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STOP BEING PARALYZED BY HR R

By Linda Paul
April 6s event
rector of Team Development at

Meetup, whose presentation was enti-
tled Stop Being Paralyzed by HR
fi Rul e Blaw:to Innovatively Align HR
Practices with Company Strat-
egy. Linda started off by sharing her
own experiences and challenges of go-
ing from working in a very structured,
corporate setting to an innovative, dy-
namic, start -up environment where
she had to shed her old views of HR
practices.  Prior to the event, a survey
was sent to all HR Alliance members
asking questions that included:

1  How much freedom to you have in
implementing HR initiatives?

1 How much do you think senior
management respects the HR func-
tion?

1  How hesitant are you to stray from
HR tradition?

1 When you are hesitant to stray
from HR tradition, please rank
these in the orde

1. Fear of breaking the law

KNOW IT

By Jason Boltax

Management is out of date. The princi-
ples upon which we run companies
havendt evolved to
rapid changes of 21st  -century business
needs. This is problematic, as the ca-
pacity to marshal resources, lay out
plans, schedule work and spur effort is
central to influencing human behavior.

And when management is less effec-
tive than it needs to be, companies
and people 0 pay the price.

Gary Hamel addresses the need to re-
invent management in his recent book,

featured2.
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3. Fear of how employees will react
4. Lack of creative ideas

5. Lack of support from senior man-
agement

Linda shared the results of the survey
which were quite interesting. Th
seemed to be a disconnect in that
most respondents indicated that they
are not hesitant to stray and that they
fancy themselves innovative, but the
#1 reason they are hesitant to stray is
lack of support from senior manage-
ment. She then shared some com-
ments from respondents that reflected
a serious lack of that support.
favorite was fAThey
as they agree with
spect if they have a different
v i e wdrhis received lots of knowing

ere

Her
respe
HR; t

laughs and head nodding. But it was
the comment iManagers t
know better than HRO t ha

wanted people to think about.

owfanted oy diive home the point that

when it comes to knowing their people,

She

(Continued on page 2)

THE END OF MANAGEMENT AS WE

The Future of Management (2007) .

posits companies will face do

k e ehallenges énethe waart fituret thatecan

0

be surmounted only with inspired
changes in how we manage. Other-
wise, companies will become relics of
outdated practices and bureaucracies
that stifle innovation, dispirit employ-

ees and cause obsolescence.
Overcoming Trade - Offs

Modern management has succeeded in
conguering many industrial challenges.

He

-or-die

(Continued on page 3)
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Linda Paul

Maureen Kinsey, Stanley Back, David
Kennedy, Leslie Smutz

Evelyn Madden, Lee McCulloch, Jeri
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(Continued from page 1)

their business and what kind of work
structure would work best for them, that
managers do know better, and that it is
HR&6s job to support
be a hindrance by insisting things be
done a certain way. This is when man-
agers lose respect for HR.

Linda challenged the audience to think
about other reasons why they might not
have the support that is so critical to
succeeding in their roles. Is it because
they are afraid to do things differently
from what is generally known as the
way things should be done? Is it be-
cause they have not previously consid-
ered the company strategy and culture
when making recommendations? She
reminded everyone
are not laws and that they should be
adjusted to their environment as neces-

sary 1 while still keeping the law in
mind, of course. She emphasized the
importance of HR initiatives aligning with
the companyb6s goal s,
and culture. Before having the atten-
dees break into small groups to discuss
scenarios she distributed, Linda provided
what she refers to as a fASanity
which is a list of questions an HR profes-
sional should ask themselves whenever
they encounter having to change or im-
plement a new HR initiative. Those
questions are:

1  Why are things being done the way
they are being done?

1  What things do you need to consider
before recommending the introduc-
tion of anything new or different?

1  What would be the impact of imple-
menting change?

1  What would be the impact if things
d o n éhange?

1  How do current policies align with
the companyds missi
strategy compared to what you are
recommending?

1  What impact would sticking to stan-
dard HR traditions have on your
company?

1 What do you have to do to get the
buy -in of the Leadership/C  -Team?

It was a lively session that received a lot

of positive feedback. Some attendees
\gogdered iq geéng very, |&1novr?tlvq |s
poss%le In large orgamzatlons
acknowledged that it easier to expen-
ment in smaller companies, but recom-
mended thinking of each department as

its own small company since even
within large companies, strategies and
cultures can vary.

