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Human Resource executives are the strategic backbone of
the business world. Issues like mediation, training, evaluation,
implementation of corporate policies, as well as Federal and
State mandated programs are part of an HR staff’s everyday
job. That is why it is important for the HR professional, no
matter what their level, to take these same skills and apply
them to the implementation of their own career goals and
objectives. In this issue you will see our Career Focus section
provides some helpful and thought-provoking insights on how
to get the ball rolling… see page 14.

Full-Day Seminars to Sharpen 
Your HR Management Skills
Check out some of our most popular offerings to fine tune
your skills as an HR manager. See page 24 for further details.



Hollywood Movies Cure 
Continuing Education Blues

www.filmtx.com
200 Professional Center Drive

Suite 200
Novato, CA 94947-4339
toll free: 877-434-5689  

toll free fax:  866-667-7783
e-mail contact@filmtx.com

  For brochures, topics, course 
   descriptions, schedules, fees, 
discounts, faculty bios, and other
    information check us out at: 

filmTx   TM

Continuing Education 
Seminars

Novato, CA: "Greed, for lack of a better word, is good. Greed is right. Greed works. Greed 
clarifies, cuts through, and captures the essence of the evolutionary spirit,” says a well-tailored 
Michael Douglas as Gordon Gecko in the movie Wall Street, and soon the lights go on in  the 
meeting room and colleagues dissect and examine Gecko’s business philosophy. 

The room is filled with HR and mental health professionals earning CE units in an 
entertaining and exciting new way. “I’ve sat through too many dull and boring CE classes 
myself,” says Patti Nolan, LCSW, BCD a Marin County psychotherapist, “but a class I took in 
Kauai from Dr. Ray Liles was different. He used clips from Hollywood movies to make his 
points and the audience instantly understood what he was talking about.” In 1999, Nolan 
founded filmTx™ a California Continuing Education Provider offering seminars to 
Psychologists, LCSWs, MFTs, Nurses and HR Professionals. Expanding to meet demand, this 
Fall, filmTx™ offers 65 one-day seminars in 13 different cities and the company even creates 
customized presentations for corporate clients. 

"Films are a catalyst. They present dramatic problems, crises, and turnarounds," John K. 
Clemens told Inc. magazine. Professor Clemens, who shows films like Hoosiers and Citizen 
Kane in his graduate management and executive education courses at New York’s Hartwick 
College adds: "Films beg to be interpreted and discussed, and from those discussions 
businesspeople come up with principles for their own jobs."  

Movies also influence our decisions. “Consider 
the phrase ‘Failure is not an option,’” suggests 
film columnist Gil Mansergh, MA. “It probably 
appears in half the mission statements in corporate 
America, but it was originally a line in Ron 
Howard’s movie Apollo 13. Mansergh, who selects 
the film clips used in the filmTx™ seminars knows 
his material. “I screen over 300 movies a year for 
my movie column and radio show and I keep track 
of which scenes will effectively prompt elaboration 
and discussion.”

“Movies are an extremely powerful educational 
tool,” notes psychologist and former HR and OD 
Vice President Jim Andrews, Ph.D.. “I’m 
presenting a new seminar for filmTx™ this Fall, and 
I’m excited by how involved people become in the 
classroom. People love movies. They love to watch 
them, talk about them, and share them with others. 
This is a great idea, and the popcorn just makes the 
whole thing even better.”

See you at the movies!
...I'm buying the popcorn. 

Patti Nolan LCSW, BCD 

“Movies are an extremely powerful educational
tool,” notes psychologist and former HR and OD
Vice President Jim Andrews, Ph.D.. “I’m presenting
a new seminar for filmTX™ this Fall, and I’m
excited by how involved people become in the
classroom. People love movies. They love to watch
them, talk about them, and share them with others.
This is a great idea, and the popcorn just makes the
whole thing even better.”
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A nother year has come and gone,
and as always, it has been a busy
year for NCHRA. But all that work

has paid off… the best just got better!
Our professional development group has

evolved into the California Human Resources
Management Institute – the Institute as we
have coined it. As a 501(c)(3) non profit, we
are now able to apply for grants to enrich
our educational offerings. Look for us to con-
tinue to expand our offerings, with even
more topics in more places.

By the end of 2004, we will have offered
63 half-day workshops, 67 full-day semi-
nars, 12 full-day conferences, 14 two-day
“HR Fundamentals,” 23 eleven-week certifi-
cation programs, and two eLearningPro-
grams. We also sponsored the “Disney Keys
to Excellence” program, their only partner
in Northern California.

Our Annual Conference was held in Oak-
land on September 13 and 14 with over 500
attendees, and 120+ vendors in our trade
show. Feedback for this event has been pos-
itive and invaluable as we begin to prepare
for our 2005 Annual Conference.

Our Legislative Action Committee is always
highly productive. Highlights of the year
include a very successful annual trip to Sacra-

mento. We were
joined by other SHRM
affiliates around the
state, most notably
PIHRA from the Los
Angeles area. Recent
LAC activity includes a survey that was e-
mailed to the membership regarding AB1825
(Reyes) regarding Sexual Harassment… did you
complete the survey?

Our chapters have had an active year as
well. By year-end, 96 chapter events will
have been offered. These include program
meetings, networking and social events. Our
chapter consolidation efforts have also
proven successful. 

What’s in store for 2005? We are always
looking for new ways to continue to serve
the professional and advance the profession.
Human Resources is a profession that will
continue to be challenged by the market-
place and by technology. Our combination
of resources, including California-specific
resources, will evolve in 2005. Stay tuned
for more information.

A round of applause is in order for our
volunteers, our staff and executive director,
and our board. Thank you all for a great
year! HR
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T he most effective organizations use
breakdowns, especially breakdowns
in communication, to lead the way

toward improvement and evolution. When
conflict arises, these organizations recog-
nize and take advantage of the opportuni-
ty for positive change that it represents. In
order to do this,  these organizations
undertake an ongoing effort to overcome
common, instinctive conflict habits. They
do not leave conflicts to fester beneath
the surface until they become incurable
infections. They do not let conflicts esca-
late into scorched-earth wars. Instead,
they engage with conflict proactively and
skillfully to discover the potential that it
represents.

Your organization can also be one that
realizes the larger, creative possibilities of
conflict. With a conflict resolution program
that includes mediation as its centerpiece,
you can change the way your organization
perceives and works with conflict. This arti-
cle sketches the broad outlines of what it
takes to make that change. You may want
to keep it for future reference as you
embark upon the effort. And it does take
effort – a commitment to restructure your
own thinking so that you approach conflict
with the tools provided here and in the
spirit of possibility.

I. Questioning and Changing
Beliefs about Conflict

Deep down, most of us believe that
when conflict arises in our lives, it means
that we have failed somehow – we were
not good enough, smart enough, or strong
enough to prevent this dreadful problem
from coming upon us. We feel threatened,
ashamed to be in this predicament. We see
the conflict as a zero-sum game in which
one person must win and one must lose.
Some people respond to these beliefs by
making sure that they will not be the loser,
making each conflict an occasion for all-
out war. Perhaps a more common, and

often more insidious, response to these
beliefs is to avoid conflict at all costs,
ignoring conflicts and refusing to deal with
them until they become intolerable. A sig-
nificant number of the employment law-
suits that I mediate began with this
response to conflict.

These responses allow conflict to persist
unnecessarily. Worse, they reinforce the
beliefs that say conflict can only be painful,
divisive and costly, because that is what it
is when we deal with it in these ways. These
beliefs are so deeply embedded and so fre-
quently reinforced in our culture that most
people never consider that another response
is possible.

