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Annotation: nowadays it is very important to create a good team in any
business process. There are two ways to find a new internal and external talented
staff. For Lebanese banks external sources are more preferred because of a new idea
of oriented strategy. New employees can be involved in training possess for
upgrading their skills and knowledge. Some banks have experts in HR department for
preparation of an industry training program for special businesses.
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In Lebanon bank sector recognizes the importance of a talented labor force in
keeping the bank highly competitive. Appropriate policies were implemented in the
past so that the creation and development of talents and creativeness are maintained
through attracting, developing and retaining the best and brightest employees.

In Lebanese banks the recruitment policy spells out the objective and provides
a framework for implementation of the recruitment program in the form of
procedures. The bank involves a commitment to broad principles such as filling
vacancies with the best qualified individuals. The recruitment policy in a bank may
embrace issues such as the extent of promotion from within, attitudes of enterprise in
recruiting old, handicapped and minor individuals, minority group members, part
time employees and relatives of present employees. In a bank, there is usually a staff
unit attached with personnel or an industrial relations department designated as
employment or recruitment office. This specialization of recruitment enables
personnel to become highly skilled in recruitment techniques. However, recruitment
remains the line responsibility as far as the personnel requisition forms are originated
by the staff, who has the final words in the acceptance or rejection of a particular
applicant. Despite this the personnel has adequate freedom in respect of sources of
manpower to be tapped and the procedure to be followed for this purpose.

As usual recruitment sources can be of two types: employers combine the use
of internal and external sources of recruitment.

Organizations that face a rapidly changing competitive environment and
conditions like banks may put emphasis on external sources in addition to developing
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internal sources. Promoting from within the organization is known as internal
recruitment and hiring from outside the organization is known as external
recruitment. However, the human recourses (HR) department of Lebanese banks
emphasizes more on the external recruitment sources rather than internal sources
because it is the way to get something new.

Internal Sources of recruitment in banks. Existing employees of an
organization provide the internal sources. At BLOM Bank, promotion, transfer and
job postings are sometimes used for recruiting people internally [1]. Employee
referral is another source of internal recruitment which is not used in banks now.

The most important source of filling vacancies from within is through
promotions. Promotion involves movement of employees from a lower level position
to a higher level position accompanied by changes in authority, duties,
responsibilities, status and remuneration. In this case, a bank has some specific
criteria for promoting an employee. If there is any vacancy and then all those
employees having all the qualifications of the senior level post can apply for the job.
Obviously each employee can get this opportunity for higher status, remuneration,
job facilities with vital responsibilities through a formal interview.

Banks also practice the method of internal recruitment through transferring the
employees from one department to another without changing status and
remuneration. As scientists mentioned, transfer is a lateral movement within the same
grade, from one job to another without any change in remuneration. Generally, after 3
to 5 years, an employee is transferred from one department to another [2].

Lebanese banks use this transfer method for several reasons such as:

— to create motivation and to remove monotony from the job;

— to keep an employee interested in his or her main responsibilities;

— to secure business operation by removing dishonest activity in a particular
department;

— to keep balance in a particular department by transferring experienced
employees to another department, when a department is filled by a greater number of
new employees.

When a new job position is created, HR department of a bank informs other
departments and branches through phone and sometimes by giving a formal letter.

External sources of recruitment. Banks mostly utilize the external sources of
recruitment such as advertisements in newspapers and websites. When an
organization desires to communicate to the public that it has a vacancy, advertisement
is one of the most popular methods used. The media of advertisement often depends
on the type of the job. Lebanese banks give job advertisements only in reputable daily
newspapers. In the case of internet advertisements, banks do not use any job board,
even though job boards are getting popular increasingly among the employers.

To draw the right candidates, bank HR unit publishes their advertisement for
several positions in national daily newspapers.

Banks like many employers have found their own website to be more effective
and efficient for recruiting employees. The job seekers are encouraged to e-mail their
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resume or complete online applications on the website of banks for example — www.
blom.com.lb.

The quality of employees and their development through training and
education are major factors in determining long-term profitability of a small business.
After hiring and keeping good employees, it is good policy to invest in the
development of their skills, so they can increase their productivity. Training often is
considered for new employees only. This is a mistake because ongoing training for
current employees helps them adjust to rapidly changing job requirements. To
improve business operations banks focus on training process.

The training methods include:

— on-the-job training is delivered to employees while they perform their regular
jobs;

— off-the-job techniques include lectures, special study, films, television
conferences or discussions, case studies, role playing, simulation, programmed
instruction and laboratory training.

Training programs in Lebanese banks include:

— harassment training;

— communication skill training;

— computer and technical skills training;

— management and leadership training;

— diversity training;

— safety training;

— conflict management;

— workplace wellness;

— supervisor skill development;

— team building skill training.

Conclusion. The business should have a clearly defined strategy and set of
objectives that direct and drive all the decisions made especially for training
decisions. Firms that plan their training process are more successful than those that
do not. Most business owners want to succeed, but do not engage in training design
that promise to improve their chances of success. This is where we come in to help an
achievement company’s goals, and make employees reach their potential.

Banks like to use external resources of the staff and offer new employees to
take a training program. Orientations are for new employees.

