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(18 May 2009) – Executive decisions:  How to Sustain Morale after Layoffs at your 

organization? 

 

Or 

 

Don’t Force the Evil Stepsisters into Cinderella’s Glass Slippers 
 
 

“One of the greatest dangers of downsizing is pushing employees’ feet into uncomfortable shoes”, – 

stated Hamed Al Tamami, MD for Future Match HR Consultancy firm based in Dubai. 

In today’s downturn humankind, it’s tempting for managers to reassign the work of terminated 

employees to those closest to them. However, Future Match HR Consultancy considers that a 

manager’s job after layoffs is to improve performance by increasing the energy, focus and morale of 

those that remain. This requires shifting people into positions that match their skills and strengths, 

rather than forcing them into roles where they are less likely to succeed. 

 

“Do you remember the final pages of Cinderella, when the wicked stepsisters struggled to claim the 

glass slipper? Grunt and push as they might, they couldn’t fit a foot into the dainty shoe. Only 

Cinderella had the right shoe size—and the right temperament—to win the heart of the coveted 

prince”- matched up H. Tamami. 

 

The cyclical nature of the economy mandates that companies think long-term, as well as short-term, 

when trying to pump up morale and productivity. Businesses should be identifying, grooming and 

incentivizing those survivors showing promise as future leaders or outstanding contributors. This 

requires genuinely understanding their needs, motives and talents. Not every gifted engineer, for 

example, has people management skills. Burdening your most talented developers with unwanted 

supervisory responsibilities can turn star performers into “dead wood”, drag down team spirit and 

impede corporate momentum. 

 

Future Match HRC helps organizations to align their people with their business strategies using most 

effectual HR products and services such as Predictive Index®, Selling Skills Assessment Tool and 

Customer Focused Selling.  

 

Therefore, Managers seeking to identify and cultivate employee talents—and match the right people 

with the right jobs—should make sure they are putting employees in charge of their own success. 

Employees who are empowered to manage their growth and achievement tend to be more self-

satisfied, cooperative and proactive in solving problems. They are also more likely to remain loyal—

maximizing efficiency and saving employers hundreds of thousands of dollars in continuous rehiring 

and retraining costs. 

 

### 

 

Research has identified best practices for empowering employees by giving them a clear sense of their 

professional strengths—enabling them to identify the right positions for themselves, and to 

continuously improve on-the-job performance. Following are several proven guidelines: 
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· Understand and appreciate assets. Many employees don’t have a clear sense of the multitude 

of assets and leadership qualities they have acquired.  

· Complete fit/gap analyses. While most individuals are aware they have certain competencies 

they were hired for, they often lack a clear sense of how their behavioral styles may be short-circuiting 

their growth or impacting personal relationships.   
· Delve into critical relationship patterns. Employee’s recognition and understanding on how 

his behaviors mesh with the styles of the “key connections” that are better able to address improved 

strategies for compatibility, productivity in newly assigned positions.  

· Take action. In-depth evaluations enable employees and their managers to know what it takes 

to succeed in a particular position, and to develop action plans for personal and organizational 

success.  

 

Studies made by Future Match HRC. 
 
 Study #1: Our clients are on the same opinion at this instant, that to engaging people for a useful change 
at first they must realize that there is a need for that, so they exercise the right energy. One reputed bank 
in the region recognized, that by employing the right talent management program, the staff could clearly 
see their areas of development for dynamic modification. “We used Predictive Index to help us observe 
what’s in people behavior and how can we tailor it with individual trainings and motivate them for the 
necessary change”, - VP of HR department stated. “We were looking to improve sales culture and the 
branch services; as a result we found out that Predictive Index and customer focus is the right match for 
us.” 
 
Study #2: One of our customers from financial sector declared: “Before we used to promote our 
employees according to their accomplishments in their current job, but then we realized that they do not 
have the behavior to be successful in their higher jobs. With Predictive Index we could see when person is 
the right one prior to his promotion. Because we have different personalities and behavior within the 
staff we are not any more having one type of communication. Some people need to have one-to-one 
communication, some of them – group discussions, or more of reports and e-mails. Knowing that, we help 
out our staff to communicate in the exact way they want, we can now accomplish the highest outcomes”. 
 
Study #3: “We had 25 % turnover inside our business. Subsequently when started using Predictive Index to 
help our staff finding the right counterpart for their jobs, we managed to reduce the ratio to 8%”. (Client 
from Pharmaceutical industry) 
 
Study #4: A client from leading Hospitality group in Middle East also recognized Predictive Index, but as a 
right training instrument for managing individuals. They agreed it is central for managers not only to 
handle the process, but also the people.  “We’ve realized that someone who has high skills and 
knowledge not necessarily can be a successful manager”, - director of the group said. 

 

 
- Ends – 

 

 

 

 

 

 

 


