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A SEASON TO COUNT OUR BLESSINGS 
  

The winter season can be full of fond childhood 
memories, though not for everyone.  When 
speaking to a “bell ringer” outside of the grocery 
store this week, I asked what needs their 
organization is trying to fill with those contributions 
people are making.  His response was that there 
are always many more needs than funds, but 
some include: toys for children, food, clothing, 
shelter for women, children and men, basic needs 
like bar soap, socks, coats, etc.     
 

It is so unfortunate that so many cannot even 
afford a warm bed and roof over their heads.  A 
blanket and pillow is another basic need that all 
should have, but sadly don’t.  Many young 
children and adults go to sleep with empty 
stomachs.  A glass of milk, bowl of cereal, or 
some toast would be welcomed by these people.   
 

We hear on TV how so many are malnourished in 
third world countries, even showing images of 
starving pets, shivering in the cold, and yet this is 
true of many Americans in our own communities.   
 

There are so many ways we can each make a 
difference and help those caught between the 
cracks.  Providing decent, clean, warm clothing, 
blankets, coats, socks and shoes, and many other 
things that could help a person face another day.     
 

Imagine if any of these homeless were your 
grown children, parents, grandparents, etc.  What 
would you do for them?  Fortunately, most of us 
are fortunate to have a job, to pay for our living 
and that of our family, which includes sufficient 
food, clothing, and a safe and protective shelter.   
 

Most communities have Social Services where 
you can pay for someone’s heat and light bill, or 
deliver a few blankets, or bring a basket of 
canned food, etc.  And don’t forget bottled water 

or juices, etc.  Some of these items may seem 
trivial, but everyone has such needs.  Even the 
need of toothbrushes and toothpaste. 
 

As you have probably heard mentioned on the 
news, the need for “affordable housing” has 
become a widely known need.  Rent for 
apartments and homes have become outrageous!    
With the temperatures dipping down lower these 
nights, a person could actually freeze to death.     
 

The next time you go to the grocery store, look at 
those items in your buggy and imagine no money 
to pay for them.  Chances are there are many 
things in that buggy that are not even necessary.  
As you and your family prepare your Thanksgiving 
meal, give thought to taking a portion of the food 
and sharing it with others “in need”.     
 

If you take advantage of some holiday coupons, 
saving you money on your groceries, and provide 
some Thanksgiving to someone, who will truly 
appreciate your kind gesture.  However, don’t do 
this “for show”.  Instead, give from your heart.   
   
Let’s take time “to be thankful” for those in the 
armed forces – many who have family currently 
serving abroad, & have had to leave children and 
loved ones behind.  As much as we think of this 
season as a time for family, many are separated 
from relatives, or even in “harm’s way”. 

   
“I miss my mom and dad!” 

Merry Christmas to Everyone! 
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COMPASS CAREER SUPPORTS HR 
PROFESSIONALS WITH SR HR FORUMS  
 

For several years Compass Career Management 
has facilitated a special human resources venue, 
which came out of a conversation I had with a 
local HR Professional.  This person commented, 
that as much as SHRM is a valued professional 
organization, there seemed to be a void where 
“decision-making HRs” could have a more 
intimate exchange with their colleagues to discuss 
some of the current issues and concerns, sharing 
experiences and resources with each other. 
 

It seemed reasonable to organize such 
professionals together to occasionally and allow 
them to note what issues and concerns they 
would like to discuss.  Of course, this is more 
easily managed if the group wasn’t too large.  
Therefore, we began asking a few local HR 
Decision Makers (having different titles, 
depending on the company), and suggesting each 
to share 1-3 topics, issues, etc. which were 
currently a concern, and the HR was seeking 
possible resolutions.   
 

Where some of these HRs have such concerns, 
there were others who have dealt with this and 
had resources or suggestions to share.  Nothing 
confidential is ever revealed.  As these are HR 
professionals, and respect for all was a priority.   
 

From the first Sr HR Forum, I reached out and 
contacted some HRs, who I believed would value 
such a venue, as well as asking if they would 
recommend others to invite.  The first Forum met 
in a hotel meeting room, but since then, different 
Attendees offered to host the Forum. 
 

It was recommended to meet twice a year since 
most of these HRs kept busy schedules.  There 
have been some times that we only met once a 
year.  Though a smaller group gathered at the last 
Forum, there were many topics covered, and it 
was asked about meeting more often.  
 

