realise that remaining employees
have feelings about the terminations, their “normal
reaction of sadness, anxiety, and loss” should be
acknowledged and dealt with. Those remaining
behind “hurt, they feel for their friends and coworkers” who were affected. Some executives have
been heard to say that they are not there to babysit
employees who should be grateful that they have a
job. They view these emotional issues as ”soft” issues
not warranting any attention. The fact of the matter is
that this is a strategic issue with serious consequences
if not addressed. Organisations ought to be forward
looking. When the business environment
changes/improves employees may not be so
forgiving about the hard stance taken by some of

Ÿ

Ÿ

Administer appropriate
solutions which may include
team bulding or job redesign

Leaders should be visible to the employees durng
this period after terminations not withdraw to
boardrooms.
Communicate any good news to the survivors no
matter how small it seems remember this will go
some way in alleviating all the bad news.

Most importantly HR Professionals should take a
leading role in this process.
Rose Nhamo is an experienced HR Consultant, Arbitrator and
MBA Lecturer. rnhamo@distinctive.co.zw MANPOWER
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HOW TRANSPARENT ARE YOU
ABOUT YOUR TOTAL REWARD?

Organisations often ask me – how much should we
share with employees regarding remuneration? At
lectures and conferences where I have unfettered
access to delegates or students, I try not to miss the
opportunity to do a “snap survey” of how
transparent organisations are. Over the many years I
have asked the question – who here believes in more
transparency as a principle when it comes to
remuneration matters in an organization. Inevitably,
95% of the hands go up. I then ask each person to tell
the person next to them 3 things:
1. What your salary is
2. What your last performance score was, and
3. What percentage pay increase you got
After much laughter and debate, the point is clear.
We like transparency as long as it is us knowing what
the top brass earn. When it comes to our own salaries,
a modicum of secrecy is just fine. This illustrates the
difference between theory and practice. In theory,
we are all for complete transparency when it comes
to remuneration matters. In practice, we are a little
more circumspect.
This article covers some of the research we have
done over the past few years and an article by Tess
Taylor (2014), PHR, The HR Writer.
In the last few years, employers have begun to see
the value of reporting total reward to their workforce.
For many, this is a strong retention tool that helps

employees understand how much the company is
vested in their success. Total reward statements can
give employees a clearer picture of how much the
company has spent on health and wellness benefits,
retirement savings, educational costs, and all the
other perks of employment in addition to regular
salaries. This effort is an important part of corporate
communications that gives employees a greater
insight into their contribution to the success of the
company.
The Trends in Open Total Reward Communication
While businesses are not required by law to provide
employees with total reward reports, workforce
surveys indicate that employers benefit from being
transparent about their contributions. Not having a
policy to communicate total reward can work
against a business in some unexpected ways.
Jelly Vision, a Chicago interactive marketing
agency, released the results of their survey of
benefits-eligible employees. In this survey, it was
revealed that:
Ÿ 93 percent of employees indicated that they
responded well to live benefit presentations, but
less than 21 percent of companies use them to
communicate total compensation.
Ÿ A little more than 62 percent of employees use
email alone to explain compensation and benefit
information, but employees prefer in-person
communication.
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One-third of all employees know when they are
allowed to make important benefit changes
but less than 20 percent know if their employer
covers them for catastrophic illness care.

Our own research suggests that we share more
with the bargaining unit (unionised employees)
than we do with salaried staff. Job grades and pay
scales for these levels are known by all employees.
One can work out where one lies in the pay scale
and it affords the opportunity to ask questions like –
what do I need to do to move through the pay
scale.
Salaried staff often know their own grade and may
be shown the pay scale that they are in. But it is
much more secretive. Arguably this creates
curiosity about what everyone else earns and this
leads to corridor
conversations on who
earns what. Most
organisations in their
letter of appointment
forbid these discussions,
but we all know that
they occur. Our own
policies around secrecy
drives this conversation
underground. Perhaps it
is time to consider a
better strategy. One
that is more transparent.
It's shocking to think that
a good number of
employers forget how
critical it is to
communicate the
complete picture of
compensation and benefits to their workforce. The
best results from sharing total reward come when a
company focuses on helping employees
understand how their individual needs are met.
The truth is that when an employer effectively
shares this information with employees, the
average employee will respond positively in kind.
Having access to above average remuneration
options makes for a happier, healthier, and more
productive work environment for all.
How can an employer be more transparent about
total reward?

