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Johnny Taylor’s Five Steps to Courageous Leadership

During his energy-filled March 21, 2007
chapter meeting presentation, Johnny
Taylor, JD, SPHR, wowed the audience at
the Helmsley Hotel with his wisdom about
and enthusiasm for HR leaders being coura-
geous! Taylor recently served as the SHRM
Chairman of the Board and is currenty
Senior Vice President of Human Resources
for IAC/InterActiveCorp. Mr. Taylor has
spent countless hours traveling around the
country and all over the world talking to
CEOs and business leaders on their percep-
tions of HR. He feels that to continue to
transform the profession into a value-added
function, HR people need to do five things
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Johnny Taylor, Lorri Zelman and Barry Manus.

well. His recommendations are as follows:
1. HR people need to know HR, what
HR is and what we, as HR professionals, do.
2. HR professionals have to 4o HR; we
have to know what it is all about and then
perform the necessary functions. We have
an obligation to do HR well.

PRESIDENT’S COLUMN

Focusing on Talent Acquisition:
What's Hot...and What’s Not

hat is “hot” in HR? This is a question
I am asked all the time. Last year, there
seemed to be a significant focus on succes-
sion planning, predominantly driven by the
pending workforce reduction crisis, which is
literally 3 to 5 years away. While succession
planning is still a critical area of focus, it is
often viewed as an initiative included under
the talent acquisition “umbrella,” currently
a key focus for HR leaders. The actual defi-
nition of talent acquisition can be broad, so
I will elaborate.
When we look at the value the HR pro-
fession brings to the table from the perspec-
tive of senior management, it is the ability to

3. HR must be assessed. There is a ten-
dency in HR to measure everything and
then put it away. We need to start assessing
and analyzing the data and HR initiatives.

4. The HR team must align itself with
business leaders and the business team as
alignment is a precursor for success. It is
mandatory that HR customers be involved,
which will then allow them to appreciate
and value what we do.

5. HR leaders need to have courage. We
must act on the courage of our convictions.

Throughout his travels, Taylor has
observed that people think HR is not coura-
geous enough. We have to change this mis-
conception by taking risks and becoming
more courageous! Let us show how smart
we really are and start now!

— Marcella Granick

ACLU

identify and address key talent issues within
the organization. Companies that are trans-
forming their HR function from reactive to

proactive are doing this particularly well.
First, the HR team has gained the respect
of senior leaders so they are willing and able
to invest the appropriate ratio of time-to-
dialogue on key business issues. These
include the current workforce, future goals
for the organization, the required skill sets
and competencies to get them there, and the
realistic skills-gap that currently exists.
Second, once this is established, the out-
come is fully integrated into a strategic
Continved on page 9
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Early HR/NY Leader and Mentor Is Remembered

By John Sturges, SPHR

For decades, HR professionals, have been
persuaded by HR/NY’s volunteer lead-
ers/mentors to get involved. For many, one
such mentor was Sheldon Williams. Sheldon
served as President of the Association on
three separate occasions. He passed away on
April 10th.

A lifetime supporter of HR as a complex
and continuously evolving profession,
Sheldon firmly held that membership in the
Society for Human Resource Management
(SHRM) was critical to any HR profession-
al to keep current in the field. He believed
that the development of the next generation
of professionals is the obligation of senior
HR ' practitioners and consultants—best
achieved through volunteer leadership in the
local SHRM chapter. For Sheldon, this was
HR/NY (formerly SHRM’s Metropolitan
NY Chapter). He once told me “the profes-
sion had been good to me.” He saw volun-
teering as a way to give something back.

In 1952, when he was fresh out of col-
lege, he entered what was then the person-
nel and labor relations profession. Within a
few years, he joined the American Society
for Personnel Management (ASPA)—Ilater
renamed SHRM. He became a volunteer
leader in the Metropolitan New York
Chapter, was elected Chapter President in
1960, again in the late 1960s, and once
more in the late 1970s. During his latter
two terms, the chapter earned SHRM’s
Superior Merit Award. In 2005, SHRM
recognized him for 50 years of membership.

As part of a volunteer leadership team
comprised of then future and past presi-
dents, Sheldon helped craft a winning pro-
posal for the New York City chapter to host
SHRM’s National Conference in 1982 in
the days when local chapters ran the nation-
al conference. He formed and led a steering
committee comprised of the heads of HR
for most major NYC-based corporations.

