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THIRD ANNUAL SUMMER KICKOFF

PA R TY By Anne Lesch

The HR Alliance held its third Annual
Summer Party on Wednesday, June
17. Attendees were warmly welcomed
by Stephanie Pfaff, Assistant Organ-
izer, when they arrived at the party
venue - Metro53. Over 60 people at-
tended the successful event!

As is typical of this organization with
engaging, diverse HR professionals,
there was much net-

working and sharing.

For example, Lisa
Rozental just gradu-

ated from Columbia
University with a de-

gree in Organizational

.

—

counts Manager at East River Develop-
ment Alliance; Lara Klein, with a back-
ground as an HR generalist and execu-
tive coach, and Mark Moyer, Managing
Director of Peak Capital Markets, were
engaged in a lively discussion about
outplacement firms - Lara suggested
that coaches should encourage clients
to step outside their comfort zones and
Mark proposed a new boutique out-
placement model that fo-
cuses on group members
enriching each other with
current industry trends
and showcasing their
knowledge to those mem-
bers who may become

N

Psychology and is
looking to use her
skills after successfully completing in-
ternships as an HR generalist at Liz
Claiborne and in a training and devel-
opment role at DKNY; Elizabeth Chom-
inski talked about how satisfying it was
helping clients find employment
through her work as a Business Ac-

KEEPING THE VALUE

By Joseph Wert

Many HR practitioners have struggled
with the effort of creating and main-
taining accurate job descriptions, and
have questioned the value of not only
the job description but also the under-
lying processes of job evaluation (i.e.,
ranking a job in relation to all jobs)
and job analysis (i.e., analyzing the
requirements of a particular job). With
the emergence of new jobs and new
roles in almost every organizational
sector, HR practitioners want a classifi-

prospective  employers;
Russ Bendersky, HR professional, and
Jeff Soto of American Express men-
tioned these hot topics in corporations:
mobile training, talent management/
leadership development (companies
don't want to lose their top talent),

(Continued on page 3)

IN JOB DESCRIPTIONS

cation system that serves as a founda-
tion for equitable compensation pro-
grams, fair and reasonable perform-
ance management systems, and fo-
cused training and development pro-
grams. They also want job descriptions
that help in complying to the myriad of
laws, guidelines, and court decisions
concerning equal employment opportu-
nity. What they don’t want is a job
description for every employee, nor

(Continued on page 2)
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(Continued from page 1)

the inflexibility of historic approaches to job
descriptions, such as functional job analysis,
position analysis, critical incident technique,
and job element methods. Most impor-
tantly, they don't want to have job descrip-
tions that are so cumbersome and time con-
suming to create, modify, and manage that
the HR practitioner is not providing value
added services due to the burden of HR ad-
ministrative processes.

While there are numerous software systems
and off the shelf products that can create
generic job descriptions for organizations,
these systems and products typically cannot
address the multiple needs of an organiza-
tion. They may address the compliance is-
sues, but not the compensation equity is-
sues. They may meet the requirements of a
functional organization, but not the emerg-
ing decentralized, cross-functional, team
oriented company. Alternatively, companies
that are using job descriptions successfully
have designed a simple process of identify-
ing the elements of a job, created a consis-
tent format for the elements on the job de-
scription form, limited the amount of verbi-
age that details unnecessary or non-
essential activities, and moved more to “role
descriptions” to articulate progression within
a role as well as progression to other roles.

Here's an efficient, cost-effective process to
create job descriptions that can be used for
selection, compensation, performance, and
promotion, and can also be used as a collec-
tive system for managers to both better un-
derstand the relationship between jobs and
to identify emerging jobs required for the
future:

One: Start with clustering all of the current
jobs into job families. Job families are a
series of jobs involving work of the same
nature, but requiring different levels of skill
and responsibility. For example, many or-
ganizations identify job families as clerical,
marketing, sales, information technology,

© 2009 The HR Alliance, All Rights Reserved

finance, fulfillment, etc.

Second: Cluster the clusters ... break down
each job family into job roles, which may
include several individual jobs. As an exam-
ple, there may be three roles in the clerical
job family, i.e., clerical, secretarial, and ad-
ministrative assistant, rather than 20 clerical
jobs assigned to various functional groups.
There may be five roles in the marketing job
family, i.e., research, communications, op-
erations, product management, and cus-
tomer proposition, rather than 40 marketing
roles assigned to every product line. Or
there may be six roles in the information
technology job family, i.e., analyst, de-
signer, developer, engineer, programmer,
and consultant rather than 60 roles for dif-
ferent platforms and business units.

