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One of the distinguishing characteris-
tics of The HR alliance is its lively
monthly discussions surrounding a par-
ticular topic in Human Resources. It
has always been the intent of the HR
Alliance organizers to offer a healthy
serving of education alongside the net-
working opportunity that the meetings
bring. Members of The HR Alliance
who attend the monthly events consis-
tently comment that the learning and
discussion are as valuable to them as
the interaction with other HR practitio-
ners.

With that in mind, The HR Alliance
February 2009 meeting was styled
around a series of questions and sce-
narios that frequently arise in Human
Resources. The meeting format was
inspired by the monthly meeting
agenda item, fiThe

a 15 -minute open forum where mem-
bers can ask the group an HR
guestion that has been on their mind.
Rather than focusing on one particular
topic, this event asked participants to
analyze five distinct HR questions. Led

anceebod

by guest moderator, Marc
Schweitzer, Executive Director of
Maximum Management , HR Alliance

members were assigned to groups,
each of which prepared a strategy for
the situation at hand.

fiDear HR Allianceéo

Question 1: How can HR help a
company earn employee loyalty
when more money

The HR Alliance members assigned to
tackle this issue recommended lever-
aging data from employee exit inter-
views and employee surveys to get to
the root of the loyalty problem. In this
type of situation, the group said, it is
important to gather information on
demographics of the employees who

HR AfF§adng thg campagy. gs,well as

-related

the reasons "why these employees
made their decision to leave. Some
level of attrition is to be expected.
But, this type of information will help
the company to determine how much

(Continued on page 2)

LEADING IN TIMES OF

UNCERTAINTY

LEADING IN TIMES OF UNCE
TAINTY - BACK TO BASICS

In the wake of tragedy, leaders are
faced with challenges that stretch their
abilities and skills. In this global econ-
omy of rapid change and increasing
complexity, many leaders struggle to
lead their companies in the right direc-
tion. Now, there is increased uncer-
tainty, more complexity, and more
chaos. What do you as a leader need
to know?

R-

Everyone is affected by the recent eco-
nomic turmoil. In times of crises, peo-

ple look to their leaders. Where do you
as a leader find guidance? When un-
certainty, fear and doubt are more
commonplace than usual, it saps our
energy and, unless faced, can put us
into a tailspin of negativity and help-

lessness.

An effective leader replaces uncer-

(Continued on page 7)
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(Continued from page 1)

of its attrition is due to the right factors,

and whether there is a problem with the
company culture. In addition, the group
advised assigning a task force to imple-
ment any necessary culture changes in
the company. This task force ideally
would consist of a cross -section of the
employee base, and would also include
some outside advisors to the company.

Question 2: How can HR make sure
that the companyéds
ment initiatives enhance the em-

pl oyeesd6 performance
does one usually have on the other?

Mark Fla-
mendof, Anita Brazong, Stepha-
nie Pfaff, and Laura Torchin.

Marc Schweitzer,

The key to analysis here, according to
the HR Alliance members who handled
this guestion, i s
does the company expect of its employ-
ees?0 Wit hout that
impossible to plan an effective career
development strategy. Once the target
performance is defined, the Human Re-
sources staff can work with the company
leaders to develop training to that spe-
cific end. Equally as important, how-
ever, if not more so, are the metrics and
evaluations of the training programs
after the fact. Many companies make
the mistake of planning and executing
training, but failing to evaluate their
return on investment. It is critical
that the company take the time to
ask employees who have partici-
pated in the training programs, and
their supervisors, whether those
programs were effective in their de-
velopment. Also, beyond gathering
employee opinions, the company
should measure effectiveness by
tracking specific performance met-
rics of employees before and after
participation in the development
programs.

Question 3: The company wants
to reduce starting salaries with-
out compromising its ability to
recruit top candidates. What are
some alternatives HR can offer
in place of higher wages?

