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MAINTAINING EHFLCI‘I’EE CDHHITHENTTD CHANGE

You ve probably experienced it first hand. An
employer used all the bells and whistles to introduce
a nminnqm.'iurvq'i were taken, middie franagers
were [mvited to special meetings desigred to gain
their support, top leadership climbed on board,
brochures and buttans were printed and big kickofl
assemblies were held.

Three months later, the mitative was dead in the
water, the objectives weren t reached and life went
back to normal. Funmy thing, except for the leaders
who wanted the change, no one was surprised.

‘Why is change so hard to accomglish within
orpnmtons! Perhaps because emphasizing the kickoff
abewe all elve is misguided. Research indicates thar
accomplithing successful change is mare about keeping
employees support than gettng it
in the first place.

Ax boch top performing and less
swocessiul companies, enthusiasm
for change typlcally drops

Revearch indicates thar

organizathon must publicly support the directive.
W key managers are allowed a different sex of rules
than employees, the initiative will lose credibiliy.

Recognize middle managers ongoing role.
Although most companies know they need the
support of mid-managers initially, it s important to
keep them invalved throughout the process,

Stay focused. Daon © expect the peocess o handle
iesel] sutomatically after the kicke Anticipate obstacles
and new develapments along the way and be ready
o adjust the plan to deal with them.

Don t set the bar too high. Being averfy
amdbitious with your miestones can cause employees
o become discouraged. Estabiishing realistic goals
and announcing thelr avainment will help maintain
enthusiasm for the cause.

Set ashde adequate resources.
Research indicates that
wdmﬁmlﬂn; the resources

required or trying to accomplish

off after the first month. Bur top  aiccetpldishing siccesfied change oo many changes at one time can

performing organizatons recognize

doom an initative o mediocrity

the downtum and quickdy take steps & more afons Begpinr employeer Give employpees the tools and tme

o reverse the trend, whille less
successful ones take Innger to
rafocus on the change initatie and
sometmes can © recover,

Acoprdng ron sudy by OnPedng
Consultng in Mew York, dealing
quickdy with o drop in commitment
ts eriteal vo change effores. Unless a comparry can get
bachk on track within one to three months, it 5 unlilosly
the imitiative will be swccessiul, its research indicates.

Harm are some things companies can do to maintain
commitmant 1o changa:

Knep talking. Leadership must find ways to
communicans often and directy with employses about
the pros and cons of making the change, why change
Is imporeant and why they belleve the organization
can make the shift successfully.

Make leaders models, Everyone in the
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Hipnore el geteing it

in the frrse place

they need to do what you're asking.
Keep cheering. Most
erganizations kick off big initiatives
with metings. ghve-sways and other
farfare. Continue to maintain
interest by celebrating major
accomplishments or goals and
communacating regularly with employess.

Tie change to compensation. High performing
companies fink key objectives to pay. particularly in
management bonus-award programs. But incentive
phing increasingly ane baing ofered to non-management
employees. Link these to organizational goals as well,
and also wse spot bonus wwards — both monetary and
otherwise — o rlly support
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MOST BOSSES ARE — WHAT ELSE? —
MALE AND CAUCASIAN

More than three-fowrths af LLS workers repart to a Caucasian
boss, and just one-third say their manager is a woman, according
to a Hudson diversity-in-the-werkplace survey, Hudson, 3 New
York-based staffing firm, conducted the survey of about 5,000
employees in Janvary. Government workers are most likely to
have a female bass, with about 43% in this group saying they
report 10 a wiosman,

Employees ane unsure whether diversity initiatives create job
advancement and malary opporunities for wamen and minorities,
with one-third of workers saying they do, one third saying they
dan't and one-third unsure. About 205 of all surveyed workers
say they know someone who was denied a job, promation or
pay increase because of their race, but 46% of African American
workers believe they know someone who has been a victm af
this type of discrimination.