If anyone was not able to attend this
session, but wi || be
national conference in New Orleans this
summer, you can see Linda present this
on a larger scale on Tuesday, June 30

at the 4PM session.  And you will be able

th

t hat to nqecelve Rﬁ(ﬂ Stx:a%e CICée it. if you

are anS L|nda osed he session
by wishing us all/l

mi ssi

/About the Auth?r\

Tolol

Linda Paul, Director of Team
Development at Meetup.com.
Linda joined Meetup.com in Janu-
ary 2007 where she started up
and continues to build the HR
function at this rapidly growing 6 -
year old internet company. Linda
graduated Summa Cum Laude as
a Thomas W. Smith Fellow from
the City University of New York
Baccalaureate Program with a BS
fh H@rha? R&sburce Management
and holds her Senior Professional
in Human Resources (SPHR) certi-

@ation. /

on,
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(Continued from page 1)

The management principles we use today tackle
problems like:

1  Breaking complex tasks into small, repeat-
able steps

1  Enforcing adherence to standard operating
procedures

1  Measuring costs and profits

Coordinating the efforts of tens of thou-
sands of employees

1 Synchronizing operations on a global scale

But these achievements come at a price. While
the machinery of modern management forces
diverse, opinionated and free
beings to conform to rules, there are big trade
offs.

Conformity squanders human imagination and
initiative. While it brings discipline to opera-
tions, it slows things down. Discipline and con-

formity imperi/l
to mar ket needs and
climate, rapid adaptability is crucial.
What 6s Different Now?

Today, the pace of change is unprecedented. In
the near future, the adaptability of every soci-
ety, organization and individual will be stressed
as never before.

The most critical question for every 21st
century company i s:
as the world around

To thrive in an increasingly disruptive world,
companies must become as strategically adapt-
able as they are operationally efficient. To safe-
guard their margins, they must become gush-
ers of rule -breaking innovation.

Strategic Inertia

Large organizations are not usually strategically
nimble, innovative or highly engaging places to
work. Many factors contribute to strategic iner-
tia, but three pose the most serious threats to
rapid adaptation:

T Management t eamso
ignore the need for a strategy reboot

1 Too many compelling alternatives to the
status quo, which lead to strategic paralysis

1 Allocational rigidities that make it difficult to
redeploy talent and capital behind new ini-
tiatives

© 2009 The HR Alliance, All Rights Reserved
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The problem is, management orthodoxies are
often so deeply ingrained in executive thinking
that theyoére nearly invi
voutly held that theyore

A management innovation creates long -lasting
advantage when it meets one or more of these
three conditions:

1  The innovation is based on a novel principle
that challenges management orthodoxy.

1 It is systemic, encompassing a range of
processes and methods.

1 It is part of an ongoing program of inven-
tion, where progress compounds over time.

Management Innovation Defined
Management innovation changes how managers
do what they do, including:
1  Setting goals and laying out plans
Motivating and aligning efforts
Coordinating and controlling activities

organizatigo nA%cBmuIﬁtllﬂd ahd afiokafing resbiffces” € @ € t
adapt C I'n a S

1
1
1
qul y to
1 Acqumng and applying knowledge
1
1
1

Building and nurturing relationships
Identifying and developing talent

Understanding and balancing the demands
of outside constituencies

Management processes like strategic planning,
capital budgeting, project management, hiring
and promotion, employee assessment, execu-

wWve developniedt,iinfethal commuhicatihis and

knowledge management are the gears that turn
management principles into everyday practices.
They establish the recipes and rituals that gov-
ern managersd wor k.

