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NAVIGATOR’S OBSERVATIONS 
 

March was certainly full of surprises weather-
wise.  It began mild and through in a dash or 
two of “winter”, which included a light snow 
fall, but included a few days of cold 
temperatures and brisk winds.  Though April 
began with sunny days and cool to 
comfortable temperatures, we all know how 
unpredictable spring weather can be.   
 
As for what is happening across our 
Carolinas, it would seem that changes will 
continue to take place.  The HB2 has been 
repealed after much unsettling events from 
the original introduction of this legal journey.   
 
Our society is experiencing some events that 
I’m sure our grandparents and great-
grandparents never imagined, much less the 
forefathers of our country.  But as humans, 
there always seems to be a part of our human 
nature that is kept hidden or private, until 
someone chooses to open that door.   
 
It is not a matter of right or wrong, but that 
there are differences among us.  None of us 
know what others may be experiencing.  The 
one concern I believe many Americans jointly 
have is for the safety of all fellow Americans.  
Though there may be others who don’t care 
for us, it seems understandable that we would 
like to feel safe in our own country.  Of 
course, it would be wonderful if all were safe 
wherever people are.  As naïve and simple as 
it may sound, it seems reasonable to wish for 
peace to exist around the world.    

Violence continues to happen in many areas 
of our own Metro.  It would seem a good idea 
for the media to share more those positive 
activities and not just the negative events in 
our area.  Many people are doing good things 
in our communities.  Let’s encourage the 
media to share the stories with the public, 
recognizing those doing good things! 
 
As for how are businesses doing in our area, 
though there are some positive activities and 
yet still numerous downsizings taking place. 
So if any employers are looking for hard-
working, experienced, and mature 
employees, be sure to let us know at 
Compass Career Management.  We will be 
glad to pass along any credible, solid 
candidates for those open positions at no 
charge.  Many have good skills. 
 
If your company does need to downsize, 
please consider providing Outplacement 
services.  The Job Market is still very 
competitive, and people need help getting 
themselves prepared to tackle the job search 
effectively.  This service helps with all aspects 
of a job search. 
 
Though a resume won’t GET you a job, a 
person needs one that relays the critical 
information required by employers to match 
the right person with the best job.  People 
also need help on how to market themselves, 
how to use Social Media, as well as screen 
and target those companies best suited for 
them and include key priorities.  Being a 
supportive employer is extremely valued. 



THE CONSTANT CHANGES IN BUSINESS 

 
Compass Career Management Solutions 
has been in the business of “change” since 
we began.  Having experienced unplanned, 
unexpected change is how we became 
interested in our line of work.  We know first-
hand how such events impact not only the 
individual employee, but the whole family. 
 
One of the biggest transitions or changes in 
business is when employees are released or 
“downsized” from the company.  When this 
happens, it is both a physical/financial 
change, as well as an emotional transition.  
These events affect the family as adjustments 
often need to take place, i.e. a move, a 
reduction of expenses, etc. 
 
When a company provides “Outplacement 
Support”, it boosts the affected employee 
substantially, which lifts the spirits of the 
family members.  Seeing their parent become 
more proactive in the planning for their future 
career encourages both the spouse and 
children that this situation is being addressed 
and soon to be resolved. 
 
Other changes and transitions in business 
can involve the retirement of multiple senior 
or mature employees, giving way for a new 
generation, usually experiencing adjustments 
and fresh ideas to past processes, etc.   
 
In addition to these business events, there 
can also be acquisitions and mergers, which 
can be a positive change, though there are 
still adjustments.  With two or more groups or 
organizations merging together, each will 
have different ways of handling things.  It 
often helps to have a independent facilitator 
managing these different groups and 
coordinating a better way of merging good 
ideas.  It also takes time and good 
communication to work through this type of 
transition. 
 
Once the new Leader of this combined group 
is able to relay his/her vision and mission, it 

will help to align the new joint organization 
into a better functioning entity, which will be 
more productive and efficient. 
 
The purpose of these different business 
transitions is to help them become more 
successful.  Therefore, it is wise to have an 
impartial Strategic Transition Expert to 
provide some efficient processes and 
determine who to involve and to choose the 
best timing for any adjustments. 
 
A company’s Human Resources Professional 
is usually the key point person to help the 
Facilitator coordinate each effort and in 
selecting those employees who would be best 
in implementing some of the changes.  
Consequently, these new adjustments and 
chosen supporters should positively impact 
the development of programs and efforts, 
which can also produce cost-saving 
outcomes. 
 
There are other changes and transitions, 
which can occur in business, but these are 
some of the more common ones.  Change is 
NOT easy, which is one reason why the use 
of a “Transition Expert” is so very wise.  It is 
not that the Owners/Leaders are not capable 
people, but rather with many “moving parts” in 
a transition, it is easy for those close to the 
process to overlook small but important 
details. 
 
Having an impartial and extra set of ears and 
eyes (Facilitator) can help to avoid items 
falling between the cracks, keeping the 
process running smoothly and on time with 
positive results. 
 
Business Changes will come for practically all 
companies and organizations, but this is 
normal.  In fact, if a business has no changes, 
chances are it is NOT growing.  Some in 
business are so afraid of change that they will 
avoid it at all costs – which could result in the 
closing of that business.  Life is full of change!  
Embrace it, and allow it to breath fresh air into 
your organization. 



ANNUAL REVIEWS: THE END OF AN ERA 
 
Annual Reviews can actually be traced back 
to 221 A.D. when an emperor used it to 
determine the “performance of the official 
family members”.  Though most give credit to 
Robert Owen in the early 1800’s, who used it 
to monitor the performance of his cotton mills 
in Scotland.  Then in 1911 Frederick Taylor 
used this process to advocate the payment of 
incentives for individuals, who could increase 
their output, using an application of scientific 
management.   
 