Later, with a team in which I took part,
Sheldon envisioned and initiated the HR
Professional of the Year Award, which has
continued for more than two decades.
Additionally, with three of us, he spirited and
helped form the NY Human Resources

A HEARTFELT TRIBUTE TO SHELDON WILLIAMS

Executive Forum, a communications
exchange of the heads of HR of many of the
large NYC-based corporations. Until the
mid-1990s, the forum was an extension of
HR/NY and perhaps its first SIG. Former
HR/NY President Peter Panken said: "Shel
was one of the founders and greatest sup-
porters of our Executive Forum and a great
friend to us all. His wisdom, thoughtfulness
and kindness will be missed."

Sheldon deserved credit for mentoring (and
often, recruiting into volunteer leadership)
many past HR/NY Presidents, including
Marian Beatty, Mike Brenner, Karl Gimber,
John Lewison, Bob Lowe, Melodee Mahoney,
Bob Nadel, Peter Panken and myself.

In business, Sheldon led the HR func-
tions for a number of companies, including
NL Industries (then National Lead Co.),
before moving to Touche Ross, which later
merged in 1989 with Deloitte Haskins and
Sells to become Deloitte and Touche.

HR/NY Senior Advisor and former
President Bob Nadel notes “I personally
knew Sheldon as a mentor and friend. He
takes credit for bringing me into the chap-
ter. He wanted nothing in return and would
take the proverbial shirt off his back to help
the ‘younger and developing professional.’
You dont meet a Sheldon Williams every
day....”

Nadel says, “According to my old friend
at Deloitte & Touche, Sheldon was a con-
sultant whose practice in HR, Organization
Development, Organization Change and
Coaching was legendary. It extended into
Deloitte when the firms merged. He was
one of a small handful of Touche Ross part-
ners whose practice externally with clients
earned him a non-accounting partnership,
rare in those days. He also was seen as a rare

The Board of HR/NY
honored the memory of
Sheldon Williams
with a donation to his charity
of choice, the League for
the Hard of Hearing.

organization expert who assisted the firm,
its partners and its operating divisions by
using him internally to foster the growth of
the firm and its people. He earned his
stripes at a time when accountants ruled
over consultants, and his peer acceptance
was of the highest quality, caliber and

acceptance.”
7 * R

Snapshots of a Man

In the field of HR, Sheldon Williams was
legendary—a leader, a mentor, an innovator.
Everyone affiliated with HR/NY who knew
him will miss him. Although it is impossible
to capture his 50+ years of service on the page,
we share below a few glimpses into the man.

Record-Breaking Commitment

When Sheldon marked his 50th anniver-
sary of membership in SHRM in 2004, he
held the record for “longest continuous
yearly dues-paying professional member-
ship.” He stayed involved with HR/NY for

more than 40 years.

Fulfilling a Need; Creating a Conference
Williams conceived and planned the 1983
National Conference hosted by the chapter.
It drew a record-breaking 1,000 attendees,
including the Mayor of NYC. Harvard
professor Anthony Athos delivered the
keynote. Williams called the conference his
“favorite SHRM and HR/NY experience.”

On Why He Joined HR/NY

“I needed to learn about the profes-
sion...No one knew much about HR at
that time. When I talked to anyone about
personnel work, they didnt know what I
was talking about.”

On Certification

Among the first to be certified by the HR
Certification Institute, an affiliate of
SHRM, Sheldon insisted that his HR staffs
be certified as well. He once noted that
before certification, “who knew what your
competencies were?” |
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EDITOR’S DESK

Low-Cost Ideas Help Retain Talent

I n her column this month, Lorri Zelman
speaks of the importance of talent acqui-
sition, one of the key issues facing HR pro-
fessionals today. Equally important in my
mind is retaining talent. Keeping valuable
employees is essential for the long-term suc-
cess of any organization; however, in today’s
competitive environment, the war for talent
can prove to be formidable. There are many
reasons employees choose to stay or to leave;
we can only impact some of these decisions.
One simple, low-cost but understated way
we can impact employee decisions is to
influence how they feel about their imme-
diate supervisor.

As HR leaders, it is often our responsibil-
ity to set the tone, train supervisors and put
tools and systems in place to help ensure a
great employee experience. Sometimes,
however, the little things get missed in the
programs. Let’s go back to the basics and
look at some easy ways to make employees
feel valued and appreciated as well as add
fun to the day. While some of these ideas
may seem simple at first, they can have a sig-
nificant impact on the employee experience.