Walter Schwab, Alice Levy, Linda

Paul, Regina Angeles, Jim

Altomare, Bruce Acton

car 8 e r |
ompensation Is

HR Alliance members agreed that
the answer to this question can be
somewhat simply stated: One size
does not fit all. Beyond wages, in
extending a job offer, a company is
offering its brand and mission, and
its unique company experience. A
company can also present non
monetary compensation in the form
of training and career path develop-
ment, flexibility in work hours, re-
tirement g%nsfiésr (r)nen_torship, etc.
multi  -faceted
Pagkage. and the Rackage offered to
a candidate should be tailored to
reflect the interests of the candi-
dates that are being attracted to

each position.
i Wh a t performance

Question 4: How can the com-
an 3 Easd sfres@ds8olliatedwith | S
a major organizational change?
Scenario: After scaling down for
a year, the company is gearing
up to recruit nearly double the

number of staff.

?

In an organization that has been
overworking its employees for some
time during a budget crunch, it is
critical to, first, take time to recog-

nize the employees who helped the
company survive that period. Em-
ployees should be allowed to nomi-
nate one another for such recogni-
tion, as the heroes of the day might

not be obvious to the HR depart-
ment or other company leaders.
Additionally, the HR department
must help the company to devise a
smart recruiting plan that defines
expectations for the existing em-
ployees, and delegates training of
the new staff in a way that does not

alienate the overworked survivors.
In order for a large growth to be
successful after downsizing, existing
employees should be included in the
decision -making during the growth

process.
(Continued on page 3)
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(Continued from page 2)

5. What are some effective corporate
crisis techniques?

iCorporate crisiso means
to every company. In order to answer this
guestion, said the HR Alliance members, the
company must first define what constitutes a

Keith Bogen, Holly O'Grady, Penny crisis. It can mean anything - from the loss of Linda Paul, Regina Angeles, Jim
Morgan a key employee, to a natural disaster, to a Altomare, Bruce Acton, Walter
financial emergency that causes immediate Schwab, Alice Levy

budget overhaul. No matter the definition,
though, the intelligent HR strategy will al-
ways include honest and effective communi-
cation to its employees. The HR Alliance
members assigned to answer this question
agreed that, in a crisis, an organization must
manage its inter -office communications, as
well as external media, ensuring that em-
ployees hear the news from the organization
before they read about it in the newspaper.
Public relations departments should work
hand -in-hand with HR to generate the same
message to both populations. This will mini-
mize distrust and gossip in the office. Also,

) ) in order to get through the crisis, the com- ) ] )
Wanda Edwards, Gary Kiss, Libby pany should stand ready to offer career tran- Alice Levy, Linda Paul, Jim Altomare,

Romfh, Michael Korn sition counseling to its employees. Bruce Acton

The HR Alliance thanks all members who par-
ticipated in the February 2009 meeting and
conversation. This event was one of The HR

Al | i anc e 6atendetd eantd best -rated
events. Also, special thanks to Marc
Schweitzer, of Maximum Management ,
who facilitated the evenl

fered a guiding voice to the discussion
groups. We look forward to bringing the
members continued growth in both the at-
tendance and the quality of the content in
our future monthly meetings.

Amy VanDuyn, Evelyn Madden, Mi- Mark Flamedorf, Anita Brazong,
chael Korn, Oliver Senft, Liya Stephanie Pfaff, Wanda Edwards
Kruglyak, Bill Spigonardo

© 2009 The HR Alliance, All Rights Reserved 3
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Welcome New Members!

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 Pro-
gram Manager, Leslie Smutz at
leslie.smutz@thehralliance.net

s Be interviewed for ti

Laura Linda

Gary Kiss Bob Wesley

Jim Altomare Tina

Tugba Jinny Jun

Theresa Beasley Karen Bradunas

Nancy Maksom- Kaity Benedicto

ski .
Maureen Kinsey

Maria Escobar )
Liya Kruglyak

Gail McDaniel
Adam Glick

David Kennedy _ )
Linda Collins

Anne Lesch .
mber 0 s Co rLis&Sodedbérg

Robin Hicks
Noa Katalan

Bill Spigonardo .
Rebecca Mazin

Tawana Wood
Donna Schwarz

Mark Flamen-

Suzanne Waka-
dorf

moto
Stephanie

Charles La-
Mooney

Manna
Regina Angeles

Nicole Crowley
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UPCOMMING EVENTS