When conflict arises, it is possible to see
it as an event with positive potential:

• Conflict can be an occasion to exam-
ine ourselves and our practices in
order to be sure that we are acting in
accordance with our beliefs and our
values.

• Conflict can be an opportunity to
understand each other better, and to
deepen and enhance relationships. 

• Conflict can be used to illuminate
ways in which organizational struc-
tures and practices can be upgraded. 

• Conflict can be worked through in a
way that leaves everyone feeling bet-
ter off than they were before the con-
flict arose. 

Maybe you find it hard to believe that
your organization could use conflict in
these ways. Many people do. That is

HR Spotlight  | By Laura Farrow

Using Conflict as a 
Force for Positive Change





because, quite simply, in our culture most
people lack important conflict skills. And
even if they have the skills, they find them-
selves unable or unwilling to use them
when they are embroiled in intense conflict
with coworkers. 

This is where mediation comes in. A skill-
ful mediator can create the context and con-
ditions in which your colleagues will use
their conflicts to generate positive results. As
people begin to experience the positive
potential of conflict, interest in working with
conflict in this way will begin to spread. Peo-
ple develop the ability to be more self-suffi-
cient the next time conflict arises. Like any
cultural change, this one does not occur
overnight. Nonetheless, direct experience of
the creative possibilities of conflict will grad-
ually shift the ways that your organization
deals with conflict. 

II. How Mediation Works
Mediation is a process in which a neutral

person works with the parties to a conflict
to help them understand each other better
and, based on that enhanced understand-
ing, make agreements about how they will
deal with each other so they are both hap-
pier with their working relationship. Thus, in
mediation the parties make the decisions
together that will resolve their conflict. This
is in direct contrast to other dispute resolu-
tion processes like investigation, arbitration,
and litigation, in which the decisions are
made by a third person, and the parties lose
control over their situation. In mediation,
the parties have the power and the respon-
sibility to resolve their conflict.

The mediation process begins when the
mediator describes the process to the par-
ties, letting them know what they can
expect and what will be needed from them
in order for the process to succeed. The
mediator talks with the parties to ensure
that each sees the prospect of some advan-
tage to be gained by working with the con-
flict in this way, and that each is willing to
move forward.

The next step in the mediation process is
for each party to describe her perspective
on the situation, and to begin talking about
what change would enable her to be happi-
er in the working relationship. The mediator
works to understand each of the parties,
and to help them understand each other,
guiding the discussion to illuminate the
sources and triggers for their conflict.

Sometimes parties come to see that they
have made unwarranted assumptions about
each other’s intentions. Sometimes they
come to see that they have been judging
each other’s different styles negatively,
when they could just as well have valued
their diverse styles as means to make them
a better team. Sometimes they come to see
that the other is, after all, not the demonic
character they had thought, but simply
another human being doing his best under
difficult circumstances. These moments of
recognition can be quite moving, and when
they occur, they become the foundation for

a new way for the parties to relate to each
other.

III. Transformative 
Aspects of Mediation 

Mediation includes two essential ele-
ments that set it apart from less structured
methods of problem solving and that make
it extremely effective as a means to gener-
ate positive change:

• A knowing, voluntary commitment by
each party to participate in the
process, and

• A neutral third party.
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A. The Power of Choice
After describing the mediation process

and what will be required of the parties
in that process, the mediator asks, “Does
this sound like something that would be
worthwhile for you? Do you think you
would have something to gain for your-
self by engaging with each other in this
way?” 

This is a critical moment in the media-
tion, and success turns upon the mediator’s
ability to elicit from each party a clear idea
of what benefits they could derive from
mediating their dispute. 

When a party chooses to engage in a
process whose outcome will be an agree-
ment with the other party – something
that benefits the other party as well as
himself – he is stepping away from the
belief that resolution requires a winner
and a loser. He is stepping into the possi-
bility that his relationship with the other
person can be changed for the better. He is
stepping into his responsibility for con-
tributing to make that change happen.
When he makes this choice, the likelihood
of positive outcome is increased exponen-
tially. 

For most parties in conflict with col-
leagues, this choice represents a significant
shift in attitude and mindset. People fre-
quently come into mediation saying, “I’m
not doing anything wrong; it’s the other
person who is causing this problem.” They
believe that the appropriate resolution
would be one in which someone else makes
the other person stop, by disciplining or
even firing the other person. It often
requires all of the mediator’s arts to gener-
ate interest in the possibility of dealing
directly with the other person to find a way
to work happily and productively together.

A party’s recognition that she has some-
thing to gain for herself by working with
the other person toward a win/win resolu-
tion is a recognition that she will benefit
and be empowered when she takes respon-
sibility for resolving her own conflict. This is
a huge step toward a positive outcome and
a new set of beliefs about conflict.

B. The Gift of Neutrality
The mediator commits to being neutral in

her work with the parties. At a minimum,
this means that the mediator will not
attempt to use her influence to coerce a par-
ticular outcome. It means that she will
accept and work with the parties as they are,
rather than judging them and making them
wrong for their attitudes, actions and beliefs.
It is this neutrality that creates a space in
which parties are free to exercise choice and
take responsibility: a person who is being
coerced is, by definition, not responsible for
his actions. Only when a party is free to say
“no” can his “yes” be truly meaningful. 

Clearly then, neutrality of the mediator is
an important element in using conflict to
generate positive change: it means that
parties will receive help resolving their con-
flict while retaining their power and
responsibility. The help will be of a kind that
actually calls upon them to exercise that
power and responsibility.

Meeting this commitment is challenging
for any mediator. It can be particularly so for
HR professionals attempting to mediate with
their own colleagues. Most HR professionals
have strong beliefs about the inappropriate-
ness of certain behaviors in the workplace,
and when they work with colleagues who
may be crossing the line, they can have a
hard time resisting the urge to lecture and to
push for behavioral change. While there is
nothing wrong with this in other contexts, in
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mediation it can be a breach of the commit-
ment to neutrality. The mediator who judges
a party and tells him that he needs to
change may disempower that party, trigger
his fears and defenses, and ultimately pre-
vent him from taking responsibility. It is
important for the mediator to tell himself
the truth about whether he can be or wants
to be neutral in a particular conflict. If he is
not neutral, but he thinks mediation would
benefit the parties, he should help them find
another mediator who can be neutral.

IV. Mediation as Part of 
a Transformative Conflict
Resolution Program

Mediation can be used on an ad hoc,
case-by-case basis. It can also be used as
part of a larger program that aims to build
an organization’s competence around con-
flict. Many organizations have developed
conflict resolution programs that include
such elements as:

• Organization-wide training in basic
communication and conflict skills,

• Development of a cadre of trained
mediators drawn from different
departments and levels within the
organization,

• Designation of conflict ‘coaches’
when conflicts arise. A coach is typi-
cally the party’s peer and will help the
party think through her objectives
and approach before the party sits
down to talk with the other party.

Whether standing alone or as part of a
larger program, mediation represents an
investment in upgrading your organization’s
relationship to conflict. Because it gives peo-
ple a new experience of conflict, in which
they take ownership of a resolution that
leaves them both better off, it leads them to
be more ready and willing to be skillful,
responsible and proactive the next time con-
flict arises. When you assess the true cost of
conflict in your organization – including lost
productivity, drain on managerial time and
attention, low morale and high attorneys’
fees – you may consider the investment in
mediation to be well worth your while. HR

Laura Farrow is an attorney mediator who
mediates a wide range of disputes. Ms. Far-
row specializes in mediating disputes in the
workplace. She teaches workshops on work-
place mediation through NCHRA several
times each year.
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T he past few years have been challeng-
ing times for most organizations. Facing
layoffs, revenue loss, changing employ-

ment laws, and corporate ethics scandals; lead-
ers have been on the edge of their seats,
attempting to avoid the next corporate disaster.
And now, even amid economic recovery, data
suggests leaders should remain vigilant. Cur-
rent economic trends implicate the next poten-
tial crisis on the horizon is talent loss. After a
couple of years in hibernation, talent retention
issues have come again to the business fore-
front. Is your organization prepared? 