« Say “hi” or “good morning”

« Say “thank you”

+ Refer to employees by name

+ Add a thank-you note to the
employee’s paycheck

+ Give praise immediately

+ Write a thank-you note by hand

+ Give a “100 Grand” candy bar for a
“grand” idea

+ Give “M&Ms” for that “most magnifi-
cent” performance

« Provide “Life Savers” on the bad days
for encouragement

« Bake cookies for your team or make
them breakfast or pick up doughnuts

« Personally hand out paychecks to each
member of your team along with a
thank-you for a job well done

+ Recognize achievements in front of the
employee’s peer group

+ Mail a note of thanks to an employee’s
home address

Hopefully you will find some of these
ideas helpful. Although they are basic, they
can make a difference in how employees feel
(without significant financial investment).
You can get more ideas by reading
1001 Ways to Recognize Employees by Bob
Nelson. Remember to share all these ideas

with your managers.
In my experience, I've

found that managers
value ideas that make
an impact, and which they can implement
quickly at little or no cost.

For some, these behaviors are second
nature and are at the core of who they are.
If youre someone for whom this does not
come naturally, or if you have a manager
who's not good at this type of behavior,
here is another suggestion that may help.
Make a note on your calendar (or on your
task list) on a recurring basis with
reminders such as: ask about an employee’s
weekend; praise an employee on a job well
done; personally hand out checks. This
approach uses a tool and system to ensure
employees feel valued.

Keeping employees happy, engaged and
energized can be challenging but the basics
are a great place to start!

&: ::5 M LCM—/L’
— Brian McComak, PHR
Editor, Inside HR/NY
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A Timely

New Resource

The CUNY School of Professional Studies offers:
-High-quality customized programs in any subject area to fit the needs of your business and employees
-Undergraduate and Graduate credit bearing courses in Immigration Law, Information Technology,

Labor Studies, Project Management and many more
-Online Baccalaureate in Communication and Culture

For more information visit www.sps.cuny.edu
call 212.817.7255 or email spsinformation@gc.cuny.edu

INSIDE HR/NY
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HRCI Launches California-Specific Certification

f you have ever worked for an East Coast firm with offices in

California, it sometimes seems that the two worlds are further
apart than 2,400 air miles. California has numerous, unique
employment laws that organizations must follow.

The current Professional in Human Resources (PHR) and Senior
Professional in Human Resources (SPHR) exams focus on laws
passed by our Federal government, such as the Americans with
Disabilities Act and the Fair Labor Standards Act. In order to
address the widening differences between Federal and California-
specific law, the Human Resource Certification Institute (HRCI)
has developed the first state specific certification.

The exam covers four California-specific content areas:
+ Employee and Labor Relations — 46%

+ Compensation and Benefits — 26%

« Leave of Absence / Workers Compensation — 17%

« Health, Safety and Security — 11%

The exam is 125 multiple choice questions. Similar to the struc-
ture of the PHR/SPHR exams, 100 questions count towards your
score. Twenty-five questions are pre-test questions tested for use in
future exams. Test-takers, however, do not know which questions
fall into which categories. Candidates have 2.25 hours to complete
the exam.

The exam content is completely exclusive of material tested on

the PHR and SPHR exams. The content is an augmentation of the
Federal law/PHR/SPHR body of knowledge. In fall 2007, a
California-specific SHRM Learning System will be available.

In order to obtain this certification, candidates must first cur-
rently hold and maintain their PHR or SPHR status. After passing
the California exam, the candidate’s certification changes to PHR-
CA or SPHR-CA. After receiving the designation, certified profes-
sionals must obtain 15 hours of California-specific recertification
activities over a 3-year period. Individuals’ recertification periods for
the PHR/SPHR and California designations will be synched to
minimize confusion.

The total exam fees are $275 for SHRM members and $325 for
non-members. HRCI will offer the exam on 6/24/07 at the nation-
al SHRM conference in Las Vegas. Unlike the PHR and SPHR
exams, candidates will receive a paper and pencil test. There are two
separate versions of the exam, with no overlap. Starting in the fall
testing window, computer-based testing will be available. The
California exam testing window will parallel the GPHR testing
window. For fall 2007, candidates can take the exam from 12/1/07
—12/31/07.

