R/NY’s June 19th luncheon at Club
101 included the annual business meet-
ing, award announcements, and a special
panel sponsored by the Benefits SIG, on the
topic, “What Are the Benefits of Being One
of the Best Companies to Work for in NY?”

Arlene Newman, Chair of the Directors
Forum, bestowed the prestigious Lazarus
Breiger award to outgoing President, Lorri
Zelman, whose absence was explained
with photos of her newest family member.
(See pages 3 and 12.) Lorri officially received
the award at the May 21st Chapter Meeting,

Past President Barry Manus thanked the
current officers and announced the incom-
ing slate of Officers, Committee and SIG
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leadership for the year. Jennifer Loftus,
incoming HR/NY VB Finance and
Treasurer, gave the state of the Association’s
finances, and shared plans to further develop
our website.

University Relations Chair Jennifer
Patterson awarded Suman Sebastin the Harry
Sherman Award. (See page 10.) Following
lunch, Manus, Director of NYS-SHRM’s
Best Companies to Work for in NY
Initiative, introduced representatives of the
“Best Companies to Work for in NY: Scott
Mesh, Ph.D., CEO, Los Nifios Services
(ranked #11 in the small/medium company
category); Zelda Freud, HR Manager,
RF/Binder Partners, (#8 among small/medi-

A Stroll with the New

have been looking forward to beginning

my duties as President, but, at the same
time, I have been dreading writing this col-
umn, as I am not a writer! So, my first
request to you is to send me ideas and sug-
gestions for future columns. I already have
had two offers for ghostwriters, and my
agent is in serious negotiations as I write this
kick-off column!

Moving Up the Ladder

So where do I begin? Let me share my
climb, or rather stroll, up the ladder:
HR/NY Member = Managers Forum
Co-Chair = Managers’ Forum Chair =
Legislative & Legal Chair = Secretary
= VD, Programs & Education =
President-Elect, and now = President

I am grateful to all who nudged me to
advance a rung or two, particularly Jamie
Fine, Bob Nadel, Barry Manus and Lorri
Zelman. As Immediate Past President,
Jamie Fine invited me to serve as Co-Chair
of the Managers’ Forum. Sensing my secret

HR/NY: 60 YEARS OF RELEVANCE

Seated (I to r): Scott Mesh, Zelda Freud,
Jodi Greenstein and Jules Feiman.

um companies); Jodi Greenstein, VP/Director,
HR, Digitas, (#4 among large companies);
and Jules Feiman, VB, HR, YAI/National
Institute for People with Disabilities Network

Continued on page 8

President

desire to be an attorney, she
then suggested that I chair
the Legislative and Legal Committee; then
President Bob Nadel allowed me the cre-
ative freedom to hold L&L Committee
meetings via phone, which ultimately
increased committee membership. The
Committee now has more than 25 mem-
bers, and the last two L&L conferences were
sold out! (Great job, Colleen!!) Barry Manus
coached me in the production of my very
own HR/NY Program. And Immediate Past
President Lorri Zelman trusted me to serve
as VP of Programs and Education and also
mentored me as I served as President-Elect.

My thanks to all of them.

Upcoming Initiatives
I am thrilled to announce these exciting
initiatives planned by the HR/NY Board in
response to member feedback. This pro-
gram year, you can expect the following:
« www.hrny.org. Our website will develop a
Continved on page 9

«1)»

INSIDE HR/NY SEPTEMBER 2008




FROM THE EDITOR'’S DESK

If You See Something, Say Something

One conversation I have had with a number of managers over the
years always perplexes me. Although the conversation takes var-
ious forms, it typically goes something like this...

Manager. “One of my employees is <insert concerning behaviors.

I feel like I should say something. Can I talk to him about it?”

Me “My first question for you is - do you want the behavior to

change?”

Manager. “Yes. It has to change. It affects his performance and the

team. And it’s hurting his ability to be successful.”

Me “Not only should you say something, you must say some-

thing. If you choose not to say anything, I can all but guarantee

the behavior will continue. The only way to impact change is to

address the behavior. And remember, its your obligation as a

manager to give your employees honest feedback that will help

them improve and grow.”

What surprises me the most is that this simple explanation is
often somewhat of a revelation for the manager. Almost always
though, the light bulb “goes on” and the manager has a new per-
spective on their role in giving feedback.

What is even more rewarding though is the call I sometimes
receive a few days later from the manager wanting to tell me that
the feedback conversation went well and how the employee was
grateful for the feedback. This conversation usually opens the door
for me to share some of these best practices...

+ Have a weekly or biweekly one-on-one meeting with direct
reports to talk about current projects, needs, and concerns. Use this
as an open forum for feedback.

« Ask your employees for their feedback on your leadership. Not
only can this help you, but it also helps to foster open communica-

tion. Be open to and appreciative of the feedback.

+ Give “Fearless Feedback” on a regular basis.
Teach managers who work for you to give feedback, too. Create a
culture where everyone is invested in each other’s success.

« Schedule a formal mid-year review in addition to the annual
review. If you're giving regular feedback, these conversations should
almost be easy and there should never be any surprises. The mid-
year review is also a good opportunity to ensure each employee is on
course with meeting expectations.

« For new employees, schedule formal feedback conversations at
30, 60 and 90 days. These first months are crucial to an employee’s
success. They need your help and guidance to be successful.

The bottom line, keep in mind our New York slogan—*If you
see something, say something.” It is a good rule to follow.

With this issue, we begin the 26th year of lnside HR/NY. Thank
you for reading and supporting this publication. I hope you find
something in each issue that makes a difference for you! If you have
any suggestions for the newsletter or ideas for topics you would like
to see covered, please send me an e-mail. I would love to hear your
thoughts.

Y MLk

— Brian McComak, PHR
Editor, Inside HR/INY
Director of Human Resources, LOreal
bmccomak@gmail.com

Officers
Jeanne Stewart, SPHR, President
Barbara Safani, VB, Membership
Barbara Adolf, SPHR, VB, Programs & Education
Edwin Artuz, VB, Marketing & Promotion
Jennifer Loftus, SPHR, VI, Finance, & Treasurer
Lorri Zelman, Immediate Past President

Senior Advisors
Bob Nadel
Jack Shein, SPHR
Al Smith
John Sturges, SPHR, CMC, PMC, PhD

2008-2009 Officers & Directors

Welcome to new and returning officers and directors for the 2008-2009 program year!