There are several ways that any employer can
begin to open the doors of communicating total
compensation for the benefit of the workplace.
Here are some suggestions for making total reward
more transparent.
1. Provide on-demand access to total reward
statements.
Instead of a once-per-year total reward statement
being mailed out, why not make this data
accessible via a secure cloud-based product?
Employees can be provided with more frequent
total reward reports.
2. Make total reward more personal.
By giving employees direct access to benefit
information and taking the time to meet one-onone with each
employee during
enrollment and on
boarding periods, total
reward becomes
something they relate
to personally.
3. Go social with total
reward data.
Your social media efforts
as a company can and
should include
educating employees
about the unique perks
they get as part of your
corporate team. Your
culture is built around
the salary and benefits
you can offer to your
workforce, so why not
let it shine? Use your
company social network platform to share
important benefit and payroll updates and
improvements on a regular basis. Gather
feedback directly from your employees here too.
Use the above tips to improve transparency in total
reward communication and your company will
reap the rewards. My suggestion is to start slowly
with less sensitive information and work up towards
the more sensitive, but high impact, high
transparency and ultimately high employee
commitment items.
By Prof Mark Bussin, Chairman, 21st Century Pay Solutions
Group, Professor at University of Johannesburg and Professor
Extraordinaire at North-West University MANPOWER
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THE IMPACT OF EMPLOYEE ENGAGEMENT
ON BUSINESS PERFORMANCE.
Famous businessman, author and syndicated
columnist Harvey Mackay is quoted to have said “If
you believe, as I do, that your employees truly are
your most valuable asset, you will do whatever you
can to help them do their jobs as well as possible.”
This quote epitomizes the age-old proposition that
employees are the most valuable asset in a
business(1). Similarly, the academic world supports this
assertion however propositions a caveat arguing
that it is only through the effective management of
this 'asset' that organizations attain competitive
advantage(2).
The Harvard Business Review Analytics Services
Report identified 5 key priorities/choice areas for
future and sustained business success(3). They
nterviewed over 550 business executives and
concluded that the top five priorities for attaining
success today and in the future are High Levels of
Customer Service, Effective Communication, High
Levels of Employee Engagement, Strong Executive
Leadership and Efficient Productivity.

Ithe focus of this article will be on Employee
Engagement. An engaged workforce is considered
to have the propensity to increase innovation,
productivity and significantly reduce costs.
Furthermore research argues that that an engaged
workforce is the 'one thing' that can be used to
create sustainable competitive advantage, which
competitors cannot copy.
What is employee engagement?
The term employee engagement was coined by the
research company, Gallup Organization in 2005(4),
after over 25 years of research. While the term was
coined in 2005, the concept was actually first
conceptualized and defined by Kahn in 1990(5). He
defined it as “The harnessing of organizational
members' selves to their work roles; in engagement,
people employ and express themselves physically,
cognitively and emotionally during role
performances.” He proposed that employee
engagement helped to fulfil the 'human spirit' at the
workplace and that people expressed themselves
physically, cognitively as well as emotionally in their
roles.
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Generally speaking, employee engagement is thus
concerned with the fostering of positive employee
attitudes, healthy employee-to-employee
relationships as well as fostering of a conducive work
environment that promotes the alignment of efforts
towards to the advancement of a company's
strategic intent.
Drivers of Employee Engagement
Researchers have identified two key categories of
drivers/antecedents of employee engagement(4).
Successfully addressing these antecedents helps to
maximize employee engagement. Individual
antecedents include the employee's perception
towards communication and participation within
the company, the extent to which an employee
feels the organization is developing them and the
extent to which an employee feels they have coemployee support. Organizational
antecedents/drivers of employee engagement
include an employees' perception with regards the
image of the company, reward and recognition and
the leadership of the company.
Researches generally argue that when these
Individual and organizational levers of employee
engagement are pulled accordingly, they should
result in employee engagement outcomes such as
high job satisfaction, organizational commitment,
reduced intention to quit, organizational citizenship