For more information on this new certification, visit
www.hrci.org/certification/CA and click on “At a Glance,” or con-
tact Jack Shein or Jennifer Loftus of the Certification Committee.

— Jennifer C. Loftus, SPHR, CCP, CBP, GRP

National Director, Astron Solutions

YOUR FOUNDATIO

May: Employee Engagement and Commitment

Employees who are engaged in their work and committed to their

In Appreciation

We wish to thank eHire
for sponsoring
HR/NY’s April 10th Social
Networking event.

organizations give organizations crucial competitive advantages—
including higher productivity and lower employee turnover.
Organizations of all sizes and types have invested substantially in poli-
cies and practices that foster engagement and commitment in their
workforces. A new report from the SHRM Foundation on Employee
Engagement and Commitment helps you to separate fact from hype
regarding engagement. Learn the specific HR practices that will help
you to increase employee engagement in your own organization.
Visit http://www.shrm.org/foundation/products.asp to download your
free report.

The Nadel Consulting Group, Inc.
“Joining HR strategies and business solutions"

www.nadelgroup.com;
rsnadel @nadelgroup.com

The SHRM Foundation: 40 Years of Advancing the HR Profession
Take our free organizational effectiveness quiz

914-633-3335
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COMMITTEE CORNER

Workforce Readiness SIG

e are pleased to offer HR/NY mem-

bers a great opportunity to help edu-
cate our future workforce on what it takes to
be successful at work. The Work Readiness
SIG has partnered with The Sanford I. Weill
Institute at the High School of Economics
& Finance to assist students in better
preparing for the global workplace and col-
lege. The Weill Institute is a nonprofit
organization that offers technical services
and programs dedicated to financial educa-
tion and literacy; social and business entre-
preneurship, and real-life work/internship
experiences.

The High School of Economics &
Finance is a NYC public school with stu-
dents of diverse backgrounds from all five
boroughs. The Sanford I. Weill Institute has
two major components: Wednesday
Seminars; and Work Experience & Skills
Development. These services provide a sys-
tem to help students prepare for their lives
and careers, increase academic achievement,
and explore their curiosity.

Through the Wednesday Seminars, stu-
dents obtain current and practical knowl-

edge of economics, finance, communica-
tions, politics and life skills. In each 8-week
module, approximately 25 different semi-
nars are offered by external organizations.
Executives and professionals from industry
and educational organizations give one-
and-a-half hours of instruction to students.
These seminars provide opportunities to
explore different careers.

Students also complete three work expe-
riences before graduation—community
service, an unpaid internship, and a paid
internship through the Academy of
Finance—to earn a Weill Institute diploma.
The Institute prepares the students for their
work experiences through skills develop-
ment seminars, and places and supervises
their work experiences. The work experi-
ences give them the opportunity to apply
knowledge and skills learned in the class-
room. In addition, the internship helps
students to develop adult relationships and
learn from role models.

DPlease take this opportunity as an HR
professional to influence the next generation
of workers. We are seeking volunteers to

facilitate a Wednesday Seminar, and organi-
zations to provide internship experiences. A
few participating organizations are the March
of Dimes, NYU Downtown Hospital, Smith
Barney, and Deloitte and Touche.

To find out more, please contact Lynne
Plavnick at Iplavnick@voa-gny.org or Carol
Karlin at Carol.Karlin@bovislendlease.com.
We will schedule a follow-up meeting with
the Weill Institute for all who are interested.
We also need additional volunteer leaders
for Workforce Readiness initiatives this Fall.

If interested, please let Lynne or Carol
know. [ |

Advertise with HR/NY

Let thousands of HR professionals
know about your services or products.
Advertise in Inside HRINY.
Contact HR/NY at 877-625-HRNY (4769)
or HRNY@hqg4u.com

Baruch

Executive

MSILR

CURRICULUM
The MSLIR Students engage in a
rigorous investigation of various topics.
Listed below are the courses that cur-
rently constitute the curriculum.
* Labor relations
* Organizational Behavior
* Human Resource Management
* Applied Statisical Analysis
« Developing Managerial Skills
* Training and Development
e Employment & Labor Law
e Compensation
* Collective Bargaining
* Topics in HRM (e.g., employee
selection, work/family)
* Topics in Labor Relations (e.g., union
recruitment, comparable worth)
* Capstone Project

Our MS in

Human Resource
Management and
Labor Relations

puts you in the center of
today’s hottest workplace issues

Apply now for Fall 2007 admission.

