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Thru The Navigator’s Scope 
 
With four months of 2016 behind us, how 
would you rate your company as far as what 
has been accomplished so far?  Some 
companies survey their employees to evaluate 
how the workforce believes company leaders 
are doing as far as using wise, progressive and 
strategic planning to strengthen the workforce 
and company?  Do your employees believe the 
leaders are being supportive of the employees, 
as well as effective in helping the company to 
grow? 
 
Many companies survey employees and 
customers, but are employers including the 
kinds of questions to learn pertinent and 
insightful information?  If a company doesn’t 
develop a strategic survey, the only information 
they may gain could be worthless.   
 
What does a company need to find out in order 
to make constructive and productive 
adjustments.  The survey should include 
different approaches and types of inquiry 
methods in order to learn more than superficial 
data.  Some questions can be “multiple choice 
answers”.  Others may provide a way to rank 
specific areas, qualities, people, etc.   
 
There should also include some open-ended 
questions, where employees (or clients) can 
verbalize their own thoughts and perspectives.  
It would be wise to steer clear of questions that 
can be answered with a Yes or No.  Those 
types of survey questions seldom provide any 
insight.   

An effectively designed survey can uncover 
very useful and solid observations, from which 
you/the employer should follow up with this 
data, or you are wasting time and money. 
 
You should have 1-3 specific goals in what you 
need to learn from the survey, and then take 
your findings and immediately determine how 
you can use this information to strengthen and 
improve your organization.  Then develop a 
plan to seek effective efforts that relays to your 
employees that you have taken this project 
seriously. 
 
If an employer does this and facilitates such 
efforts in a reasonably short amount of time, 
the morale of your workforce is likely to 
respond positively, while there is a substantial 
improvement in the work culture. 
 
A couple other thoughts in developing and 
implementing an Employee Survey: 1) Keep 
them relatively short and making the verbiage 
clear and straightforward.  2) Be sure to clearly 
designate a short amount of time to participate 
in this survey and possibly give a small reward 
or incentive if completed within the time 
allotted.  3) Use a system so no one can 
participate more than once.  4) Emphasize the 
importance that this survey is serious, thus 
respond accurately without exaggeration, etc. 
 
As soon as they survey has been given and 
the deadline arrives, be sure to process the 
findings as quickly as possible and follow up on 
any promises.  Then before sharing results, 
have a plan for how to utilize this data 
effectively and share this with all. 

 

 



Thru The Navigator’s Scope (Continued) 
 
By using an Employee Survey to demonstrate 
that you/the employer takes seriously 
everyone’s perspective and ideas, as well as 
utilizing this data to improve the organization, 
you are helping to build the confidence in your 
leadership.  The key to making this effort a 
success is “Good Follow Through”. 
 
It is also important for the Employer to not only 
stay informed on the global perspective of the 
industry, but also to keep the company on the 
cutting edge.  Employees value a leader who 
stays informed as well as keeping the 
workforce included.  An open mind and a thirst 
for knowledge keeps a company alert, 
competitive and stirs fresh ideas. 

 
How to Make Your Leaders the Best 
 
When you think of “great leaders”, what is it 
about them that makes them “great”?  Yes, 
they might be highly intelligent, but chances 
are that is not what has made them excel.  
When you look at those companies who have 
made substantial contributions and 
accomplishments, for most it has not been 
strictly the level of educated professionals.   
 
There is another factor that is very hard to 
measure and just as hard to explain.  If you 
can think back in school when you would have 
a teacher/professor, who was so enthusiastic 
about that particular topic or subject that it 
made you want to learn more, or research 
further and spend more time exploring.  The 
more you learned, the more you wanted to 
learn. 
 
Some companies provide such a wealth of 
resources and a vast opportunity to be trained, 
or exposure to other great experts that the 
employees are stimulated and encouraged to 
strive for more.  With this type of culture and 
opportunity for growth, employees can easily 
find themselves more motivated and 
productive.   
 
Obviously, the business world has become so 
global that countries and continents are 

working more closely and collaborating more 
than ever.  Though there seems to always be 
needs in working on remedies for illnesses and 
world hunger, the alignment in joint efforts for a 
better world is being seen more and more. 
 
