
 
 

  
 

 
 

COMPASS NAVIGATOR 
Thru The Navigator’s Scope 
 
This newsletter was started as a venue to 
share insight and information to Employers and 
Business Leaders/Friends.  One of the 
purposes of our firm is to be a credible 
resource to our clients.  Hopefully, some of the 
information and data we gather might be useful 
to some of you.  Plus many of you share 
valuable data, which we like to pass along. 
  
I have shared tips about dealing with summer 
challenges in business.  But these days there 
are global challenges causing some heat of its 
own.  England has decided to pull out of the 
European Union.  There are always two sides 
to every story, and England seems to feel that 
they are trying to regain more of a say about 
what England can and can’t do when it comes 
to international issues.  Now the question is: do 
their actions impact other countries? 
 
I am no economist or politician, but even with 
my limited knowledge and understanding, there 
will be long-range affects, and without a crystal 
ball, it is hard to say what the repercussions 
may be. 
 
One thing I’ve learned from our other economic 
and political fiascos is “not to panic nor should 
anyone make any drastic and big changes or 
decisions at this time”. 
 
The fact is our nation still has our presidential 
election ahead of us, which could have more, if 
not bigger consequences. Throw in our 
continued terrorist activity, and our future is 
truly unpredictable.  All of these facts and 

events surely leave most, if not all, people 
feeling uneasy.    
 
Obviously, this will probably cause many 
companies to behave cautiously.  There are 
just too many unknowns.  All any of us can do 
is to keep all we have healthy and running 
smoothly to avoid any unnecessary spending. 
 
In preparing for the future and the unknown, 
companies and their new leaders will need to 
use the best judgment ever.  This is one 
reason to be very selective in choosing your 
future leaders.  Your future depends on them. 
 

What Are the Statistics on Costs of 
HealthCare and Insurance over the Last 
Several Years? 
 
Last month I commented that “Health 
insurance does nothing but escalate in cost.”  
This time I will share some statistics to better 
clarify this statement. Here are some facts.  

 
 
*The above graph shows how a higher amount 
by percentage of money has been spent on 
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“healthcare” from 1960 to 2014.  And this trend 
is continuing to grow. 
 
Another statistic notes that a maternity room in 
Jersey City, NJ in 1942 was $7 a day, 
compared to $1360 a day today. 
 
Another perspective of healthcare costs is this: 

“In the U.S. during 2010, the average annual per 

capita personal healthcare spending for 65-84 year-

olds was 3.6 times higher than that of 19-44 year-

olds”:  

 

Age Group 

(Years)  

Annual Personal 

Healthcare  

Spending Per Person  

0-18  $3,628  

19-44  $4,422  

45-64  $8,370  

65-84  $15,857  

85+  $34,783  

All ages  $7,097  

 
*These numbers help to relay what costs 
people will be facing, though probably even 
higher. 
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No doubt about it, many are concerned about 
the healthcare costs, as well as the decline of 
healthy Americans.  If asking individuals, most 
want to be healthy, but part of the challenge is 

the cost involved.  Here is one last conclusion 
from this report: 
 

The study’s conclusion states:  
The aim of prevention is to spare people from 
avoidable misery and death not to save money 
on the healthcare system. In countries with 
low mortality, elimination of fatal diseases by 
successful prevention increases healthcare 
spending because of the medical expenses 
during added life years.[61]  
 
This is all “Food for Thought”. 

 

 Are You Sure You Are Using the Best 
Hiring Processes in Selecting 
Employees? 

 
In the past I have provided an “Effective Hiring 
Process” Workshop to help human resource 
employees and others review how they go 
about selecting employees. 
 
If you and your organization have experienced 
having high turnover, which is proven to be 
costly to any business, it may be time to 
examine your hiring process.  Even if your 
process had worked in the past, it may need to 
be adjusted in order to select better people 
with the key competencies, skills, and 
experiences that fits your current needs. 
 
a) There are some assessments, which can 

be helpful, but this is not always necessary.  
Each company has its own personality and 
culture or work atmosphere, which may or 
may not be appropriate for some 
employees.  Usually the owner or employer 
sets the pace of the work environment or is 
an influence.   

 
b) If using an assessment tool, being aware of 

the traits and personalities of employees 
can help to determine how they can be 
more effective.  And if there are 
weaknesses, a coach can help improve 
those areas or make employees sensitive 
to each other’s uniqueness, which can build 
supportive relationships, a model for 
diversity at its best. 

 
c) Assessments can make management 

aware of challenges like having too many 
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with strong, aggressive personalities in a 
department, which can cause disruptions or 
conflicts.  Normally, it is wise to have a 
good mix of personalities and skills working 
together. 

 
d)  All Job Descriptions should be reviewed 

once a year, as well as when the position is 
ready to be filled.  Make sure the tasks 
included are current and align with all rules 
and regulations.  Also, check on what the 
average salary rate is for your region. 

 
e) Once all guidelines and descriptions are 

confirmed, ask yourself who needs to be 
involved in the interviewing and screening?  
Too many can “muddy the waters”, so to 
speak, and the focus of finding the best 
qualified candidate can be lost. 

 
f) It is valuable for a potentially new employee 

to meet his/her supervisor in order to 
determine if their personalities will work well 
together.  This has been an area where 
quite a few conflicts arise.  (For this reason, 
companies are encouraged to give their 
supervisors and managers a lot of training 
on how to be most effective.  Not every 
“good employee” is meant to be a manager 
of people. 

 
g) Don’t forget to arrange a well planned “On-

boarding Program” to acclimate the new 
employee and have him/her trained on 
critical areas, i.e. safety, top 
responsibilities, etc. 

 
h) After 30 days be sure to review how the 

new hire is doing, and if any additional 
training should be done.  Do this again after 
60 days.  By the end of 90 days, all should 
be routine. 