For application material and
information call 646-312-3146,
or email us at MSILR@baruch.cuny.edu

In three years you’ll earn a Master of Science in our Executive

MSILR Program. Books, registration, and meals are all included in
program fee. Classes meet on Monday and Wednesday evenings.
Financial assistance available.

BaruchCollege

The City University of New York

Contact:

Executive MSILR Program
BARUCH COLLEGE

One Baruch Way, VC 13-299
New York, New York 10010-5585
T: (646) 312-3146

F: (646) 312-3147

E: MSILR@baruch.cuny.edu

INSIDE HR/NY
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WELCOME NEW MEMBERS

Rachel Baltodano, ACLU ¢ Ida Bohmstein, Ramaz School ¢
Sirivipa Buranasombhop, HIT Entertainment ¢ Deborah
Cibelli, SourceMedia * Fred Cohrt, FreshDirect ® Robin Costa,
Duane Reade * Annaick Coyne, NYC Economic Development
Corp.  Eileen Dalton, Port Authority of NY & NJ e Lelia
Falquez, Kolinsky Hill Financial Group ¢ Daniel Fanok,
TransitCenter, Inc. * Jeffrey Gentile, LMG Benefits, LLC ® Amber
Haines, Guardian Life Insurance Co. ® Leanne Hamorich, New
York Law School ¢ Charles Kaplan, Lowenstein Sandler PC
Jeffrey Kirschner, Hay Group ® Carolyn Koutsaftis, Royal & Sun
Alliance Insurance Agency, Inc. * Abby Levine, Booz Allen
Hamilton * Eugene Madden, Morgan Stanley * Holly Mickens,
Resources Global Professionals ® Dave Milani, Plus One Health
Management * Kitty Montanez, New York Law School ¢ JoAnn
Murray, Maximum Management Corporation * Michael
Omweg, Gogtech * Laila Rahim ¢ Lauren Santiago, Columbia
University ® Maryclare Scerbo, Brooklyn Bureau of Community
Service * Iris Simpson, Finlay Fine Jewelry ¢ Emily Smith,
BrainReserve Inc. ® Marie Smith, Wachovia ® David Solomons,
Wells Fargo Insurance Services of New York ¢ Jane Van Ingen ©
Betty Ventrice, Forestdale, Inc.e Aida Vernon * Anette White,
HMS Holdings corp. ® Marijane Zona, HSBC Securities Inc.

Make Yours One of
the Best Companies
to Work for in NY

ew York State-Society for Human

Resource Managements Best Companies
to Work for in New York campaign aims to
raise the bar among our state's employers and
create the kind of workplace excellence and
employee satisfaction that will attract talent
for years to come. Formatted as a workplace
analysis and competition, the winning com-
panies will be chosen from companies that
register for the two-part company assessment,
including an employee satisfaction survey.
Winners will be featured in a publication dis-
tributed statewide and honored at a special
awards recognition event.

The program is the only one of its kind
endorsed by NYS-SHRM. At the July
2007 NYS-SHRM Annual Conference at
the Turning Stone Resort and Casino, a
special breakout session will provide infor-
mation about the competition and ways to
create a great place to work. Deadline for
registration in the Best Companies
program is September 21, 2007. For
more information or to register, visit
www. BestCompaniesNY.com.

...Thinking of web-based benefits capability?

...Looking to reduce your unemployment insurance expenses?

Can Efficiently Address Your “R.U.’s”

RU ...Looking for new employee benefit solutions?
...Reconsidering your benefits design, cost-sharing model, etc?

...Considering outsourcing your benefits administration? (Totally, partially or just web tools?)
...Entertaining changing your FSA or Transit plan administration provider?

...Wondering if there is a better and less expensive solution for your 401k or 403b?

...Ready to try the newest HSA programs available under the revised employee benefits legislation?

Get a new perspective on all of your Employee Benefits Programs
For more information contact Barry Manus: BarryM@bravoHRservices.com; 914-289-0951
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HR/NY INTERVIEW

Anne Hunt: Staying Informed and Passing It Along

“Often, people don't understand exactly
what I do for a living,” says Anne Hunt, one
of five National Account Executives for the
Chicago Tribune and the Los Angeles
Times. “T sell recruitment advertising space
to national employers, which are based in
the northeast or that work with northeast-
ern ad agencies,” she explains. She performs
this job with a positive attitude, which is
why her clients respond in kind.