WorkTrends 2004 (a program that surveys
10,000 U.S. employees annually on topics
such as job satisfaction, leadership effective-
ness, business ethics and employee reten-
tion) results show significant eroding trends
in employees’ confidence in job security and
intent to remain. In fact, perceptions of job
security decreased by four percentage points,
the largest decline in any factor measured by
this year’s study. Overall, the study shows
employees feel less secure, less invested in,
and less cared for by their organizations. 

Amidst anticipation of Wall Street revi-
talization and predictions of job growth,
this economic recovery will include an
interesting challenge. One usually expects
to have either layoffs or job growth, not
both. It appears job growth and layoffs are
occurring concurrently. Not only do employ-
ees have more employment options to con-
sider, they continue to be concerned about
job security within their organization. This
spells double trouble for corporations trying
to retain their talented employees.

Turn-over is remarkably expensive. With
the loss of productivity, training time, and
overall disruptions, a very conservative esti-
mate of turnover cost is at 30 percent of an
employee’s annual salary. Some experts
estimate the cost of turnover as being up to
2.5 times an employee’s salary for manage-
ment and sales positions.

Bureau of Labor Statistics results show
that many employees are already leaving
their jobs. In June, hires outpaced separations
in every industry, and quits as a percentage of
total separations rose to 55.2 percent. 

Why are employees choosing to leave? A
statistical evaluation of WorkTrends 2004
results indicate that the five key drivers of
intent to remain in rank order are:

1. Career development opportunity
2. Confidence in the future of one’s

organization
3. Sense of accomplishment
4. Pay satisfaction
5. Job security 
Simply stated, the more present these

conditions, the stronger the intent to stay. 
Despite the increased pull to new jobs

and continued layoff concerns, efforts to
keep talented employees can be highly
effective. Talent loss is not a given in any
situation, even when organizations
downsize. A talent retention initiative
based on the five key drivers of intent
to remain can significantly decrease
your retention vulnerability. A focus on
these drivers can guide leaders towards
building organizations where employ-
ees believe in a promising future and
want to stay. Here are five key aspects
of a retention plan that can keep your
employees from walking out your door. 

1. Career Development
Opportunity

Employee perceptions of career develop-
ment opportunities are the number one
driver of employee intent to remain.
Employees want to be on a career path
leading to a promising future. Employers
must first seek to understand employee
interests and properly identify development
needs. Then, employers must provide the
financial and structural support necessary
to make employee development a reality.
Here are some actions that can be taken to
improve employee perceptions of career
development opportunities:

• Create individual development pro-
grams for each employee.

• Establish and use a training budget.
• Provide cross-training opportunities.
• Implement a mentorship program,

broadening exposure to managers
beyond the immediate manager.

2. Confidence in Future
Employees want to be on a winning team –

when they see a promising future for them-
selves and their organization, their intent to
remain rises dramatically. Consider the follow-
ing example. Our WorkTrends research shows
that of those employees who see a promising
future at their company, 78 percent indicate
their intent to remain at their organization,
almost 20 percentage points above the nation-
al average. For those employees who do not
see a promising future for themselves, only 30
percent indicate they intend to remain.

Here are some actions that can be taken
to build employee confidence in their
organizations future:

• Promote a clear mission, vision and
strategy.

• Share information about the viability
of your organization, both the good
news and bad.

• Solicit and act on feedback from
employees and customers.

3. Sense of Accomplishment 
In addition to financial recognition,

employees want to feel an intrinsic sense of
accomplishment. The more employees under-
stand how their work contributes to the
organization’s success, the more likely they
are to feel a sense of accomplishment in the
work they perform, and the more likely they
are to remain with the organization. Here are
some actions that can be taken to improve
employee sense of accomplishment:

• Create opportunities for contact with
higher management.
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HR Today  | By Jack W. Wiley, Ph.D.

Economic Trends Increase Vulnerability to Talent Loss
Top Five Ways to Revive your Retention Plan

WorkTrends 2004 results show those who
perceive a promising future within their
organization are more likely to intend to remain.



• Provide meaningful recognition and
reinforcement for performance.

• Provide opportunities to exercise con-
trol, discretion, and autonomy includ-
ing decision making, planning, and
problem solving.

• Take the time to discuss action planning
with employees to communicate how
their work first into the big picture.

4. Amount of Pay 
On average, organizations spend about 50

percent of their overall budget on pay and
benefits. Since this is typically the largest
expense organizations face, pay systems are
very carefully monitored and controlled. Con-
stricted by limited budgets and often inflexible
pay grades, managers can sometimes regard
compensation as an area where they have lit-
tle influence. It is important for employers to
understand that it is the perception of low pay
and not necessarily actual market-based
knowledge that causes dissatisfaction. Here
are some actions that can be taken to improve
employee perception of pay:

• Conduct annual compensation mar-
ket-place review and share results
with employees.

• Create a one-page summary of all com-
pany-sponsored pay and benefits paid
on behalf of employees.

• Keep employees feeling psychologi-
cally rewarded through recognition of
superior performance.

5. Job Security
As mentioned above, employee perceptions

of job security had the greatest decline of any
WorkTrends item. As a key driver of intent to
remain, it is important that employers focus
on improving these perceptions. Here are
some actions that can be taken to improve
perceptions of job security:

• Regularly communicate with employ-
ees on issues relating to the compa-
ny’s viability and success.

• Give employees easy access to informa-
tion regarding open positions and clear-
ly communicate internal promotions.

• Be up-front with new employees on
benefits and frustrations of the job.

• Provide clear and honest communica-
tion surrounding mergers and acquisi-
tions and layoffs.

The message is clear. If you do not already
have a talent retention program in place,
now is the time to act. And if you have
already taken action, now is the time to
make sure you can handle the latest changes
in the economic climate. Focusing on actions

to increase the presence of these five drivers
will provide the greatest impact on creating
a productive and healthy workforce. HR

Jack W. Wiley is President & CEO, Gantz
Wiley Research. Founded in 1986, Gantz
Wiley Research has provided consulting
services to industry leading organizations
worldwide, helping them to drive business
performance through the strategic use of
employee and customer surveys. Gantz
Wiley Research has offices in Minneapolis,
Minn., San Francisco, Calif., and Melbourne,
Australia.
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W e in the HR profession have become the corporate cob-
blers, tinkering with budgets and looking for the perfect
fit for the professional development opportunities best

suited for the organizations we support. This development is a cru-
cial piece of the retention puzzle as well as to maintain the level of
staff expertise to ensure our organizations remain on the cutting
edge of their industry. 

However, like the cobbler’s children who go without shoes, we in
HR often overlook our own professional development to the detri-
ment of our careers and our organizations’ ever changing needs. This
irony and the current strain on budgets can exasperate the lack of
professional development within our own field. Just as we encour-
age the organizations we support, we need to find efficient means of
maximizing our dollars and leveraging what resources we have. Cer-
tification has long been a viable option for realizing that goal.

Ideally, certification is a two-step process. The first is to join a cer-
tification preparation class and study group. The second is to take the
exam. There is tremendous value in both aspects though the process
of attending a prescribed preparation program can stand alone with-
out the exam. Some of the benefits of certification prep classes are:

• Introduction to our profession’s body of knowledge and expo-
sure to the six disciplines in HR: Strategic Management;
Workforce Planning & Employment; Compensation & Bene-
fits; Human Resource Development; Employee & Labor Rela-
tions; Occupational Health, Safety & Security.