With the holidays soon arriving, no steps will be 
taken until January 2020, and then I will 
encourage past attendees to give me their 
preferences of how often to meet.  (Every other 
month, once a quarter, etc.?)  So far, we have 
met at 8 or 8:30 a.m.  More info is on our website.  
 

 
 

DO YOU HAVE A SUCCESSION PLAN? 
 

Time continues to tick, as more and more 
Executives and Leaders choose to exit from their 
companies.  Though many choose retirement, 
there are others who determine if there is 
something else they would like to do.   
 

Some like a) the role of leadership and seek 
something for which they have a passion.  
However, others have no desire to take another 
Leadership Role, but b) wouldn’t mind being more 
of a team player.  c) Still others find volunteering 
in some organization with a valuable focus to be 
of interest.  d) Then there are those who may feel 
“burned out” or just needing to experience “free 
time” and not committing to anything in particular.   
 

Of course, while the exiting executive is preparing 
for his/her future, the organization/company 
needs to become VERY focused on confirming 
what skills, experience, education, and personality 
is needed to replace the “exiting exec”.  A clear 
and structured criteria list must be drafted in order 
to begin to search for a strong prospective 
candidate.  Some factors that is surely included in 
this list include: High Integrity, Good Experience 
in the Industry/Field, Excellent Communicator, 
Resourceful, Supportive of others, Responsible, 
Respectful of others, Well Organized, etc.   
 

To choose a person just because he/she is a 
good “rule follower” or dependable is short-
sighted.  An Executive or Leader needs to 
maintain and stay calm as well as give good 
direction during an emergency or crisis.   
 

Integrity or Trust is very important.  Employees 
need to feel confident that the Leader has good 
judgement, is wise and trustworthy.   
 

The Succession Process should not be rushed, 
and the research of any prospective Leader 
needs to be thorough.  The fact is there should be 
mutual respect between a Leader and workforce.  
Respect doesn’t just happen.  Respect is 
“earned”.  In addition, a good Leader should also 
have “good common sense”.  The answers to 
some decisions are not necessarily found in an 
encyclopedia or by clicking on Google on your 
laptop.  Lastly, an effective Leader should be 
comfortable talking with others, which includes 
being a good listener.  Really listening! 



HOW CAN “WORKPLACE BEHAVIOR” 
TRAINING IMPACT YOUR BUSINESS?  
 

Most are surely aware of the cost of “employee 
turnover”.  When good employees experience 
either poor management or a bad work 
environment/culture, they will not stay but find a 
better employer.  Then to make matters worse, 
the word gets out about your negative 
workplace.  So other employees leave.  Have 
you noticed this happening in your company or 
others?  Do you have any idea what such 
turnover costs your business?  A LOT$$$$$$$ 
 

No company is perfect, but when others see 
employees leaving, it doesn’t take long for all to 
hear about the negativity of that employer.   
 

Some companies try to appear that they care 
about employees, and may use “exit 
interviews”, BUT without change, more 
employees will leave or bad employees may 
join you, which is no better. 
 

A “Workplace Behavior” Forum is one way to 
break the cycle, BUT the employer must be on-
board with the challenges and issues that may 
be discovered, which need changed.  It could 
be that the company has 1 or more bad 
managers, who are taunting or demeaning 
employees, etc.  If the employer is unwilling to 
release such employees or makes excuses for 
them, the Forum may only encourage others to 
leave.  In order to have a healthy work 
environment, the employer has to be one of 
high integrity, mutually respectful, and 
supportive of those hard-working employees. 
 

There are usually multiple negative behaviors, 
which can destroy an organization.  Bullying is 
one, of which many are aware.  Sexual 
Harassment is another concern.  It is much 
more valued if the employer is willing to 
address issues that employees are willing to 
reveal.  Once the employer supports the 
employee and takes the necessary action, the 
whole organization can feel a huge relief and a 
willingness to “get back to work”.   
There is often someone who likes to taunt 
others, pointing out their flaws in public, i.e. 
noting a person having freckles, or a space 
between their teeth, or if you happen to stutter.  

Such taunting can be very cruel and 
embarrassing.  Still, there are those people who 
feel “powerful” teasing or taunting others.  
Though you can be sure that these “bullies” do 
NOT tolerate teasing of themselves well. 
 