Third: Identify simple, easily recognizable
job titles for each job role. This is the tricky
part, since there will undoubtedly be some
“single roles” that are unique and independ-
ent of other roles, and will require a unique
and independent job description. Keep in
mind that it is the job title that draws in an
external candidate to the job, which won't
happen if the title is complex (e.g., too con-
fining) or too unique (e.g., no career pro-
gression). Job titles are also used for com-
paring jobs in market studies, so if the job
title is too distinctive, it will be difficult to
match a similar job in competitive markets.
By going through the process of job families,
job roles, and job titles, companies can also
avoid the cavernous "job description for
every employee job syndrome” that creates
inefficiencies in many Human Resource pro-
grams and systems.

Fourth: Develop a simple framework for the
job description. While a job description
needs to include the duties and responsibili-
ties within the role, this will be more task
oriented for the hourly wage role and more
competency oriented for the manager and
executive role. Additionally, job descriptions

need to include elements required by federal
(Continued on page 3)
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(Continued from page 1)

and virtual teaming; Phyllis Weiss-Haserot,
President of Practice Development Counsel,
talked about her work with companies to im-
prove inter-generational relations; Christa St.
Cyr of Cambria Consulting sees a lean quarter
and a lean year with improvement in 2010 for
HR practitioners and Alison Duncan, who is vice
president of a construction equipment manufac-
turing company and moved to the U.S. from the
U.K., predicted that the economy in the U.S.
would recover more quickly than in Europe. De-
spite the current economic challenges, there
was positive energy all around as members
shared news of interviews and recruiters ac-
knowledged that they were seeing things start
to open up a bit.

Jason Boltax, founder of The HR Alliance, an-

June 2009 Newsletter

KICKOFF PARTY

the HR Alliance staff, Stephanie Pfaff, Assistant
Organizer, Leslie Smutz, Program Manager,
Marc Teitelbaum, Assistant Organizer for Tech-
nology, and Anne Lesch and thanked them for
their contributions to the evening’s event. He
also thanked the two event sponsors and con-
ducted a drawing for the prizes they donated.
Mary Beth Schmid represented The Forum
Group, which donated a DVD Player, and Sue
Brocaglia represented CWS Software, which do-
nated a gift certificate. Congratulations to win-
ners Peter Cronin, recipient of the DVD Player
and Lisa Botwinick, recipient of the gift certifi-
cate. Jason signed off by mentioning that after
the July meeting of The HR Alliance, meetings
would cease for the summer, resuming in Sep-
tember and wished everyone well. Although the
event was scheduled to end at 8:30 PM, net-
working was still going on at 9:15 PM. It
seemed that a good time was had by all.

nounced that the organization which was
founded in January 2007 with 18 members and
had grown to over 600 members. He introduced

KEEPING THE VALUE IN JOB DESCRIPTIONS

(Continued from page 2)

and state laws governing employment, such as hours
to comply with FLSA and exempt/non exempt status,
physical demands and work environment to comply
with the Americans with Disabilities Act, etc. Remem-
ber that job descriptions can be a matter of conjec-
ture and/or judgment, which is why some companies
have chosen to still use external, job analysis profes-
sionals to write exhaustive content for their job de-
scriptions. What is needed is sufficient content about
the threshold requirements, e.g., education, certifica-
tion, or experience, and detail about the primary ac-
tivities in the role, preferably measureable or observ-
able activities that will influence group and/or organ-
izational results.

About the Author

4 N

Joseph Wert is the Eastern Regional Practice Leader of HRad-
vantage, the human resources consulting division for Gallagher
Benefit Services, Inc. Mr. Wert works with his clients in the
areas of strategy deployment, organizational effectiveness,
performance and talent management, compensation and
benefits design, HR and Workforce planning strategies, leader-
ship development, and executive and team coaching. Joseph
can be reached at joseph.wert@hradv.com

Hopefully more and more organizations will use the
value add of job descriptions, and eliminate the bur-
densomeness of exhaustive forms that serve little
purpose other than take up space.
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GET INVOLVED!!
GET NOTICED !

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

7 Be interviewed for t
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

1 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

Welcome New Members!