In addition to the above training programs, some banks, for example BLOM
Bank, also offer customized training programs specific for industries. They have
partners in all industries and can bring in experts to make sure trainees get the best
results.

References

1. Blom Bank. The group. Overview. URL: http://www.blom.com.lb/
English/sub.aspx?pageid=9035 (accessed 25.03.2020).

465



2. Khan R. A. G., Khan F. A., Khan, M. A. Impact of training and development
on organizational performance. Global Journal of Management and Business
Research, 2011. no. 11(7), pp. 62—68.

Bbaiina H.C., I'aakuna M.H.

COBPEMEHHBIE METO/IbI YUETA 3ATPAT KAK BAJKHEUIIINI
HHCTPYMEHTAPUHN CTPATETHYECKOI'O YIIPABJJEHYECKOI'O
YUETA
YO «llonecckuii cocyoapcmeennwiii yHugepcumemy, 2. Ilunck

Aunomayus: 6 Hacmosuee 8pems 0nia OONLUWUHCMBA OP2AHU3AYULL OOHOU U3
Haubonee aKkmyanibHvlx npodjem A6asAemcs HeobX00UMOCMb CHUNCEHUS 3ampam Ha
NpOU3B00CMB0, YPOBEHb KOMOPBLIX onpeoensem Ux KOHKYPEHMOCNOCOOHOCMb.
Baoicnetiwum 6onpocom ynpasnenus npeonpusamuem cmanogumcs npodiema vio6opa
HOB8020 nOOX00a K YynpaeieHuilo sampamamu. B cmamwve paccmompenvi
Xapaxmepucmuku, npeumyujecmea u HeodoCmamru CO8PEMEeHHbIX Memo0o8 yuema u
ynpaenenus 3ampamamu, maxkux kaxk Cmanoapm-xkocmune, [lupexm-kocmune,
Memoo ABC, Tapeem-xocmumne, Kaiizen-kocmune, Memoo Just In Time u opyeux.
3Hanue cunbHLIX U C1AOBLIX CMOPOH IMUX MEeMOO08 HeoOX00UMO npu paspabomke
MepOnpuUsmuLi N0 ONMUMU3AYUU PACXOO08.

Knwouesvle  cnosa:  3ampamvul,  KanbKyiuposaHue — cebecmoumMocmu,
NPOU3B00CMEEHHDILL yuem, Memoo yuema

CoBpeMEHHBII 93Tall Pa3BUTUSI CTPATETMUYECKOTO YIPABJICHUECKOTO ydYeTa
HaJIeJUd  PYKOBOAMTENECH  oOpraHu3alud  pa3HooOpa3sHbIM U 3()GheKTUBHBIM
WHCTPYMEHTApPUEM, B COCTABE KOTOPOTO OCHOBHOE MECTO MPUHAIJICIKUT PA3THIHBIM
METO/IaM y4deTa W yhopaBieHus 3aTparamu. [Ipu 3TOM miepea pyKOBOJIUTEISIMU
XO34MCTBYIOIIUX CYOBEKTOB BO3HUKAIOT OIpEAEICHHbIE TMpo0JieMbl BbhIOOpa
HamOoyiee TMOAXOMSIIETO METOJa W3 4YHclia HUMeEmuXxcs BapuanTtoB. OT
NPaBUIBHOCTH  BBIOOpA  3aBUCUT  KA4eCTBO HMHQPOPMAIMOHHOW  0a3pl s
OCYIIIECTBIICHHS] CTPAaTErMYECKOTO IUTAHUPOBAHMS, KOHTPOJS W aHaiwW3a, a,
CJIEIOBATEIbHO, U YPOBEHb Y(PPEKTHBHOCTH CHCTEMBI YIPABICHYECKOTO ydYeTa B
LEJIOM.

B bskoHOMHYeCKOW  JUTEparype YHNOMHHAETCS  JIOCTAaTOYHO  OOJIbIIOEe
KOJIMYECTBO METOJIOB y4eTa 3aTpaT U KaJIbKYJIUPOBAHUS CEOECTOMMOCTH MPOTYKITUH,
OJIHAKO KaKoW-MO0 OOImEeNnpuHATON KiIaccuPUKAamMu Ha JaHHBIA MOMEHT HeE
cymectByeT. Ho m1000# 13 MeT0/10B, BEIOpaHHBINA OpraHU3aIuen sl HCTIOIb30BaHHUS
B CBOEH JICSITEIIBHOCTH, JI0JDKEH:

1. ObecnieunBaTh OOBEKTHUBHOE pacHpeeiIeHUe 3aTpaT MEXAy BUIAAMU
MPOYKIIMU, HE3aBEPIIEHHBIM MTPOU3BOICTBOM, OCTATKAMU MPOAYKIIMU HA CKJIaJaxX U
peann30BaHHOM NPOIYKIIMEH;

2. CopelicTBOBaTh MPUHATHIO 0OOCHOBAHHBIX PEIIEHUHN IO YCTaHOBJICHHIO
IIEHBI, U3MEHEHUIO0 00bEMOB BBIITYCKA U PeaU3aI[UU POAYKITUH;
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