“I'm always interested in broadening
my learning and the Association
keeps me informed and current.”

— Anne Hunt

Hunt’s services benefit employers who
want to use print and online venues to
recruit for local openings in the Chicago
and Los Angeles markets. She also helps
national companies fill positions when
employees relocate out of the Los Angeles
and Chicago areas.

Hunt has been in this line of work since

1996, the same year that she joined
HR/NY. “I had just joined the newspaper
side of the business and wanted to know
what my customers needed. I also needed to
network. The Staffing SIG was looking for
volunteers so I expressed an interest,” she
explains. “The SIG was dedicated to cater-
ing to the interests of HR practitioners. We
planned quarterly seminars and got volun-
teer speakers and exhibitors to participate.”
Now Hunt serves as co-chair of the Staffing
SIG, which is chaired by Charles LaManna.
“Because HR/NY has so many active
committees and SIGs, the Staffing SIG cur-
rently focuses on planning two seminars a
year,” Hunt explains. She says for her the
greatest benefit of membership is being able
to stay current on the issues HR faces so I
can speak intelligently to my customers.
“I'm always interested in broadening my
learning and the Association keeps me
informed and current. And staying current
helps me to better relate to my customers. I
can offer solutions to help solve their
staffing issues.” “I appreciate that HR/NY

strictly prohibits direct solicitation of ven-
dors,” says Hunt. “The thing I really like
about the organization is that there are
many great ways for providers to get
involved and meet people. It has been a
great experience!”

When not at work, Hunt spends time
running, reading memoirs and fiction and
“being outside as much as I can.”

— Linda Simone

A New Addition
to +he Team

We proudly welcome the newest
member of the HR/NY family!

On March 21, 2007
Delphine de Ternay,
Chair of University Relations,
gave birth to Alixe de Ternay
Congratulations!

What's missing from
your employees retirement
income puzzle?

Introducing INCOME SOLUTIONS®, a web-based immediate fixed
annuity purchase platform focused on meeting the needs of qualified
participants seeking a stable source of retirement income. INCOME
SOLUTIONS® provides individuals with access to an annuity program
that can significantly increase their purchasing power.

Facilitated via an

INCOME SOLUTIONS® KEY FEATURES & BENEFITS

No system

IRA Rollover

/ integration required

No start-up costs

2

Institutional pricing

Competition /

among providers

™~

No system
development fee

Help your employees generate a low cost income
stream for life! Visit www.unfcuadvisors.com/is
or call 212-324-3900 to learn more.

UNFCU | Financial Advisors'

A United Nations Federal Credit Union owned company.

Income Solutions® is an annuity purchase program of Hueler Investment Services, Inc.

«7)

INSIDE HR/NY MAY 2007



COMMITTEE CHAIRS

Join a committee or SIG today. Commit to making a difference.  Membership:

Contact one of the Chairs or Co-Chairs below. Ina Willers, PHR iwillers@JDRF.org
Benefits SIG: Mental Health SIG:
Izzy Kushner izzy@hrimpact.com Liisa Semp lsemp@juicepharma.com
Jim Glock iglock@corpsyn.com Wendy Brennan wbrennan@naminyc.org
Career Planning & Professional Development SIG: Networking.SIG: .
Leslie Willmott leslie willmott@lhh.com Barbara Safani info@careersolvers.com
. Sean Harvey sean@boerumconsulting.com
Winnie Corton wcorton@nyc.rr.com
. Newsletter:
Certification: Brian McComak, PHR bmccomak@alicart.com
Jack Shein, SPHR jack.shein@jobdiva.com
Jennifer Loftus, SPHR icloftus@astronsolutions.com Not-for-Profit SIG:
Lynne Plavnick, SPHR Iplavnick@voa-gny.org
Compensation SIG: Grace Beasley-Matthews, SPHR
Edwin Arfuz edwin.artuz@fhlbny.com gbeasley-matthews@metropolitan.edu
Randi Glinsky rbg2003@med.cornell.edu Orientation:
. Maggy Smith msmith@seanjohn.com
Directors’ Forum:
Arlene Newman anewman@lhw.com Public Relations:
Janice Florence janice.florence@theclearinghouse.org Alyssa Barrie barriab@nytimes.com
Employee Relations/EEO/Diversity SIG: Staffing SIG: .
Deborah Woolridge dwoolridge@collegiatechurch.org Charles LaManna, SPHR charles.lamanna@wachovia.com
. Anne HuntDoherty abhunt@tribune.com
Gail StewartEvans gstewartevans@stblaw.com

