
We start to lose the disci-
pline that made us effective 

all along. That's one way in 

which we can all benefit 
from a vicious downturn 

that has harmed a lot of 

people and companies 

around the world. If noth-
ing else, we have the 

chance to re-establish dis-

ciplineðdiscipline in how 
we select and develop tal-

ent and discipline in how 

we design our products and 
business processes.  

 

While we're doing that, we 

must also remain alert to a 
big danger organizations 

face at times like these: a 

compulsion to panic. Panic 
is the dark side of urgency. 

It manifests itself in a ten-

dency to focus more on 
short-term survival than 

long-term success. My 

twin brother and I played a 

lot of baseball and basket-
ball growing up. Whenever 

we made a big jump, from 

youth leagues to high 
school to college squads, 

the competition got 

tougher. Having to prove 

ourselves at higher and 
higher levels was always a 

challenge; we faced the 

doubts most athletes have 
at one time or another 

about their abilities. We 

wanted and expected to 
perform well.  
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cus on it fully and ensure a 
successful outcome. Our 

world isn't the same any-

more.  
 

Now, challengesðreally 

big challengesðcome at us 

relentlessly. Severe reces-
sions. New competitors. 

Natural disasters. New 

technology breakthroughs. 
Government legislation. 

We can never tell what will 

happen next. In this cli-
mate, establishing and sus-

taining a true sense of ur-

gency in our organizations 

becomes vital.  
 

Don't Take Your Foot off 

the Gas 
Throughout my 40 years of 

service in the military, 

higher education, and non-
profits, I've seen firsthand 

how elusive urgency can 

be. So it wasn't long before 

I started reminding my col-
leagues that our big new 

contract certainly is a great 

accomplishment. But it's 
still just one contract. We 

need many more like it to 

keep extending our reach 

and impact. We've all seen 
this dynamic: When things 

are going well, when we 

notch a big win, it's tempt-
ing to take the foot off  

the gas just a little bit. 

What we're doing, we tell 
ourselves, is obviously 

working. So what's the 

harm in relaxing for a mo-

ment?  
 

Like so many business sec-
tors, the executive-

education industry is chal-

lenged as the global eco-
nomic crisis lingers. Many 

companies are scaling back 

their training budgets, re-

sulting in slower business 
for my organization, the 

Center for Creative Leader-

ship, and for many of our 
competitors. So we had real 

cause for excitement a few 

weeks ago when a major 
corporation chose our com-

pany for a large leadership 

development contract. As 

you might imagine, those 
deals aren't easy to land in 

this climate, and they don't 

happen without the hard 
work and collaboration of 

very talented men and 

women. This was a win 
worth celebrating, and we 

didn't waste much time 

spreading the word inter-

nally. 
  

All the while, however, I 

kept remembering the les-
sons from a favorite book 

of mine, A Sense of Ur-

gency, by Harvard Business 

School change expert John 
Kotter. In the more stable 

economy of recent decades, 

Kotter tell us, leaders could 
expect their organizations 

to face one big change a 

year, such as a merger or 
acquisition. Solving that 

challenge took considerable 

resources, to be sure. But 

leaders had the time to fo- 
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The past months have really been chal-
lenging for the Human Resource field.  

Are we taking care of our employees?  

Do they know the state of our business 
or industries?  While we juggle all of 

this with the changes in the economy, 

we also have to deal with all the new 

legislation that is being passed or pro-
posed.  Dorothy Hill, SE Regional 

Field Services Director for SHRM 

asked the leadership team at HR Flor-
ida State Council ñ Are you remember-

ing to take care of yourself?ò  We so 

often put our employees first. 
 

The next few months should be busy as 

we wind down the year.  I will be on 

my favorite vacation when this news-
letter comes out.  We will be in Biloxi 

for five days at Cruizin The Coast.  My 

husband loves his classic car and I love 
the casinos.  It is a perfect vacation.  

So if you see five classic cars heading 

down Hwy 98 on October 7th, you 
know I will be smiling. 

