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FIRST REPORT

A FPubklicatlen of Firsce Tranaltions

DOWOMEN CHOOSE CONTROL OVER CORPORATE LADDER?

In whe LLS., women want 1o be top managers a3
much a5 men do, but gender storeotyping often keeps
them fram holding top management jobs. sccording
to studies. Lavely, book authors and the nacioral media
harve suggpested that women actually e staying beneash
thie so-ralked glics colling because their jobs allow
tham g achigwe groacer happiness in their fives 23 8
whole.

I chr defimivion of poweer is having contral of pour
life, this is good news, beairse it indicates that wamen
aren't succumbing 0o the lusion that maney B power
and are making corsciows chaoloes to benefic cheir
lwaes, Saill, e wwrosmasn who want to kead organizations,
pender stereotyping is a decouraging cbstade because
it's imisible, porvasive, uncrue and wnlair.

The fact is that women still don'e
hald vop positons n business in
propartion to their share of the
managerial workforoe. n 2006, for
instance, only 15.6% of Fortung

For women wile iwant te get

less. Thary often rause work harder than man 1o achirve
the same lewel of recognition and to prove they can
lead. Fer e, thisy gy reed o succeed repestedly
to prove they can achieve suocess, whereas 2 man
might need 1o demonstrate JUCoess once oF twice,
As far as pay. the highest compensated LS. wormen
expcumive earmed 326, 1 milkon in 2006, 0ot even close
to the $48 millicn earned by the 1oth highest paid
male axecutive, reports Bquilar Ine.a compenixtion
research farm,

Likeabllicy: YWomen whe exhibit eraditionally
salued leadership behaviors such as assertiveness are
Bl A% COMPETEAL it Ny perionablie oF well ke,
Catalyst reports. Thoss using & more stereotyplcal
fomining stylo are ked but not considersd as having
ey leadership skills.

Owrganizations must tabo stops to
avercomse the damaging impact of
gender stereotyping and use the
expanding pool of fomale kadorship

500 corporate officers and 14.6% el i ovganizaiions, gender  pient 1o the fullest Such steps

of Fortwme 500 board directors

might invoba assessng tho

e T, weliile weoiman made Irf.l'-".'l.l’_].-.,'.‘l:ﬂx Er it -’Ir:.ir‘f.llrr.u'gfﬂt‘q' workpluq o determane bh what

up more than 50% of managerial.
professicnal and refated
accupations, reports Catalyst, a
nonprofit group that promotes
weoaren in business,

Ina recent study, Caralyst notes
that gerder stereatypes lead
organizations to routingly underesgimace and
undprutilipe wemen's kadership talent. Moreover, they
perpotuate 3 “no-win" sination for womon eoscuaties
wherein they're wrong regardless of whae they da, in
thiree areas partoularfy;

Parception: Women leaders are perveved ot “never
just righe” If fernale executives behave coraistemiy
whith pender stersotypes, they are comsidered too
soft. W they po against gender stereotypes, thiy are
viewed as voo tough,

Competence threshold: Wamen braders face
higher standards than men and are rewarded with

FIHST. TRANSITIONS

freroveisee, wnirne and wnfair

ways women are at risk of being

abitacle becanse its invisifle,  Mereotyped: ereating workplace

PrACGOES CArpating and alirninaging
bias; eraining managers and
employees 1o recognize bias and
i3 cordequences and to underszand
the inconsistencies between their
valugs and scual bahavior.

This tssue doesn’t bedong on the back burner.
Talented wormen ame learving OFFAnIZALaNns. b SLare
theeir own companies at a fast ciip, and experts say
the glass caifng i3 & bey cause Bevseen 1997 and
200&, the mumber of women-gwned firms grew 47%,
compared to a 23% growth rate for all new firms,
reports the Center for Women's Business Rescarch
In hmalth care. the growth rate for women-owned
firma was 130% becween | 597 and 2006, the second
highesx by industry, the center reponts
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DIVERSITY RECRUITING
LAGS IN HEALTHCARE

Adthough healtheare executives believe that dwversity leadership

s impartnt o their organimtions’ suocess. few believe much

s has been made to close the diversity leadership gap in
the past five years, reparts YWit/Kiefler, a healthcare executive
reCruiing firm in Oak Brook, 11,

More than owa=thirds of mirorty exeoutives and 40% of majority
wxecutives don't agren with the savement that healthoare
organizations hawe made strides in adding diversicy beaders in tha
lust five years. its sursey shows. Hall of minority executives and
one-third of majority executives disagres that their awn amployer
has achisved success in cloging the gap since 2001,