With our very diverse workforces, there are 
many international employees, who may be 
victimized due to their language barriers or 
different habits, etc.  Still, all employees should 
receive mutual respect, and if any employee 
finds him/herself treated unfairly or 
inappropriately, they should contact their 
Human Resources Professional and/or file a 
complaint and ask for their support.  All 
employees deserve respect & fair treatment. 
 

Providing Workplace Behavior Forums is a first 
step to clarifying to workforces that “poor 
behavior will not be permitted.” 
 

THE COST OF POOR COMMUNICATION  
 

Communication is one of the top concerns or 
issues in most businesses.  Communication is a 
MUST anywhere and everywhere.  Many of 
today’s younger adults, etc. have become more 
accustom to using electronic communication 
than previous generations.  Though the latter 
50’s and early 60’s many families had “party 
lines”, where multiple homes were on the same 
phone line, allowing other people to listen to 
your conversations. It was very inconvenient, 
but now children of all ages have their very own 
cell phones.   
 

Today people of all ages can connect with 
others by texting them via a cell phone, call 
their cell phones, email the person, or you can 
use a camera on your laptop or tap into a 
podcast, not to mention call the person on their 
phones, or use any Social Media, etc. with the 
use of the “cloud”.  Still, this does not address 
the “communication glitch”, since people don’t 
know how to communicate!  
 

Until our workforces learn how to effectively 
communicate with others, this will hurt any 
business financially!  Surveys have proven that 
“poor communication” can cost 400 companies 
with 100,000 employees each an average loss 
per company of $62.4 million per year.   



THE COST OF POOR COMMUNICATION 
(Continued) 

An estimated $41B is lost by US companies 
alone each year due to poor Customer 
Service (including “poor communication”).  Too 
many people are unable to even look into 
another’s eyes.  Still others are not even good 
at listening.  This weakness causes a loss of 
customers and employees.  (Compass Career 
Management provides “Effective 
Communication Training”.) 
 

DO YOU APPRECIATE CREDIBLE 
RESOURCES? 
 

Everyone in business values information on 
credible resources.  There are numerous 
vendors, who are not dependable or effective in 
their area of expertise.  Bill and I have been 
ones who are always thankful for “credible 
resources”.  Therefore, when we find a 
responsible and effective tradesperson, we are 
pleased to share their names and contact info 
with others. (Like Telware!)  
 

No doubt, you have experienced the other 
vendors, who don’t seem to know what they are 
doing, or insist on charging an arm and leg for 
their services.   
 

With this in mind, please feel free to share any 
qualified and effective repairperson’s name and 
contact info with me, and I’ll be glad to share a 
brief “plug” for them in our newsletter.   
 

ANNUAL REVIEWS ARE TRULY 
“OUTDATED” – LEARN ABOUT THE MOST 
EFFECTIVE TOOL AVAILABLE 
 

“Annual Reviews” actually began in “Biblical 
times”. 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, then this process was 
moved into managerial and professional 

positions in 1955.  From 1960 – 1970, the Civil 
Rights Act and passing of Equal Employment 
Opportunity led the Federal Government to 
create a formal company appraisal practices, 
i.e. the use of Annual Performance Appraisals. 
 

In more recent times a gentleman named 
Dallas Romanoski, who had done much 
research in this area, created and wrote a book 
called Performance Culture, explaining a 
process that is more rational and practical. 
 

In using this process, employers and 
employees are able to see a visual image of 
their status of skills, accomplishments, and 
exchange of information that clarifies the 
contribution of skills, production, etc. and 
determine next steps for the employee or 
options for the employer.  This Performance 
Culture tool is proving to greatly improve 
communication in the workplace and increase 
production.  The result is a “healthier work 
culture”, making a “WIN-WIN” for all concerned.  
 

 
                         Dallas Romanoski 
    Creator and Author of Performance Culture 
 

Dallas Romanoski, the Creator and Author of 
Performance Culture, did speak at the Charlotte 
Area SHRM at one of our past monthly 

meetings.  Coaching should accompany 
training and development.  “Performance 
Culture” is key to the future success of your 
workforce and benefit the whole organization.  
For more information, contact Bill or me.  
Compass Career Mgmt is your Partner in many 
ways.  Learn to Manage Your Changes!                
************************************************************* 

Compass Career Management Solutions are 
human-resources transitional experts providing 
Outplacement, Leadership Training, Effective 
Communication, Performance Management, 
Supervisory Training, & Team Building, etc. 
www.compasscareer.com; 704-849-2500 The 
Winds of Change Bring Opportunity! 
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