    

 

 

 
 

 

 

 

 

 

I would like to start by thanking my 
board for all of their hard work this 

year.  We all seem to be so busy these 

days that I want each of them to know 

that I do appreciate the time that they 
have spent making this year so suc-

cessful. We had a wonderful time at 

HR Florida and actually had 11 mem-
bers attend.  Peggy, Lynndriette and I 

attended the state conference dinner 

and we actually won some prizes for 
having met our quota of members at-

tending this yearôs conference. 

 

Our seminar planned for October 
should be very informative as we 

Presidentõs Corner 
By Michele Burns  
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have Michael Hanson teaching us 
how to do Web 2.0 recruiting.  When 

the board was thinking about topics 

for a seminar, this was the one the 
raised the most questions which made 

us realize that we could all use some 

more training.  The technology is 

coming even if we are not ready. 
Those that have teenagers in the 

house probably have a much better 

understanding of all this than those 
that donôt.  Should you twitter ï what 

should be on my facebook ï and just 

how many more websites do I have to 
go to? 

 

Sharon gave us a great report that 

showed how many people visit our 
website each month and I was very 

surprised.  We are getting around 

6000 hits per month.  We have a great 
website and hopefully our members 

are using it to keep updated about our 

chapter. 
 

Legislative Update  

 

E-verify requirements became ef-

fective September 8, 2009.  Federal 

contractors are required to verify 

employment eligibility of all per-

sons hired during a contract term, 

as well as current employees who 

perform work under a Federal 

contract within the US.  This proc-

ess is completed electronically  

through the Department of Home-

land Security. 

Recruiting on Twitter  

You want to start recruiting on Twitter but don't know where to start. The 

first step is to set up your profile. Successful Twitter recruiters say it's 

more effective to use your own name when creating a profile, rather than 
your company's name, noting that people follow people, not companies. 

Recruiters need a picture and a bio, which is limited to 140 characters and 

should include personal and professional information. You can customize 
your background to include your contact information and web site URL.  

 

Be sure to attend the October seminar, where Twitter and many other so-

cial networking sites will be discussed!! 

WELCOME NEW MEMBERS 
 

Scott Seeger    Joe Faulk  Teresa McKim 

ResortQuest  LPL Financial   HX5 

    
Arrend Jelsma   Eric Halter    Christopher Moore 

Aerotek   MetLife  U.S. Air Force 
 

Sherry Frazier  Tami Smith 

Waldorff Insurance Westwood Retirement Resort 



Harris Interactive on behalf of The 
Workforce Institute at Kronos Inc., 

30 percent of more than 2,000 re-

spondents said they are more likely 

to go to work in this economy  
regardless of their physical or emo-

tional state or scheduling conflicts. 

 
A study published in the Academy 

of Management Journal that in-

volved 12,500 employees of the 
department of transportation of a 

large state, found that a drop in 

absenteeism associated with high 

unemployment was concentrated 
among dissatisfied, disaffected 

workersðthose least likely to con-

tribute to productivity. 
 

ñLocal unemployment rates had 

little, if any, effect on job absences 
in units with high satisfaction or 

commitment, since absenteeism in 

those groups was consistently 

low,ò said researcher John P. 
Hausknecht of Cornell University. 

 

The study contained another piece 
of bad news for employers: 

Worker absenteeism has a ten-

dency to creep up over the years, 

through good and bad times. Over 
the course of five years, it in-

creased at a rate of about 5 percent 

a year at the organization being 
studied. 
 

Such increases might go unnoticed 

from year to year, but over time, 
the cost of lost productivity can be 

significant. For example, the re-

searchers estimated absence cost 
the transportation agency approxi-

mately $6.25 million in the final 

year of the 15-year study. 

 
 

 Continued on page 4 
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The last thing an employer wants, par-
ticularly when a pandemic threat ex-

ists, is for a sick employee to report to 

work. But when employers experience 

sick leave abuse and other forms of 
unnecessary absenteeism, it might be 

time to take action. 