While operational innovation focuses on a com-
panyds business processes
tics, customer support), management innova-
tion targets a company®os

How to Become a Management Innovator

Innovation is always a numbers game: The
more you do it, the better your chances of hit-
ting a winner.

t e nde m¢ yith dther types BfVinnowafion, the biggest

challenge is generating
possible to increase t
moment by assembling the right ingredients.

he

Some of the essential components include:

(Continued on page 7)
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GET INVOLVED!!
GET NOTICED I

The HR Alliance continues to grow in member-
ship, and in recognition within the New York
City HR community. Our monthly meetings will
be ever-more professional and informative.
The networking opportunities abound.

Now is a great time to get involved with the
Group newsletter and monthly events. We are
searching for volunteers for the following writ-
ing and presentation opportunities:

1 Author an article for the newsletter

the newsletter

1 Research and keep track of other HR Blogs,
news publications, and networking group
activities to help us improve our offerings

1 Scout talented speakers for meetings

s Recruit colleagues to the Group that would
enhance our member experience

To learn more about volunteer opportunities
with The HR Alliance, please contact

Leslie Smutz, Program Manager
leslie.smutz@thehralliance.net

s Be interviewed for ti

Welcome New Members!

Rosana El Sayed Jalene
Mikel Gittens  Richard Schwab
Chris Apeland Vebu Gopal

Charlie Fergu- Susan Leong

son ]
Mitchell Gouze

Jane Robbins _
Lisa

Tom Huban
Mela Seward

Ivonne Natal ] ]
Tom DiMartino

Frank Edwards )
Iris Frank

Alvarine Syiem i
Goldie

Barton_Finegan _
mber 6 s “Cor hauren Giff

Karen Gaffney ) ,
Fatime Doczi

Lee McCullough .
Rebecca Reilly

Rick Lustig Lul

Meryl
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Nancy Maksomski is a
new member of the HR
Alliance and  offered
some of her insights on
HR and her experiences
in the field. Nancy at-
tended Manhattan Col-
lege and graduated with
a degree in Marketing and Management. Dur-
ing school she had and HR internship with Tif-
fany & Co., and it was that exposure to HR that
encouraged her to pursue a career in Human
Resources. Upon graduation, Nancy accepted a
generalist position Tiffany & Co.

After working at Tiffany & Co., she decided to
expand her work experience outside of retall,
and was offered a role at NY Life in their re-
cruiting department. She was quickly pro-
moted, and played an integral part in building a

new recruiting program that targets top tier

undergraduate schools. It was during this time

that NY Life expanded into Westchester, and
they asked Nancy to help in the transition of
employees to their new location. She was able
to take her talent of aligning the right people

for the right roles, and successfully helped the
firm build their new team. Nancy eventually

moved to the Westchester office, taking on a
generalist role and managing the Westchester
campus internship program. Although Nancy
enjoyed her role, she missed the buzz of NYC,
and took a role with AXA that allowed her to

take her recruiting responsibilities to a new
level.

In her new strategic role with AXA, Nancy was
responsible for developing new staffing chan-
nels, determining salary structures, writing job

descriptions, and ensuring a constant pipeline
of talent.

In a future role, Nancy would like to expand
her HR expertise. She has her PHR, and contin-
ues to pursue her educational goals through e
Cornell classes. Nancy is also a member of the
SHRM community.

Nancy has found that her desire to help people
has been the most rewarding aspect of her re-
cruitment career. She feels it is critical to have
the right talent in the right places, and enjoys
partnering with senior management to do so.
Recruiting/talent management has given Nancy
the opportunity to learn about an organization
from top to bottom, and she loves the variety
of people with whom one interacts in this field
of HR.

Although Nancy is new to the HR Alliance, she
is involved with the Whine & Dine group as a
Co-Facilitator for the Stamford location. She
feels that networking is critical, regardless if
one if employed or unemployed, and has found
that the people she has met through these
groups give her new insights on the HR world.

o

If you would like to advertise in the HR Marketplace, have content
suggestions, program ideas, meeting topics, calendar items, or would
like to contribute to future newsletters; please contact:
info@thehralliance.net

© 2009 The HR Alliance, All Rights Reserved
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UPCOMMING EVENTS

. THE
HR ALLIANCE

WHEN: Wednesday, May 6 , 2009

TIME: 6:00 -8:00PM

WHERE: 1211 Avenue of the Americas, 27th floor (Wachovia)
RSVP: www.thehralliance.net

TOPIC: TBD

SUMMER KICIOFF

S PARTY!

