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FIRST
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STAR Players

Starsare thoseteams& individualswho consistentlyproducethe greatestresultsin
supportof theƻǊƎŀƴƛȊŀǘƛƻƴΩǎstrategyandgoals. Theseperformersmaynot havethe
most talent (potential), but they translatethe talent they do haveinto meaningful
outcomesthat drive businesssuccess. PaulH.Elliot, PhD,is Presidentof Exemplary
PerformanceLLCbasedin Annapolis,Maryland
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FIRST

SECOND

Examples

CONS

Example 1: UPS

UPS, the ǿƻǊƭŘΩǎlargest parcel
delivery company values people
as its greatest assets. Many of its
senior managers started their
careers in the company in
operations as package handlers
and then drivers. Seniormanagers
average 25 years with the
company and most have spent
their entire careerwith UPS.

Source: Brian Beal, (2005),"UPSdelivers on home-grown
talent", HumanResourceManagementInternationalDigest,
Vol. 13 Iss7 pp. 34 - 37 f

Example 2: MBA 
Qualifications

A study by tǊƛŎŜǿŀǘŜǊƘƻǳǎŜ/ƻƻǇŜǊǎΩ
Saratoga Institute of a financial
institution revealed that their hiring
policies of targeting graduates from
highly reputable MBA programmes
might be counterproductive. This is
due to the fact that these candidates
tend to leave the company more
quickly hence incurring higher
turnover costs. The company then
changed its policy to recruiting
qualified candidates from ΨƻǘƘŜǊΩ
businessschoolswho will stay longer
and contribute to the firm resulting in
lower recruitment andhiring costs.
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Tools & Data

Tools and data commonly used
by organisationsto identify an
ŜƳǇƭƻȅŜŜΩǎcompetencies and
potential.
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ÁTo look for performance trends over time and to 
see how an employee has progressed.

ÁConducted once a year, bi-annually, or quarterly, a
performancereview canyield a wealth of information.

Performance Appraisal

75%

90%
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0

3
1 out of 10 Fortune 500
Companies have done
awaywith annualratings

Technology: The amount of data
currently available allows
organisationsto track ŜƳǇƭƻȅŜŜǎΩ
performanceon a real time basis,
e.g. providing feedback through
input-sharingapplications
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Organisational Talent Reviews

Conducted by human resource
professionals in partnership with an

ƻǊƎŀƴƛǎŀǘƛƻƴΩǎleaders, this review
focuseson looking at eachemployeeand
making a decisionas to where he or she
falls on a scale of potential and
performance.
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(2) Bell Curve
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Career Plans
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Ψ{ǘƻǊƛŜǎ ŀǊŜ powerful; ŘƻŎǳƳŜƴǘŜŘ ƻƴŜǎ ŜǾŜƴ ƳƻǊŜ ǎƻΦΩ

Anecdotal Data
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Competency and Gap Analyses
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FAA Recognition of Learning

Skills

Vision

Education

Goals
Creativity

Career

Helping employees shine using 
the FAA Recognition of Learning
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A mechanism developed by
FAA to recognise knowledge
and skillspossessedor gained
by individuals in all three
contexts:

Ç formal
Ç informal
Ç non-formal

FRL is a combination of an
ƛƴŘƛǾƛŘǳŀƭΩǎdevelopmentplans
andanecdotaldata.

FAA Recognition of Learning (FRL)
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FRL Principles

üEvidence-based

üConducted 
by experts

üFinal decision by 
independent & high 
level committee

üEnsures Integrity

üAligned with Finance 
Qualifications Structure

17



FRL is Employee-centric and Requires Personal Reflection
- A Sample Reflective Statement

FAA Recognition of Learning (FRL)

I was assigneda potential client who felt sceptical about
financial planning and had limited knowledge pertaining to
Shariahandfinancialconcepts.

As a certified FinancialPlanner of an investment bank, I worked with
clients to advise them on short or long term financial goals. Some
common solutions that my clients seek are: risk evaluations,medical
coverage,assetand estate management,ŎƘƛƭŘǊŜƴΩǎeducation plan and
retirement savingsplan. I am responsiblefor drafting the customised
financialplanfor potentialclients.

Eventually, he signed up for a unit trust proposal as his 
retirement savings plan. The sample illustrations and financial 
plans are enclosed in the attachments.

In order to have his buy-in, I first explained the complex
financial terms including the Islamic ones using simple
illustrations and analogiesthat he was most familiar with. I
answeredhis questions,clarified his doubts and led him to
understandthe benefitsof financialplanning.
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