THE
HR ALLIANCE

VOLUME 3 | ISSUE 5

FROM THEIR COMPANY TO YOUEF
COMPANY, Lesic smue

MAY 2009
NEWSLETTER

Enjoy,

The

Icome to The HR
iance May 2009
ewsletter. Read
bout our monthly
vent and more.

HR Alliance Team

Without a doubt, the HR Alliance May
meeting resonated with a majority of

those in attendance, as we dove into
the pros and cons of venturing into life

as an HR Consultant with the help of
our three experienced panelists; Jo-
seph Tremiti, Stanley Back and Mary
Ann Gonzalez. A timely topic, as the
average human resources professional
is no stranger to the impact of the eco-

nomic downturn, and is starting to
think of more creative ways to sell
their skills, experience and talent.

The meeting kicked off with a brief in-
troduction to each panelist. Joseph
Tremiti is the Principal and founder of
TREMITI LLC, a New York based busi-
ness law firm focused on a broad range
of employment and workplace issues,
including Employment Law, Wage and
Hour, Labor Relations and OSHA.

sessions, and implement more training

ruption caused by troublesome em-
ployees, and comply with federal, state
and local laws. Finally, Mary Ann Gon-
zalez an executive consultant to execu-
tive teams, sales forces and profes-
sional individuals throughout a range
of industries and corporations such as
Fairmont Specialty, AOL, BASF Corpo-
ration and Transamerica Capital, Inc. A
fierce believer in human progress and
the ability of individuals, teams and
organizations to evolve functionally
and culturally, Ma
her ability to quickly pinpoint and re-
solve personal development and busi-
ness issues that stifle performance and
creativity.

Jason Boltax, Organizer and Founder of
the HR Alliance, led the discussion as
moderator. He kicked off the discus-
sion with a noteworthy question on

ryAnnd

INSIDE Stanley Back, Principal and founder of how these HR Consultants were able to
THISISSUE \ Intentional HR, works with small bAusi- sel | their experience in
nesses that cano6t affgf@daioghtdondtr waedd advice
an HR presence. Specifically, Inten- i i
-\?Slejlrr gggﬁ::;’l 1 tional HFF; provides coFs)t -eff()e/ctive ways ;nocfre ;t);e'? r:sir:r(:em;[:;n y)tl)ct)Ju kt:cl)r\‘/\ll( gr?g
for the business owner/entrepreneur to what you donodt know. o M
Debunking the 1 improve productivity, reduce the dis- (Continued on page 2)
Talent Myth
vemoeres cernel  DEBUNKING THE TALENT MYTH
By Jason Boltax
Upcoming Events 6
Everyoneds talking ab anddevelopmerd programs.f i nd
opportunity amid economic chaos. Yet
About Us 10 thereos somet hing r i fnhotgh times, @i cannad rely on tal-
noses thatds being oveatrahdolock €den wheén yoe lrmave a
of crisis present unprecedented oppor- talented team at the top, people need
tunities to stretch and develop real help in stretching their capabilities to
leadership capabilities. me et t he economyods ove
demands.
/ What 6és needed, specifically?
Your |l eaders canot go
Hire more executive coaches, step up canét, either.

(Continued on page 3)
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(Continued from page 1) 1 Seek guidance from a coach or
. ) ) someone that has already gone out
nyour experience 15 younthelﬁown?_earn romtﬁ/elrex-
and encouraged those in attendance to
extract the most out of it. Finally, periences.
Stanley Back took a different stance on 1 Develop a niche. In addition to
the question.  He stressed that if your prlmary specialty, think of at
fyouore going to N be a ?easp ?wo o%hgrnépécmltles Wlt%
gi ven that youodr e
Stanley illustrated his point with an W 'Ch you have had some experi-
anal ogy: AYou can bui | dncean HRaodsthat, youacould de-
pitch the house OR you can build a velop as a consultant.
house that people  want t o buy . 0 1 Write a business plan. Determine
As the audience digested how their your short and long  -term goals.
years experience could be pitched to a 1 Select a business structure that is
potential client, Jason asked for one appropriate for you.
word that described a consultant. The .
. . 1 Seek the guidance of a good law-