June 10, 2009 6:30 - 8:30pm

Dust off that grill and dig those shorts out from the back of the
closet, because summer is coming! Please join us as we celebrate
the season with a night of networking, prizes, and surprises.

$20 with advance RSVP / $25 at the door
Admission includes refreshments
Exciting Raffle Prizes
EVERYONE is welcome!!!
Invite colleagues, clients and friends.
RSVP: www.thehralliance.net

© 2009 The HR Alliance, All Rights Reserved
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THE END OF MANAGEMEN

(Continued from page 3) Deconstruct Your Management Ortho-
doxies
1 A recurring problem that demands fresh
thinking
1 Novel principles or paradigms that illu-
minate new approaches

A lot of what passes for management wis-
dom is unquestioned dogma. Management
is not ordained. It does not operate accord-
ing to scientific laws. You must loosen the
1 Careful deconstruction of the conven- grip precedent has on your imagination.
tions and dogma that constrain creative

thinking As a management innovator, you should

subject every management belief to two

f Examples and analogies that help rede- questions:

fine whatdés possible

Letds explore these fourﬂellsethnelé)?p?féoglctot_heuItlmategoaI .
youodre trying to achielve?

Commit to a Big Problem f Can you imagine an alternative to the
To turn your company into a management reality the belief reflects?
innovator, commit to solving a big problem When you closely examine traditional man-
in a fresh way. Ask these questions: agement conventions, the space for innova-
1 What are the tough trade  -offs that your tion grows.
company never seems to get right? Exploit the Power of Analogy
What are big organizations bad at? Study organizations that are decidedly un-
What emerging challenges does the fu- conventional. An organization like Alcoholics
ture have in store for your company? Anonymous manages itself well with self -
Search for New Principles organizing groups. Bang|l adesho6s Gr a
Bank has also invented new management
If you want to prime your company for con- thinking.
tinuous, preemptive strategic renewal, new
principles will be needed: Where can you look to hunt down equally
unlikely analogies that suggest new ways of

Variety tackling thorny management problems?
Competition Get Innovative

How have your companyo6s |lexisting man
o ment processes exacerbated big problems

Activism you need to solve?

If you want to build an organization that _ You_can wait for_a competitor to stumble
unshackles the human spi ]l e ¥ gfeht mathdemdn® brdak-

n m i ly unbur ratic man-
aezdmesr?t (:inccj?(l:edSEd y unbureaucratic ma through, or you can become a management
g principles. innovator now.

1
1
1 Allocation flexibility
1  Devolution

1

=

www.NYHRWee

k Hilton New York, NYC

-
J o4
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‘Crea’ring Wellness
Alliance

Creating Wellness NYC is a local doctor -led wellness program that offers your organization a cus-
tomized wellness program. We provide your employees with an ability to improve their lifestyle and
your organization with the ability to create a wellness culture. The program takes a three -
dimensional approach to wellness: Bio-chemical (Eat Right), Physical (Be Fit), and Psychological
(Think Well). The Creating Wellness program ensures a high level of employee participation and
accountability, is easy to administer, and elevates the health and wellness of your employees.

www.creatingwellnessnyc.com

Lapinson Wealth Management Group, serves indi- For full details on how the Lapinson Wealth
viduals and businesses in all areas of investment Management Group can help you with your
planning, including: investment needs: Please contact:
Retirement Planning Charles Lanzillotto, Financial Advisor
461 From Road
Tax Management Mack VI, Suite 101

. Paramus, NJ 07652
Estate Planning

Direct: 201-599-0900
Toll-Free: 888-455-1553
Risk Management Fax: 201-599-5824

Email: charles.lanzillotto@wachoviasec.com

Al

)l

il

1  Education Funding
il

T Investments

il

Employee & Executive Benefits Our approach is personalized because your
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