behaviour and increased productivity among many
other outcomes.
Impact of Employee Engagement on Business
Performance
Research has generally concluded that employee
engagement has an impact on job performance. A
Development Dimensions International report
concluded that high customer engagement is linked
to high levels of employee engagement(6). The
Gallup Organization and Hewitt Associates in their
researches shared similar views and concluded that
engaged workforce generally has high retention
and productivity while disengaged employees have
lower productivity, higher absenteeism and higher
turnover(7). Furthermore, a Towers Perrin HR Services
research found a statistical relationship between
employee engagement and business performance.
They found that Operating Income, Net Income
Growth and Earnings per Share of companies with
highly engaged employees generally outperformed
those with less engaged employees(8).
In his article, “Getting Engaged: Half of your
Workforce may be just going through the motions”,
Bates found that over 50% of the United States
workforce was disengaged and conservatively
estimated that disengaged employees cost the U.S
economy between USD$250-USD$300 billion
annually in lost productivity(9). Follow up researches
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further propositioned this cost would surpass USD$1
trillion annually, if workplace injury, illness, turnover,
absences, and fraud that result from this
disengagement were to be added(10). Similarly, in
Australia, the impact of disengagement costs the
Australian economy an estimated AUD$31 billion
annually.
Case studies conducted provide evidence of the
positive impact of employee engagement. It was
observed that for example, Badcock Marine Clyde
an engineering support services company recorded
a 30% reduction in sickness absence, 50% reduction
in reportable accidents, improvement in project
performance from a 48% overrun to less than 3% and
an overall £76 Million pounds cost saving to its
customers within five-year period of implementing
employee engagement initiatives. Similarly, O2,
within three years experienced a 49% compounded
growth rate, a 30% increase in turnover as well as
secured about 75% of the top 100 Law firms in the
United Kingdom upon implementing employee
engagement initiatives(11).

EXECUTIVE EDUCATION
This article sought to briefly provide insights into the
impact of employee engagement on business
performance. The positive impact of employee
engagement on business performance has been
identified while on the juxtaposition the negative
repercussions of employee disengagement have
also been discussed. It is therefore generally
recommended that companies give attention to
employee engagement initiatives. Adequate
attention will lead to improved business
performance while lack thereof will see a negative
impact on business performance.
By Farai Nyamangara
(1) Pfeffer, 1994; Armstorng, 2006; Amabile and Kramer, 2011; Ionel, Alina and Dumitri, 2011
(2) Bartlett and Ghoshal 2002; Horobet, Ilie and Joldes 2008
(3) Harvard Business Review Analytic Services (2013). The Impact of Employee Engagement on Performance.
HBR.
(4) Gallup Organization (2005). Employee Engagement: The Engagement side of the Human sigma Equation.
Gallup.
(5) Kahn, W. A., (1990). Psychological conditions of personal engagement and disengagement at Work. Academy of
Management Journal, 33, 692-724.
(6) Development Dimensions International (2005). Whitepaper-Driving employee engagement. DDI World.
(7) Hewitt Associates (2004). Employee engagement at double-digit growth companies, Research Brief. Hewitt
associates LLC.
(8) Towers Perrin HR Services (2009). Employee Engagement Underpins Business Transformation. Towers Perrin.
(9) Bates, S. (2004). Getting Engaged: Half of Your Workforce May be Just Going through the Motions. HR
Magazine, 49(2), 44-51.
(10) Rath, T., & Clifton, D. O. (2004). How full is your bucket? Positive strategies for work and life. New York:
Gallup Press.
(11) MacLeod, D., & Clarke, N. (2009). Engaging for success: enhancing performance through employee
engagement. A report to Government. London: Department for Business Innovation and Skills (BIS). MANPOWER
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MONEY ALONE JUST DOESN'T CUT IT ANYMORE
By Prof Mark Bussin, 21st Century