| THE , ,
HR ALLIANCE HR Whine & Dine

WHEN: Wednesday, March 11, 2009 WHEN: Tuesday, March 10, 2009

TIME: 6:00 -8:00PM TIME: 6:00 -8:00PM

WHERE: 1211 Avenue of the Americas, 27th WHERE: Applebee's (Near Port Authority)
floor (Wachovia) 234 W.42nd St.
RSVP:www.thehralliance.net RSVP: Abby Kohut -

TOPIC: TBD akohut@staffingsymphony.com

SEARCH STRATEGIES THAT GET RESuLTS!

WHEN: March 4, 2009

TIME : 6:00 -8:00PM

WHERE : Ripley - Grier Studios, 520 Eighth Avenue (36th / 37th Streets), 16th Floor
RSVP: 917.584.3022 or kimberly@citycareerservices.com

Job searches in this market are challenging. Having a leg up on the competition is key
in getting the attention you want (and deserve!) from potential employers. Join Kim-
berly Schneiderman, owner of City Career Services, as she helps you navigate the
complexities of your search. Topics covered in this informative and interactive seminar
include:

1  Communicating your brand loud and clear on the resume / cover letter and in an

interview.

1 Identifying your accomplishments especially for those job seekers in non -sales po-
sitions.

1 Handling potential roadblocks: employment gaps, lack of college degrees, career
transitions.

1 Presenting your early experience without exposing your age.

1 Answering employers? needs and crafting results -based stories that demonstrate

your expertise.

1 Plus, valuable handouts demonstrating these strategies so you can apply them to
your career!

There will be time for Q&A and feedback on your resume and cover letter.

Cost is $25 in advance; $30 at the door.

HR ALLIANCE MEMBERS RECEIVE A 10% DISCOUNT OFF THESE REGISTRA-
TION PRICES.

© 2009 The HR Alliance, All Rights Reserved


mailto:akohut@staffingsymphony.com

THE
v HR ALLIANCE

UPCOMMING EVENTS

e N, FORWARD
YN N SRS

PARTNERS IN THE
BUSINESS OF CHANGE

Forward Focus introduces a New Webinar Series

How the Brain Works

(And Why It Matters to You)

Would you like to leverage the latest research in neuroscience to be-
come a more effective communicator, HR development professional &
change leader?

WHAT:
A 4 -Session Webinar series applying the latest brain research to real -time business
challenges. Led by Becky Nelson, Forward Focus' Learning Design Specialist

WHEN :
March 3, 10, 17 & 24, 2009
4:00 ET/3:00 CT

WHO:
Anyone who wants to be more effective in leading change in their organizations or
facilitating behavior change through training or coaching

INVESTMENT:
$159 for 4 sessions

How :
Call 973 -785 -3474 to pay by credit card or
Send a check to:
Forward Focus
26 Park Street, Suite 2012
Montclair, NJ 07042

Upon receipt of your payment, we will send you an invitation to the Webinar and the
course handouts.

COMING SOON:

Emotional Intelligence & the MBTI: A Powerful Connection i groundbreaking
new work on how to link emotional intelligence training and coaching to the
Myers -Briggs Personality Type

Using the MBTI for Coaching Effectiveness i a model for coaching based on the
Myers - Briggs Personality Type Instrument

For more information, call 973 -785 -3474 or email us at
l mmaat@forwardfocusinc.com l

© 2009 The HR Alliance, All Rights Reserved
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(Continued from page 1) Management is about coping with complexity: it
brings order and predictability to a situation.
tainty, fear and doubt with purpose, courage However, thatédés no Il onger ||enough.
and trust. Purpose provides clear direction in companies have to adapt to change. Leader-
the face of uncertainty. It is the energetic ship, then, is about learning how to cope with

Aimagnet o that pull s peopl erapidohgnge. her and points
them in a similar direction. Courage provides

strength and commitment in the face of fear. LEADING OR MANAGING?

