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ON THE NAVIGATOR’S HORIZON 
  
Have you developed a strategic action plan for 
what needs to be done re: your business this 
new year and prioritize those tasks/goals?    
 
From what we have read and heard from a 
variety of economic resources, this year of 
2016 could be another challenging year for 
businesses.  Though 2015 was a decent year 
for several, it wasn’t what many would call a 
BIG success.  Our company alone was called 
upon to assist with a number of downsizings.  
The media doesn’t usually announce small 
group downsizings, even if there are several. 
 
Obviously, we always value assisting 
companies with our services to support those 
released employees.  A Job Search is still 
much harder than most realize, as the 
competition is tough, and some older 
candidates may lack current training or have 
other hurdles making a job search more 
difficult. 
 
There are some job search candidates, who are 
persuaded by others to listen to them instead of 
we “career transition experts”.  Of course, as 
long as a candidate is able to land a decent job 
in a reasonable amount of time, that is more 
important to me. 
 
However, getting back to your “plan for 2016”, it 
is REALLY important for all companies to 
develop a list of priorities that will strengthen 
your company/organization, and find ways to 
help your workforce to be as efficient and 
skilled as possible, which, in turn, will improve 
your company’s production. 
 

Use strategic efforts to identify those venues 
that can improve your company’s capabilities.  
For instance, specific training or coaching can 
have a profound and proactive impact on tasks 
and products that benefit your company’s 
outcome. 
 
There are always skills and traits that can be 
improved.  The key is to carefully note those 
efforts that can make the biggest improvement. 
 
Many employees today are encouraging their 
supervisors and managers to provide more 
direction more frequently in order for 
employees to do their best on any job.  Having 
one annual review a year is too long to wait to 
receive such information. 
 
Supervisors/Managers providing more frequent 
feedback and offering more specific direction 
can allow for a better chance for an employee 
to make a more effective impact on the job or 
task at hand. 
 
Therefore, it will be a HUGE investment for the 
employer to identify and implement specific 
efforts and plans to help the whole organization 
to be more successful.  What plans do you 
have to grow your business?  Don’t 
procrastinate! 
 
MANAGEMENT, DO YOU DISCOURAGE OR 
TURN A BLIND EYE TO BULLYING OR 
GOSSIP?       
 
When we were in school, there was always a 
“bully” in class who enjoyed taunting those 
students who were more quiet or less 
aggressive.  “These victims” would seldom 
speak up or “fight back”.  Therefore, they would 
continue to be targets to the bullies.   

 



…BULLYING OR GOSSIPING (Continued) 
 
Furthermore, this pattern seemed to encourage 
bullies to become more aggressive.  In fact, 
other strong classmates might be encouraged 
to follow the initial bullies. 
 
Over time, these aggressive bruts (who could 
be guys or girls) continue to experiment their 
threatening ways on other “targets”.   
 
Such behavior can be the beginning of other 
negative, destructive, and abusive behavior.  
Therefore, it is critical that no employer 
tolerates these actions towards other people or 
employees. 
 
If this type of behavior is instigated by a 
supervisor or manager, it is even more 
important to report this.  If no one within a 
company provides support, an employee needs 
to turn to outside officials.  Someone must be 
sure to document all occurrences, including 
photos or videos, as well as dates and times.  
Such documentation is critically important. 
 
Hopefully, the HR Manager instructs new hires 
on how to handle such a situation.  Bullying and 
gossip could easily happen to a new hire, who 
is more vulnerable.  
 
BUSINESS ETHICS 
 
The topic of “business ethics” is one, which has 
been brought to my attention in recent times.  It 
seems many of our young professionals feel 
uncertain about what to do if an unethical action 
is observed.  What authority does an employee 
have, or who would be the appropriate authority 
in this matter?  Most often an employee would 
turn to the Human Resources professional.  Of 
course, it also depends on who has 
demonstrated this behavior. 
 
It would be wise to ask your Human Resource 
leader of your company BEFORE a need 
arises.  For that matter, it is wise to learn who is 
the “go-to” person in different scenarios.  (I.e. in 
case of a fire, observing an illegal act like 
stealing, etc.).   
 
Should you be one who is interested in 
becoming a business leader, such information 
is even more important for you to learn.  All 

business leaders should be well informed on 
how to handle sensitive or unethical situations. 
 