So to develop the very best leaders, all 
companies need to provide a healthy, proactive 
work atmosphere and culture.  Growth and 
development come from education, training, 
and exposure to more resources.  Employers 
need to understand that “investing in their 
employees with continued good coaching and 
training will benefit the whole organization.   
 
When using your interior staff to train and 
develop your leaders, you are just re-cycling 
existing data.  To grow creative and fresh 
ideas, a company should tap into outside 
professionals and experts.  Then you will be 
pumping in new and fresh ideas and 
perspectives, and opening the minds of these 
future leaders. 
 
As our firm worked with companies across the 
United States, we were always learning 
something new.  Not all new ideas may have 
been the best solution, but even using some of 
our associates from other states infused 
different approaches or insight, that benefitted 
someone else in another location. 
 
Help your future leaders to grow and 
remember that your leaders need continued 
growth venues.  This keeps them challenged 
and stimulated in order to be their “Best”. 
 
What Are You Doing to Recruit Good 
Candidates for Your Organization? 
 
When you think of how to efficiently recruit for 
good employees, most company 
representatives tend to turn to “technology” as 
the best venue.  However, if you are placing 
your open positions on your website or a 
popular Job Posting Site, chances are you are 
receiving hundreds, if not thousands of hits.  
That may sound successful, but who is going 
to sort through all those respondents?  The fact 
is I hear from many job search candidates that 
they NEVER hear from the companies once 
they apply online.  So is anyone looking at 



those applicants?  Though the technologies 
may be able to sort or scan the candidates, 
how do you know if their selections are truly 
qualified, competent, or valid for that particular 
position?   
 
Having had a staffing firm for 7 years, I can tell 
you that there were many times that the 
candidate with the worst resume turned out to 
be the most promising.  While some with 
impressive resumes were terrible candidates.   
 
There is some question as what is the BEST 
way to select the BEST candidate.  There are 
no guarantees, no matter how you approach 
your recruiting, as which candidates will be the 
BEST.  Still, some steps that have been useful 
include: 
 

1) Make sure the job posting has a clear 
job description with all pre-requites and 
experience needed in order to avoid 
those who are not qualified. 

2) It may also be helpful to include the 
important characteristics that are 
needed for this type of work. 

3) Consider using multiple venues for the 
job posting, especially places where that 
type of person might frequent or in an 
area near the work facility.  This might 
help match the right person as well as 
someone in the vicinity of the workplace. 

4) Be sure to research the pay range for 
this type of work in order to attract those 
familiar with this type of pay rate.  Also, 
consider having some options for those 
with more experience and may be worth 
some additional compensation.   

5) Check to see if your industry pays the 
same as other industries for this type of 
work.  It’s important to be aware of this. 

6) Employers are encouraged to have a 
good relationship with their employees 
in order that existing employees are 
willing to help recruit good people for 
open positions. 

7) Select employees to help with 
screening, who have a good sense for 
peoples’ personalities and have a track 
record for identifying employees of good 
character.  Not everyone has this 
tendency or sensitivity. 

8) Be sure to use the same interview 
questions with all candidates for the 
same position.  After each small group 
of individual interviews (i.e. every group 
of 10), note the top two candidates and 
move onto the next small group.  Once 
you have a total of 10 finalists, schedule 
the next round of 2nd interviews for these 
finalists.  If there is a big difference 
between some, scratch the lower 
ranking candidate. 

9) Make sure to follow up with those 
promising candidates in order to capture 
your better candidates & inform all 
others of rejection. 

10) Set a goal date for final decisions and 
do not include more than a total 3 
people to decide the finalist.  Too many 
included in the decision process causes 
too much discussion and delays. 
 

There is no easy way to recruit and select the 
best job candidates, but the more simple and 
organized the process, the better the outcome.  
If you are using some technology in your 
selection process, and your instincts say 
otherwise, lean more on your instincts.   
  