While 70% of employees say having a diversity policy & “very™
or “somewhat” imporeant, almast two-thirds (65%) of African
American and 51% of Hispanics believe it's very important to
have such a palicy, Hudson reports,

WHY BAD APPLES ARE ALLOWED
TO KEEP ROTTING ORGANIZATIONS

Why do negative employees who drag down marabe and
disrupt workplaces have the staying power of Superglue? They
may ke pocd performerns and greac manipulators and companies
den’t want o base them, or employers may fear legal recribudon
if they're fired, says Joanne G. Sujanshy, president of KEYGroup,
a consulting firm in Pitesbur

Even if bad apples are a small pereentage of most workforces,
they require more managemant tme than other empleyeess. To
koep organizations productive, managers need to find ways o
confront these problem employees, says Ma. Sujansky. Bad apples
try to blame others, 20 one tactic when confronting them is 1o
sty focused on the problem at hand, not on what the bad apple
says o defllect blame.

To nip problem attitudes among employees. provide balanced
feedback that includes mentioning positive and negative behavior
and foster a cubture that rewards helping others. By foblowing
soamnd HR, practices, firing an employes should not result in legal
consequences. Ms. Supncky adds,

WOMEN RECEIVE EXECUTIVE
COACHING LESS OFTENTHAN MEN

SOME WOINen éxecutives complain that corporate artstudes
keep them from advancing o higher levels. A study indicarting that
women recehe executive coaching at a lesser rate than men
SRUME U0 SUPROT this contention.

The survey of 3,000 HR, executives by Movations Growep,a
consulting firm based in Boston, indicates that abeawt 20% of
companies offer executive coaching to women at a lower rane
than o men. Abaut three-fourths offer executive coaching to
women at the same rate a5 o men, while just ender 6% of
employers provide executive coaching to women at a higher rate
than men,

Women should be assertive about seeking coaching, says
Mavations sendor consultant Deborah Felton, "Men generlly have
stronger informal necworks and underseand the 'urwritten rules’
of the arganiraton, 3o coaching is that much more crucial for
women, who semetimes find it hard to ask for help because of
their socalization,” she says.
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WHAT WE STAND FOR

REFERRALS REMAINTOP SOURCE OF EXTERNAL HIRES

Companies need look no further than their
own employees to find good job caindidates. job

hunters need look no further than their networking

contaces o find pood jobs.

These are the primary conchiions of the 2007

Source of Hire survey conducted
by CareerXroads, a recruitment
consulting firm in Mow

For job hunters, the survey shows why
contacting search firms iz an nefficient way 1o job
hunt. Less than 5% of all positions were filled by
third-parzy firms in 2006,

The impact of the Internet ks so pervasive

that CareerXroads researchers
Gerry Crispin and Mark Mahler
balieve that almost every source

Brunswick, N.]. The firm received of hiring has an Internat

responses from 40 corporations For companies, the most component These may range from

employing more than 1.2 millkon the initial research done on

staffers, ; ; o candidates o application methods
For the fourth year in a inexpensive and effective T commuicatons with

rovw, referrals remained the best
source of eaernal hires, eclipsing
all mther sources, Most hires in
this cavegory (95%) were due w

referrals. The remaining
5% represented referrals from
vendors, supplers, alumni or
“friends,” reports CareerXroads.
In a supplementary survey, the
firm found that referrals are
effective as well as papular, with
a3 few as three referrals leading
o a mew hire.

The 2007 results point 1o the
growing popularity of rehiring
former employees or
"Boommerangs”. This B due partly
o |:|'L=|'|g;i|'|sL attitudes toward

former employees and the .

current abilicy wo sty in touch
with company alumni via

wechnology. In 2006, rehired employees comprised

5.2% of externally-sourced recruits, according 1o
the surnay.

sty ko fined camadfelates
is by boasting referrals
Sromn employees e by
widening vefernd programs
to include suppliers,
ctisterners and otfrer

compary friends”

candidates during the hiring
process. Candidates recruited as
a result of job boards made up
12% of external hires, with
Monster.com, CareerBuiider and
Hotjobs emerging as the most
popular Internet job-search sites
in 2006,

Although respandents said
20% of external hires are from
the company’s VWeb sive, the
researchers dispute this finding,
saying that Web sites are a
destination, not a source.