Salary, benefits and a great bonus are no longer
enough to keep a top employee.
It is no longer enough for a manager to think that by
giving an employee a salary increase every year he
or she should be motivated to do a good job, despite
the fact that the manager may not know their name
or exactly what they do, or how well they do it. It
probably never was enough, but now that we know
it, we can do something about it.
Getting employees to go the extra mile is one of the
most difficult tasks managers face. An article written
for the July-August 2008 Harvard Business Review,
Employee Motivation, a Powerful New Model, had
this to say: “Some of history's most influential thinkers
about human behaviour – among them Aristotle,
Adam Smith, Sigmund Freud and Abraham Maslow –
have struggled to understand its nuances and have
taught us a tremendous amount about why people
do the things they do”.
These researchers found four main drives that
motivated:

meaningless and an employee does not see how it
adds value, this is a demotivator. Employees want to
see that their work makes a meaningful contribution,
and they want to understand how it happens. More
talented employees who see their work as
meaningless often move to more challenging jobs.
The drive to defend: This is the basic fight of flight
instinct which is rooted into all of us. We will all defend
ourselves, our families, our property and what we
have achieved. It causes humans to want to create
and work for institutions that promote justice, that
have clear goals and intentions, and that allow
people to express their ideas and opinions. Fulfilling
this need leads to feelings of security and
confidence, while not fulfilling it produces strong
negative emotions such as fear and resentment,
ultimately anger.
The Organisational Levers of Motivation
To meet each of these drives, the researchers
suggest that each drive be met by a distinct
organisational lever of motivation.

The drive to acquire: We all want to have nice things,
not just material things, but also social status,
promotion, getting the corner office. This drive tends
to be relative, as we always compare with others,
and is almost always insatiable, as people always
want more. This is why we always want to know what
our colleagues earn.
The drive to bond: Humans bond with their
immediate family, extended family or tribe, and
even organisations, sports teams and nations. When
an employee feels part of a work “family”, this is an
valuable motivator. Alternatively, if an employee
feels isolated at work, they feel betrayed and their
work will suffer.
The drive to comprehend: It is human nature to want
to understand the world around us, on a larger scale
and a smaller scale – at work. If our work seems
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Reward system. The drive to acquire is met by a
company's reward system. Employees want to know
that good performance will be rewarded and given
opportunities for advancement.

experiment, the other group's Bionicles were
disassembled as soon as they'd been built. “This was
an endless cycle of them building and we destroying
in front of their eyes,” Ariely says.

Culture. Creating a sense of camaraderie and
belonging among employees means creating a
culture that promotes teamwork, collaboration,
openness and friendship.

The Results: The first group made 11 Bionicles, on
average, while the second group made only seven
before they quit.

Job design. The drive to comprehend is best
addressed by designing jobs that are meaningful,
interesting and challenging. A good example of this
is Cirque du Soleil. Despite gruelling rehearsal and
performance schedules, it attracts and retains
performers by accommodating their creativity by
pushing them to perfect their craft. Performers get to
design their own performances, and they get to say
who they want to be taught by in the future. This is an
extremely successful circus act.
Performance management and resource allocation
processes. Fair, transparent and trustworthy
processes for performance management and
resource allocation go a long way to meeting
people's drive to defend.

The Upshot: Even though there wasn't huge meaning
at stake, and even though the first group knew their
work would be destroyed at the end of the
experiment, seeing the results of their labour for even
a short time was enough to dramatically improve
performance.
2. The harder a project is, the prouder we feel of it
In another study, Ariely gave origami novices paper
and instructions to build a pretty ugly form. Those
who did the origami project, as well as bystanders,
were asked at the end how much they'd pay for the
product. In a second trial, Ariely hid the instructions
from some participants, resulting in a harder process
— and an uglier product