. . . University Relations:
Financial Services SIG:

Delphine de Ternay ddeternay@rightmedia.com
Eileen Kelly e kelly@ny.tr.mufg.jp Renee Stephenson rstephen@arelaw.com
Brian Fagan brian.fagan@alliancebernstein.com

Women'’s Issues SIG:
HRIT SIG: Barbara Adolf, SPHR badolf1006@aol.com
Kim Hulber, SPHR kim.m.hulber@aexp.com Wanda Jackson, SPHR wjackson@nul.org
Greg Fittinghoff greg.fittinghoff@hbo.com Workforce Readiness:

] Carol Karlin carol.karlin@bovislendlease.com
International HR SIG: Lynne Plavnick, SPHR Iplavnick@voa-gny.org
Susan Farwell sf@executivecommunicator.com
Avriel Boverman abovhr@aol.com

Tune In to “CEO Exchange”
Labor Relations SIG:
Linda Carlozzi carlozzil@jacksonlewis.com More than half of the PBS affiliates in the top
Khristan Heagle heagle@kzrd.com 25 markets will air the SHRM signature televi-
sion program, CEO Exchange. The program pro-
Legislative & Legal: vides opportunities to network with prominent
Jeanne Stewart, SPHR jms@marrinsmoving.com business leaders and to showcase the value of the
Colleen Sorrell colleen.sorrell@hklaw.com HR profession.
In New York, the program is scheduled to air on
Managers’ Forum: PBS WNET on May 5, 2007 at 1:30 pm. Be sure to
Danielle Dorter ddorter@g2.com " check local public television
David Emerson, PHR demerson@lhw.com | listings to confirm broadcast dates and times in th‘irteen
your area and tune in. Information is available at g% g1 N Ew vo R«
Marketing & Promotions: www.shrm.org/ceoexchange.
Donna D. Lanciers dlanciers@chubb.com
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PRESIDENT’S MESSAGE

Continved from page 1

staffing initiative. This includes incorporat-
ing the acquisition of external talent to fill
existing gaps, as well as addressing develop-
ment needs through succession planning,
career development and training develop-
ment initiatives to prepare for the future.

A strong talent acquisition team also spends
significant time identifying creative sourcing
strategies to uncover the secret hiding places
for top talent. In this information age, the
resources are limitless and organizations that
seek out talent creatively, using non-traditional
approaches to identifying talent, are ahead of
the curve. These organizations also are target-
ing and developing key strategic alliances with
organizations within the community, which
will enhance their internal diversity initiatives.
Although described as such, this is not a step-
by-step process. It is fluid with all parts
moving simultaneously.

Key areas of focus within talent acquisi-
tion are branding and “employer of choice”
initiatives. Organizations that do these well
are asking themselves what they offer and
are finding ways to distinguish themselves
from the competition. As we learned at our
Staffing SIG seminar on Branding in
February 2007, organizations that brand

their products or services well externally, do
not always translate those efforts into build-
ing the appropriate employee culture and/or
internal environment. How does an organi-
zation figure out the correct messages and
images to portray? What means are used as
communications vehicles to get this done?
These are all questions to be addressed as
part of any branding exercise.

Traditionally, HR departments provided
value by being visible and being there to
“pick up the pieces” and fix the day-to-day
personnel issues. Many organizations  still
exist in this capacity and have well-respect-
ed HR functions, as the HR leaders are
incredibly knowledgeable, available and
responsive. However, the nature of the HR
function is shifting and for the employers
that want to move from an organization
where employees go to a “job,” to one where
employees enjoy going to work so they can
contribute to their careers, this change needs
to take place. In organizations that have the
lowest levels of turnover and the highest
retention statistics, we often see a common
thread. These organizations are not just
reacting to the problems of the day, but are
diving in head-first to form key relation-
ships with management to anticipate the
challenges within the business. Only then

can they proactively implement the appro-
priate HR solutions to solve those issues.

Coming full circle, the key issues facing
most organizations right now are centered
around recruitment and retention, which
must be addressed both externally looking at
the current workforce and economic trends,
as well as internally looking at the HR ini-
tiatives in place to support solving business
problems. The definition of talent acquisi-
tion in every organization can be different as
this is a concept still under development.
Typically, it incorporates some or all of the
basic principles mentioned here. And the
good news? There is no one perfect solution
out there. This allows our profession to think
and act independently to understand the
needs of our own organization and imple-
ment creative solutions to these issues.