Agnes Carson Steve
Roberto Varela Andrea Trent
Robyn M. Whitting- Brian Skornick
ham Chris Ladelfa
Scott Walsh Donna Mccole-
Harry Rodriguez
Flora Jill Neff
Sharon Greenberg Jo Wagner
David Berk Judi Kaplan
Shankar Marisol
Kathy Mark Moyer
Peter Sullivan Carey
Tina Shapiro Chaim Lowenstein
Artee Nicole Martusciello
Jay B Barrett Sarah Mcgovern
Lauren Farhan Ahmed
Winnie Corton Richard Annington
Arshi Gyani lona Harding
Lisa Rozental Michael Da Cunha

Peter Cronin Bianca

Alexis Frank Cherie
Dr. Diana Polak Lara
Susan Brocaglia Dan Kneipp
m b Rigend BorukC 0 ' N geff Sotd f
hovich Josh Endler
James Flood, Sphr Theresa Hart
Maria Kordonowska Tina Allen
Mark Derosa Hilary Gallanter
Maggie Yukyong
Micheline Guil- Russ Bendersky
laume Ann Marie Morris
Amy Carpenter Alan Katz
Laura Slump Jolie
Rachel Amsterdam Dan
Andrea Rafael Espinoza
Arzo Bashir Laura
Darielle Patrick Morrow
Deepali Lou Chrostowski
Jennifer Jean Ann Magnier
John Reyes Jennifer Woo
Karin Gehm Barrett Kia Lindsay
Raisa Silver Roland Tram

© 2009 The HR Alliance, All Rights Reserved




- g Anne Lesch started
:5 her career teaching
speech courses at
= the University of
- Michigan. She then
L joined Pan Ameri-
I can World Airlines
as a flight atten-
dant and six
months later transi-
tioned to corporate training as an instructor in
the training center in Honolulu. There she de-
signed their train-the-trainer program. After
moving to New York City and continuing to
work for Pan Am, Anne started a Master’s pro-
gram at Columbia University focusing on cross-
cultural communications.

Soon after completing her master’s degree,
Anne accepted a position as corporate trainer
with Glemby International (beauty fashion
company). Because she wanted to move into a
role where she could design training programs,
she accepted a start-up opportunity with the
Association of Junior Leagues International in
their new training department. In this capacity
she developed major leadership curricula, and
her reputation for being a professional in her
field led to her getting calls from other non-
profit organizations to develop programs for
them.

During this time Anne also served as president
of ASTD's New York Metro Chapter. While con-
sulting, she realized that she missed being part
of an organization and determined to move
back to the for-profit sector, accepting a posi-
tion with Chase Manhattan Bank to facilitate
their merger integration. Her role at Chase
expanded to include creating talent manage-
ment and leadership development strategies,
implementing OD initiatives and managing ex-
ecutive coaching. After a satisfying career in
financial services, she moved to Tiffany & Co.
where she gained retail operations experience

© 2009 The HR Alliance, All Rights Reserved
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as well.

Anne is interested in the field of HR because
she thrives on diagnosing workplace challenges
and designing solutions where people can oper-
ate at their highest skill level. She believes in
focusing on peoples’ strengths while managing
weaknesses. She finds The Birkman Method®
particularly valuable in identifying individual
strengths and motivations. She enjoys using
her skills to work with individuals one-on-one
as well as designing large-scale programs.
Ideally she would like to run a business one
day.

Although an active member of ASTD, she
joined SHRM last year to broaden her knowl-
edge of the HR field. She is a firm believer in
staying active in alumni programs, and contin-
ues to be part of the University of Michigan and
Chase Alumni Associations. She is also a
member of World Wings International, a philan-
thropic organization of former Pan Am flight
attendants, which raises money for local chari-
ties and CARE (to support women and children
around the world). Anne was referred to the
HR Alliance by a training colleague, and has
been a member of the group since the 2008
Holiday Party.

In regard to the future of HR, Anne indicated
two key areas where HR can be a credible part-
ner to business: 1) Globalization - HR needs
skills to recruit/retain foreign talent and inte-
grate diverse cultures; 2) Talent Management
(leadership development, work-life balance,
“Brain Drain” when Baby Boomers retire). She
feels that HR should proactively develop policy
while boomers are still working to implement
innovative approaches that will retain talent
after the economy rebounds, for example flexi-
ble work arrangements, sabbaticals for boom-
ers to derive a greater sense of purpose, and
mentoring partnerships to foster knowledge
transfer.
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UPCOMING EVENTS

WHEN: Wednesday, July 15, 2009
TIME: 6:00 -8:00PM
WHERE:1211 Avenue of the Americas,
27th floor (Wachovia)
RSVP:www.thehralliance.net

TOPIC: Generations in the Workplace

We Or e
In August.

See you in

September!!