So it has become clear to company leaders that
money alone does not motivate people to work
harder, nor does it retain talented employees.
A light hearted approach: A light hearted but very
meaningful research carried out by Jessica Gross
asked “What motivates us at work? More than
money”. Her research led to her conclusion, as with
the above study, that there is a lot more at play than
simple remuneration. We are also driven by the
meaningfulness of our work, both others'
acknowledgement — and by the amount of effort
we've put in: the harder the task [is], the prouder we
are. Some of the questions asked of employees in
Ariely's research, which was included in Gross's thesis
include the following:
1. Seeing the fruits of our labour may make us more
productive: The study being “In Man's search for
meaning: The case of Legos”, Ariely asked
participants to build characters from Lego's Bionicles
series. In both conditions, participants were paid
decreasing amounts for each subsequent Bionicle:
3$ for the first one, $2.70 for the next one, and so on.
But while one group's creations were stored under
the table, to be disassembled at the end of the

Harare
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Mobile: 263 772 565 823 / 824 / 825. Facsimile: 263 4 620 300.
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The Results: In the first experiment, the builders paid
five times as much as those who just evaluated the
product. In the second experiment, the lack of
instructions exaggerated this difference: builders
valued the ugly-but-difficult products even more
highly than the easier, prettier ones, while observers
valued them even less.
The Upshot: Our valuation of our own work is directly
tied to the effort we've expended. (Plus, we
erroneously think that other people will ascribe the
same value to our own work as we do.)
3. Knowing that our work helps others may increase
our unconscious motivation.
As described in a recent New York Times Magazine
profile, psychologist Adam Grant led a study at a
University of Michigan fundraising call centre in
which students who had benefited from the centre's
scholarship fundraising efforts spoke to the callers for
10 minutes
The Results: A month later, the callers were spending
142 percent more time on the phone than before,
and revenues had increased by 171 percent,
according to the Times. But the callers denied the
scholarship students' visit had impacted them.
The Upshot: It was almost as if the good feelings had
bypassed the callers' conscious cognitive processes
and gone straight to a more subconscious source of
motivation, the Times reports. They were more driven
to succeed, even if they could not pinpoint the
trigger for that drive
4. The promise of helping others makes us more likely
to follow rules
Grant ran another study in which he put up signs at a
hospital's hand-washing stations, reading either
“Hand hygiene prevents you from catching
diseases” or “Hand hygiene prevents patients from
catching diseases.”
The Results: Doctors and nurses used 45 percent
more soap or hand sanitizer in the stations with signs
that mentioned patients.
The Upshot: Helping others through what's called
“prosocial behavior” motivates us.
5. Positive reinforcement about our abilities may
increase performance
Undergraduates at Harvard University gave

speeches and did mock interviews with
experimenters who were either nodding and smiling
or shaking their heads, furrowing their eyebrows, and
crossing their arms.
The Results: The participants in the first group later
answered a series of numerical questions more
accurately than those in the second group.
The Upshot: Stressful situations can be manageable
— it all depends on how we feel. We find ourselves in
a “challenge state” when we think we can handle
the task (as the first group did); when we're in a
“threat state,” on the other hand, the difficulty of the
task is overwhelming, and we become discouraged.
We're more motivated and perform better in a
challenge state, when we have confidence in our
abilities.
6. Images that trigger positive emotions may actually
help us focus
Researchers at Hiroshima University had university
students perform a dexterity task before and after
looking at pictures of either baby or adult animals.
The Results: Performance improved in both cases,
but more so (10 percent improvement!) when
participants looked at cute pictures of puppies and
kittens.
The Upshot: The researchers suggest that the
“cuteness-triggered positive emotion” helps us
narrow our focus, upping our performance on a task
that requires close attention. Yes, this study may just
validate your baby panda obsession.
7. The less appreciated we feel our work is, the more
money we want to do it
Ariely gave study participants — students at MIT — a
piece of paper filled with random letters, and asked
them to find pairs of identical letters. Each round,
they were offered less money than the previous
round. People in the first group wrote their names on
their sheets and handed them to the experimenter,
who looked it over and said “Uh huh” before putting
it in a pile. People in the second group didn't write
down their names, and the experimenter put their
sheets in a pile without looking at them. People in the
third group had their work shredded immediately
upon completion.
The Results: People whose work was shredded
needed twice as much money as those whose work
was acknowledged in order to keep doing the task.
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People in the second group, whose work was saved
but ignored, needed almost as much money as
those whose work was shredded.
The Upshot: “Ignoring the performance of people is
almost as bad as shredding their effort before their
eyes,” Ariely says. “The good news is that adding
motivation doesn't seem to be so difficult. The bad
news is that eliminating motivation seems to be
incredibly easy, and if we don't think about it
carefully, we might overdo it.”
The trend seems to be ratified by yet another finding,
but at a slightly different angle.