• Learning the common language, frameworks and models of
the HR body of knowledge.

• Interacting & bonding with fellow HR Professionals to share
expertise and information.

• To be inspired and encourage new thinking that will improve
your ability to act as a business partner.

• Acquire skills needed to take the next step in your career.
Learn your specific strengths within the HR Field and improve
weaknesses.

• Practical on the job tools including a wide variety of skills
instantly applicable, improving HR delivery in your organiza-
tion.

From medical school to the Bar exam, certification is a best prac-
tice accepted by many professions. Gaining certification demon-
strates that you have mastered the application of the HR body of
knowledge. It also shows that you have a desire to stay current with
the recent updates within human resources. The professional certi-
fication is an excellent way for professionals to demonstrate to
peers and co-workers their commitment to excellence and profes-
sional achievement. 

Whether or not you plan on acquiring your certification, the pro-
fessional growth attained in joining a study group are well worth
your energy. Take the time to create an environment where HR pro-
fessional development is a critical initiative for yourself as well as
within your organization. 

This is our profession. If we own, nurture and feed it just as
we do our engineering, sales, and manufacturing teams, others
will continue to respect and value HR for the true profession it
is. Ignite the talented professionals around you and yourself as
well. After all, even the cobbler needs new shoes every now and
then. HR

O ver the past 12 years, I have learned that the real achievers
have three things in common – they believe they deserve to
have fulfilling work; they believe they are competent; and,

they expect to be successful. Here is how you can incorporate their
three concepts into your own career process and those of your
employees.

Adopt an attitude that you deserve satisfying work
Successful people operate from this belief without consideration.

It is a “fait accompli.” If this doesn’t come naturally for you, it’s
time to examine your beliefs and ask yourself if working is an
opportunity to more fully express your talents or something you do
to pay the bills. In the short term, paying the bills may be the most
important goal. However, in the long run, fulfillment and gratifica-
tion from work is a major source of happiness and not having it can
be extremely stressful. Check with a career coach or someone you
admire about how to make this paradigm a context for your work
life. A big part of feeling fulfilled comes from being creative and

feeling valued, and to be successful you should generally feel this
way about work. 

If you are not feeling competent, you’re not a failure
In this market, job changes every few years are normal. However,

if you are not feeling competent ask yourself the following:
• Does your job bring you gratification on some level?
• Are you working with a boss who values your contributions?
• Is your peer group supportive, competent and committed?
• Does your corporate culture acknowledge and empower its

employees?
• Is your work and personal life balanced?
• Do you respect the leadership and feel good about the prod-

ucts, services and goals of the company?
• Are you being fairly compensated?
Missing one of these success indicators causes stress. If more

than three are missing, it’s time to start looking. Unless you are
sacrificing for a short term goal, the stress of not meeting your suc-
cess indicators can cause upset that often far exceeds the value of
a job.

The Cobbler’s Kids Wear No Shoes:
Is Certification the Answer?
By Jeffrey D. Sanders, SPHR
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Career Success – A Belief and a Process
By Susan Zitron-Woods



A s the economy continues to falter more HR professionals
are considering the “consulting option.” With little job
security – or worse, no job at all – HR executives are find-

ing themselves with much to offer by way of management talent
and HR experience. Tired of putting their professional resources in
the hands of others to use for their own corporate benefit, a special
breed of entrepreneurs are using their intellectual capital to go it
on their own.

At the 2004 NCHRA Annual Conference and Trade Show Richard
Sherwood, SPHR, Partner, Innovative HR Solutions, gave attendees a
hard look at what they needed to know before taking the “plunge.”
The benefits can be rewarding but anyone considering the path
needs to take off the rose colored glasses and realistically evaluate
whether or not consulting is a viable option. Here are some issues
to consider:

Advantages of Consulting
• Set you own schedule
• You choose with whom you want to work
• You determine your compensation
• You gain control over your career and life

Challenges of Consulting
• It can be lonely
• You will need to establish your own daily agenda
• You will need to be very self-directed
• You will need to maintain the long perspective
Many individuals understand the “pros” and “cons” of consulting

but are unaware of the business and legal structures that should be
in place before taking on a full client load, not to mention the
financial considerations. The first step is to create a Business Plan –
a blueprint for the future. This is a summary of your business objec-
tives, as well as an outline of your financial plan and the legal
structure of your company. It should include: 

• Legal Structure
• Mission Statement

• Summary of Services
• Client Profile
• Anticipated Revenue
• Projected Expenses
• Marketing/Sales
• Management
• Location of Business
Once your business plan is set, consider the legal structure of

your company. Will it be a Sole Proprietorship, Partnership, Corpora-
tion or some other legal entity? What is the name? Will you have a
Board of Directors or advisory group? All these decisions must be
weighed carefully. Each legal structure has good and bad points
depending on what you want to achieve, as well as the structure of
your business. Take your time and do your research to be sure you
are going to use the most appropriate legal structure.

Anyone considering the consulting path will need to review the
financial considerations. Establish separate savings, checking and
credit card accounts are an important first step. It will also be
important to establish a realistic budget based on your business
plan – be sure to include both revenue and expenses. And do not
forget the cost of building a modern telecommunications infra-
structure (phone, fax, e-mail, Web site, database management) to
effectively communicate with your current and prospective
clients. 

Do you already have a client or clients? If so, you are lucky, but
you need to consider how you will promote your services to the
business community and sustain your work load. Prospering as a
consultant is not a matter of luck but of diligence and determina-
tion. This brief overview is by no means all that needs to be consid-
ered for a consultant to begin a business and prosper. If you are
considering the consulting path evaluate your choices carefully
before making the plunge. Be prepared. You have a lot of work
ahead of you! HR

Rick Sherwood, SPHR, is a member of NCHRA and a management
consultant and Managing Partner of Innovative HR Solutions. He is a
facilitator for organizational change and has improved the produc-
tivity and financial results for numerous organizations.
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Expect to be successful
Ask yourself what you MUST have when it comes to the above ques-

tions and determine if you are meeting them, then do a self-evaluation
every six months. If you aren’t meeting the majority, can you feel suc-
cessful? In order to ensure job satisfaction, these are the non-negotiable
factors by which you want to evaluate yourself and your employees.

Think of yourself as a product or service
with specific features and benefits

By summing up your non-negotiable factors, you can begin view-
ing yourself as a product or service. All products and services have
requirements in order to provide value, as do you. All products and
services have unique benefits, as do you. To ensure your success,

define your value and bene-
fits, then strategically man-
age yourself into positions
that are a good fit with them,
accentuating what works well
and improving, minimizing or
eliminating what doesn’t. HR

Susan Zitron-Woods has
been a successful career and
executive coach, and author of many career articles and a self-published
book, “Coaching for the Life of Your Career in the 21st Century” for over
12 years.

The Consultant’s Tool Kit –
An NCHRA Annual Conference Concurrent Session
By Richard Sherwood, SPHR



T he election is behind us and as the New Year approaches it is
a good time for all HR executives to assess our own profes-
sional development and the tools we need in order to take

our career to the next level.
Provided here is a professional HR review of things you should put

at the top of your 2005 career management priority list. And, just to
make it fun, can you guess the President and the career advice that
distinguishes them? Look for your level in each section and take notes!

This President was admired for his great vision and character.
Character is about having integrity, responsibility and reliable. This
President was bold and decisive. Here is what he might have done at
each level of his HR career:

HR Administrator – Be proactive in getting and keeping organized.
HR Coordinator – Learn the ability to anticipate logistical issues

resulting from unclear and changing direction, focus on creating
efficiencies.