From 1918 to 1955 Performance Appraisals 
were used in manufacturing with blue-collar 
workers, and this process moved into 
managerial and professional employees 
around 1955. 
 
From 1960 – 1970, the Civil Rights Act and 
passing of Equal Employment Opportunity 
Guidelines encouraged the Federal 
Government to create a need for formal 
company appraisal practices, i.e. the use of 
Annual Performance Appraisals. 
 
It is believed that now there should be “less 
focus on past performances, and more 
focused on career development and 
developing skills for the future.” (Well Bersin)  
 
More of the workforces today are requesting 
more exchanges and conversations with their 
supervisors and managers, as more want to 
learn new skills and talents in order to grow 
and help their companies to be successful. 
 
One word being used more now than ever is 
“Culture” – a company’s “work culture” is 
being viewed by many today as a key factor 
for a good place to work.   
 
Employers are still grasping with how to make 
this happen.  Some offer pizza parties or 
birthday celebrations for employees, but the 
employees are looking for something much 
deeper.  They want healthy conversations 
with their employers and to see those leaders 

respond or follow through on issues and 
concerns that employees value.  They want 
employers to “listen” and then to “invest in the 
workforce”. 
 
Another big difference from the old Annual 
Reviews is to have those conversations more 
than once a year – in fact, 2-4 times a year. 
 
There are new tools and resources now 
available for companies.  One that Compass 
Career Management highly recommends is 
“Performance Culture Systems”.  It is web-
based, user friendly, customizable, cost-
efficient, clarifies expectations, and even 
increases your bottom line. 
 
Companies should give serious thought to 
eliminating “annual reviews” and look into an 
effective performance process that is much 
more effective.  With an efficient process you 
can also identify ways to strengthen those 
good employees, making them even more of 
an asset to your business!  Check with 
Compass Career Management Solutions! 
  
SUCCESSION PLANNING: SELECTING GOOD 
LEADERSHIP CANDIDATES 

 
If you take a look at the leaders in your 
company or organization, how many are close 
to retirement age?  Now is the time to review 
this area of your workforce and determine 
how many could decide to exit over the next 
six months to a year?   
 
In many cases, it may not be that the lead 
executive who wants to retire, but it could be 
their spouses have become seriously ill, and 
the exec decides to leave NOW in order to be 
of support of the spouse or other family 
member.  When such things happen, the 
notice may be extremely short or no notice at 
all.  Of course, it is understandable, but then 
the company has to scurry to find a 
replacement, much less have that person 
quickly trained to take an important role in the 
business.  You are encouraged to give this 
issue lots of attention now verses later.   



SUCCESSION PLANNING (Continued) 
 
Most companies prefer choosing in-house 
leaders, who are familiar with their 
organization, processes, culture, customers, 
etc.  However, the new leader still needs not 
only training for the daily routine, but to begin 
and understand what is happening in their 
industry and what trends are being 
introduced, etc.  Of course, they would also 
need to learn more about their competitors 
and the economic status in order to plan for 
the future. 
 
In addition to all this, a new Exec/Leader 
needs to be coached about the company’s 
“Executive Team”, and how they can best 
work together to strengthen their 
organization.  Depending on exactly what 
level this new exec is to assume, if it would 
happen to be the “top” position, he/she would 
need time, insight, and thorough data in order 
to “lead” the organization. 
 
Often a new Leader would also benefit from 
an Executive Coach, who can help them think 
through their role and responsibilities.  A 
major leader needs someone “impartial” as a 
coach, and should also be someone outside 
the organization, who can offer different 
perspectives.   
 
Consequently, it is extremely wise to begin 
this Succession Plan and select a credible 
Strategic Coach before the need arises.  
Waiting until the shoe drops sets you and 
your organization up for chaos and poor 
decisions.  When feeling rushed, it is easy to 
make poor choices.  This is why it is so wise 
for employers today to take stock of their 
leaders and potential successors now before 
the pressure is on to fill those shoes.   
 
A discreet interview and discussion can be 
done more easily when the stress is low.  It is 
also important to note that only those who are 
interested in this type of role should be 
selected and trained.  Being a leader is 
HARD WORK and is a LOT of responsibility.  

That is why any potential candidate should be 
carefully screened for leadership 
competencies as well as the drive for such a 
position. 
 
OTHER ISSUES THAT MAY NEED 
ATTENTION 
 
There are a number of other issues that are 
developing in business today, which 
employers need to know how to handle.  For 
example: a) Conflict Resolutions, b) Poor 
Customer Service, c) a Lack of Good 
Communication, d) Inappropriate Behavior 
in the Workplace, e) Employee 
Engagement, etc.   
 
These issues need to be first addressed by 
the company leader.  Hopefully this person is 
highly respected, but still, when the leader 
brings a professional into the organization to 
be instructed on an important issue, the 
workforce should see this as a priority.  The 
leader should set the pace for the 
organization, trusting all to follow suit.  
 
For more information on these programs, 
contact Robyn Crigger at 704-849-2500 or 
email her at rcrigger@compasscareer.com.  

 
Please visit the website of Compass Career 
Management Solutions to learn more about 
us. www.compasscareer.com  

 
Compass Career Management has always 
focused on being a credible resource to our 
corporate clients, doing all we can to help 
strengthen each business in order to become 
SUCCESSFUL!  We also do assist retail 
individuals. 
 
************************************************** 
 
This newsletter is published by Robyn Crigger 
of Compass Career Management Solutions. 
www.compasscareer.com  
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