Almast 700 vice presidents snd higher-bevel cacuthes responded
to the survey, with two-thirds of majority and nearly 80% of
minority maragers sayirg intermnal dieersity programs ar foranegic
to organtzational success. But 67X of majority and only J0% of
minority leaders agree there are more opportunities in health
care for diversity leaders than five years spo Almost 90% of
mingrides say the top barrier to diversity recruiting and retontion
15 a kack of commamant by 1op management. while 81 % of majority
executives 3y the top obstacle is 1o few diversity candidaves to
pramats from within,

INTERESTING JOBS, BALANCE
RETAIN EMPLOYEES

Job sability ance ranked high on the kst of factors sought by
mgw hires. In 2007, its at the bottom. Mowadays, job soplopry’
priorities are interestng or maaningiul work and worklife balince,
according to a survey of 776 emplayees by Princeton, M.
consulants Blessing White,

Here's what employees said matters most in thesr next ol
Interesting work [T9%); meaningful work (| E¥) work/life balance
{18%); financial reward {14%): opportunity for promotion [B%);
cultural fit (6%):a boss | trust [4%); and job smbilicy (2%)

RECRUITERS RESPOND TO
UNSOLICITED EMAIL

Executive search corsultants zre more likely 1o respond o
unsolicited resumes now than 15 years ago, with 2 2007 survey
showirg that 75% might chaose to reply v 45% in 1990 according
1o Execullet, an executive networking organization. About B%
angwer all ingquires, compared 1o 245 in 1990 and sbown 1% dont
respond at all, compared to 2% 15 pears ago.

Bart while same recruzers belimvw they mighe find 2 pearl amang
the hundreds of resumes that arrive daily in their email booes,
“plenty constimently gnore such inguiries, [belioving] dhat ics scill
far better for a transiticn=minded or unemploped exetutive to
netwark cheir way (o a search consulane” Execuler reports.

BEING SORRY MEANS HIGHER PAY?

Saying sorry (o your spouse could boost your intome or eaming
mre iy mean you're more willing ve say “sorry, dear” A Zogby
International survey indicates that 92% of those earning more
than § 100,000 annually would apolegize st home i chay fele
themselves completcly to Mame, vi 52% of those earning under
$25.000 a year. Reasons for the link batwesn apalogizing and
income aren’t clear, with some experts mying that higherpaid
peaple tend to ask for forgivenass rather than permission. The
peodl was conducted for The Peard Outlet, an online pearl retailer.

THE BEST AND
WORST CITIES FOR
RELOCATING FAMILIES
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WHAT WE STAND FOR

FIRST STRATEGIES' CANDIDATE ASSESSMENT PROGRAMS

CREATE MEASURABLE RESULTS, SAYS JASON WHEELER

¥ your arganizaton is
facing critical seaffing
shortages, Mnpraving your
candidate sourcing and
aszessment may be the
anzwer, says fason YWheeler,
Managing Director of First
Strategees.a divisian of First
Transitions. Fusrther, improving hifing processes
will translate into gaing in organicaticnal
performance., he syt
Seudies sndicate that while a majority of
companies report critical staffing msues, very few
hawe processes in place to
smprowe them, Jason, who joined
First Strategies this summen. can
help companied idamsly stafling
issues and design rools and
procedures 1o sddress them
Most organizations have
traditional hiring and stalfing
procedures in place, whareby a
human rescurces staffer screond
candidates Lo see if their

Many hiring managers lack
mrrining e determine if”
povencial hires fir the culoare,

This can burt organizational

Among initiatives that can improve business
results, the greatest gains come from performance
management (34% improvement), compatency
management (31% improvement), and scurcing
and recruiting [27% improvement], according o
Barsin, Only 21% of responding organizmtions
currenitly have some talent management strategy
in place. the company reports.

First Strategies’ services rangs from hiring
and assessment to performance management o
leadership and executive coaching. Employee
sebocticn and improvement processes include
staffing awdics. candidate evalmron tools, and
bethiawioral and ocher mtervies
training. Post-hire assistance
includes new hire orentation
and on-boarding programs.
F5 consultanas also design
careenpath management,
charge maragesmsent, careers
counscling and assessment,
performance.review and
succession planning programs
to help with @lent retention

backgraund matches the role's p:r}‘&nmnm Idl_'k::_,ﬂ’]’.l’ﬂ?]' Wheeler At the moecutive bevel, FS

seated qualifcation. Aduere that
a hiring manager cypically
interyviews pre-screened candidates. Bue many
hiring managers. lack traiming (o determane il
potenciyl Fires Bt che cultung, are compaent n
ericical shill requirements or ha future poteral,
“In soumee cases. the hiring managers go off gut feel
and aren't asking the behavieral type questions
negded 1o hire the besx candidates,” says Jason,