 
According to a recent Society for Hu-

man Resource Management (SHRM) 

poll, employees that take unscheduled 
time off pose a problem for many or-

ganizations. Sixty-three percent of the 

HR professionals surveyed said un-

scheduled absences were a problem ñto 
some extent,ò while 7 percent said 

such absences were problematic ñto a 

large extent.ò 
 

Yet many organizations take absentee-

ism in their stride. Nearly a third of HR 
professionals responding to the poll 

(30 percent) said unscheduled absences 

pose no problems for their organiza-

tion. 
 

Organizations that rely heavily on the 

presence of employees to provide ser-
vice to customers, however, are more 

likely to focus on absence control. One 

option is the use of a formal plan that 

offers employees incentives for avoid-
ing unscheduled absences. According 

to the poll, 17 percent of respondents 

have an incentive plan, and 3 percent 
of respondents were considering add-

ing a plan within the next year. 

 
According to those respondents with a 

plan, the most popular incentives in-

clude: 

¶ Compensation for unused leave,  
       36% 

¶ Extra time offð21% 

¶ Bonusesð19% 

¶ The ability to carry over leave into  

       the next yearð8% 

¶ Gift certificatesð5% 

 

Unscheduled absence and sick leave  

 

incentive programs might have some 
staying power once implemented. 

Nearly two-thirds of respondents 

offering such incentives (64 percent) 

have had an incentive plan in place 
for five or more years. Yet the poll 

suggests that new plans continue to 

be adopted. While just 4 percent of 
respondents said their plan was new, 

11 percent of respondents said their 

plan had been in place for a year, 10 
percent for two years and 8 percent 

for three years. 

 

Incentives Curb Absenteeismð

Some of the Time 

Incentive plans have mixed results, 

according to SHRM. While 16 per-
cent of poll respondents reported 

their plan had reduced unscheduled 

time off ñto a large extent,ò the vast 
majority of those with such plans (71 

percent) indicated that absenteeism 

had been reduced ñto some extent.ò 

Of those reporting positive results, 
however, most (65 percent) had no 

documentation or metrics available 

that could prove their plan had re-
duced unscheduled time off. 

 

Another 13 percent said the incentive 

had no impact on unscheduled ab-
sences. Factors such as the planôs 

design, the type and value of incen-

tive, and the regularity with which 
the plan is communicated can impact 

the success of an incentive plan. 

 

Germs at Work 
Sick leave incentive policies might 

reduce frivolous absenteeism, but 

they can lead ill employees to report 
to work, where germs can be spread 

to unsuspecting co-workers.  

 
This behavior is more likely when 

thereôs talk of layoffs and furloughs, 

as employees scramble to demon-
strate their value to their employers. 

According to an online survey  

fielded at the end of January 2009 by 

 

 

Absence Control is a Challenge, Study Finds  
By Rebecca R. Hastings, SPHR 
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The survey included responses from 
522 workers 18 years of age or older 

and employed in office environ-

ments, and 150 senior executives at 

the nationôs 1,000 largest companies. 
 

Sending Sick Employees Home 
Managers might choose to send sick 

employees home, but only if they 

realize that they are ill. 
 

According to a Jan. 22, 2009, state-
ment from OfficeTeam, a staffing 

service, 45 percent of professionals 

surveyed admitted that they ñvery 

frequentlyò go to work when they 
feel sick, and 30 percent said they do 

so ñsomewhat frequently.ò However, 

only 17 percent of managers polled 
believe that the practice is so com-

mon. Fifty-seven percent guessed 

that employees came to work sick 
ñsomewhat frequently.ò 
 

The Centers for Disease Control and 

Prevention (CDC) suggests that peo-

ple follow these actions to stay 

healthy: 

¶ Cover your nose and mouth with  
       a  tissue when you cough or   
       sneeze. Throw the tissue in the  

       trash after  you use it. 

¶ Wash your hands often with soap  
       and water, especially after you  

       cough or sneeze. Alcohol-based  
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Absence Control is a Challenge continued 

       hand cleaners are effective. 

¶ Avoid touching your eyes, nose     
       and mouth. Germs spread that  
      way. 

¶ Try to avoid close contact with  

      sick people. 

¶ If you get sick, stay home from  

       work or school and limit contact  

       with others to keep from infecting  

       them. 
 