Directors
Ariel Boverman Arlene Newman
Izzy Kushner Rebecca Rosenzwaig, CPA
Donna Lanciers Merrie Singer, SPHR
Barry Manus Maggy Smith

Brian McComak, PHR

Gail Stewart-Evans

Other Board Members
Philip Rosen, Esq., General Counsel
Brendan Williams, Assistant Treasurer
Melanie Maddock, PHR, Secretary
Ina Willers, PHR, Assistant Secretary
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Uncommon Threads:

Managing Four Generations

On May 15th, HR professionals gath-
ered at the offices of Proskauer Rose
for an HR/NY International SIG presenta-
tion by FutureWork Institute’s consultant,
Lily Tang, Ed.D, MS, MBA. Tang spoke
about how managing four generations in
the global workplace is changing the work-
place not only for employees but for HR
professionals as well. For the first time
there are up to four different generations
working together: the Silent Generation
(born 1925-1945), the Baby Boomers
(born 1946-1964), Generation X (born
1965-1979) and Generation Y or
Milennials (born 1980-2000).*

Tang discussed how the generations
approach their professional work situation.
One notable difference is that while Baby
Boomers customarily stick with a job from
college to retirement, Generation Y is more
likely to move on after two- to three-years
on the job and will leave immediately at
any sign of financial trouble. With the
Baby Boomers retiring e masse in the near
years to come and the Generation Y’s
short-time commitment, companies are
focusing on increasing generational aware-

ness within their companies in order to
retain and attract top talent.

Tang asked, “How would you feel if a
young employee asked you, the HR profes-
sional, to review her/his resume before it gets
posted online?” Responses were surprisingly
varied, based on the generational make-up of
the audience. What would you do?

As the workforce diversifies and compe-
tition for attracting and retaining talent
grows, HR professionals must understand
the complexities involved in motivating
and working with each generation.
Creating mentorship programs to accli-
mate the young new hires while allowing
the older employees to pass on their
knowledge would help a company become
more attractive and more successful in
their long-term perspectives. How pre-
pared are you to making the changes and
helping your company understand the dif-
ference between the generations?

*Names pertain to US only
— Craig S. Mingus
HR/NY Newsletter Committee
HR Consultant, BGB New York
cmingus@bgbnewyork.com

Advertise in HR/NY!
Contact (877) 625-HRNY (4769) or HRNY@hq4u.com.

It's Time to Prepare for the Next Step in your HR career!

NYIT School of Management Center for Human Resources Studies

offers you timely options:

M SHRM Learning System for PHR/SPHR exams
Regular program: 6 alternating Saturdays
SPHR Intensive: 3 alternating Saturdays
Online

M Global Learning System for GPHR exam
Two Fridays and two Saturdays

Three Fridays

Classes start soon!

or visit www.nyit.edu/management.

H SHRM Essentials of Human Resource Management

These classes are offered at NYIT's Columbus Circle campus.
To find out more or to register, call 516.686.7722 or email: shrm@nyit.edu,

M PayTrain Learning System for FPC and CPP exams
Six Saturdays

B M.S. in HR Management and Labor Relations
Fall, Spring, and Summer semesters

NYIT

NEW YORK INSTITUTE
OF TECHNOLOGY

Zelman Wins
Breiger Award

Y ——

The Breiger Award Committee, Charlie
LaManna, Donna Lanciers and Arlene
Newman, are pleased to report that Lorri
Zelman is the 2008 Breiger Award winner.
The Breiger Award, given in recognition of
significant contributions to HR/NY, is
named for Lazarus H. Breiger, one of the
founding fathers of the Association.

Lorri’s remarkable leadership and man-
agement skills helped to bring HR/NY to
the next level and position it for the future.
Her openness to new ideas has kept our
organization on the cutting edge and solid-
ified our reputation as the go-to organiza-
tion for HR professionals in NY. Her
enthusiasm and energy have inspired many
to participate in the organization. She has
been the “catalyst” for making many posi-
tive things happen.

Her legendary motivational conversa-
tions have helped volunteers feel good about
themselves and the important work they are
doing. She has a special knack for making
people want to do more.

Her role in Strategic Planning has been
invaluable and kept strategic planning in
the forefront as a “work in progress.” Her
tireless efforts to find the right people to fill
key volunteer roles, her networking excel-
lence, and ability to find the right candi-
dates to take on added responsibility all go
into why Lorri Zelman is our 2008 Breiger
Awardee. Congratulations!

— Donna Lanciers

Chair, Breiger Award Committee
AVP, Chubb Group

dlanciers@chubb.com

Inside HR/NY is published 10 times a year by and for
members of the Human Resources Association of New
York. Newsletter Editor: Brian McComak, PHR; Managing
Editor: Linda Simone; Graphic Design: Karen Cohn.

1 AAA Drive, Suite 102, Trenton, NJ 08691
website: www.HRNY.org E-mail: HRNY@hqg4u.com
(P) Toll-free: 1 877 625-HRNY (4769)

(F) 609 581- 8244
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Lewison: Looking Back

In June, we asked three past HR/INY Presidents about the highlights
of their terms of office. John Lewison, President from 1994-1996, shares
his thoughts—part of our ongoing series of reflections on HR/NYs 60-
year bistory.

When I took over as chapter president, I had two primary initiatives:
to increase membership so that the chapter could achieve “critical
mass;” and to increase professional development of HR/NY members.

The first initiative took some creative thinking. National statistics
showed that only about one in eight (about 12 percent) HR pro-
fessionals belonged to national SHRM, and that this ratio dropped
even lower for local chapter membership. This was especially true
for HR/NY because we are a “100 percent” chapter—meaning we
cannot campaign for new members to join just the local chapter;

they have to join national SHRM, too. So we reversed

gears: we started by inviting national members who

were not local members to join the chapter through imaginative
incentive membership programs. The result: when I took office the
chapter had about 700 members; when I left two years later, mem-
bership more than doubled.