HR Manager – Gain the ability to influence senior management.
HR Director, VP, SVP – Prove the return-on-investment of the

HR Department.
Answer: George Washington
Despite all odds this President went on to become our nation’s

most honored and revered president. 
HR Administrator – Network; get out and circulate among the

troops, seek feedback.
HR Coordinator – Build strong alliances but demonstrating an

interest in the HR function.

M entoring and being mentored are important processes for
HR executives at any stage in their career. The ability to
answer questions and to dialogue with a peer is an integral

part of an HR professional’s career development. In this brief question
and answer perspective we wanted to ask the questions so often
posed to senior HR executives… how did you sustain your career
through the years to become a respected, senior HR professional? 

Our mentor for this brief study is Carol Zoner, SPHR, Commercial
Bank, Senior VP of HR. Ms. Zoner is also on the Board of Directors
for NCHRA and was formerly NCHRA’s Peninsula Chapter Chair.
Questions were posed by Paul O’Leary, VP, The Move Management
Center and Chapter Chair of NCHRA’s Peninsula Chapter.

How does the SPHR designation 
help you in your career development?

Professional certification; obtaining the SPHR or PHR designa-
tion; supports career development in a number of important ways.
One of the obvious reasons is that certification demonstrates that
an HR professional has a strong foundation in the professional body
of HR knowledge and skills. 

Were there any classes that were helpful when you
were trying to move into a broader scope or role in HR?

In preparing to assume a broader role in management and HR, it
is absolutely essential to know and understand business strategy
and operations. You have to be able to understand, and to articulate
quantifiably how the human capital strategies for which you are
responsible create value and competitive advantage for your com-
pany. Broad-based education in general business is a good founda-
tion. 

How did your career path in HR develop? 
With degrees in Economics and Business, I initially envisioned

pursuing a career in finance. However, as fate would have it, I
accepted a job as a Compensation Analyst doing statistical analysis

on salary structures and compensation programs. Later, I was able
to progressively add other HR disciplines such as benefits, HRIS,
employee relations and organizational development and found that
I really enjoyed the unique combination of quantitative and quali-
tative skills that a successful career in HR required. 

Do you think it is good to stay in the same 
industry in HR when moving to a new job?

The real question is not whether it is advantageous to stay with one
company or with one industry—it is, are you able to accomplish the
next step on your career path or your personal goals in your current
environment? Do you have the ability to assume increasing levels of
responsibility? Do you have the support of your company and manager
to pursue professional development through outside training or profes-
sional organizations? Can you become involved with special projects,
committees or task forces that expand your knowledge and experience.
By taking charge of your own career development, you should be con-
tinually asking these questions and evaluating how effective your cur-
rent situation is in helping you move in the direction you desire. 

What kind of resources did you 
use in the past to network?

The nature of our jobs in HR affords many opportunities to devel-
op a wide range of professional networks. For me, one of the most
interesting and rewarding ways to network has been to become
involved in community-based organizations. There are a significant
number of community and government groups that need and can
benefit from the knowledge and skills we have as Human Resources
professionals and managers. For example, most communities or
local governments sponsor programs in workforce development that
need individuals willing to share their time and talents. I have
served as a member of the Board of Directors for the San Mateo
County Workforce Investment Board for the past two years.
Through this experience, I have been privileged to not only work
with many local business and government leaders, but also to have
the satisfaction of making a difference in people’s lives through job
training, support and placement. HR

HR Career Development • HR Career Development • HR Career Development • H

HR Career Development • HR Career Development • HR Career DevelopmentH
R 

Ca
re

er
 D

ev
el

op
m

en
t •

 H
R 

Ca
re

er
 D

ev
el

op
m

en
t •

 H
R 

Ca
re

er
 D

ev
el

op
m

en
t •

 H
R 

Ca
re

er
 D

ev
el

op
m

en
t

The Mentor – HR Executives at Their Best
By Paul O’Leary

Assessing Your Career Development – The Next Level
By Gary C. Purece



A t the 2004 NCHRA Annual Conference and Trade Show a
group of senior HR executives came together to draw from
their own experiences and share ideas about forging effec-

tive partnerships with the executive team, as well as tips on how to
be successful in your efforts to further HR (and thus your career)
within your company.
Mario Bertucci, HR Director, Satellite Health Care
John Brennan, VP of HR, Advent Software
Marsha Roberts, VP of HR, Gilead Sciences
Drew Starr, SPHR, VP of HR, YMCA of the East Bay

What resources have shaped your professional development as a
senior HR leader? Please list your top five ( i.e., books, articles, white
papers, professional development programs, etc.).

Mario Bertucci – I regularly consult the following publications:
Human Resource Champions by Dave Ulrich
The Leader’s Change Handbook by Jay A. Conger, et al. al.
Successful Change Management by John Pendlebury, et. al.
Flawless Consulting: A Guide to Getting Your Expertise Used by Peter Block

John Brennan – Everything ever written by Ram Charan: Every
Business is a Growth Business; The Leadership Pipeline; What the
CEO Wants You to Know; Execution; Profitable Growth. Also, Lead-
ing out Loud by Terry Pierce; Designing Organizations by John Gal-
braith, and the Human Capital Edge by Bruce Pfau and Ira Kay.

Marsha Roberts – The top resources that have shaped my profes-
sional development have not been books, articles, or white papers.
What has shaped my professional development has been the busi-
ness and HR people with whom I’ve worked over the years. Identify
an HR person who is highly effective and whom you admire, and
ask them if they would be a mentor to you. 

Jim Robinson – Harvard Business School Executive Program on
Strategic Alignment; Built to Last and Good to Great, books on best
practices by Jim Collins; Into Thin Air by John Krakauer, a study on
leadership; The Power Behind HR, a presentation by Jack Welch on
how to establish a strong HR presence; and Pepsi University, the
management development university for PepsiCo Inc., in Purchase,
New York. HR
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HR Manager – Behave with honesty and integrity, engage in
substantive discussion with senior management.

HR Director, VP, SVP – Develop your strategic skills, volunteer to
build relationships outside of the company.

Answer: Abraham Lincoln
This President FDR bravely led America through the Great Depres-

sion and laid the groundwork for a new post-war world. All the more
impressive considering he was confined to a wheelchair. 

HR Administrator – Avoid pessimism in the office maintain con-
fidentiality… no gossip.

HR Coordinator – Seek positive solutions to difficult situations,
learn to prioritize work loads.

HR Manager – Do not be afraid to take on a new challenge -
new certification and develop leadership skill.

HR Director, VP, SVP – Develop leadership skills and strategic
planning skills.

Answer: Franklin Delano Roosevelt
This President had a decisive, direct style where the “buck stops

here.” Accountability was this leader’s legacy – “Just do it.” 
HR Administrator – Learn the HR profession, nail the details.
HR Coordinator – Ask great questions, Gain thorough knowledge

of HR labor laws.

HR Manager – Don’t wait for other to take the lead - learn lead-
ership development.

HR Director, VP, SVP – learn the business you are in, learn to talk
the talk - Sarbanes Oxley, EBIT, ROI and business solutions.

Answer: Harry Truman
This early President had brains, decency and devotion and great

style of the day. He knew you can always learn something from oth-
ers. Take time to listen and learn. Practice humility. 

HR Administrator – Network, network and network. Seek out a mentor.
HR Coordinator – Read the industry publications to learn what is

happening in the industry, gain the ability to influence senior man-
agement.

HR Manager – Develop your leadership style; develop credibility
and business knowledge.

HR Director, VP, SVP – Learn from the senior staff and network among
your peers. Learn to discuss your business with management and vendors.