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 6
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‘Crea’ring Wellness
Allionce

Creating Wellness NYC is a local doctor-led wellness
program that offers your organization a customized
wellness program. We provide your employees with
an ability to improve their lifestyle and your organi-
zation 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 Well-
ness program ensures a high level of employee par-
ticipation and accountability, is easy to administer,
and elevates the health and wellness of your employ-
ees.

www.creatingwellnessnyc.com

Cws

Software

CWS Software provides a wide range of HR
solutions to improve employee communica-
tions, leave time management, benefits ad-
ministration and compensation management.
We work with our clients to develop custom
workflow solutions to improve productivity for
their business. We offer the personal atten-
tion that larger companies and canned soft-
ware packages simply cannot.

For more information regarding any of our
serviceds please

Selma Attride
17 Broadway
Second Floor
Florham Park, NJ 07932
Phone: (877) 387-9283
Fax: (973) 796-2769

(

% WACHOVIA SECURITIES

Lapinson Wealth Management Group, serves indi-
viduals and businesses in all areas of investment
planning, including:

Retirement Planning
Tax Management
Estate Planning
Education Funding
Risk Management

Investments

= =4 =4 =-a -4 -a -2

Employee & Executive Benefits

For full details on how the Lapinson Wealth
Management Group can help you with your
investment needs: Please contact:

Charles Lanzillotto, Financial Advisor
461 From Road

Mack VI, Suite 101

Paramus, NJ 07652

Direct: 201-599-0900

Toll-Free: 888-455-1553

Fax: 201-599-5824

Email: charles.lanzillotto@wachoviasec.com

Our approach is personalized because your

© 2009 The HR Alliance, All Rights Reserved
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SAGEVIEW CONSULTING

Are you struggling for answers to your human resources issues?

Hereds what Sageview Consulting can dof for vy

Human Resource Expertise In All Areas Training & Development
Employee Benefits & Retirement Plans Employee Relations Strategies & Counseling
Cost Savings Strategies & Solutions Outplacement & Layoff Strategies

Compensation & Performance Management Orientation Programs

= = =4 -4 -4
= =4 =4 -a -2

Staffing & Recruitment Policies, Employee Handbooks

Sageview Consulting is a Certified Woman-Owned Business that provides workplace solutions tailored to
your unique business culture by providing expertise in human resource management, training, benefits, com-
pensation and staffing. The founding partners of Sageview Consulting each have over 25 years of experience
in all aspects of human resources having served in high-profile, hands-on HR positions.

To |l earn more about Sageview Consultingf6s Human Respurces
0729 for a complimentary initial consultation or visit our website at www.sageviewconsulting.com.

The Forum Group

The Forum Group, a privately owned staffing and consulting firm has been providing clients and can-
didates with the finest in Human Capital and Financial Consultative services for over 35 years. From
a staffing perspective, we have grown to a client service organization encompassing eight divisions of
specialized recruiting. While operating under the same management umbrella, the divisions are seg-
mented by recruitment specialty and employee degreed recruitment professionals plus research and
support staff. In a field not known for stability, our placement counselors average over ten years of
service with our firm. Each division is directed by a principal with over twenty years at the firm; a
statistic unmatched in the staffing industry.

For more information regarding any of The Fofrum G
please contact

Monica Milner, Vice President
260 Madison Ave, 2™ Floor
New York, NY 10016
Monica@forumgrp.com
212-687-4050 x 408

© 2009 The HR Alliance, All Rights Reserved 8
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THE
HR ALLIANCE ABOUT THE HR ALLIAKC

The goal of The HR Alliance, is to create an environment and network of resources where HR pro-
fessionals can turn for advice, best practices or to find a helping hand.

Our aim is to help HR professionals broaden their business networks, and to provide useful re-
sources by sharing knowledge and expertise.

We achieve this by exploring the newest trends, strategies and best practices in Human Capital
Management and its impact on the future of HR.

This forum is a great place to sharpen your skills, meet new and exciting people, look for new
talent, and find rewarding working opportunities.

Come meet other local Human Resource professionals to share knowledge, skills, and experi-
ences. Discuss HR and Human Capital Management practices, resources, strategies and future
trends.

_ THE
HR ALLIANCE

WWW.THEHRALLIANCE.NET

This Newsletter is provided to you by The HR Alliance

Notice and Disclaimer : The HR Alliance Group Newsletter is published the second week of each month.
This newsletter is intended for the use of members of The HR Alliance. Content in this Newsletter is for
information purposes only and should not be construed as specific advice.
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