The second initiative was less daunting. We added special interest
groups to create professional development tailored to the widely vary-
ing interests and specializations of our members. Not only did we
have more SIGs, but we also added profitability to the chapter
through professional development initiatives. Being chapter president
was a rewarding and gratifying way to give back to my profession.

— John Lewison

appetizers and networking.

101 Park Avenue
6 pm-9pm

for additional information.

6O" Anmiversary Party for HR/NY!
Join us for a fun evening of wine tasting,
October 2, 2008 at Club 101
Come dressed like the 1940s—or come as you are.
Cost is $25 for members, $40 for nonmembers.

Register at www.HRNY.org or call 1-877-625-HRNY

You must pre-register to attend. A very special thank
you to the party sponsor SWIRL Events.

QUOTE OF THE MONTH

Don’t tell people how to
do things, tell them what
to do and let them surprise
you with their results.

— George S. Patton

continuit.

National Interim HR Staffing

The of
Super-Niche Staffing

B o o

We fill temporary
HR positions
with the most
qualified 5

By providing our
best-in-class
benefits package,
we ensure our

professionals
nationwide.
Period.

contractors stay
committed to your
assignment.

Contract HR From Coast to Coast
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Dear Staffing SIG:

Iim a junior recruiter and sometimes feel Im
not getting clear direction on positions from
my internal team and hiring managers. How
can I be a better resource for my colleagues to
meet their staffing needs?

Whether internal or external, recruiters
can only be successful if considered trusted
business partners. It is vital for recruiters to
communicate their important role, and act
as consultant and partner in order to pres-
ent qualified candidates as potential new
hires.

Recruiters can establish themselves as
trusted business partners in the following
ways:

* Contact the hiring manager to discuss
the job openings. A face-to-face meeting is
key unless a good rapport already exists.

e Ask the hiring manager probing ques-
tions about the job and the skill-set require-
ments, and ask for a specific response. This
process will help the recruiter dig past the
general job requirements and qualifications

COMMITTEE CORNER

to uncover the specifics (e.g., instead of
“Familiarity with Search Engine Marketing
tools,” perhaps the job description should
read “Experience purchasing, managing and
reporting SEM  campaigns of $20,000-
$50,000 per month using Google, Yahoo!
and MSN”).

¢ After every few interviews (or submitted
resumes), follow up for immediate feedback
from the hiring manager. Do not send an
endless stream of resumes until specific and
descriptive feedback is given. Issues about
personality, job function and skills may arise
that were not discussed—but could ulti-
mately change the direction of the search
and even the job description.

* When the recruiting process does not
move forward (i.e., no interviews are sched-
uled, candidates are not moving past the
first round, etc.), the recruiter should work
with the hiring manager to learn exact rea-
sons why candidates are not matching up.

Sometimes, companies find that a hiring
manager is a stumbling block to fulfilling

HR/NY’s Finance Committee

As the preeminent HR organization in
New York City, in many ways, HR/NY
operates like your own company or organi-
zation. If you have ever wondered what goes
on in your organization’s Finance
Department, HR/NY’s Finance Committee
provides a great opportunity for you to learn
in a safe environment.

HR/NY’s Finance Committee ensures
that the Association spends its funds wisely
and invests in a fiscally sound manner. The
Committee’s largest project each year is the
development of HR/NY’s operating budg-
et. Committee members facilitate dialogues
with other members of the HR/NY
Executive Team and HR/NY’s Association
Management team to determine revenue
and expense estimates for the coming year.
The Finance Committee then monitors
HR/NY’s progress against the budget dur-
ing the year through monthly Board report-
ing. Other Committee activities include
making monthly invoice payments, annual

990 filings, and quarterly investment deci-
sions, in addition to preparing financial
models for new HR/NY initiatives.

Some HR professionals may perceive deal-
ing with finances as a challenging skill they
can not master. Nothing could be farther
from the truth. Members of HR/NY’s
Finance Committee represent a variety of
backgrounds from Compensation profession-
als to HR Generalists to Software Developers.
It is not necessary to have a degree in finance
or knowledge of accounting to join the
Committee, nor do you need to make a large
time commitment. The only prerequisites are
an interest in the financial aspects of a business
and, possibly, a willingness to stretch outside
your traditional comfort zone.

The Committee typically holds only two
in-person meetings each year. Otherwise,
business is conducted via telephone and e-
mail. HR/NY’s Finance Committee is a safe
and welcoming environment for you to
learn new skills that can be easily transferred

their hiring needs. A hiring manager who is
unable to communicate specific require-
ments, does not give targeted and construc-
tive feedback on candidates, and does not
have a sense of urgency, wastes the compa-
ny’s and recruiter’s time. The recruiter’ role
is to sound the alarm when those red flags
are evident.

As a recruiter, establish yourself as a trust-
ed business partner, ask the tough questions
and guide the process. You can only be suc-
cessful in recruiting great talent that makes
hiring managers, the company—and you—
look good.

This begins a new feature called Ask the
Recruiter.” Do you have a question about
recruiting and staffing? Ask the HR/INY
Staffing SIG! The Staffing SIG is made up of
dozens of recruiting professionals with
decades of experience. Please send your
questions to staffing@hrny.org and please be
sure to put ‘Ask the Recruiter” in the subject
line. We will publish answers in an upcoming
issue as space allows.

to your current job, or used to increase your
personal value for your next career step.

“When I first became an HR/NY mem-
ber, joining the Finance Committee was a
valuable move for me,” explains current
Assistant Treasurer Brendan Williams.
“Through my Committee work I was able
very quickly to learn HR/NY's key players.
L also got to see firsthand how the organiza-
tion is structured, and how its various parts
come together to make the dynamic whole
we're familiar with,” he says.

If you are interested in joining the
Finance Committee, please contact Jennifer
Loftus, Vice President of Finance, at
jcloftus@astronsolutions.com, or Assistant
Treasurer Brendan Williams at 212-792-
8884, for more information.