Advice on Managing a Business Transition 
Which Avoids Negative Repercussion When 
Possible 
 
Whether your company is facing a Merger, 
Acquisition, Reduction/Downsizing, etc. there 
are definitely items to avoid or sensitive areas 
to consider.  After 22 years in the “Business of 
Change/Transition”, Compass Career Mgmt. 
Solutions has made every effort to ensure a 
smooth, seamless transition for our clients.  It’s 
not necessarily easy, though there are some 
situations to avoid or handle discreetly, etc.   
 
We usually sit down with the employer and/or 
their lead human resources professional to 
discuss all circumstances and major issues or 
concerns in order to plan a calm and sensitive 
approach to the transition.  Today one big 
concern is to avoid “violence and/or escalating 
employees’ emotions during a sensitive or 
delicate situation.  We discuss the “what if’s” 
and try to prepare for all to remain calm and 
sensitive to those employees affected. 



Depending on how many and who is directly 
involved in a business transition, we try to keep 
the process civil and respectful.  A business 
transition, even though due to a “business 
decision”, still involves “people”.  All employees 
have their own problems and responsibilities, 
which the employer may not be aware of.  
Therefore, it is critical to approach each 
employee affected in the most respectful way 
possible. 
 
In the preparation for this “transitional day”, we 
try to help the employer think through all who 
are affected, and how to make this process as 
fair and smooth as possible.  Therefore, we 
advise and offer letters designed for those 
employees + ways to help them in transition.   
 
Though some corporate attorneys advise the 
use of special security during these times, we 
have found that isn’t usually necessary.  Still, it 
is wise to make authorities aware that a 
business transition will be taking place on a 
specific date.  And if there are any highly 
volatile employees of concern, “under cover 
security” seems to work better.  Many released 
employees who have experienced the use of 
visible security officers have expressed that 
this made them embarrassed and humiliated. 
 
By offering those affected employees the 
professional assistance of Outplacement 
Services, almost all employees have felt this 
demonstrated a more caring attitude by the 
employer and was appreciated.  It has actually 
even helped to avoid some legal actions by 
some employees in response to the 
Outplacement support. 
 
Though some Career Transition firms have 
turned strictly to internet services, Compass 
Career Management Solutions – OI Global 
Partners have found that most people still 
value that personal, one-on-one support during 
these emotional and stressful experiences.  
We use online services as a supplement. 
 
Therefore, if your company recognizes the 
need to reduce their workforce, you are 
encouraged to talk to Compass Career Mgmt, 
and we will help you design a transition 
program to meet your goals and budget. 

Communication is Still a Challenge with the 
Existence of Five or Six Generations in a 
Workforce, as well as other Diversities  
 
Throughout the United States, there exists a 
very wide range of ages, cultures, races, 
ethnicities, religions, etc.  After recently reading 
about the six generations in the U.S., I agree 
with each one and its characteristics.  Each 
generation has experienced distinct and 
different events in his/her lives.  Their 
personalities are a reflection of what was 
happening in the world during those years. 
 
Chances are if your family had lived here in the 
United States over the past 100+ years, each 
generation saw a wide range of changes that 
affected their families.  Some of those events 
were due to the economy during those years. 
 
With all the many refugees, who have come to 
the U.S. over many decades, and you add 
even more factors that make us all different, 
and that doesn’t even include how many 
marriages have combined different nationalities 
and cultures, etc., this can definitely explain 
how we have resulted in a real “melting pot”. 
 
Though this has been going on for decades, 
our society is slow adapting and understanding 
or accepting all of our differences.  These 
misunderstandings and miscommunications 
bring about confusion in the workplace.   
 
Some companies say they have “conflicts”, but 
many problems could be due to poor 
communication – possibly reflecting to body 
language, instead of verbal exchanges.  And 
with some cultures their habits or rituals can 
cause confusion.  Therefore, an Effective 
Communication Workshop is often the best 
resolution for this gap or lapse. 
 
This publication is provided by Compass 
Career Management Solutions – OI Global 
Partners.  We are Career Strategists and 
Business Transitions Experts.  We also provide 
Performance Culture Systems to strengthen 
companies and their workforces.  
www.compasscareer.com; 704-849-2500 
Robyn A. Crigger, CEO and Bill Crigger, 
President.  
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