Answer: John Adams HR

Gary C. Purece a Vice President at Lee Hecht Harrison in San Fran-
cisco. Gary is Chair of the NCHRA Publications Committee and is
known to many as the “Voice of NCHRA” as Master of Ceremonies at
past NCHRA Annual Conferences.

Partnering with the Executive Team

NCHRA has enhanced the functionality of the NCHRA Career
Center to bring members the most comprehensive career and candi-
date search mechanisms available to assist with your search. 

Are you employed but seeking the next career move?
Are you unemployed?
Are you looking to hire?
The NCHRA Career Center provides everything you need

including the ability to store resumes and cover letters directly

on-line, apply for employment from job advertisers - and take
advantage of our new confidential resume exchange feature
which allows you to post a resume and reveal your identity
when you choose once you make a connection with a hiring
firm.

Remember, NCHRA members post their resumes – and search all
job listings for free! Members also receive discounts on other
Career Center services.

The NCHRA Career Center – There When You Need It!



A technological tidal wave overtook
the healthcare administration
industry with the passage of

administrative simplification requirements
in the Health Insurance Portability and
Accountability Act (HIPAA) in 1996. Health
plan administrators are simultaneously
faced with employer plan sponsors demand-
ing higher levels of service, mandated tech-
nological upgrades, and an increasingly
bleak outlook on profitability as infrastruc-
ture change requirements to accomplish
both become clear.

The full force of these waves hit my
organization two years ago. A firm com-
mitment to technology existed before the
mandates with our enhanced service
offerings through technology due to pro-
prietary software, robust IT budgets and
experienced IT professionals. Administra-
tive efficiency advanced next to a paper-
less workflow and electronic data capture
conversion implemented company-wide
overnight. The well-founded reasons:
higher efficiencies moving electronic
images rather than paper, enhanced client
data access, work at home opportunities
and increased retention, reductions in
storage costs, increased accuracy and
reduced labor costs with optical character
recognition significantly curtailing manual
entry.

What worked? The technology itself.
What was the problem? This change wasn’t
about technology. 

All planning had focused on technology,
overlooking the human elements of this
massive change effort. Individuals who had
handled paper claims for years had a for-
eign process. No longer an envelope open-
ing unit, the mailroom now processed
documents for electronic scanning and
became the first point of system entry.

Similarly radical changes were enterprise
wide. An industry typically averse to tech-
nological change – government mandates
were required for many health plan admin-
istrators to even consider technology –
most staff had no experience with such
efforts. 

With significantly reduced productivity
and a line and managerial workforce sud-
denly not trained to perform jobs they had
successfully done for years, HR was called
in to help make sense of the changing seas
and play an integral role in righting the ship

The first realization after the waters
began to settle – focus on the process and
the people, not the technology. 

Discussions or examination of the tech-
nology made insignificant improvement to
productivity or morale. Honing in on an
employee-centric message – that the work
processes and tools had changed, not the
job itself – energized the workforce to find
solutions. The teams, and not IT, were the
experts needed to solve our problems. Both
simple solutions – they couldn’t see the
images (order bigger monitors); they no
longer felt any pressure to produce volume
because they couldn’t physically see pend-
ing work (create a “virtual stack” by email-
ing daily volumes); sluggish system
response time because of image files (pull
smaller batches) – and complex workflows
arose from daily best practice meetings.

Beyond the transaction work, significant
recruiting and training implications were
unearthed and led to overhauls of these
processes. Revamped recruiting efforts
focused on change aptitude as much as
how to pay a claim for a doctor’s office
visit. Training materials were modularized
so that when technological improvements
changed one element, that module could be
revised and retrained independently.

A painful lesson, the project left us a
stronger company – better project manage-
ment, and an understanding that people
and processes are the solution, not technol-
ogy alone. Additionally, reduction of a
transaction focus afforded development of
value added service products for clients and
a better trained, more involved and more
flexible workforce. The more quantifiable
results are equally impressive: higher rev-
enue per employee, plummeting storage
costs and headcounts in non-value added
functions, and a 15 percent increase of auto
adjudicated claims allowing for staff rede-
ployment to customer contact arenas.

HR’s role in delivering healthcare admin-
istration firm products will continue to be
critical as technological tools reshape the
industry landscape. By maintaining focus on
process through people rather than techno-
logical tools, human resource professionals
in healthcare administration – or any field –
ensure the success of these projects and
their firms. HR

Danika Davis, PHR, Vice President HR,
Delta Health Systems Administration Ser-
vices located in Stockton. Ms. Davis is an
NCHRA member and currently sits on the
NCHRA Board of Directors.
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Focus on the Healthcare Industry  | By Danika Davis, PHR

Change and Technology in the 
Healthcare Administration Industry – 
A Senior HR Executive’s Perspective

What every employer should know
about a new State of California “Partner-
ship Program.” Be sure read this important
article presented by Marc Derendinger
about a long-term care insurance program
for the workplace endorsed by the State of
California. Log into the NCHRA Web site
at www.nchra.org, Practice Tools, HR
West, Supplemental Articles, Vol.2, Issues
1-6.
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Following the election of Governor
Schwarzenegger in October, 2003,
most State Capitol watchers

expected a lot to change in the legisla-
ture. Indeed, the 2004 legislative session
began with a bang! In February, a com-
prehensive workers’ compensation reform
bill, SB 899 (Poochigian), was negotiated
by various interested groups and legisla-
tors, passed and quickly signed by Gov-
ernor Schwarzenegger. Compared to the
gridlock of years past, this was viewed as
a major accomplishment.

In July, the state budget negotiations
stalled and the budget did not pass on
time, despite the Governor’s campaign
promise to the contrary. However, these
negotiations resulted in an interesting
development as the so-called, “Sue your
Boss” law became a key to the budget
resolution. At the time this article was
drafted, the Governor’s time to sign or
veto bills had not yet expired. 

Legislative Affairs 
Committee Update

In 2004, the Legislative Affairs Commit-
tee continued its long-standing work of
identifying and tracking key bills impact-
ing Human Resources. At the start of the
legislative session, NCHRA and its southern
California counterpart, Professionals in
Human Resources Association (PIHRA)
sponsored a bill that would have made it
easier for employers to provide meaningful
job references. Despite positive informal
feedback from legislators, this bill, AB
1912, did not gain momentum. Look for a
similar bill to be proposed in 2005. 

The LAC took an active grassroots lob-
bying role with respect to two bills
described below, AB 1825 regarding sex-
ual harassment training for supervisors,
and SB 1841, regarding electronic moni-
toring notice requirements. NCHRA
members participated in letter-writing
campaigns to their legislators and the
Governor on these bills. 

In April, the LAC also organized a
conference in Sacramento in which
members of PIHRA also participated.
Julianne Broyles from the California
Chamber of Commerce was an entertain-
ing keynote speaker. The group also
heard from PIHRA’s lobbyist on trends in
the legislature. A full day of legislator
visits followed, where the LAC voiced its
support and opposition to various bills,
while learning a lot in the process. 

Sexual Harassment 
Training for Supervisors

The Fair Employment and Housing Act
(Govt. Code §12940(j)(1), “FEHA”), requires
California employers to “take all reason-
able steps to prevent harassment from
occurring.” It does not, however, specify
that training is required. AB1825 (Reyes)
will change that.

Using nearly identical language as that
found in a Connecticut law that has been
in place for many years, AB 1825 will
require employers with 50 or more
employees (including the State, its subdi-
visions and cities) to provide two hours of
sexual harassment training every two
years to supervisors. The initial training
must be provided within one year of Jan-
uary 1, 2005, unless training that meets
the bill’s requirements was provided
before January 1, 2003. Thereafter, two
hours of training must be provided every
two years after January 1, 2006. Further-
more, newly hired or promoted supervi-
sors must receive the training within six
months of their assumption of such duties.