Something your company may want to consider 
is to bring in legal, police, and fire-related 
officials to provide an education of what to do 
when any of these scenarios occur. 
 
HOW DOES A COMPANY PREPARE FOR 
CHANGE? 
 
Change is the one “constant” in our world 
today.  “Nothing stays the same!”  When our 
family first experienced a major change in my 
husband’s job, I never dreamed such a thing 
could happen to us!!!   
 
Our sons were 12 and 15, and my husband had 
worked for the same company for 19 or 20 
years.  With that kind of foundation, we never 
expected his being “downsized”, but he was – 
along with hundreds of others.  Our 15 year old 
was extremely upset!!!!  Our 12 year old really 
didn’t understand what this meant or how it 
would affect him. 
 
Our experience was the major reason we got 
into this line of work.  We saw how job loss 
affected the whole family, not to mention how 
emotional it was on all those employees.  In 
addition, as we have worked with different 
companies and employers, we have seen how 
stressful these decisions are for those people. 
 
Therefore, we encourage taking time to discuss 
and listen to employees, especially when you 
anticipate some type of transition or change. 
 
Before meeting with your employees to discuss 
potential changes, there should be a meeting to 
include your company leaders and a selected 
transition expert, who can help you strategize 
and think through possible “what if’s”. 
 
It is truly wise to have an expert (and a “fresh 
pair of eyes and ears”) to review your potential 
plan and confirm all steps have been examined, 
and no important details have fallen between 
the cracks. 
 
Often those involved can be so close to the  
situation that small details can be overlooked.  
Making sure all who are affected have been  
 



PREPARE FOR CHANGE  (Continued) 
 
given proper consideration is worthwhile.  One 
mistake or oversight can cause chaos and a 
major “black eye” for the employer. 
 
If the change involves a merger or acquisition, it 
is a good idea to consider all legal 
ramifications, but also to be sensitive to all 
employees, treating them with due respect.  
Anything otherwise is unacceptable and risky. 
 
If this “Change” involves any displacement, you 
are encouraged to handle this process with 
dignity and sensitivity. 
 
WHAT CREATIVE IDEAS DO YOU HAVE TO 
CORRECT ANY GRIPES RE: CHARLOTTE? 
 
No city is perfect, therefore, there is always 
some things that could be better.  Thus, if you 
as a citizen saw a common aggravation that 
many have noted about our fine city of 
Charlotte, what would that be?  Here are a few 
issues I have heard from fellow citizens: 
 

 There are several areas in town who 
use a poor design for merging traffic, 
where an outer lane has been added, 
that narrows down via a short distance. 
Impatient and aggressive drivers stay in 
the “narrowing lane”, even though they 
know it will quickly end.  Then they 
“push” their way into the parallel 
straight lane, forcing their way between 
cars. This only encourages drivers to be 
disrespectful and rude, increasing road 
rage and tempers! (Accidents follow.) 

 Though one driver’s rule “for years” has 
been to turn your headlights on when 
raining, overcast/dark, etc. (approaching 
dusk), a huge number of drivers do NOT 
turn on their headlights, making it hard 
to see them.  Or ANOTHER pet peeve is 
when a driver doesn’t use their turn 
signals.  Such a courtesy could avoid 
multiple accidents! 

 What can Charlotte do to encourage the 
use of small local businesses? Many 
small businesses offer good, 
dependable services and prices, and yet 
the government and large companies 
tend to use other big companies as 
vendors.  Like the promotion and 

awareness of “Made in America”, some 
incentives for using or hiring a small 
local business need to be created! 

 In order to help new entrepreneurs 
succeed, there should be a workshop for 
those considering self-employment.  
This helps a small business owner have 
a better chance at being successful?  
(Compass Career Management 
Solutions has provided this workshop 
for over 15 years.  Charlotte could 
arrange for CCMS to provide this venue 
of many aspects of business ownership.  
This impartial and factual information 
could help to confirm if entrepreneurship 
is a good fit for them and avoid failures. 

 Are there old laws/rules affecting the 
world of public teachers that need 
updated or revised?  (i.e. What are 
teachers’ rights if a student attacks 
them?)  Also, students requiring special 
medication to keep their emotions in 
check should not be denied such meds. 