— Jennifer C. Loftus,

SPHR, CCP, CBE, GRP

HR/NY VD Finance & Treasurer
National Director, Astron Solutions
jcloftus@astronsolutions.com
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WELCOME NEW MEMBERS

Matthew Arrigale, Schott North America * Kevin
Bailey, Westchester Community College ® Sara Barr *
Luis Barreto, The Brooklyn Tabernacle ¢ Eric Barthels,
aCerno, Inc. * Javone Beverly, Spherion ¢ Stephanie
Bonadio, New York University ® Elizabeth Brody,
Adspace Networks, Inc. ® Michael Callahan, Andin
International * Lori Carlo, Digitas ® Jacquelyn Carter,
Forrest Solutions . Nichole Carter,
PricewaterhouseCoopers * Victoria Causa, Zurich
North America ¢ Tatjana Ciric * Nicholas Clagnaz,
TechniSource * Melissa Clough, American Heart
Association ® Patricia Cody, Wormser, Kiely, Galef &
Jacobs, LLP ¢ James Coleman, Success Unlimited New
York, Ltd. ® Jessica Cortes, David & Gilbert, LLDP
Lynda Coscia * Paulette Daniel, SeniorBridge Family
Companies, Inc. ® Erin Dertouzos, Meetup, Inc. * Ed
Dintrone, Acquaint Interactive ® Hero Doucas, Family
Care International ® Maureen Dumond, Baruch
College * Jonathan Dunne, Deloitte & Touche ¢
Katherine Elliott, Harnick Consulting, Inc. * Melissa
Elza, HIT Entertainment ® Giselle Fernandez, MTA
Metro-North Railroad ¢ Shira Franco, Davis & Gilbert,
LLP » Tamika Franklin, LC Pharma * Magda Fuentes,
Guzov Ofsink, LLC * Susan Gabriel, Davis Securities,
LLC ¢ Carmela Gaines, New York Water Taxi
Viktoria Garber, Freshfields Bruckhaus Deringer US,
LLP ¢ Geoffrey Goldman, Ceridian Corporation *
Margaret Guardino * Denise Hand * Michelle Hecht,
Superior Staff Resources ¢ Janet Hong, Tokio Marine
Management, Inc. ® Sara Humphreys, The College of
Westchester ® Debra Jackson, Right Management ©
Melissa Jacobowitz, Wolters Kluwer CLS e
Olatubosun Emmanuel Jewoola, PSCH, Inc., Mental
Retardation Agency ¢ Kristine Karcic, IDT

Corporation * Debbie Kemp, Solow Realty &
Development ¢ Laura Kercelius, Absolut Spirits
Company * Lana Krasnyansky, Adspace Networks,
Inc.  Sasha Lam-Plattes, BI ¢ Steve Levy, Outside the
Box Consulting ® Christopher Lewis * Hank Linden,
Longview Associates, Inc. ® George Lumsby, GNL &
Associates * Kate Mahon, Polo Ralph Lauren * Mary
Maldonado, Brooklyn Public Library * Merrideth
Mallon, International Baccalaureate * Randall Martin,
FEI Behavioral Health * Jessica Matulay, Wimba, Inc.
* Jennifer McCarthy, AfterCollege, Inc. ¢ Gail
McDaniel, McDaniel Coaching, LLC ¢ Keneale
McKenzie, York College (CUNY) ¢ Sean McKillop,
Seward & Kissel, LLP ¢ Danny Meisner, Integro
Insurance Brokers * Xian Fei Meng ¢ Elena Nadolny,
Eye Corp. * Candice Nelson, The Brooklyn Hospital
Leigh Nichols, American Capital * Traci Nickel,
Strategic Workforce Solutions ¢ Deorie Overby,
Waggener Edstrom Worldwide ¢ Kiristen Pelepako,
Thelen, Reid, Brown, Raysman & Steiner ® Meri Pifko,
Manhattan Beer Distributors ® James Quinn, EPAC *
Chatterpaul Ramnarayan, Deluxe Delivery Systems,
Inc. ® Lori Roman, HR Dynamics, Inc. * Karen Ross,
Shearman & Sterling LLP ¢ John Sazaklis, Astron
Solutions * Douglas Schwarz, Bingham McCutchen
LLP ¢ Nicole Scott-King, The Brooklyn Hospital
Center * Rachel Silverman ¢ Sharda Singh, 1199 SEIU
* Jennifer Stammen, Charleston Partners ¢ Dustin
Terrell, Sodexo Pass, USA ¢ Tania Thomas * Nicole
Tuorto, Franklin Templeton ¢ Kay Turner, MTA
Metro-North ~ Railroad ¢  Cynthia  Vitari,
PricewaterhouseCoopers ¢ Lizzie Watt, Linklaters ©
Sharon Wilson, E-Virtual Solutions ¢ Katherine
Yustak, Ketchum © Jamie Zinn, AIG

As the summer winds down, it’s time to begin lo
Plan NOW for a successful 2009!

& Customizable Talent Management Suite
& Base Pay and Specialized Compensation Analysis

& Need something else? Drop us a line, we

Tel: 800.520.3889
E-mail: info@astronsolutions.com

Unique. Affordable. Friendly.

oking ahead... Submit to Inside HR/NY
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(as a Microsoft Word attachment— 1

not a PDF) to Brian McComak at 1
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Submission” in subject line of the e- :

mail. And please adhere to copy I

deadlines and word count guide-

1
1
1
1
1
1
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will help.

%/T lines (available on request). Copy
deadline for the October issue is
September 5 and the November
ASTRON issue is October 3.
SOLUTIONS

www.astronsolutions.com
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Flexibility Is the Key to Success

he statement, “Flexibility is the key to

success” seemed to haunt me as I was
presenting for my final certification with a
nationally recognized training firm—my
first “real” training job. It was almost as
though the master trainer (or so to speak),
used this phrase as an opportunity to
disrupt and throw curve balls to the candi-
dates, perhaps to evaluate their level of flex-
ibility. The group went forth and met with
success. Still, the statement continues to
stick with me.

The wisdom of those words is poignant
because humans are creatures of habit. I
remind people of the nature of habits when
correcting accent or speech problems.
Speech is, possibly, one of the first habits
humans develop. If incorrect speaking
behavior is permitted during formative
years, correcting those problems later
becomes the equivalent of breaking a habit
as old as the speaker.