AB 1825, which was amended several
times and passed the Assembly and Sen-
ate with ease, also dictates the content
and delivery of the training. For example,
the training must include information and
practical guidance regarding the federal
and state statutory provisions regarding
the prohibition against and prevention
and correction of sexual harassment, as
well as the remedies available. It must also

include practical examples aimed at
instructing supervisors in the prevention
of harassment, discrimination and retalia-
tion. It must be presented by trainers or
educators with knowledge and expertise
in the prevention of harassment, discrimi-
nation and retaliation. Finally, it must be
“classroom or other effective interactive
training and education.”

The State of California, which already
requires new supervisors to attend 80 hours
of training, is required to incorporate two
hours of sexual harassment training into its
curricula. 

As a result of negotiations over the bill’s
language, the author included a provision,
stating that a claim that the training and
education did not reach a particular indi-
vidual shall not in and of itself result in
the liability of an employer to any
employee alleging harassment. However,
an employer’s compliance does not insu-
late them from harassment liability. 

If enacted, employers will need to
review their existing training to ensure
that two hours is devoted to sexual
harassment and that it meets all of the
bill’s requirements. They should also set
up specific tracking mechanisms to meet
the scheduling requirements. 

Electronic Monitoring
For the third time, the Legislature has

sent a bill, authored by Senator Bowen, to
the governor which requires advance writ-
ten notice by employers who wish to moni-
tor employees electronically. Governor
Davis vetoed similar bills on two separate
occasions, each time noting that employees
are well-aware that their use of company
computers and equipment is not private. 

SB 1841 (Bowen), which is also based
on a Connecticut law, pertains to all
employers regardless of size and pro-
hibits them from engaging in electronic
monitoring of their property and equip-
ment without first providing written or
electronic notice to employees. The

California Legislative Report  | By Mary L. Topliff, Esq.

The 2004 California
Legislative Session



notice must describe the form of com-
munication or other activity that will be
monitored and the kinds of information
that will be obtained, including whether
communications not related to the
employer’s business are likely to be
monitored. Posting a notice is not suffi-
cient. If the employer monitors employ-
ees’ telephone conversations, a notice to
employees pursuant to the California
Public Utilities Commission’s General
Order 107-B is deemed to be in compli-
ance with this bill’s notice requirements
for that monitoring activity. 

Employers may conduct electronic
monitoring without providing advance
notice only if an employee is engaged in
unlawful conduct and the monitoring
will produce evidence of the unlawful
conduct and is otherwise conducted
according to state and federal law. 

Labor Code Private 
Attorneys General Actions
(“Sue Your Boss Law”)

On August 11, 2004, SB1809 (Dunn)
was enacted into law, most of which
takes effect immediately although two

items are retroactive to January 1, 2004.
This bill amends and limits the scope of
the Labor Code Private Attorneys Gener-
al Act of 2004. The highlights are as fol-
lows. It redistributes the penalties
collected in civil actions brought by
aggrieved employees, with a larger per-
centage tagged for the Labor & Work-
force Development Agency. Aggrieved
employees are now required to follow
procedural prerequisites before filing a
lawsuit, including written notice to the
Agency. It authorizes the superior court
to review and approve any penalties
sought as part of a settlement under this
Act and, most importantly, provides that
civil penalties for violations of most
posting and notice requirements under
the Labor Code can only be recovered by
the Agency, with the exception of pay-
roll and workplace injury posting
requirements.

Minimum Wage Increase
If enacted, AB2832 (Lieber) would

have increased the minimum wage from
its current level of $6.75 per hour to
$7.25 per hour as of January 1, 2005

and to $7.75 per hour as of January 1,
2006.

Offshoring Jobs
At the beginning of the legislative ses-

sion, several bills were introduced on the
topic of offshoring or outsourcing jobs
to other countries. Most of these bills
stalled or were substantially pared down,
in part, because any regulation of off-
shoring jobs was seen as premature
without first having clear data on the
number of California jobs so impacted. 

AB 3021 (Assembly Labor and
Employment Committee) will require
employers with more than 250 employ-
ees to include in their first wage report
of the calendar year information regard-
ing the number of individuals the
employer employed or hired as service-
providers, both outside California and
outside the United States. This require-
ment will begin on January 1, 2006. It
also establishes penalties for failure to
report or for underreporting.

Employee Paychecks
SB 1618 (Battin) will require employ-

ers to furnish employees with an item-
ized paycheck stub showing no more
than the last 4 digits of employees’
social security numbers. This require-
ment goes into effect January 1, 2008.
SB 1499 (Murray) will require employers
who cash employees’ paychecks to do so
without a discount or fee. HR

Mary L. Topliff of the Law Offices of
Mary L. Topliff in San Francisco is an
employment law attorney and the co-
chair of the Legislative Affairs Commit-
tee of the Northern California Human
Resources Association.
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Training for a
High Performance
Workplace

Training for a
High Performance
Workplace

Employee training
from the Bay Area
Community Colleges
info@wetrainbayarea.com

WeTrainBayArea.com
California Community Colleges – The Way California Works

F R E E O N L I N E  A S S E S S M E N T !
http://WeTrainBayArea.com/assessment

SPECTRUM Human Resource Systems Corporation
707 17th Street, Suite 3800
Denver, CO 80202
Ph.: (303) 592-3331 • Fax: (303) 595-9970
(800) 334-5660
Web Site: www.spectrumhr.com
SPECTRUM provides web-native and desktop-
based HR software that will meet the needs of all
organizations. As a Microsoft® Gold Partner, our
systems are built on industry standard and
dependable technology. Our products are rich in
functionality and easy to use. With a mission of
achieving and maintaining client enthusiasm, our
goal is to exceed your expectation with an
outstanding product and superior client support.
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N CHRA and the Institute have
many resources available for you
to prepare for the HR certification

exam and to keep your certification cur-
rent.

Preparing for the Exam
For each exam window periods, NCHRA

offers an eleven week and a three-day
accelerated certification preparation
course using the SHRM Learning System
and lad by certified and trained facilita-
tors. Every year, our pass rates exceed the
national pass rate and in May of 2004,
NCHRA’s PHR pass rate was 13 percent
above the national rate and NCHRA’s SPHR
pass rate was eight percent above the
national rate.

Keeping Your
Certification Current

After you have earned your PHR or
SPHR designation, 60 credit hours must be
accumulated during the three-year recer-
tif ication cycle .  Credit hours can be
obtained through continuing education,
instruction,  on-the-job experience,
research and publishing and other profes-
sional contributions. 

Recertification through
Continuing Education

While in some areas a maximum number
of credits can be earned, there is no limit
to the number of CPE credits that can be
earned through continuing education.
Recertification credit is awarded on an
hour-for-hour basis for all educational
time in HR-related continuing education
events. The California Human Resource
Management Institute, the professional
division of NCHRA, offers over 200 contin-
uing education programs each year that are
directly aligned with HRCI’s codified body
of knowledge. NCHRA is a HRCI approved
provider and each program is developed
and delivered under professional continu-
ing education standards and guidelines and

are approved by HRCI for recertification
credit. As a NCHRA member, attendees
receive a significant discount on education
programs. 

Earn Recertification Credits for
Instruction and Authorship

As a certified HR professional, NCHRA
and the Institute also offers opportunities to
earn recertification as an instructor or
author of an NCHRA course. Whether you
are a content expert on a topic that can be
delivered in one of our CPE program formats
or if you are interested in giving back to the
profession by facilitating a certification
preparation course, you can earn up to 20
recertification credits for the first time you
instruct a topic. Please contact the Tamra
Aguinaldo, PHR at profdev@nchra.org for
opportunities.