 As the key contact for Charlotte our 
Mayor could meet with small business 
owners at least 2 or 3 times a year to 
discuss issues and challenges?  (i.e. 
How can any utility control any area of 
Charlotte?  Isn’t it illegal to be a 
monopoly?) 

 What services could a group of “small” 
businesses get at a discount using their 
unity?  Or what about bartering between 
small businesses? 
  

There are surely many other ideas, questions 
and areas which a small business or 
organization may have, and hopefully, the 
city/county officials would be open to discuss.  
Such conversations would valuable, 
constructive and beneficial.  Let’s encourage 
more productive exchanges between our 
city/county officials and the community.  
Communicating is the beginning. 
 
DIVERSITY IN THE WORKPLACE AND THE 
CHALLENGE OF BEING BIASED 
 
Today’s workforce has on average five (5) 
generations, not to mention dozens of 
nationalities, religions, cultures, races, in 
addition to sexes.  With these multiple 
differences, it is no surprise to experience 
“problems with communication”. 



DIVERSITY IN THE WORKPLACE AND THE 
CHALLENGE OF BEING BIASED (Continued) 
 
At a recent Society of Human Resources 
Management (SHRM) meeting, the topic of 
biases was discussed.  Whether aware of it or 
not, there are unconscious biases that all have.  
Again, these can be developed from birth, 
which you gained over a long period of time. 
 
Still, whether you as an individual or a group 
(family, company, school, etc.), becoming 
biased is often in our make-up whether we are 
aware of it or not. 
 
There are some areas in a company or 
organization that can be done to evaluate how 
you or your group may be relaying an 
unconscious biased message. 
 
Look at your company website and see what 
images of people are displayed.  Are the 
images all men or women?  All young or old?  
Of different races?  Do the images reflect your 
organization?  What does that say to the 
public?  Are you trying to avoid certain people? 
 
What does your verbiage relay on your 
website?  Does it welcome all or come across 
as being more exclusive? 
 
As an employer, you should be aware and 
observant what messages your website, ads, 
marketing items, etc. say about you.  Also, how 
are you coming across to your employees? 
 
If you are encouraging diversity, make sure all 
aspects of communication relays that. 
 
HOW WOULD YOU RANK YOUR LEADERS? 
 

In the past year or so, more employees are 
making negative remarks about their 
companies’ leaders.  Their observations have 
left them feeling concerned about their 
company and its future.  So what have 
employees observed?  Is it really a matter that 
should cause alarm? Comments I have heard 
from many young professionals include: 
 

 One leader was not supervising or 
managing the employees when a major 
task was being performed.  The 
manager was distracted by the cell 

phone, bored with work or didn’t care 
about the safety of the employees!” 

 Another leader was asked for guidance 
and direction when a small accident 
occurred in a facility.  The leader 
hesitated and panicked, though the 
leader was an experienced leader for 
many years in this company.  This 
caused workers to lose trust in him. 

 Many have commented that their 
managers take long lunches and long 
breaks, setting a bad example for others 
– an example of irresponsibility. It 
appears some leaders/managers like 
the bigger pay check but not the 
responsibility. 

 Though employees want to grow and 
learn, many leaders make no effort to 
provide such support. 

 Poor business ethics are increasing, too. 
 
If these are scenarios that you are observing in 
your workplace, you are encouraged to talk with 
your HR professional or Lead Manager.  Such 
behavior cannot be corrected if someone in 
authority doesn’t know.  Being a “Leader” 
should be a position of honor and responsibility. 
  
HOW CAN EMPLOYERS FIND GOOD, 
RESPONSIBLE EMPLOYEES? 
 

Some companies could use a more efficient 
way of recruiting and hiring employees, with 
which we could assist. 
 
However, there are many good employees, 
who find themselves in job losses through no 
fault of their own.  I hear most employers relay 
that they NEED good employees.  Therefore, if 
you believe you work for a good company, help 
the company by spreading the word about your 
“good employer”.  Be a supporter of your 
company, and share this with others. 
 
************************************************************ 

Compass Career Management wants to be 
your Strategic HR Partner in order to 
strengthen your organization and have a 
successful future.  
  

This publication is provided by Compass Career 

Management Solutions – OI Global Partners.  

Robyn A. Crigger, CEO; 704-849-2500 

 www.compasscareer.com      
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