answers included words such as risk -
taking, focus, persistence, persuasive- yer and accountant.
ness, initiative and confidence. The 1 Be prepared to sell ALL of the time.
panelists agreed that each of these 1 Develop pricing and fees that are
attributes can easily be transferable to realistic to you ability. It is a key
the role of an HR consultant. When it ) ] '
comes to persistence, Joe commented, factor in your image and success.
ibe prepared for 2 4-/ 71, Bualdhastrofigegeam. o n e
third of your time to be spent network- 1 Get a real email address, website,
tng.o phone number, and business
When asked how these three consult- cards.
ants got started, a variety of responses 1  Change your vocabulary.
surfaced. Stanl ey added itodés i mportant
to Aknow what you <can ive with, and
what you can do without and come to
the realization that you might not
make as much money as you did with
a full time job. o
and family resources as his platform
for getting started. Mary Ann was for-
tunate enough to have a six month
corporate client stepping into her new
role as an HR consultant.
As evident from our discussion, there
is no one perfect recipe or step by step
instructions for starting your own HR
consultancy, but there are some terrific
resources to help get you started. Here
are a few things to consider:
1 Look in the mirror and ask your-

self, ADo | have what it takes?0
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(Continued from page 1) 1 Coaching helps.
1 Receiving feedback allows us to fine -tune
our skills.

Is Talent Irrelevant? 1 Working in a safe learning environment is
The upside of a financial crisis and recession is essential.
that they offer all of us the opportunity to Workplaces encourage practice and develop-
stretch our skills in our current jobs d and | ment, and mistakes should be viewed as learn-
mean everyone. ing opportunities. You also need to clearly de-

fine and develop a plan for achieving the abili-
Unfortunately, when we try something new and ties you wish to hone, including a measurable
it doesnét come naturally, tmawfaeme oncl ude we have
no talent for it. We abandon pursuit, never giv-
ing ourselves the chance to practice and make 10,000 Hours or 10 Years
progress. Scientific evidence, however, is be- Malcolm Gladwell makes the case for 10,000
ginning to show that our definition of talent is hours of practice to attain expertise in his book
wrong. In fact, f@Atalent o maulliersn {(Little, Brevenr& Ca.n29a8)h Almogt all
at all. child prodigies in music, sports, chess and the

arts seem to put in 10,000 hours before they
The concept of talent is especially troublesome attain expertise and produce significant results.
in business. We label people and then assign
expectations, some unrealistic. When people The Cambridge Handbook of Expertise and Ex-
are fast -tracked or deemed executive material, pert Performance, edited by Anders Ericsson,
we assume they have special gifts. Worse, we Charness and Feltovich, et al, compiles scien-
fail to adequately emphasize the importance of tific studies to prove the point in a wide variety
continuous training and coaching. of fields. The trait we commonly call talent is

highly overrated. Expert performers "whether in
Some business giants actually gave little early memory or surgery, ballet or computer pro-
indication that they would become great. Jack gramming" are nearly always made, not born.
Welch, named by Fortune as t he 20th centuryos
manager of the century, showed no particular Many of us have already put in more than a
passion for business, even into his mid -20s.  decade of doing what we do. The question is
Steve Ballmer and Jeffrey Immelt were average whet her wedre practicing the right th
employees at Procter & Gamble in the 1970s, right way.
with little evidence they would go on to become
CEOs of Microsoft and GE before age 50. Deliberate Practice

Anders Ericsson and his scientific colleagues
Talent or Hard Work? emphasize the importance of deliberate prac-
Many high -performing executives will tell you tice, characterized by several elements:
they donot rely on their i nMnlai$an actividyldesigried spexificallynta inh
as their hard -earned skills. prove performance, often with the help of

a teacher, coach or expert.

CEOs I|ike A.G. Lafley of P & Gt cam badrepdatedfiequdntigme | t
have said that being forced to manage through 1 Feedback on results is continuously avail-
crises early in their careers enhanced their able.
abilities in ways that were critical to becoming T Ités highly demanding mentally.
CEOs. T I't isndt much fun and eptails hard
Certain practices can make our experiences | f you think youbéve outgrown the ne:
especially productive: (Continued on page 7)
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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:

Author an article for the newsletter

Be interviewed for ti
the newsletter

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

Scout talented speakers for meetings

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

MEMBEROS CORNEFR

Welcome New Members!