Trust i n one 0s sel f and
comes doubt.

oneds purpose over -
How does this distinction play out?
Management involves planning and budgeting.

Some say that in order to move forward, one = ’ ' °
Leadership involves setting direction.

must look back to the lessons of successful
leaders of the past, and in particular, get back

. Management involves organizing and staffing.
to basics. g 9 9 9

Leadership involves aligning people.

According to Warren Bennis, there are some
850 definitions of leadership. They range from
the inspirational to the operational. Leadership
still remains an enigma, or like Bennis says,

Aii tos |ike art, you candt WgénipRis WVidds sdmk basiS tenaflsof Y O U
know it when you see it. 0 goodleadershipin his classic book, On Becom-

ing a Leader (1994). The first basic ingredient

of leadership is a guiding vision. The leader has

to be clear about what he wants to do and must

show that he has the strength to persist in the

face of setbacks and failures.

Management provides control and solves prob-
lems. Leadership stimulates motivation and in-
novation.

The problem is that we have taught managers
and leaders how to plan, organize, staff, lead,
and control organizations based on concepts
and skills from the 19th century and the neces-
sity to organize large numbers of people for

wars. The second basic ingredient of leadership is
passion: the passion for the promises of life,

combined with passion for a vocation, a profes-

sion, a course of action. The leader who com-

municates passion gives hope and inspiration to

other people.

The 21st century presents us with new de-
mands. We are being asked to carry on with
our business affairs in order not to be defeated
by social and economic collapse. This requires
leadership at all levels.

The next basic ingredient of leadership is integ-

rity, keeping commitments, doing what you

say. I't is the basis of trust. You
without integrity, and it cannot be acquired, but

must be earned.

Leaders often find themselves painfully lacking
in knowledge and skill, perhaps even paralyzed
with guilt, anxiety, sadness or rage and unable
to devise a strategy and set of behaviors that
will work in these complicated times.

Two more basic ingredients are curiosity and
daring (courage). The leader wonders about
everything, wants to learn as much as he can,
is willing to take risks, experiment, try new
things. He does not worry about failure, but
embraces errors, knowing he will learn from

Even in this 21st century, the bio -psycho -social
framework of organizations is still rooted in di-

vision of labor, hierarchy, leadership and fol-
lower -ship. Leaders at every level in any or-
ganization will need to formulate and imple-
ment different strategies for survival in this new

. them.

world and new economy, even more so with

new uncertainties. SIX LEADERSHIP STYLE S

The job of the leader is tp get results. A leader Daniel Goleman proposes that the bedrock of
must carve the problems into manageable tasks successful leadership is emotional intelligence.
that can be clearly articulated and measured, The leaders who achieve the best results are
and maintain a relentless focus on achieving emotional polymaths, capable of combining
results through the implementation process. emotional competencies into different leader-

(Continued on page 8)

© 2009 The HR Alliance, All Rights Reserved 7
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(Continued from page 7)

ship styles.

Here are the basic leadership styles
from the Harvard Business Review
article of Goleman (March 2000):

Coercive : demands immediate com-
pliance
Authoritative : mobilizes people to-

ward a vision

Affiliative creates harmony and
builds emotional bonds

Democratic forges
through participation

consensus

Pacesetting
performance

: sets high standards for

Coaching
future

: develops people for the

Many studies have shown that the
more styles a leader exhibits, the bet-

ter. Goleman says that those who
master four or more styles create the

best climates and performance. He
identifies authoritative, democratic,

affiliative and coaching as the four
styles in combination as most able to
influence organizational climate and
performance positively. The most ef-
fective leaders switch flexibly among
the styles as needed. They are sensi-
tive to the impact they are having on

others and adjust their style to get
the best resul ts.

have all the styles available at their
command can augment their styles by
working with others whose styles are
complementary, as with leadership
teams. Many experts agree that
coaching is the most effective method
of developing leadership styles.

Leaders apply the style that best suits
the challenges of the present mo-
ment. Not unlike Blanchard and Her-
seyds Situational

says that leaders have to take into
account the needs of the people being
led, as well as the situation at hand.