Flexible solutions for
your recruitment
needs

Company branding
An article that appeared in the South China Morning
Post print edition, titled “Company brand, not salary,
key to keeping top talent in Asia” concluded that
senior executives in Asia require more than money to
motivate them to stay with their current companies.

Enquire today on the
incredible services at NPPS

The survey involved 234 chief executives and human
resources directors in the consumer goods, retail,
apparel, hospitality and media sectors in 10 Asian
countries.
Nearly 60 per cent of chief executives and senior
executives were considering other employment
options, while 28 per cent planned to leave their
current jobs within two years if a better opportunity
arose, according to this study, released by executive
search firm Heidrick & Struggles. Unexpectedly,
respondents to their survey said that when
considering the next job, compensation was the
least important factor, the report said.
"Gone are the days when more money meant more
staff motivation. Today's candidates also value
intangible job benefits that make their work
rewarding," said Karen Fifer, a global managing
partner of consumer markets practice at Heidrick &
Struggles and the author of the study.
Employment considerations that mattered more
than remuneration included credible and inspiring
leadership teams with a global outlook and
experience across diverse business areas, the health
of the company and its reputation, the level of
innovation and commitment to driving social
sustainability, and even the chief executive's
personal brand.
To retain talent in a fluid job market, Fifer said,
companies should have a more active employer

branding strategy. "Top talent brings top results. Just
as the customer experience is at the epicentre of
every retailer's and consumer-facing company's
strategy, 'employee experience' should be at the
heart of every company's employer brand," she said.
While 95 percent of respondents acknowledged the
importance of employer brand, only 54 percent had
such a strategy in place. The proliferation of social
media platforms has made corporate behaviour
highly visible, meaning an employer's brand is not just
what a company says about itself but what people
"out there" are saying. To win the talent war,
companies need to rethink and enhance their
employment strategies and ensure that what is
appealing about their brand and employment
practices is externally visible.
And so it appears that human resource executives
and company boards have a lot to think about
when it comes to motivating – and retaining – their
employees. Many companies and smart executives
are already getting it right. If you, as an HR executive
are concerned about your company's motivation
levels, have a look at their incentive systems and
what they offer their employees aside from money.
MANPOWER
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PEOPLE
ISSUES
With Taurai Musakaruka

I have come across a number of questions from followers of this
column and in this issue I will sample a few and provide some
guides to these commonly asked questions. Note that the answers
are not exhaustive but illustrative.
Q: If I resign without serving the required notice, say
three months, does the employer have the right to
deduct cash in lieu of notice equivalent from my
terminal benefits?
A: The employer has the right to deduct from one's
terminal benefits subject to fulfillment of certain
conditions laid down in the Labour Act, Chapter
28:01 (the Act). In terms of Section 13 (1) (1a) and (2)
of the Act, in the event of death, resignation,
dismissal or incapacitation, the employer is not
entitled to withhold or unreasonably delay payment
of what is due to the employee without the approval
of the responsible Minister. Failure to comply with this
may result in prosecution of the employer. Therefore
in the absence of Ministerial approval such
withholding or deductions may create problems for
the employer as they are illegal.
Q: I have lost a case at arbitration, can I appeal or it's
the end and the decision is final?
A: One can appeal against an arbitral award at the
Labour Court at point of law also known as question
of law. This refers to the question which the law has
authoritatively answered to the exclusion of the right
of the Court to answer. It is a question which must be
answered by applying relevant legal principles, by
an interpretation of the law. Therefore an appeal on
question of law means an appeal in which the
question for argument and determination is what the
true rule of law is on a given matter. In terms of
Section 98 (10) of the Act, an appeal on a question
of law shall lie to the Labour Court from any decision
of an arbitrator appointed in terms of this section. For
more details see Muzuva v United Bottlers Pvt Ltd
1994(1) ZLR 217 as well as Bank of Credit and
Commerce Zim Ltd v Shepherd Chigwada SC116/95.