OfficeTeam offers the following tips to 
employers: 

¶ Communicate expectations. Let  

       staff know that you prefer that  

       they stay home when theyôre  

       sick, to hasten recovery. 

¶ Set an example. Employees are  

      more likely to stay home when  
      theyôre sick if you do the same. 

¶ Give options. Allowing employees  

       to work from home if they think  

       theyôre coming down with a cold  

       or the flu can help them stay pro- 

       ductive without spreading a poten- 
       tial illness. 

¶ Offer help. Bring in temporary  

       professionals to keep projects on  
       track when employees are out sick  

       for more than a day or two. 
 

An Alternative Approach  
Another way to reduce unscheduled 
absences, which is less likely to en-

courage employees to come to work ill, 
is by converting a traditional time-off 

plan, in which vacation and sick leave 

are allocated and tracked separately, to 

a paid-time-off (PTO) plan, which 
groups an individualôs sick, personal 

and vacation time into one leave pool, 

giving employees more control over 
their entire leave balance. 
 

Some employers shy away from PTO 

plans, fearing that unscheduled ab-

sences will increase. Yet the opposite 
might be true, according to the 2008 

Survey of Traditional Time Off and 

PTO Program Practices, released Oc-

tober 2008 by The Alexander Hamilton 
Institute (AHI), an employment law 

advisory group. Forty-four percent of 

PTO users told AHI that the number of 
unscheduled absences had dropped by 

more than 11 percent since they con-

verted to a PTO program. In addition, a 

quarter of respondents experienced a 
decrease in the number of employees 

requesting unpaid time off or borrow-

ing time after converting to PTO. 
 

Overall, 80 percent of PTO respon-
dents praised the system for meeting 

their expectations, while 16 percent 

said their plan exceeded expectations.  
 

Rebecca R. Hastings, SPHR, is an online 

editor/manager for SHRM.  
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But there was also that nagging little 
voice telling us it was good enough 

simply to make the team.  
 

That's the kind of short-term outlook 
that ends in lower performance over 

the long run. It's an attitude leaders 

need to guard against especially well 

into a recession like this, when it can 
be hard to think about more than get-

ting through the week. The challenge 

every leader has now is this: How do 
I keep my colleagues focused not 

just on staying in the game but on 

actually getting better?  
 

Of course, there are no simple an-

swers. But it all starts with ur-

gencyðand as leaders, we need to 
model it every day. Certainly, I don't 

claim to have perfected this particu-

lar art. But here are a few steps that  

can help spur a sense of urgency in 
our organizations:  

Å Don't hesitate to share bad news.  
It's much more fun to announce client 

wins than budget cuts, but your 

women and men need to know the 

good and bad. And the sooner they 
know, the quicker they can adjust 

their work. Transparency builds trust. 
 

Å Convey optimism and passion.  

Your colleagues are searching for 
clues in your every word and gesture. 

If you truly believe your organization 

has a bright future, you need to say it 
and give specific reasons whyðand 

keep repeating yourself until others 

believe you and get engaged in mak-

ing that bright future a reality.  
 

Å Publicly praise urgent actions.  
When someone in your organiza-

tionðregardless of their levelð

moves quickly to make something 
happen, thank them and make sure 

everyone knows about it. Small acts 

of urgency have the power to inspire 
larger ones.  
 

Å Partner with colleagues on straegy:  

To move things along with urgency, 

it's tempting to grab your five closest 

advisers, lock yourselves in a room and 
hammer out your updated strategy for 

the next year. But the rest of your or-

ganization won't feel invested or en-
gaged. This is the wrong way to dem-

onstrate urgency! So solicit the 

thoughts and expertise of a wide swath 
of your colleagues and show them their 

input mattered. With so much uncer-

tainty on the horizon, you need every-

one to understand that your strategy 
will have to be revised as the global 

economy evolves. Maintain urgency, 

but stay flexible, too.  
 
 John R. Ryan is president of the Center for 

Creative Leadership, a top-ranked, global 

provider of executive education.  

http://www.ccl.org/leadership/index.aspx
http://www.ccl.org/leadership/index.aspx
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