The thesaurus offers synonyms for the
word, “flexibility” such as, “suppleness,”
“elasticity,” “litheness,” and “give.” These are
the qualities that help HR Professionals (and
the people they lead) to play well the cards
that life and their jobs have dealt them. The
manager or employee who is well skilled at
adapting to change finds ways to be more
successful and thrive under any conditions.
Part of this willingness to change and grow is
in the ability to look at prior mistakes and
seck ways to correct them moving forward.

Therefore, one crucial job of the HR
Professional is to provide paths in which

individuals can examine and develop ways
in which they can become more flexible
(read: be more valuable to the company). It
is a quality that is equivalent to gold. As
leaders, our main goal is to ensure that each
participant moves closer to the much-
desired result—better and more effective
ways of doing things. They (and we) will
work better if we help them and ourselves to
become more flexible.

There are many ways to increase one’s
flexibility. One way of developing this pre-
clous quality is through practicing public
speaking—specifically impromptu speak-
ing. The communicator who can formulate
and articulate ideas quickly will, indeed,
have come a long way in her or his ability to
“go with the flow.” Part of the secret of
delivering an effective spontaneous speech is
by staying quiet long enough at the start of
the speech (sometimes, only a few seconds)
to gather the thoughts and then grow to a
point. Silence can be misinterpreted, but is
rarely misquoted.

DPublic speaking is probably one of the
greatest ways that people can develop into
better and more useful contributors. As a
result of it, people become “weller than well.”
I have seen participants transcend any reser-
vations they once had about public speaking.
Once they got past their old ideas and began
to practice public speaking regularly, they
really started to grow and achieve. These
results are possible for practically all who try.

Another component to being successful
with change is being willing to practice.

Practice, practice, practice—that’s how to get
to Carnegie Hall, right? Only by repetition
can these new ways of doing things become
habitual and part of our daily lives. So, prac-
tice changing! Do things differently just to
try them. Try wearing your watch on the
“other” wrist (if you thought about that and
said, “No way!” it may be an indication of
your willingness to be flexible). This process
starts the positive cycle. Through practice,
people become better at accepting change.
Becoming “skilled at change,” among other
things, will increase your own credibility and
help you to gain greater personal and profes-
sional satisfaction.
Here are some ground rules to ensure
successful flexibility development:
* Be present wherever and whenever you
are supposed to
* Put your best effort into all you do
* Ask for help when needed
* Respect yourself and others
* Listen carefully
* Get involved
* Learn from mistakes
* Suspend your disbelief
* Remain open-minded
* Trust the process
* Accept your rate of progress
* Be willing to try new things
* Be coachable
— Dr. Richard J. Atkins
CEO, Improving Communications
www.improvingcommunications.com
rich.atkins@improvingcommunica-
tions.com

site, go to: Research Highlights Brochure.

September: Connecting Research
to HR Practice Brochure

The SHRM Foundation has a 40-year tradition of awarding grants to fund rigorous,
original research with practical implications for management practice. The SHRM
Foundation has a new 12-page brochure that presents the results of four recent SHRM
Foundation-funded projects in an actionable way, so HR professionals like you can
apply this knowledge in your organization. Topics in the “Connecting Research to HR
Practice” brochure are: Making Virtual Teams More Effective; Increasing the Success
Rate of New Executives; and Enhancing the Effectiveness of HR Practices and Stock
Options. To download a copy of the brochure free from the SHRM Foundation web-

The SHRM Foundation: 40 Years of Advancing the HR Profession

Consulting requires
the balance of data, judgement
and business knowledge.

For information, call (914) 633-3335

NADEL
CONSULTING
GROUP, INC.

Visit us online at www.nadelgroup.com

Take our FREE
organizational effectiveness quiz.

E-mail: rsnadel@nadelgroup.com
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HR/NY INTERVIEW

Gail Stewart-Evans: Education and Inclusion

lthough the culture at merger and acqui-

sition law firms is sometimes fairly
aggressive, Gail Stewart-Evans characterizes
Simpson Thacher & Bartlett, where she is the
Human Resources Manager, as civil and col-
legial. This greatly enhances the reputation of
one of the world’s top 10 law firms specializ-
ing in mergers and acquisitions. One might
think that in the high stress world of lever-
aged buyouts, turnover would be a major
stumbling block. But not so. “T've been with
the firm for 10 years,” says Stewart-Evans.
“And T'm the baby of the group. There are
many members of management and admin-
istrative staff who have twenty-five years or
more of service.”

One must infer from this that the firm is
doing “something right.” Stewart-Evans con-
firms this: “We are extremely civic-minded,
with a commitment to education,” she says.
“We partner with both public and private
schools to provide internships both during the

school year and summer. Four students from
Ciristo Rey High School have been working
one week a month in our duplication center for
the past four years. This gives them valuable
insight into today’s workplace.” In addition, the
firm does considerable pro bono work. “Our
biggest pro bono case was the Campaign for
Fiscal Equity, where the firm represented the
interests of New York City school children in a
legal battle for New York City to receive its fair
share of state education funding,”
Stewart-Evans joined HR/NY in 1986 as
a “meeting attending member.” Ten years
later, Karl Gimber invited her to serve on
HR/NY’s board. Jamie Fine asked her to
Chair the New Members Committee, and,
in 2004, at Barry Manus’s invitadon, she
became Co-Chair of the Diversity SIG,
serving with Deb Woolridge as Chair. Now,
she is the SIG’s Chair, serving with Co-
Chair Bill Drewes, whom “I knew from a
past life in the non-profit sector! This year

First

we plan to focus on
inclusion, with speakers and programs on
the topic.”

Stewart-Evans says that key issues for HR
professionals have not really changed, although
their order of importance shifts with the times.
Privacy issues remain at the forefront (“We have
to ensure that technology does not adversely
affecc HR decisions on employment.”).
Diversity and inclusion are also of vital impor-
tance (“Tt is critical to ensure that these issues do
not lessen in importance in bad economic
times.”). Finally, the continued employment of
“Baby Boomers™ after retirement will be an
ongoing issue for some time to come.