Q: We have an employee who has been with us for
one and half years. We sent him on a training course
when he joined us in Germany, which cost us $11000.
He has now resigned before the organisation
benefited from him. Can we make him pay us back
for the cost of the training?
A: If no written agreement was entered into before
the employee embarked on the training, to the
effect that he would be liable to repay you for the
cost of the training should he leave your
employment within a defined period, then there is
nothing you can do. You can't force such a condition
on him now because it is after the fact. The
conditions attached to the training should have
been made clear to the employee in an agreement,
prior to the training. In that way, the employee would
have been given a fair opportunity to refuse the offer
of training should he have felt that any of the
conditions attached to it were unacceptable to him
for whatever reason.
Q: Can I resign and still sue my former employer if I
feel the working conditions are no longer favourable
or being victimised or ill-treated?
A: Yes one can tender resignation if the employer has
made life so difficult for an employee and still
approach the Courts for redress based on unfair or
constructive dismissal. The Act provides for this,
section 12B (3) (a) where it's stated that, “an
employee is deemed to have been unfairly
dismissed if the employee terminated the contract
of employment with or without notice because the
employer deliberately made continued
employment intolerable for the employee”. In
Volume 16(1b) of Halsbury's Laws of England, (2005,
4th Ed), page 91, the authors use these words: “an
employee who terminates the contract of
employment with or without notice may still claim to
have been dismissed if the circumstances are such
that he is entitled to terminate it without notice by
reason of the employer's conduct.
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Q: I have been suspended by my employer without
pay and can I look for work or alternative
employment as I need to feed my family?
A: The question of whether one should seek and
accept employment offer while on suspension was
dealt with by Honorable Chief Justice Chidyausiku in
the matter between TEL-ONE (PRIVATE) LIMITED v
KUYUMANI ZULU Judgment No. SC. 110/04, Civil
Appeal No. 9/03.When one is on suspension you are
still an employee whether that suspension is paid or
not or was lawful or not. If you secure alternative
employment, this technically means that you have
repudiated or terminated your contract with the
current employer. This position was also confirmed in
United Bottlers v. Charles Kaduya, Judgment No.SC
34/06; Civil Appeal No. 163/05. You can also see
Zimbabwe Sun Hotels (Pvt) Ltd v Lawn 1988 (1) ZLR
143 (S), wherein GUBBAY JA (as he then was) stated
at p 151 as follows: “Plainly the obligation of an
employee who is placed under suspension to hold
himself available to perform his duties if called upon
to do so, is one which arises by operation of law. It is
of no consequence therefore that no provision in
that regard is contained in the contract of service;
and it is not necessary for the employer at the time of
suspension to so inform the employee.” Even if
wrongly suspended, accepting alternative
employment will mean termination of the current
contract and your terminal benefits with the former
employer will be calculated up to the day when you
became gainfully employed not judgment day. Also
see Ambali v Bata Shoe Co Ltd 1999 (1) ZLR 417
(S).Therefore one can seek but should not secure
and accept employment while on suspension unless
if you feel you no longer want to go back to the
current employer or bound by the contract you
entered with him before suspension.
Q: We have dismissed an employee through our
internal hearing process after a theft case but he has
since won his case at Criminal Courts and wants his
job back. What do we do? Should we reinstate him?
A: According to labour consultant, George Makings,
criminal proceedings and disciplinary (civil)
proceedings are “two roads that never cross”. An
employee may be found not guilty by the criminal
court but can still be charged and dismissed by the
employer for the same misconduct in terms of
company procedures as per registered Code of
Conduct. The standard of proof required in
disciplinary (civil) cases is called “balance of
probabilities” and that used in criminal cases is
called “beyond reasonable doubt”. Balance of

