
Kristick suggests the following 
strategies to deliver long-term 
results and minimize the loss 
of critical talent in today’s work 
environment. 
 
� cultivating existing talent 

� improving employee         
satisfaction 

� planning ahead for         
succession 

� acting on performance  
reviews gaining talent     
visibility 

 

W 
ith budget and      
staffing cutbacks, 
have we taken our 

focus away from cultivating our 
high potential employees that 
will drive the success of our 
organization in the months and 
years to come? The article 
“Fi l l ing the  Leadership        
Pipeline,” by Jeff Kristick,       
featured in this month’s issue 
of T&D Magazine, by the 
American Society for Training 
& Development, provides 
strategies for organizations 
looking to cultivate their internal 
talent while weathering the      
current financial crisis. 
 

According to Bersin and        
Associates, “Companies that 
consistently foster a talent-
driven culture … have thrived 

despite current conditions, in 
great part by maintaining their 
commitment to leadership      
deve lopm ent  p rograms. ”      
Kristick suggests that in today’s 
ec o nom y,  o rg a n i za t io ns           
executing strategic cost-savings 
practices when it comes to      
ta lent management  and         
employee development are      
taking a holistic approach. 
 

 “ F rom  deve l op in g  an d           
managing, to optimizing and 
rewarding talent—companies 
can maximize their talent       
investment while increasing 
e m p l o y e e  p r o d u c t i v i t y ,            
satisfaction, loyalty,  and        
re tent ion.  Al l  of  these             
imperatives will continue to 
have a direct influence on the 
corporate bottom line,” notes 
Kristick. 
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Course Review: Recognizing a Leader  
Media 
e-Learning 
 

Target Audience 
Leaders & Managers 
 

Course Overview 
Do you feel that your 
people can't get along without you? 
If you're not available, do your peo-
ple lack    direction and therefore, 
productivity suffers? If you feel that 
you've been overmanaging and 
underleading, this course is for you. 
There is a strong difference        
between activities and roles of    
effective managers and those of 
successful leaders. You'll discover 
what some of those key differences 
are by studying the traits and      
qualities of leaders, including      
information on how true leaders 
find the time to lead and what      
employees expect from their       
leaders. Additionally, you'll get a 

chance to explore your leadership 
style and gain awareness of your 
strengths and weaknesses as a 
leader. The good news is that, like 
so many other skills, leadership can 
be learned. 
 

Review 
Recognizing a Leader is a compre-
hensive course for new and        
seasoned managers, and those 
stepping into a leadership role. The 
course addresses the challenges 
that today’s leaders face, trends 
affecting leadership, how to find the 
time to lead, what employees      
expect from leaders, as well as an 
overview of various leadership 
styles. Broken up into smaller     
segments, this challenging and 
engaging course will provide your 
leaders with new ideas about the 
misconceptions of leadership and 
techniques for effective delegation 

and facilitation. Recognizing a 
Leader challenges participants to 
reexamine what it means to be a 
leader – acknowledging that     
leadership is about relationship, 
not a position. Today’s leaders 
need to embrace the expectations 
of their employees and managers. 
They must be flexible and able to 
make changes in their leadership 
style when necessary. By         
uncovering your natural leadership 
style, you can better understand 
and address your own strengths 
and weaknesses as a leader.     
Recognizing a Leader is a             
dynamic, engaging course that will 
prepare your organization’s future 
leaders, and challenge your most 
senior leaders and managers. 

Call to preview this course: 
1.866.746.4713 

eLearningforemployees.com 
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S P E C I A L  
P O I N T S  O F  
I N T E R E S T :  

•  Leadership               
Challenges 

• Change in Labor 
Laws 

• Leaders can also   
use a cross-
functional in-house 
team.   
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ABI HR Helpline 

The group probably should be       
concerned.  A down economy and a 
new administration usually means 
some kind of action when it comes 
to laws and regulations.  For 8 
years under the past president there 
were not a lot of new laws          
introduced.  The pendulum is      
beginning to swing the other way, 
as it usually does, and it is           
important that business owners 
keep alert to changes that impact 
them. 
There is a focus on health care and 
on organized labor issues right now 
at the Federal level as the White-
house and the Congress look at 
healthcare reform and unionization 
rules.  The “Employee Free Choice 
Act” would make it easier for unions 
to get in to companies.  This means 
that employers should look to        
providing good communication and 
fair and equitable treatment of their 
employees so people don’t want or 
need a union.  Everyone generally 
agrees that the current healthcare 
system needs some fixing but       
depending on how that “fix” is      
accomplished, employers may be 
responsible for providing some form 
of coverage or maybe paying into a 
system that provides it.  There is no 
attempt to recommend or support 
any particular viewpoint here just a 
warning that business owners 
should be paying attention, reading 
and even talk ing to their               
representatives. 
 

