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T ony, the human resource (HR) manager, has discovered that Johnny, 
the operations manager, is playing office politics by making employ-
ees shoulder the extra load created by the incompetents and those 

with poor attendance records. When it comes to performance reviews, 
everyone gets average ratings and receives nearly identical merit increases. 
Tony has secretly brought up the issue with the chief executive officer 
(CEO). When confronted by the CEO, Johnny defended his actions by calling 
the bell curve is an obsolete theory and the current system a waste of time. 
Instead, he called for an overhaul of the system to make it more objective. 
What’s your take on this? — Lemon Tree.

This is a serious indictment of Tony and not Johnny. For one, Tony is 
making serious allegations against Johnny for playing office politics. 
What’s the basis for that? Second, what’s the basis for Tony to say that 
everyone gets the average rating and receives almost the same amount 
of merit increase?

Sure, we can always check the records. But then, how can Tony, not being 
the workers’ direct workers, claim something like that? Isn’t Johnny the only 
one privy to the workers’ performance? 

Third, why can’t Tony discuss the matter with Johnny rather than elevate 
the matter to the CEO? If HR has done that, it could have averted a possible 
conflict between their two departments.

Fourth, Tony lost the chance to proac-
tively study the matter. There is, in fact, a 
backlash against the use of the bell curve 
or normal distribution in performance 
evaluation. 

In other words, Tony, being the sup-
posed expert on people management, 
must be the first to know of the obso-
lescence of the bell curve, and not make 
wrongful accusations against Johnny and 
his department.

Adrian Gore, writing for Harvard 
Business Review (2022) says: “We need to let go of the bell curve.” 
This allows us to free ourselves from the bias of “average thinking” or 
“focusing on the mean,” which in most cases, is misleading, it’s like that 
joke about Bill Gates walking into a bar, making everyone in that bar a 
millionaire on average.

FOUR STEPS
So, how do we resolve the issues between Tony and Johnny? This can’t be 
solved solely with the help of the two managers. In the same manner, you 
can’t delay in resolving this apparent impasse. And you want to prevent or 
minimize all potential problems that may come in, no matter what their pos-
sible reasons are. 

In that case, consider the following solutions to address the problem:
One, create an ad hoc committee with the CEO’s full mandate. 

Assign all department managers to evaluate the company’s current 
performance appraisal system and recommend appropriate revisions, if 
necessary. Also, require the finance manager to be the committee chair-
man and give it a non-extendible timeline of three months to come up 
with a recommendation. 

Two, respect the status quo in Johnny’s department. This includes his 
team’s performance evaluation and merit pay. Treat it as a non-issue in order 
not to complicate things and downplay the workers’ complaints. The commit-
tee must be tasked to investigate complaints by the workers forced to take up 
the slack of their absentee colleagues. 

Three, benchmark against other companies’ policies. It’s better to 
compare yourself with the practices of other organizations within the industry 
or locators within the same export processing zones or similar geographical 
areas. This is an important consideration as your current workers are liable to 
be pirated by such organizations.

Last, require the committee to come up with an objective decision. 
At the same time, allow Tony and Johnny to come up with their respective 
positions (either concurring or dissenting) so the CEO can gain a complete 
picture of the recommendation. In the committee’s decision, don’t give the 
impression that either Tony or Johnny is wrong. Your goal is to treat the two 
managers fairly. 

EXTERNAL CONSULTANT
Hiring a management expert is also a good option as that person could give 
your company a professionally-made and emotionally-detached report. That 
is, if your organization can afford it. If not, you can always resort to the ad hoc 
committee that I’ve recommended. 

Whatever you do, do whatever it takes to reconcile the interests of both 
Tony and Johnny. If it’s not possible, if someone loses as a result of the com-
mittee’s recommendation, let the result start a healing process for all. In other 
words, make the CEO and everyone in the committee look good. Do this and 
you’ll gain everyone’s confidence.

Recognize that there probably isn’t a lot you can do to get Tony and 
Johnny back to their original relationship. But that doesn’t mean that their 
situation is hopeless. Still, try to maintain peace and morale in spite of all this.
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THE International Labor Organization 
(ILO) said global wages fell in real terms 
in the first half of the year, the first such 
decline in the 21st century.

In its Global Wage Report 2022/23, 
the ILO said monthly pay declined 0.9% 
year on year in the first half.

During the pandemic in 2020 and 
2021, global real wages rose 1.5% and 
1.8% respectively. 

The ILO said many low-paid workers 
lost their jobs at the height of the pan-
demic, which skewed the wage data into 
reflecting the pay of higher-paid earners.

“The coronavirus crisis, the current cost 
of living crisis, and the war in Ukraine are all 
creating enormous uncertainty,” Manuela 
Tomei, assistant-director-general for gov-

ernance, rights and dialogue at the ILO, said 
in a livestreamed briefing late Wednesday.

“Countries should continue to strive 
for a more equal world without extreme 
poverty and we need more social justice.”  

She noted that lower-income house-
holds are hit harder by inflation since 
they spend more on essential goods, 
whose price tend to grow more rapidly.

Advanced economies from the Group 
of 20 (G20) showed a decline in real wag-
es of -2.2%, while real wages in emerging 
G20 economies grew 0.8%. 

In Asia and the Pacific, real wage 
growth slowed in the first half of 2022 to 
1.3% from 3.5% a year earlier.

Real wage growth in North America 
slid to -3.2% from 0% last year, while Latin 

America and the Caribbean saw growth 
decline to -1.7% from -1.4% in 2021.

The labor organization noted that in-
flation continues to reduce the purchas-
ing power of minimum-wage workers.

Bienvenido S. Oplas, Jr., founder of 
free market think-tank Minimal Gov-
ernment Thinkers, said the Philippine 
government should attract more invest-
ment and try to grow existing domestic 
businesses.

“Wage levels will naturally increase if 
businesses are expanding and they know 
that workers can leave anytime if they are 
not properly compensated,” he said in a 
Viber message.

In a separate report published on 
Monday, the ILO said the Philippines has 

the potential to boost jobs in the manu-
facturing sector during the recovery from 
the pandemic.

However, it said competing for foreign 
direct investment will be difficult against 
countries with lower costs and more ad-
vanced infrastructure.

The Asia-Pacific region still lacks 22 
million jobs this year, “a jobs gap of 1.1% 
compared to if the pandemic had not 
occurred,” the ILO said.

The manufacturing sector recorded 
the highest monthly increase in jobs in 
September, adding 780,000 to 4.45 mil-
lion workers.

The Philippine jobless rate dropped 
to 5% in September, the lowest since the 
start of the pandemic.

However, job quality worsened that 
month as the underemployed, defined as 
those looking for more work, increased to 
a six-month high of 15.4%.

Last month, Labor Secretary Bienvenido 
E. Laguesma said the National Wages and 
Productivity Commission and regional 
tripartite wage boards were monitoring 
inflation as labor groups call for higher pay.

“Governments around the world 
should craft adequate policy responses to 
alleviate the difficulties of those most in 
need,” Ms. Tomei said.

“Country-specific data on labor 
productivity growth could be used in 
negotiations regarding possible wage 
adjustments in certain countries,” she 
added. — John Victor D. Ordoñez
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