To relax, Stewart-Evans enjoys reading
and traveling, mentioning a recent trip to
Egypt. “I'm an ancient history buff;” she
says. “And I want to be on Jeopardy!”

— Linda Simone

Managing Editor, Inside HR/INY

lindsim1@aol.com

BEST COMPANIES  Continued from page 1

(#1 among large companies). Linda Caffin,
Benefits SIG Co-Chair, moderated the panel.

The panelists shared why their organiza-
tions participated in the “Best Company” pro-
gram, with reasons ranging from curiosity
about rank, to the assurance that their com-
panies were doing things right, because their
initiatives were inherent in company culture.

What practices lead to a “best company?”
The four representatives pointed to innova-
tive employee benefits that go beyond tradi-
tional benefits. Of particular note: provid-
ing the technology needed to telecommute;
offering full benefits to employees working
as few as 21 hours a week; allowing a three-
month hiatus after 20 years of service; and
providing a Parent Transition Program to
ease employees back into work after the
birth of a new child

When Caffin questioned panelists about
why their employees stay, they each offered
insight into their unique cultures. Los Nifio’s
Services focus on taking the time needed to
assure an employee is the right match for
company culture and values. That culture
includes weekly all-staff meetings that end

with a celebration, a thank you and rewards.
For RF/Binder, teamwork is of prime value
because the team approach allows employees
to be more creative. They assign an ambas-
sador to each new employee to ease the tran-
sition; give six-month reviews that focus on
employee development; and have celebra-
tions for employees and their families.

At Digitas, 50% of the workforce comes
through employee referrals, which come with
a generous financial award; and the reward
and recognition program is employee-dri-
ven. Executives host lunch-and-learn ses-
sions, and there is a daily “recess” period. “Art
of the Company” is an annual exhibition of
employee art. All of these initiatives demon-
strate that, at Digitas, it is “all about con-
necting” to the individual employee.

The culture at YAI/National Institute for
People with Disabilities Network is driven
by participatory leadership, and value and
respect for all employees. Living by the
“Platinum Rule’—people should treat oth-
ers the way they want to be treated—is key.
They model to the population they serve,
and so respect permeates all relationships.

Each of these “best” companies offers
programs that connect to their mission and

values. The thread that binds them all
together is that employees are valued and
viewed as important contributors.
HR/NY thanks event sponsor Gotham
Concierge, LLC., www.gothamconcierge.com.
— Roberta Jackson, SPHR, GPHR
HR/NY Newsletter Committee
Navigations for Leadership, LTD

roberta@navnyc.com

Exceptional
Organizational

* Leadership Development
* Building Stronger Teams
¢ Constructive Stress Management

Immediate skills implementation
for continued development

MBTT qualified professional
with 25 years experience
Roberta Jackson, SPHR, GPHR
roberta@navnyc.com

347-254-6329
Navigations for Leadershie
L

www.navnyc.com
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PRESIDENT’S MESSAGE

Continved from page 1

more user-friendly navigation, add listservs,
an Ask the Recruiter Section, and maybe
even a chat area!

+ Programming. Based on your response
to the fabulous location, room, and food, we
will continue to meet at Club 101, on Park
Avenue. Although there will be fewer Paid
Programs, they will focus on areas of interest
to a broader audience. In addition, we will
offer more complimentary “Member Only”
(FREE) programs. Expect longer presenta-
tion time slots, less time for the meal, more
programs with Strategic HRCI credit, and a
brief (one minute) legal update before each
program. (I say one minute, but we know
they will go on for at least five!)

+ Membership. We are compiling a list of
vendors willing to offer HR/NY members
“real” benefits, such as free or substantial
discounts. More fun and creative Social
Networking events coming your way.

+ Sponsorship. We are in discussions with
20+ potential sponsors willing to sponsor pro-
grams, and advertise in the newsletter and on
the website! Sponsorship is a vital component
of our budget and largely determines the offer-
ings we can provide. Please make a commit-
ment to acknowledge and work with our ven-
dors, if possible, as this can be a win-win situ-

ation for all. Of course, we will continue to
enforce our non-solicitation code.

Save the Dates!

I look forward to seeing you at all of these
exciting upcoming events:

Happy Anniversary. If you have been
reading Inside HR/NY, you know that
HR/NY is 60 years old. This year we will
look back at some of the gaffes in the
Personnel Department—highlighted at a
celebration on Thursday evening, October
2nd at Club 101. There will be a wine tast-
ing and gifts. Look for the invitation!

Holiday Party/Meet the Committees.
In 2007, more than 400 people attended this
event. We literally had to use the floor as a
coat rack because the hotel ran out of space!
Over 30 great raffle prizes were awarded, and
the feedback was fantastic. So save the date,
Tuesday, December 9th. Planning began in
July, so we expect to outdo last year's bash!

SHRM News

Did you know that HR/NY is a super
Mega Chapter of SHRM--Chapter 001! We
will continue to work with SHRM to pro-
vide programs and development opportuni-
ties that continue to ATP/STP—Advance
the Profession and Serve the Professional.
SHRM will soon be announcing a new

CEO! I look forward to working with our
national organization under this new lead-

ership on your behalf.

Gotta Luv Those Volunteers!

[ anticipate a great year and the opportu-
nity to work closely with your volunteer
board of 40 people! Many of these volun-
teers are your SIG and Committee Chairs
and Co-Chairs. I hope you will consider
volunteering to assist them or serve in other
areas of the organization. On our website,
please check out the What We Offer section
and get involved! We are great because of
our volunteers!

A special shout out to all who sent me
congratulatory e-mails. I am looking for-
ward to this stroll that we are all beginning
together! As I continue in my new and
exciting role, I solicit your feedback. You do
not have to wait for an official survey; feel
free to send a quick e-mail to me at
Jeanne@hronthemove.com.

A sStuvart

— Jeanne A. Stewart, SPHR
President, HR/NY
President, HR on the Move, LLC

Jeanne@hronthemove.com

Stay in touch!

