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Presentation outline

• Difference between managing people and driving performance

• Performing organisations

• Changing work patterns

• Changes in the workforce

• Changes in workforce attitudes

• The Zimbabwean scenario



Leading/Managing only for profit 

is like playing tennis with your 

eye on the scoreboard and not 

on the ball (Ken Blanchard 2007)



The Game Changer

• Successful organisations have 
adopted a business model that 
embraces technology. They 
have a game plan that makes 
the organisation relevant to the 
market and employees that 
remain relevant.

• Nokia Story

• Moved too slowly did not 
respond to the iphone and was 
hit on the lower end by HTC, 
Huawei, ZTE

• They were associated with a 
different era in technology did 
not market themselves as 
innovative

• Poor Implementation



CFO AND CHRO – DRIVING PERFORMANCE

• CHRO

• Align organisational talent 
to business strategy

• Interpreted talent trends

• Driving Change and 
providing environment for 
innovation 

• Driving Performance

• CFO

• Drive enhanced top to 
bottom line results

• Ensure strategic allocation 
of resources

• Ensure alignment of 
operational and financial 
decisions

• Driving Performance



HR OF THE FUTURE 

• HR is still perceived by many within today's 

organizations as simply a non-revenue 

generating function

• While HR policies and procedures will continue 

as grassroots HR functions, far more important 

will be the innovation and flexibility required to 

achieve and perpetuate employer-of-choice

status. 21st Century Human Capital Management: Adapting to the Demands of Change (Row 

Henson, 2009)



Difference Between Managing People and Driving Change
Research Technology Management; Volume 43. No. 1. January-February, 2000. pp 57-59.  (Michael Maccoby)

Managing People

• Managers are principally 

administrators—they write 
business plans, set budgets 
and monitor progress. 

Driving Performance 

Leaders on the other hand, 
get organizations and 
people to change. 

Distinction between management and leadership: Management is a 

function that must be exercised in any business, leadership is a 

relationship between leader and led that can energize an organization. 



Driving Performance 

•Driving Performance is when every part of 
the organization and every person is 
drumming to the same beat and marching 
in step.



Becoming a Performance Driven Organisation: HR.Com

(Mark Stiffler 2006)

•The challenge in becoming performance driven 
is to adopt an approach that unifies the two 
sides of performance management (the 
organization and the individual) and addresses 
five linkages that are missing (or at best, 
marginally addressed)



Becoming a Performance Driven organisation: HR.Com

(Mark Stiffler 2006)

• Linking objectives of the organization with  individual  goals.

• Linking the budgets and resources with the objectives of 
the organization.

• Linking the measurement of past performance with 
adjustments to the future direction.

• Linking the information in finance with the information in 
human resources.

• Linking the pay of each person in the organization with that 
individual´s performance.



Performing Organisation (The People Factor) 
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Linking Strategy Formulation  to Execution (Driving 

Organisation’s Performance)

Strategy 
Formulati

on

Peopl
e

Strategy 
Executio

n

• The key link between 
strategy formulation 
and strategy execution 
is the people.

•Need to align the goals 
of the organisation to 
the goals of the 
individuals in the 
organisation



Changing Work Patterns



Changing Work Patterns

• Increasing popularity of 
alternative working patterns 
such as part-time working, 
flexitime employment, 
telecommuting, job-sharing 
and compressed workweek 
marks the most important 
change in the nature of work 
in the 21st century. 
(Holbeche, 2013, p.58).



Changing Work Patterns

• alternative working patterns offer the 
workforce more free time to spend 
with their families, pursuing their 
hobbies or any other activity that they 
choose to do.  Secondly, alternative 
working patterns tend to lead to 
greater performance, thus they are 
increasingly being promoted by 
employers (Changing nature of work 
in the 21st century John Dudovskiy-
2014)



Changing Work Patterns (Savage 2005)



Changing Work Patterns (Savage 2005)

Change in 
Work 

Patterns
•Structure less 

hierarchical 

•outsourcing

•Focus on 
Productivity and 
continuous 
improvement

•Reengineering, 
rightsizing led to 
more flexible 
work 
arrangements

Change in 
the 

Workforce
•Managing a 

diverse 
workforce

•Managing +/-3 
generations

•Recognition of 
the need to 
identify critical 
skills

•Retirement Age

Change in 
Work 

Relationship
s •Loyalty and 

lifetime work in 
the past

•Free Agents and 
Entrepreneurial  
thinking

Change in 
the 

workplace
•Change in the 

workplace 
slower than 
change in the 
workforce

•Contracts and 
policies 
reflecting old 
organisational 
structures 
(NECs)

Change in 
Global Work 

•Work is coming 
to the workers

•Employers going 
to find qualified 
labour at the 
best rate

•Work is 
following the 
sun



Changing Work Patterns (Savage 2005)

• The main function of the workplace is shifting toward intense 
interaction.