 

Revisiting the Topic of Employee 
Engagement, As Well As An Alternative 
to Annual Reviews 

 
Though this topic has been addressed in an 
earlier newsletter, I continue to hear people 
discussing this from all industries and levels of 
positions.  This topic won’t be going away until 
more companies and employers take the 

initiative to make changes in their relationships 
with their employees. 
 
The original purpose of Annual Reviews 
focused on an exchange between 
management and employees as what was 
working and what wasn’t.  It was meant to 
identify problems and weak areas that needed 
to be addressed and to help employees 
overcome their challenges, which in turn would 
benefit the whole organization. 
 
However, over time, this routine of an “Annual 
Review” became a point of tension, where 
employees felt they were being scrutinized 
instead of being helped.  Those employees, 
who felt they had worked hard, would expect 
an increase in pay from the Review. 
 
The other perspective was that management 
started feeling that they were being put on the 
defensive and viewed as overly critical when 
finding any shortcomings of the employees.  
Both sides have felt at odds, and most of them 
didn’t document any situations that might were 
brought up.   
 
Needless to say, the Annual Reviews have not 
been successful or productive for a long time.   
 
However, Compass Career Management 
Solutions has been trying to inform and 
educate more employers of a credible and 
effective resource that could not only replace 
“Annual Reviews”, but this could be so much 
more productive. 
 
Performance Culture Systems is a web-based 
program that addresses a) Employee 
Engagement issues, b) Clarifies Expectations, 
c) Encourages more and better “conversations 
with employees”, d) has proven to increase 
production and thus the “Bottom Line”. 
 
Compass Career Management has been 
trained and complied to be “Strategic Partners 
of Performance Culture.  Therefore, we can 
help companies to learn more about this and 
help you implement this into your organization. 
 
It is not only effective, but it is also cost 
efficient.  With this being a web-based 
program, it is very convenient.  Another really 
important aspect is that Performance Culture 



will improve your communication.  As most 
professionals know, “listening” is one of the 
most important skills in business. 
 

Is Your Company Prepared for the BIG 
Generation Transition?  
 
Though you may have been hearing this for the 
last few years, more and more “senior 
executives and employees” are “taking their 
leave” or exiting.  Of course, it is no surprise, 
and yet because it has been discussed for a 
few years, many organizations have become 
numb to the idea of actually implementing a 
transitional training program.  So if asked “who 
do you have trained and ready to fill the shoes 
of these very experienced and successful 
people?”  Oops!  You have no one?  How can 
that be?  Maybe because you didn’t feel the 
urgency.  But now the time has come!!!   
 
There are multiple aspects to such a 
Succession Plan:  1) financially, the employer 
needs to be aware of where the organization 
stands?  With this information, a vision or 
mission can be determined.  2) From the 
Human Resources perspective: traits, skills, 
education, and experience need to be gathered 
as what it will take to replace those leaving.  
Not that the replacement should be a carbon 
copy of the one leaving, but what is needed to 
tackle the job.  The person’s personality is also 
a factor.  3) From the Operations side, and 
possibly legally, is the replacement a good fit?   
 
It is initially the responsibility of the Employer to 
“set the pace”, sharing his/her vision and plans 
for the future.  However, the key partner to the 
Employer will or should be the Human 
Resources Executive, who will then be able to 
orchestrate and select appropriate Transition 
Experts to facilitate the process.   
 
Don’t let time and circumstances slip up on 
you.  Take the initiative to start your 
organization on “preparing for the future”! 
 

Taking Time to Share An Important 
Message 
 
Two years ago on July 4, 2014, my 
husband/partner, Bill Crigger, and I lost our 
older son, Matthew Crigger.  It was such a 

painful experience that we didn’t discuss it and 
shared with very few.  Matthew had come to 
work for us in 1997.  When he was 15, 
Matthew took it especially hard when Bill was 
downsized from the Kroger Co.  We later 
realized how deeply this impacted his view of 
employers.  Therefore, he had difficulty 
committing himself to any job or career. 
 
When he began with us, we had him to work 
and experience all the “behind the scenes” 
tasks, and later lead him to ask to visit one of 
our Outplacement projects – which I believe 
was Allied Signal.  Right away, Matthew felt a 
strong passion for assisting those being 
downsized and was very empathetic. 
 
Unfortunately, Matthew had been in a serious 
life-threatening car accident at age 16, causing 
permanent lung damage.  Though he was told 
this would cause serious problems later, he 
sloughed it off, as he was strong and young. 
 
I share this with you now as we think of 
Matthew every day.  Though we know he is 
now “free” of pain and no longer requires 
carrying oxygen around, we continue to miss 
him.  He really cared about those people we 
help.  Perhaps you were fortunate to have met 
or known him.  He was a very caring person. 
 

 
 

Matthew Crigger 
********************* 

This publication is provided by Compass 
Career Management Solutions – OI Global 
Partners.  We are Career Strategists, Talent 
Developers, and Business Transitions Experts.  
Visit our website: www.compasscareer.com; 
704-849-2500.  Robyn A. Crigger, CEO and 
Bill Crigger, President. Happy Independence 
Day!  
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