Advance YOUR Career!
Human Resources Management at Pace University

Join Us to Explore:

e Certificate in Professional HR Management — PHR / SPHR Prep
e Essentials of HR Management Certificate

e HR Specialized Training Workshops - Earn Your CEU’s
e HR Generalist Certificate

e Strategic HR Management Certificate - NEw!

e Professional Development Program - - "Learn the Skills Needed to Succeed”

Reserve Your Spot Today... (914) 773-3714
EI'I roII NOW- == Classes Starting Soon!

www.pace.edu/cpe
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Decrease in Union Election Wins May Increase Organizing

Pressure on Employers

For the first time in more than a decade, the rate at which unions
won representation elections conducted by the National Labor
Relations Board decreased in 2007. The rate of union wins declined
to 60.1%, down from 61.4% in 2006, according to a report pub-
lished by the Bureau of National Affairs on June 2. In 2007, the
number of elections won by unions was 902, as compared to 1,018
in 2006.

The number of representation elections held in 2007 also
decreased from the prior year, continuing an annual decline begun
in 1996. That year, there were 3,300 agency elections, compared
with 1,502 in 2007, a decrease of more than half. According to the
BNA report, unions have won more than half of all representation
elections in each of the past 11 years.

The total number of new members organized by unions through
NLRB elections was 57,908 employees in 2007, down from 59,759
of the previous year. The number of eligible employees also
decreased to 101,991 in 2007, from 112,336 in 2006.

The win rate for AFL-CIO affiliates in 2007, at 59.1%, bettered
the 52.2% of the Change to Win federation. Both union federa-
tions faltered from the previous year’s levels, although Change to
Win unions lost more ground in terms of percentages than the
AFL-CIO constituents. Both federations’ affiliates were involved in
fewer elections in 2007 than 2006.

The International Brotherhood of Teamsters had the most elec-
tions in 2007, at 407, winning 48.6%, a half percentage decline
from 2006. In second place, the Service Employees International
Union participated in 136 elections, winning 72.8%, marking a
very slight gain over 2006. The two industries with the highest per-
centage of election wins in 2007 (health care: 70%; services: 68.4%)
are the two strongest constituencies for the SEIU.

Undil now, one modest success in the otherwise long decline of
organized labor as a dominant player in U.S. employment relations
has been the steadily improving rate of union election wins. With
the most recent figures showing that, too, may have begun to falter,
union leaders will seck other avenues to reverse the slide.

Unions, by and large, have been holding their own through a
method of organizing employees known as a corporate campaign,

rather than elections. The primary objective of a union corporate
campaign is to gain the advantage through the employer’s pledge
of neutrality. Corporate campaigns press the organizing message on
a target employer’s financial partners, vendors, board members,
shareholders, local communities, and other business relationships,
and uses government agencies, the courts, and other external
processes for added leverage. If the employer bows to the pressure,
it generally will give up its legal right to express freely its opposi-
tion to unionization to employees.

The corporate campaign has proven very successful in organizing
workforces that are union-free or already are partially organized. It
has worked at the organizing stage and at the bargaining table. It is
a key plank in the platform adopted by the SEIU at its internation-
al convention just concluded. With a nearly unanimous commit-
ment from its leadership, the SEIU has pledged the vast majority of
its collective resources to gaining employer agreements of neutrality
through industry-wide organizing targeting some of the largest
employers in the country. The Wall Street Journal reports Jackson
Lewis Partner Michael Lotito as saying that more aggressive cam-
paigns against big service-sector employers should be expected.

The SEIU and other unions are turning their attention and
resources to the upcoming fall elections and a Democratically con-
trolled Congress to advance their agenda for passage of the
Employee Free Choice Act. If it becomes law, the Act would force
employers to recognize a union on the basis of signed authorization
cards alone, without an NLRB-supervised secret-ballot election,
mandate arbitration for first union contracts where the parties could
not reach a settlement within 90 days, and impose stronger penal-
ties for employer violations of the National Labor Relations Act
during organizing and bargaining. Last year, EFCA was narrowly
defeated in the U.S. Senate after passing the House of
Representatives by a substantial margin.

Organized labor has called for passage of the Act within the first
100 days of the new administration in Washington.

— Philip B. Rosen & Linda R. Carlozzi

Jackson Lewis LLP

RosenP@jacksonlewis.com and Carlozzil @jacksonlewis.com

The Sherman Award is a
y $1,000 scholarship given to an
outstanding student of HR
management who has been the
most active and supportive of
the student SHRM chapter.
This year’s awarded went to
Suman Sebastin, a Masters of
Science student at Polytechnic
ll University. This scholarship is

given in memory of Harry

Jennifer Patterson (I) presents
Suman Sebastin with the award.

HR/NY: 60 YEARS OF RELEVANCE
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2008 Sherman Award Winner

Sherman, HR/NY’s first President, and a generous supporter of
HR education, as well as the development of HR students.
Sherman believed that students are the future of our organization
and the profession.

Sebastin clearly and tangibly demonstrated that her leadership
and contributions significantly impacted her chapter’s success. She
was elected President for the 2007-2008 academic year. Her accom-
plishments include: editing three issues of the chapter newsletter;
coordinating the creation and design of a new chapter website;
revising the Merit Award application and documents to comply

Continved on page 11
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COMMITTEE CHAIRS

The new program year is off! Now is the time to contact one (or more) of the Committee and SIG Chairs and Co-Chairs below

to see how you can help.