Marny employers would benefic significandy i
they determined the required “compatencies”™ or
qualficanons cendidates should have w drive
siccess in the organimdion now and later on, First
Stravegies identifies and provides assessment tools
that <an determing these requirements and also
provides training to help managers idencify new
hires with potental

MAccording to a recent survey, more than
hall of crganizations [S3%) report critical shorages
among line manzper positons, 48% have cricical
shortages in engineering and other technical
professions, such at nurses, and 3%% report critkal
shortages in sales professiomls. bn its survey, Bersin
& Associyes, an Qakdand, Calif, research company,
Tound thar tha most wrgent mlent shortxges are
in healthcare, povernment, ucilithes, oll and gas, and
trlegommunications sectors,

consultants are skilled in

leadership development and
coaching managers to ensure organdzational
SLCCRSE,

Jason comes to First Strategies from Aunico
Reports, a human-capital eonsulting firm, where
he was a vice president AE Aurica, he built an
Organicational Development/Assessment division
fram the ground oo He assisted clients with
selection, development and succession-plinning
processes through strategic planning and
customited protedures.

Jasen has cvmeesd his own HR consulting business
and has served in leadership rales for Fortune
500 eamrpanies. He kas over 12 years of suceessful
buginess develapment and sales leadership
experience. Jason is certified o conduct team-
baiildng and development workshops and is a
certified esmpetency-madel architect. He's vice
pregident of the Human Resources Assaciation
of Gresver Cuk Brook and a member of SHRM
and the Human Retource Management Association
al Chizaga (HRMAC).

Married for 12 yesrs. Jasen and his wils Suzmnne
e ene daughter, Babells, They live in Downers
Grove, Il and enjoy spendang free time a5 a family
outdoors o ag the beach,
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WHY THIS NEWSLETTER
ISN'T SENT VIA E-MAIL

Diear Friemds and Colleagues:

People often ask me why we don't send out the Firit Repart by
e-mail. They point wo all the other human resowrces organizations
sending rewaletters electronically, phas the bundle of money we'd swe
an the white envelopes wa mail icin and the podtges.

s, mary groups are dending newibetters electronically, but wirre
not one of them for several reasons. First, we want people 10 read
the First Repore. One study of computer wers shows that in 2006,
only |'7% ol electronic nerwsletters were read, and @ven then, recipients.
anly viewed them for an average of 5| seconds, 5o your can't really
call that resding.

Second, we'ne somially srving recipients time and affort by providing
thesim ‘with a printed newslerter. People read text on paper fxster than
words on o computer maenitor and gpically only read a longer item
lile a pewsletter alter printing them oot Vye're just saving you that
step. (Plus, with 30 mary of us multitasking on our computers all day,
who Gl OF wanis io ke the 1cresn time o fesd an emaled rq:rurl!]

Sure. sending a newdorter via snall maid may seem ald-fxkisned.
Hewever. First Transitions stands for quality i everything we do.We
Eligve that the organizations and ndividuals we serve deserve no
less Wl want aur newabstter and how it arrives on your dedk o
reflect this commitiment te qualite

Oibvicnasly, it costs more o print and mail the First Report chan o
aceach i oo an e-mall and press “send.” Ve also pay more wo slide it
inte an envelope than il we lolded, stapled and sent it i balk mail.

Bl it’s worth jn. Every tme wae mail out an e, we reach peopla.
| koo bacause | haar back from former or current eollaagues or
individuals | hawen't mez before who hae received 3 copy

Wi willl always propare and send firse-class information in a frs-
claxs wiry, becavne that’s how we strive 0o do pverything. Besides, if
you roally want to review tha Firse Ropom ﬂﬁll’h’iif_,'qlf:f_pn.t WisIEL Cuar
Wb site, wwose firscgranaitions com,
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Cur Locations:
1211 Wese 2ind St
Suive. | 006
Ok Brook, IL 60523
E305T1-3311
6I0-5T1-57 14 [facx)

105 Aiverside Plaza
Suite 1300
Chicago. IL 60606
312-541-0294
12974759 (i)

33 Wood Aire. Sauth
Sulte 600
Iwelin, ] 08830
7325057575

Olur Wab site addruss:
www. firsttransitions.com

E-rraadll us Ak
admingfirscoransitions. cam
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