COBRA and Mini-COBRA 
States are also getting into the act.  
One particular state issue is        
providing “Mini-Cobra” laws.  These 
laws require all employers (not just 
those with 20+ employees covered 

under the Federal COBRA law) to 
provide continuation of healthcare 
coverage to terminated employees.  
Under the “big” COBRA law, this 
means the employer keeps the     
ex-employee on the coverage and 
the employee pays the premium for 
usually 18 months after that leave 
until they are covered by some 
other plan (usually when they find a 
new job).  The new “mini” programs 
are cropping up since the Federal 
Stimulus Plan provides relief to the 
ex-employee by paying for 65% of 
the premium payment.  Most “mini” 
laws are set to end when the     
Stimulus program ends at the end 
of 2009.   
If you are currently providing      
medical insurance for your          
employees and you lay-off or       
terminate anyone, you may need to 
learn more about your state’s laws 
(unless you have 20+ employees 
which means you are already      
covered by Federal Law).  A good 
source for information may be your 
insurance carrier, the Federal DOL 
website: www.dol.gov; or your state 
government site.  According to the 
Society for Human Resource     
Management, 40+ states have     
mini-cobra laws that vary and more 
states are establishing these laws. 
 

Healthy Families Act Introduced 
Another law that looks at “paid time 
off” that is pending on the Federal 
level is the Healthy Families Act 
sponsored by Representative Rosa 
DeLauro (D-CT) and Senator       
Edward Kennedy (D-MA).  This bill 
would require employers with 15 or 
more employees to provide         
employees with up to 56 hours of 
paid sick leave. 

Get Ready for Change in Labor LawsGet Ready for Change in Labor LawsGet Ready for Change in Labor LawsGet Ready for Change in Labor Laws    
Bill, Jim, Jane and Andy were meeting over their usual Monday morning cup of coffee at the local café.  “How are 
you all faring with the recession so far?  Do you think things are getting any better?” was Jane’s greeting.  “Maybe, 
but who knows for sure,” was Bill’s answer and the others agreed.  “My big concern though is what’s happening with 
all these new laws I keep reading about?” said Andy, “it seems like every time I turn around there is a new govern-
ment program and I’m not sure how it will impact my business.”   The others agreed that things were getting confus-
ing and though they believed that someone had to do something to help the economy, they were concerned about 
what seems like a lot of new labor laws lately. 

The Healthy Families Act (HFA) 
would require public and private     
employers to allow employees to 
accrue one hour of paid sick leave 
for every 30 hours worked.  An       
employee begins accruing the sick 
leave as soon as they start and the 
bill says that they would be able to 
begin using the leave after 60 
days.  The paid sick time could be 
used for the employee’s own medical 
needs or to care for a child, parent, 
spouse, or any other blood relative, 
or for an absence resulting from     
domestic violence, sexual assault or 
stalking.  
Sick leave required under the HFA 
would be in addition to any leave 
provided under the Family and      
Medical Leave Act or state workers      
compensation laws.  If an employer’s 
existing paid leave policy fails to 
meet all the requirements of the Act, 
the employer’s plan would need to 
be amended to comply with the HFA 
requirements. 
If this laws passes and businesses 
are not currently offering paid “sick” 
days they would be required to do 
so.  Since it has not passed yet, 
business people who are interested 
may want to read more and possibly 
contact their own legislators about 
their support or concerns.  

The message to Bill, Jim, Jane and 
Andy, and all of the business owners 
like them is that we are in a climate 
of change and it is vital that they 
keep reading, talking and working 
with their service providers and their 
elected officials to make sure a       
climate that is good for employees 
AND business continues! 
 

--Phyllis G. Hartman, SPHR 
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…And the Silo Walls Come Tumbling Down 

Every leader faces management 

challenges, but one of the     

toughest we discovered in our    

recent examination of the prob-

lems that put managers at risk is 

an inability to see beyond the four 

walls of the department, the unit 

or—as well call it—the manager's 

"functional silo."  

 

That last word conjures up images 

of barriers that reach skyward, 

and sometimes the walls that 

m a n a g e r s  e r e c t  a r o u n d         

themselves and their teams seem 

almost insurmountable. One top 

leader says she feels like she has 

to climb the world's tallest ladder 

to get inside one manager's unit. 

Getting through is not an easy 

task, but discovering the prize 

inside—an able and skilled      

manager who needs clarity about 

his job—can make the climb 

worthwhile.     

 

Haven't we all watched a strong 

manager who believes that his 

duty to his department holds 

more importance than his         

obligation to the organization? 

Such devotion to the team is      

admirable, but when carried to 

extremes, it's likely to keep the 

manager stuck in his silo while 

others who can see the big picture 

climb over him to get to the top.  

 

As we note in our report, "Five 

Critical Management Derailers," 

silo-building managers risk their 

organizations' well being as well 

as their own. You can recognize 

the signs  

in your own organization if you 

have managers who:  

 

• Refuse to deal with co-workers 

outside their immediate unit 

 

• Habitually make decisions 

beneficial to their team but 

not  benef i c i a l  to  the           

organization 

•  

First, it avoids continually 

drawing water from the same 

well. Every CEO can point to 

one or more departments that 

t u r n  i n  e x c e p t i o n a l             

performance year after year. 