© 2009 The HR Alliance, All Rights Reserved

Bennis says that three things are at
the top of the list for leading during a
period of unprecedented and transfor-
mative change.

Staying with the status quo is unac-
ceptable.

The key to competitive advantage will
be the capacity of leadership to create
the social architecture capable of gen-
erating intellectual capital.

Followers need from their leaders
three basic qualities: direction, trust
and hope.

Restructuring or re -engineering a
company will not produce the results
needed for prosperity. It takes inno-
vation. It means getting the best out

of people by empowering them, sup-
porting them and getting out of their
way. Attracting and retaining talent
doesnoét happen
command and control leadership. In-
telligent leadership aims to release
the brain power of knowledge work-
ers.

According to Bennis, full, free self
expression is the essence of leader-
ship. Leaders know who they are,
what their strengths and weaknesses
are, and how to fully deploy their
strengths and compensate for their
weaknesses. They also know what
they want, why they want it, and how
to communicate what they want to
others, in order to gain their coopera-
tion and support. They know how to
achieve their ggaisoThe key tp dutl self
-expression i s
self and the world, and the key to un-

derstanding i s Il ear n|i

own life and experiences.

This is consistent with the work done
by the Hay McBer Group on emotional
competencies. Self -awareness is the
foundation for building competencies
in the other three areas of emotional
intelligence: self -regulation, social

L e a amareness iapd, soc@lo Skiks mleaders

must develop their self -awareness in
order to increase their leadership
skills with others. The process of be-

under

underijstandi

bur eauc

n
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(Continued from page 8)

coming a leader is much the same as the process of becoming an integrated human being. For the
leader, as for any integrated person, life itself is the career.

Most of the research agrees:
Leaders are made, not born, and made more by themselves than by any external means.
No leader sets out to be a leader per se, but rather to express herself or himself freely and fully.

Leaders are all lifelong learners and have taken charge of their learning. They are all concerned
with a guiding purpose, an overarching vision.

HOW IS LEADERSHIP DE VELOPED?

How does one acquire and develop leadership skills? Methods must be based on the fundamental

idea that individuals and organizations are becoming self -organizing, self -directing and self -
regulating. Everyone working in organizations should be working to gain mastery of reflective self -
awareness. As they do, they will be more productive and display self -efficacy as described by Ban-
dura (1977, 1982). Leaders and players at every level in an organization who display self -efficacy
are more resilient and able to mitigate the effects of stress, burnout and impairment.

Richard Kilburg in his book, Executive Coaching: Developing Managerial Wisdom in a World of
Chaos, says that executive coaching plays a central role in enabling individuals, teams and organi-
zations to develop capacities. Organizations using coaches will increasingly see human wisdom be-

ing created and practiced by larger numbers of individuals and groups of people.

Behavior change that is sustainable and dependable under stress requires consistent encourage-
ment, practice and feedback. High -level behavior change needs time to develop, time to be tested
in action and time to be refined. This cannot happen in a vacuum. Development occurs in relation-

ship with others and within context, be it personal, business or organizational.

A quality executive coaching relationship will encourage key factors for developing leadership skills.
Behavior change occurs when the following are present:

Awareness and ownership of the need for change

Action taken to effect change

Repeated action and practice in real -world situations
Feedback that is trusted and accurate (from peers as well as coach)

Time for new habits to develop

Executive coaches help leaders to develop skills of self -observation, self -awareness, self -
responsibility and self  -mastery. These skills allow leaders to continue to grow long after the coach-
ing relationship ends. Good coaches provide thought -provoking questions, personal exercises and

assignments to help leaders maximize their unique gifts and talents. Coaching develops extraordi-
nary leaders.

Extraordinary leaders produce extraordinary business results.

© 2009 The HR Alliance, All Rights Reserved
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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

E WACHOVIA SECURITIES

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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place, have content suggestions, program ideas,
meeting topics, calendar items, or would like to
contribute to future newsletters; please contact:
info@thehralliance.net
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