The findings clearly indicare
that for companies, the most
inexpensive and efective way to
find candidates is by boosting
— referrals from employees and by

widening referral programs to
include suppliers, customers and
other company “friends”. For candidates. its clear
that the best way o shorten a search is by meeting
people who can make referrals — also known
a5 networking.

Sources of Hires (as a % of external hires only)

Referrals 25.6% 27.1%

Company Web site 20.7% | 2.2% 15.8% 20.6%
Job boards 123% 126% 11.8% 10.3%
Print/™Media 6.9% 4.6% 5.5% 8%

Direct sourcing 64% 7.4% 6.0% 2.6%
Re-hires, Boomerangs 5.2% Mt Surveyed
3rd party agencies 48% 5.7% 3.2% 1.2%
College 38% B.0% 5.6% 2.4%
Career fairs 27% 5.2% 32% 2.8%
Temp-to-hire 23% ¥ Mot Surveyed
Search-engine advertsing 20% Mot Surveyed
Walk ins 0.5% 4.2% Mot Surveyed
All ather 0% 10.5% 15.2% 26.9%
Source: Corserairoods, Kendal Park, N1 3
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HELPING EMPLOYEES CHAMNGE
MEGATIVE SELF-TALK

Deear Friends and Colleagues:

Given a choice. would you rather spend time with a negative or
positive person! Most people would say they d prefer to be around
someane who tees the plagy g hall full, not hal! emper

But romsegimes, wa can ¢ avoid being around poople with negative
attitudes, especially if they re family members or co-workers. These
individualy seem 1o gain energy by sapping it from the people around
them. Ironically. negative people can complain about things they don t
ik wintdl the cores Come e but they seldom do amything productive
te fix thete concerns. Blame and an inabikty o mke retporaibilicy are
othar key halimarks of negative personalities. They also have change.

Mot of you know | m in rJ'u:g_h:q.ﬂ haadl full carmg. But Ibr'mg_up
negative mflugnces because of an item on the sedond page of thiz
istse about what companies can do to weed out bad apples who
demoralize others.There 3 also our artkle on the front page abowt
sucoeiafully wmpdernenting change. Megathve people seldom tupport
change and often downright resist it which is further reason to weed
them our,

Managers often fear confronting negative people. They should
receie training and support on nipping this bebavior and bullding
positive environments. While | m an the topic of emplores training,
hern 5 another pet peeve of mine:Why don't companies do more to
hedp employees. reach poals!

| rreeanm thit im a prychological sente, not an operational sense.
People are capable of dosng far more than they believe they can, so
witry aren ¢ they fullilling their promise? It 5 bocause they don't have
faith in themsebres. Organizatsons would benefit if they did more o
hefp thesr people 1o believe in themsches because productivity would
ncrease.

What | m proposing reguires mimimal evestment. Instesd of 3
workzhop on, say. retirement planning or che 401k} plan, jump on
the bandwagon with the new DVD, The Secret. and offer a semanar
with a catchy tithe, such 3z Unlocking Your Inner Power. Then teach
employees 1o visualize their poals, focus on them and believe they can
reach them, Mow that & positive thinking!
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Our Locations:
121 1 Wviest 22nd 5.
Suite 1006
Oak Brook, I 60523
&30-571-331 |
BI0-5T1-57 14 (faod)

10 5 Riverside Plaza
Suito | 8O0
Chicago, IL 80605
3N2-541-0294
3126574799 {fax)

33 Wood A, Sowrth
Suice S00
Isalin, M) OES30
T32-585-T575

Oher Web site address:
wownw. firsttransithons. com

E-mail us ac:
admingfirsttransitions.com
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