Hilary Gallanter
Yukyong
Russ Bendersky
Ann Marie Morris
Alan Katz
Jolie
Dan
Rafael Espinoza
Laura
Patrick Morrow
mb e r 6 bou Cloastoveski o f

Jean Ann Magnier
Jennifer Woo
Kia Lindsay
Roland Tram

Fatime Doczi
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MEMBEROS CORNER

Oliver Senft worked in
various industries through-
out his career. He began
his career as a marketing
project manager with Auto
Service Leasing in Pullach
Germany. Following that
experience, he shifted his
focus from marketing to
human resources where he
went on to work as an HR
Manager with Volke Con-
sulting in Munich. Volke Consulting, an engi-
neering company, was looking to expand its
US operations and Oliver was called on to help
establish the business in Greer, South Carolina
and Oxnard, CA. Building an HR department in
the US can be tricky, but Oliver found the best
solutions for the employees. He implemented a
401(k) plan, diverse insurance plans, payroll
and workers compensation. In 2004, the pro-
ject in Oxnard, CA came to an end and Oliver
returned to Germany where he handled both
HR and Finance matters. During his project
work in the US, Oliver fell in love with country
and decided to relocate. Upon getting settled,
he found a position as an HR Manager with
JupiterResearch. Once again, he was tasked
with building and HR department. Oliver suc-
cessfully built an HR department spanning four

countries. Oliver was responsible for the entire
human resources function with a heavy empha-
sis on employee relations, benefits and payroll.
Unfortunately, JupiterResearch was sold to a
competitor and Oliver left the company in Janu-
ary 2009. Since his departure from JupiterRe-
search, Oliver has been working part time with
H&R Block as a tax associate and helping a
small digital media company organize their fi-
nance and accounting practices.

Oliver feels the Human Resources function is
responsible for helping people and companies
reach their goals. Oliver is currently in transi-
tion looking for a position as an HR Manager
where he can utilize his experience to its fullest
potential. An ideal setting would for Oliver is a
small - to mid -sized corporation with a need for
an adaptable HR professional with an interna-
tional background.

Oliver believes the future of HR depends on its
image. He feels employees see HR as a bureau-
cratic but necessary department. Oliver be-
lieves that if HR focuses on the human element
employees will no longer fear HR.

Oliver is a regular member of the HR Alliance.
I f you would I|like to |
experiences, click here to contact him.

ot

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
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UPCOMING EVENTS

Summer Kickoff
Party2009

Date: ThursdayJune 1, 2009

Time: 6:309:00

Where:NYHRC Yacht, Skyport Marina, 599 Ed8S2eet

Dust off that grill and dig those shorts out from
the back of the closet, because summer is coming!

Join us as we celebrate the season with sunset
cruise around Manhattan.

night of ne tworking, prizes, and surprises will

place on a 75 foot yacht %a fully air
LR, . 0 y 0
ning area, spaugéjs outdoor deck with

v

ortantly:a fully stocked bar.
p g;;lw
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DEBUNKING THE TALENT MYTH

(Continued from page 3)

teacher or coach,
assumption. Without a clear, unbiased view
of your performance, you cannot choose the
best practice activities.

Hire a coach who can properly stretch you
beyond your current abilities and help you
move out of your comfort zones. Otherwise,
human nature dictates
spend your time practicing what you already
know how to do.

According to Noel Tichy, PhD, a professor of
organizational behavior and human re-
sources management at the University of
Michigan School of Business, our progress
depends on leaving our comfort zone to en-
ter the learning zone , where skills and abili-
ties are just out of reach.

Why We Avoid Hard Work

Recognizing unsatisfactory elements of per-
formance is difficult and uncomfortable.
When you try your hardest to perform bet-

ter, you place enormous strain on your
mental abilities.

Obviously, if the activities that require prac-
tice were easy and fun, everyone would do

itods

t hem. But in reality,
practice or persist long enough to improve.

Thi s is good news i f
what mo st peopl e wonot .

youdbre more |ikely to
thrive in this recession.
time to challenge this

What About Passion?
Those who care the most will rise to the top.
Exceptional performance depends on what
we decide to do with our lives and the pas-
sion that drives us.
One of the most purchased articles from the
t hHatvardyBosingss Revielw i kiseal 1968 fiece on

motivation that explains our three main
drives:

1 Achievement

1 Power
1 A sense of community and desire to
help others

No matter your driving force, you have to
care deeply enough to work hard to become
exceptional.

Nothing can make you endure the pain and
sacrifice of deliberate practice for decades
unl ess youdre carried
pulsion to do so.

Even if you hold onto
always survive because of your innate tal-

ent, you must still prepare, practice and
persist. The scientific
conclusive. Hard work & not talent &
reantsiliutes o bighpdrfermanga n 6 t

wi || do
t he

ng to
reason
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he noti on
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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
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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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