How do you get started? How do you
ensure that what you are doing makes sense?
Come to an HR/NY program or event and
build your network. The broader your
resources, the more effective you will be.

Until next time...

'
— Lorri Zelman

President, HR/NY

HR STRATEGIST

NYU Master’s in Human Resource Management
and Development

Learn to create business strategy and engineer business transforma-
tions through the management of human capital. NYU's M.S. in Human
Resource Management and Development immerses you in today’s most
advanced HR practices. Our curriculum is designed to generate best-
in-class competencies as identified by the Society for Human Resource
Management. NYU also offers three new graduate certificates that pro-
vide important credentials: Organizational and Executive Coaching, Hu-
man Resource Management, and Benefits and Compensation. Sit at the
table with other “C” level executives - find out more about NYU's gradu-
ate programs in human resource management and development.

NEWORK B

School of Continuing and
Professional Studies

www.scps.nyu.edu,/729
1-888-998-7204, ext.729

New York University is an affirmative action/equal opportunity institution. ©2006 New York Univet

That’s why | go to NYU.

sity School of Continuing and Professional Studies
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SAVE THE DATE

Reminder: Free Job Postings!

May 8 Not-For-Profit SIG: “Developing the Leader as Coach”.
Speaker: Robyn McLeod, Chatsworth Consulting Group. Take advantage of this great HR/NY
8:30-9:00am, Breakfast & Networking; 9:00-11:00am, member benefit. Considering a summer
Program. Location: Volunteers of America, 340 W. 85th intern? Post job descriptions free! Now
Street (between West End Avenue and Riverside Drive). is the time to do it! Potential interns
Approved for 2.0 recertification credits. For more informa- | 2are checking our website regularly, so
tion or to register, please email Iplavnick@voa-gny.org . + don’t delay!

May 16 Chapter Meeting: “Wellness with Worth: Design Strategies to Save Money,” presented by the

Benefits SIG. Speaker: Darren Hodgdon, SVP, Health Support. 8:00-8:30am, Networking & Registration;
8:30-10:00am, Breakfast and Presentation. Location: New York University, 15 Barclay Street, Public
Assembly Room, 4th Floor. Approved for 1.0 recertification credit. For information or to register,
please visit www.HRNY.org.

May 24 Special Seminar: “Secrets of Effective Negotiating,” presented by the Career Planning & Professional
Development Committee. Speaker: Susan Onaitis, President, Global Learning Link. 8:00-8:30am,
AFFILIATE OF Registration & Continental Breakfast; 8:30-10:00am, Presentation. Location: The Yale Club, 50 Vanderbilt

Avenue (between 44th and 45th Streets). Approved for 1.5 recertification credits. For more 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.

Save the Date — Programming Calendar

Here are the dates for the remaining events for the
HR/NY program year. Thank You, Finlay Fine Jewelry!
JUNE HR/NY is grateful to Finlay Fine Jewelry
s|{mM|[T[Ww|[T]|F]Ss ) . . .
— 6  Networking for their donation of a raffle prize
Career Planning & Professional .
3|4|5]6]7]8]|9| ' Development at the Courageous Leadership event
1o [12]13)14]15[ 16| 14 Compensation with Johnny Taylor on March 21, 2007.
17 | 18 | 19 | 20 20 | 23 . Chapter Meeting: Employee
>4 | 25 571 28 | 29 | 30 Relations/Labor Relations-Helmsley
- International

Sons and Daughters Scholarship

Submit to Inside HR/NY

SHRM is currently promoting the Sons and

Daughters Scholarship Program! We welcome your submissions! To contribute to
Twenty-four (24) scholarships of $1,500 each future issues, please e-mail articles of 500 words
are awarded annually to help finance higher or less (as a Microsoft Word attachment - not a
education for the children of SHRM members. PDF) to Brian McComak bmccomak®@alicart.com.

Each award is for either the first or second year

of study at a four-year college or university. Please put “Newsletter Submission” in subject

The application deadline is May 15, 2007. line of the e-mail. And please adhere to copy
More information, including the scholarship deadlines and word count. Copy deadline for
application form, is available on the SHRM the June 2007 issue is May 4.

website at www.shrm.org/sons&daughters
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