The temptation of working with 

thoroughbreds, however, is 

that we go back to them—and 

only them—race after race. At 

the very least, this practice 

risks tiring high performers to 

the point of  indifference.  

 

Second, passing around the     

committee membership gives 

new performers a chance to 

develop and show off new 

skills. The thoroughbreds set 

the benchmark. Others can 

then strive to meet it, or even 

reach beyond.  

 

Third, regularly working with 

people outside of a unit brings 

down the silo walls more 

quickly than any well chosen 

words of a CEO. Why? People 

often learn best while doing. 

Envision reaching over a wall to 

grab a hand.  Doing so is       

almost impossible when the 

walls are silo-high. For effective 

col laborat ion, committee     

members must emerge from 

their silos and meet in a brand 

new environment.  

 

Leaders can also use a       

cross-functional in-house team.  

One example is a team that 

examines the impact of          

implementing a change in      

customer service or some other 

crucial operation. Such a     

committee could be composed 

of managers in each of an      

organization's departments.    

 

Other remedies to bring down 

the silo walls include: 

 

 
continued... 

• Balk at making changes that 

affect them, even if the 

change helps the organization 

 

• Keep beneficial information 

inside the "team tent" 

 

• Appear not to grasp the       

organization's mission/vision 

 

One organization deals with the 

problem of silo-managers by 

never letting the manager build 

the silo in the first place. How? 

One way is by establishing regular 

meetings in which different       

departmental leaders share       

information, discuss problems and 

plans, and generally see the     

organization from different       

perspectives.  

 

The same organization also        

annually appoints a different 

manager to a committee made up 

o f  l e a d e r s  o u t s i d e  t h e              

organization. This panel of        

appointees serves as the        

fundraising arm for a community 

n o n p r o f i t  a g e n c y .  T h e              

organizations participating raise 

their profiles in the community 

while performing good works. 

Each manager on the panel learns 

more about his organization and 

the role it plays in the community. 

This appointment accomplishes 

several in-house goals as well: 
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• Explaining how each spoke is important to 

the wheel. In other words, establishing in 

clear language how the manager's team 

fits into the organizational big picture. 

This is especially important for a new 

manager who may just be learning how to 

run his department. Direct supervisors 

should demonstrate early on that the 

wheel is only as strong as its individual 

spokes, and that one spoke alone isn't 

strong enough to support the wheel. 

 

• Establishing a cross-functional goal for the         

manager. In this scenario, the manager    

reports to someone else who can monitor 

progress, facilitate discussion, offer ad-

vice, and drive accountability.  This is ide-

ally someone who has been in charge of a      

department and now holds more than      

d e p a r t m e n t a l  r e s p o n s i b i l i t y . 

 

• Three-point monitoring to hold the     

manager accountable. The three points of 

access are the manager's manager or 

boss, his peers and his subordinates. Why 

three points instead of just one? Because 

it's next to impossible to  monitor a       

person's performance all by yourself. You 

would have to be at the same place as 

this manager all the time, from the time 

he reports to work to the time he leaves 

the parking lot at the end of his workday. 

Most supervisors have more than one per-

son and one task to attend to in a day, so 

this helps establish a way for the manager 

to be accountable to his peers and             

subordinates too. Make it known that you 

will be asking each point of access to 

evaluate his performance. Do this for eve-

ryone and it becomes less threatening—

and everyone is accountable to everyone!  

 

If you are tired of looking at the silo walls 

from the outside, imagine the limited view 

from within. It's time to bring those walls 

down, permanently.  

“Should you find yourself in a chronically leaking boat, energy devoted to changing 

vessels is likely to be more productive than energy devoted to patching leaks.” – 

Warren Buffett, investor 

Top Ten e-Learning Titles 

Ever wonder which of e-Learning for Employees courses are the most well received amongst your peers?  
Listed below are the most popular Business and Professional Skills and most popular Computer Skills 
courses for the past quarter. 

Business & Professional Skills Top                 
10 e-Learning List 
 
Communication Skills for Leadership 

The Mark of a Leader 

Accounting Fundamentals 

Professional Assertiveness 

Energizing and Empowering Employees 

Conducting the Behavioral-based Interview 

Avoiding Errors in Usage and Punctuation 

Giving Feedback: A Manager's Guide 

Employment and Labor Law 

Foundations of Grammar 

Computer Skills Top 10 e-Learning List 
 

Excel 2003 - 1 Getting Started 

Excel 2003 - 2 Creating a Spreadsheet 

Computer Basics: Using Your PC 

Excel 2003: 4 Editing and Printing Worksheets 

Excel 2003: 3 Formatting Data 

Security+: 1 Exam Basics 

Outlook 2003: 3 Contacts and Calendar Entries 

Access 2003: 1 Introduction to Access 

Excel 2003: 5 Managing Worksheets 