probabilities means that on the basis of evidence
submitted, it is more likely than not that the
employee is guilty. To win you need to convince the
hearing authority that your case is 51% likely to be
true. The law operates a binary system in which the
only values are 0 and 1. The fact either happened or
it did not. If the tribunal is left in doubt, the doubt is
resolved by a rule that one party or the other carries
the burden of proof. If the party who bears the
burden of proof fails to discharge it, a value of 0 is
returned and the fact is treated as not having
happened. If he does discharge it, a value of 1 is
returned and the fact is treated as having
happened." In criminal cases we use beyond a
reasonable doubt as a standard of proof. For a
criminal defendant to be convicted of a crime, the
prosecutor must prove her case to the point that the
magistrates/judges have no reasonable doubts in
their minds that the defendant did whatever he is
charged with having done. For more see Zesa v Dera
(79/1998), Zimbabwe Financial Holdings v Mafunga,
Olckers v Monviso Knitwear (Pty) Ltd(1988) 9 ILJ 875
(IC) and Nyalunga v P P Webb Construction (1990) 11
ILJ 819 (IC).
Q: Can an employer revise the terms of the contract
as and when he or she feels like doing, if the
company is facing challenges?
A: No, a contract of employment is an agreement
between two parties and no part has the power to
make changes without consulting or agreeing with
the other party. Changing contractual terms and
conditions can be a complicated process and there
are many issues that an employer must consider
before doing so. Generally, changes to terms and
conditions of employment cannot be made without
prior consultation with the employee on the
proposed changes, and the employee's agreement
obtained. This is because of the very simple reason
that a Contract of Employment constitutes an
agreement between two people, and the one party
to the agreement cannot change the terms of that
agreement without the consent of the other party. To
do so would place the party making the change in
breach of contract.
Disclaimer: I do not accept any liability for any damages or
losses suffered as a result of actions taken based on information
contained herein. The information contained herein does not
serve as alternative to legal advice and these views are personal.
Taurai Musakaruka is Human Resources Practitioner and for
feedback e-mail: tmusakaruka@gmail.com or
tmusakaruka@yahoo.com MANPOWER
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HUMOROUS SIGNS

Ministry of Higher & Tertiary Education,
Science & Technology Development

Sign over a Gynecologist's Office:
Dr. Jones, at your cervix.
In a Podiatrist's office:
Time Wounds All Heels.

“Building management
solutions through skills
development”

On a Septic Tank Truck:
Yesterday's Meals--on Wheels
On a Plumber's truck:
We Repair What Your Husband Fixed
On another Plumber's truck:
Don't sleep with a drip; Call your plumber!
On a Church's Billboard:
7 days without God makes one weak.

At MTB we offer skills development
programmes at Executive, Managerial,
Supervisory and Graduate Trainee levels.
We also offer customized training and
consultancy services designed to cater
for the clients speciﬁc needs.
We offer accomodation and catering services
as well as facilities hire for all your corporate functions,
meetings, weddings and events

At a Tire Shop in Milwaukee:
Invite us to your next blowout.
At a Towing company:
We don't charge an arm and a leg: We want tows.
On an Electrician's truck:
Let Us Remove Your Shorts
In a Nonsmoking Area:
If we see smoke, we will assume you are on fire
and take appropriate action.
At an Optometrist's Office:
If you don't see what you're looking for, you've
come to the right place.

How may we serve you in...

?
Contact Us on:
128 Mutare Road, Msasa, Harare
Tel: General: +263 4 486 804-6
Bookings (Direct): +263 4 446 778: Mobile: 0775 530 443
Email: info@management.co.zw

At a Car Dealership:
The best way to get back on your feet: miss a car
payment.
At the Electric Company
We will be de-lighted if you send in your payment.
However, if you don't, you will be.
In the front yard of a Funeral Home:
Drive carefully! We'll wait...
Sign on the back of another septic tank truck:
CAUTION - This Truck is FULL of Political Promises.
Sign seen at a café in Mazatlan, Mexico:
If our food, drinks, and service aren't up to your
standards, please lower your standards.
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