Benefits SIG:
Jim Glock jglock@corpsyn.com
Linda Caffin Icaffin@carlmarks.com

Career Planning & Professional Development SIG:
Leslie Willmott leslie.willmott@lhh.com
Winnie Corton weorton@nyc.rr.com

Certification:
Jack Shein, SPHR
Jennifer Loftus, SPHR

jack.shein@jobdiva.com
jcloftus@astronsolutions.com

Compensation SIG:
Edwin Artuz
Randi Glinsky

edwin.artuz@thlbny.com

tbg2003@med.cornell.edu

Directors’ Forum:
Arlene Newman
Janice Florence

anewman@lhw.com
janice.florence@theclearinghouse.org

Diversity SIG:
Gail Stewart-Evans gstewartevans@stblaw.com
Bill Drewes bill@neotecra.com

Employee & Labor Relations SIG:

Linda Carlozzi carlozzil@jacksonlewis.com
Khristan Heagle kheagle@kleinzelman.com
Financial Services SIG:
Brian Fagan brian.fagan@alliancebernstein.com
Kathy Tignor ktignor@yahoo.com
International HR SIG:

sf@executivecommunicator.com
abovhr@aol.com

Susan Farwell
Ariel Boverman

Legislative & Legal:
Colleen Sorrell

colleen.sorrell@hklaw.com

Jennifer Pleva jpleva@lsdco.com
Managers’ Forum:

Danielle Dorter ddorter@g2.com
David Emerson demerson@lhw.com

Marketing & Promotions:

Edwin Artuz edwin.artuz@fhlbny.com
Membership:

Barbara Safani info@careersolvers.com
Mental Health SIG:

Liisa Semp Isemp@juicepharma.com
Wendy Brennan wbrennan@naminyc.org

HR/NY: 60 YEARS OF RELEVANCE

Networking SIG:

Barbara Safani info@careersolvers.com
Adam Malinowski amalinowski@advhr.com
Newsletter:

Brian McComak, PHR bmccomak@gmail.com
Not-for-Profit SIG:

Lynne Plavnick, SPHR

Grace Beasley-Matthews, SPHR

Iplavnick@voa-gny.org
grace.matthews@bideawee.org

Orientation:

Maggy Smith msmith@seanjohn.com
Barry Manus barrym@bravohrservices.com
Public Relations:

Jacki Friedman jfriedman@feinerfurman.com
Kevin Johnson kjohnson@accountpros.com
Staffing SIG:

Charles LaManna, SPHR
Anne Hunt-Doherty

charles.Jamanna@wachovia.com
abhunt@tribune.com

University Relations:
Jennifer Patterson
Shannon Pill

jpatterson@screenvision.com
pillsha@kellyservices.com

Women’s Issues SIG:

Merrie Singer, SPHR msinger@ap.org

«11)»

Grace Protos protos.grace@dol.gov
Workforce Readiness:

Kathie Malinowski kmalinowski@mypublisher.com
Stephanie Steinberg Stephanie.steinberg@liu.edu
SHERMAN AWARD Continved from page 10

with new requirements; coordinating chapter meetings, events, and
special workshops for the international students; and developing a
strategic alliance between SHRM and the Society of Women
Engineers at Polytechnic.

Suman was also selected as one of Polytechnic’s representatives to
the 2007 SHRM National Meeting in Las Vegas. Congratulations
go out to her for this well deserved award.

— Jennifer Patterson

Chair, University Relations Committee
HR Manager, Screenvision
jpatterson@screenvision.com
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SAVE THE DATE

Sept. 16

Sept. 22

AFFILIATE OF

SOCIETY FOR HUMAN
RESOURCE MANAGEMENT

"HR Certification or an Advanced Degree...What's Best for You?,” presented by the Career
Planning & Professional Development SIG. Speakers: Jack Shein, SPHR, Sr. Vice President,
JobDiva, Inc.; Jane Passberger, SPHR, HR Manager, Morgan Stanley; Deborah Blumenthal,
Consultant, Chadick Ellig, Inc.; and Jennifer Loftus, SPHR, Adjunct Profession of Human
Resources, Pace University. 8:00-8:30am, networking & registration; 8:30-10:00am, panel discus-
sion. Location: Lee Hecht Harrison, 200 Park Avenue, 26th Floor (MetLife Bldg. at Grand Central).
For more information or to register, please e-mail leslie.willmott@Ihh.com. +

Chapter Meeting: "Compensation & Budget Trends for 2009 Planning.” Speakers: Anna Orgera,
Principal, Mercer Human Resource Consulting Human Capital Advisory Services Business; Thomas
Morrissey, Senior Account Executive, Corporate Synergies. 8:00-8:30am, networking & registra-
tion; 8:30-10:00am breakfast & presentation. Location: Club 101, 101 Park Avenue (between 40th
& 41st Streets). Approved for 2.0 (strategic) recertification credits. For information or to register,
please visit www.HRNY.org.

+ denotes a free event.

Please visit our website www.HRNY.org and click on “Events” for more information or to register.

Upcoming Programs — Save The Date!

SEPTEMBER OCTOBER NOVEMBER DECEMBER
S| M| T T S M TIW|T F S S M TIW|T F S
2 4 5 6 4 1 1 2 3 4
11|12 | 13 1 2 3 4 5 7 8 11 112 | 13
18 | 19 | 20 18 9 |10 |11 |12 |13 | 14 | 15 19| 20
25|26 | 27 25 16 | 17 | 18 20| 21 | 22 26 | 27
23124 | 25| 26 28 | 29
30
10 Eci;'ﬁc;:]o;rgelr:]%;ﬁsméll\éanagers’ . 60th Anniversary Party 5  Networking SIG ﬁ]r;ngﬁln:ln?ili?ea;ysljarty & Meet
16 '\CAI;;E;SHOFE (BDgtr'zification or 7 T(t:ttei\rlri}?/tional SIG Cross Cultural . Chapter Meeting/Technology Managers’ Forum
18 Employee & Labor Relations - Directors’ Forum 11 Not For Profit SIG
sia o CPPD Social Networking;
- Compensation Chapter Meeting - Legal & Legislative—all day 12 Employee & Labor Relations
o5 Women's ssues SIG; 23 Compensation SIG; Benefits SIG LEGEND

Compensation SIG

International & Diversity
13  SIGs—Global Diversity;
Compensation

. Directors’ Forum

- Holiday

Complimentary Event

- Paid Event
- Forums

- Networking Events

Managers’ Forum

HR/NY’s Littlest Member,
Dylan Joseph Sharkey,
joined the firm of Zelman & Sharkey
on May 29, 2008.

Calling all Meeting Hosts!
Would your company or
organization like to host an
HR/NY meeting or donate

Congratulations to Lorri, Peter, Steven
and Jake on the new arrival!

space? Please contact head-
quarters at hrny@hg4u.com
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