• Employers hire and retain employees based on short-term needs.  
Outsourcing and contracting are replacing traditionally in-sourced 
functions, providing employers increased flexibility.  

• It is estimated that each virtual worker without an assigned seat 
in a corporate facility reduces occupancy expense by $6,000 to 
$7,500 annually.  Increased spending on information technology 
is offset by reduced real estate requirements and facility costs.



Changes in Workforce (Understanding Workforce 

Attitudes) Victoria Fine 2013

• Over 63% of working 
Millennials have a Bachelor’s 
Degree

• About 63% of Millennials 
above 18 are employed 
globally and half of them work 
part time

• 46% of Millennials want to 
start their own business (CNN 
Money 2012)



Workplace Styles (Victoria Fine 2013)

Millennials Baby Boomers

Jeans are suitable 

work attire

79% 60%

I should be able to set 

my own work hours

81% 69%

I want and need me 

time at work

70% 39%

My boss could learn a 

lot from me

76% 50%



Some Interesting Facts about Millennials

• 58% would take a pay cut for a 
job that meets their values

• 91%  of Millennials expect to stay 
at 1 job for less than 3 years

• Millennials are less satisfied than 
any other generation with how 
their organisations value their 
opinions 





Changing Work Attitudes



How to deal with Change in Work attitudes

• “Feedback is top-down communication that is intended to 
immediately adjust behaviour. Coaching is a collaborative, 
ongoing process that is intended to develop employees over 
time.” Forbes Magazine Hedges 2015 

• Provide coaching and feedback, then give the employee space. 
No one likes to be forced into doing things,

• “If you try to motivate people who lack ability, you don’t create 
change; you create depression.”



Performance Feedback 

Millennials 

• 80% want constant feedback 
from their managers

• 75% want mentors

Baby Boomers

• Generally want evaluation of their 
work at least at given intervals of 
the year



Zimbabwe Scenario



Driving Performance - Zimbabwe

• Performance Management systems 
affected by availability of resources

• Systems generally weak

• Complicated systems that are not 
understood

• Strategy Execution weak, tools  
weak

• Strategy is generally following 
structure



Driving Performance 

through HR Standards



BUSINESS  STRATEGY – HR BUSINESS ALIGNMENT
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Workforce planning

• Is there evidence of workforce planning?

• Is the Plan linked to strategy?

• Head count analysis?

• Are headcount statistics in line with work load – any evidence of 

workload analysis?

• Is there analysis of peak and off peak periods?

• Average Age group of employees

• Market supply and demand  analysis



Human Resources Measurement

• Supply and Demand of Labour,

• Talent Demand Plan,

• Succession depth and readiness

• Demographics, retirements, generations in the workplace

• Employee engagement

• Compensation 



Work Patterns and Trends

•Employed +/-850000 excluding 
agriculture in 2015 (Tony 
Hawkins)

•High unemployment of Millennials

•Restructuring or resizing of  
organisations

•Change in Labour Legislation 
Amendment No 5 of 2015



Work Patterns and Trends - Productivity

• Labour Amendment No 5 (Section 74) Collective 
Bargaining Agreements

n)The following measures to foster the 
viability of undertakings and high levels of 
employment where applicable namely 
measures

i) To promote high levels of productivity

ii) To promote economic competitiveness

iii)To promote economic and environmental 
sustainability

iv)To mitigate the cost of living



Work Patterns and Trends

• National Employment Councils 

• Key Decisions with NECs e.g section 
Retrenchments  12 (c ) 3 where an 
employer alleges financial incapacity to pay 
…minimum retrenchment packages  
timeously or at all the employer shall apply 
to be exempted …..to 

• The employment council established for the 
undertaking 

• If there is no employment council to the 
retrenchment Board



Work Patterns and Trends

•National Employment Councils 

•Short working week – decisions by 
most Exemptions Committees at 
NECs ( Section 12D)

•Exemptions on minimum wages -
NEC



Work Patterns and Trends

• National Employment Councils  - Short Term 
Contracts to Contracts without limit of time

• Decision on short term contracts and how often 
they can be renewed before an employee becomes 
a permanent employee

• Section 12 (3a) A contract of a fixed duration shall 
be deemed to be contract without limit of time 
upon such a period of continuous service as is

• Fixed by an appropriate employment council

• Or as prescribed by the Minister where there is no 
NEC



Work Patterns and Trends

• National Employment Councils  - Short 
Term Contracts to Contracts without limit 
of time

• NEC Commercial 6 times

• Plastics 10 year

• Need to get involved and supply the 
right figures numbers



Way Foward

Pay attention to the changing work patterns brought about by changes in 

labour legislation

Pay attention to global trends

Take an active part in influencing employee behaviour and use that to 

create a performance culture