HRCI’s New Recertification
Requirements

In recognition of rapidly changing work-
place practices and policies, benchmarking
with similar certification programs, and
feedback from certified and non-certified
professionals, HRCI has developed new
recertification requirements effective for
existing certificants whose certification
expires in 2006 or later. There are now
increased maximum of credits given for on
the job experience. For SPHR candidates,
there are specified hours required in
Strategic Management. The Institute offers
many continuing education programs to
satisfy the 15 required hours in this area.
Please visit www.hrci.org to download a
recertification handbook.

Congratulations on obtaining your PHR
or SPHR designation. Recertification
demonstrates your continued dedication to
stay up-to-date with the rapidly changing
HR profession. NCHRA and the California
Human Resource Management Institute are
here to support you in maintaining your
certification and advancing your profes-
sional development. HR

Advancing the HR Profession

Advancing the Profession:
HR Recertification

Human and Organization Development
and Organizational Management

Focus Areas Include:

Strategic Leadership

Leading Effective Change

Coaching Performance

HR/OD Competency Building
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For more information, a schedule of
FREE INFOSESSIONS or a free brochure
call 1-800-987-7700, visit www.cel.sfsu.edu,
or email brahman@sfsu.edu

SFSU DOWNTOWN CENTER 425 Market at Fremont Street
1/2 block from Embarcadero BART/Muni Station

Human.Resource

Individual courses and certificate
for experienced HR professionals and
those new to the field

COLLEGE OF EXTENDED LEARNING

SAN FRANCISCO STATE UNIVERSITY

M a n a g e m e n t | Fundamental Issues Program

Acquire the front-line skills you need
to address your organization’s challenges
now and in the years to come

Certificate, Mini-Certificate
for Non-HR Professionals,
and Individual Courses

Internships
available
for HRM
certificate
students.

Alamo Management
Group

HR Management Consulting

High-quality strategic support in all 
functional areas of H.R. ◆ Training and staff

development ◆ Assistance in federal and 
state legal compliance ◆ Employee relations

THE AMG ADVANTAGE

Efficient ◆ Cost effective ◆ Experienced and
professional staff ◆ Timely, dependable

results ◆ Sensitive handling of information

TO CONTACT US

Jan S. Robinson, Founder
1561 Via Romero, Alamo, CA  94507

925.855.0960
Fax: 925.855.8986
Alamomgt@usa.net
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Contra Costa
12/1 Time Off, Leaves of Absence and 
Wed Related Benefits in California

Marriott, Walnut Creek
Seminar 9:00 a.m. - 4:30 p.m.
NCHRA Members $245, General $295
(Code SM40403)

Peninsula
12/8 Time Off, Leaves of Absence and 
Wed Related Benefits in California

Crowne Plaza, Foster City
Seminar 9:00 a.m. - 4:30 p.m.
NCHRA Members $245, General $295
(Code SM40504)

Sacramento 
12/7 Design a Successful 
Tues Compensation System

Hilton, Sacramento 
Workshop 9:00 a.m. – 12:00 p.m.
NCHRA Members $95, General $145
(Code WK42103)

San Francisco 
11/16 Essential Safety Programs 
Tues NCHRA Training Center, SF

Seminar 9:00 a.m. – 4:30 p.m.
NCHRA Members $245, General $295
(Code SM40121)

11/17 Workplace Investigations: Effective
Wed Strategies for Internal Investigators

NCHRA Training Center, SF
Workshop 9:00 a.m. – 12:00 p.m.
NCHRA Members $95, General $145
(Code WK40135)

Santa Clara
11/17-18 Essentials of HR Management
Wed- Hyatt, San Jose
Thurs Seminar 8:30 a.m. – 5:00 p.m.

NCHRA Members $425, General $475
(Code CPF40203)

12/1-2 HR Metrics: Basic & Advanced
Wed-Thurs Hyatt, San Jose

Seminar 9:00 a.m. – 4:30 p.m.
NCHRA Members $245, 
General $295 per Seminar
NCHRA Members $440, 
General $530 for both Seminars
(Code SM40209)

Solano
12/2 Workplace Investigations: Effective 
Thurs Strategies for Internal Investigators

Hilton Garden Inn, Fairfield
Workshop 9:00 a.m. – 12:00 p.m.
NCHRA Members $95, General $145
(Code WK40705)

2005 Continuing Education Calendar

1/11 2005 Employment Law Update
Tues Seascape, Aptos

Workshop 8:00 a.m. – 12:00 p.m.
NCHRA Members $95, General $125
(Code WK51301)

1/20 Affirmative Action and Equal
Thurs Employment Opportunity

NCHRA Training Center, SF
Seminar 9:00 a.m. – 4:30 p.m. 
NCHRA Members $245, General $295
(Code SM50103)

1/20 2005 Employment Law Update
Thurs Hilton, Sacramento

Workshop 8:00 a.m. – 12:00 p.m.
NCHRA Members $95, General $125
(Code WK52101)

1/27 2005 Employment Law Update
Thurs FountainGrove Inn, Santa Rosa

Workshop 8:00 a.m. – 12:00 p.m.
NCHRA Members $95, General $125
(Code WK50801)

1/27 Affirmative Action and Equal
Thurs Employment Opportunity

Hyatt, San Jose
Seminar 9:00 a.m. – 4:30 p.m.
NCHRA Members $245, General $295
(Code SM50201)

1/27 Finance Basics for HR Professionals
Thurs NCHRA Training Center, SF

Seminar 9:00 a.m. – 4:30 p.m. 
NCHRA Members $245, General $295
(Code SM50101)

Continuing Education Calendar
Please consult www.chrmi.org for updated information, registration/cancellation policies or
to register online.

™

Registration Form
Title: _______________________________

Date: _______________________________

Code: ______________________________

Member     Non-member

$ __________________________________

Join & Save! Sign up for a
program at the member
rate and save $25 on dues.

First-time membership in NCHRA at $125

$ __________________________________

Total: ______________________________

Check#: ____________________________
payable to NCHRA (ID#94-6103023)

Charge my:     Visa     MC

Card#: _____– ______– ______– ______

Expiration Date: _____________________

Signature: __________________________

Zip Code of Billing 
Address (required): ____________________

Name: ______________________________

Company: __________________________

Address: ____________________________

____________________________________

Phone: _____________________________

Fax: _______________________________

Email: ______________________________

Fax to: 415-291-0217

PC:HRWEST



T he Sonoma County and Napa Valley Chapters
of NCHRA have merged to form the new
North Bay Chapter of NCHRA. Members in

these geographic areas will continue to have a local
HR community and can enjoy the same type of low-
cost educational programs, community service
events, and the camaraderie that being an active
member allows. North Bay Chapter members will
continue to be notified of all chapter meetings
through the bi-monthly Chapter eMemo, as well as
specific email notices about North Bay Chapter
meetings.

Will the needs of those in Sonoma County and
Napa Valley truly be served? Yes! Members of the
North Bay Chapter Board will have representation
from Napa Valley and Sonoma County, as well as
Mendocino and Lake Counties. Chapter meetings
will continue to take place in Sonoma County and
Napa Valley several times a year. In addition,
through surveys and North Bay Chapter Board feed-
back, the California Human Resource Management
Institute (formerly the NCHRA Professional Develop-
ment Department) will continue to place periodic
educational programs in both locations. HR

HR Metrics: Basic and Advanced
Day 1 - Basic HR Measurement Tools: Learn to identify and calculate vari-

ous types of HR metrics, such as staffing and recruiting, compensation and
benefits, and training and development. Use metrics to build a business case for
the ROI of HR, and apply HR metrics to a case study.

Day 2 - Advanced HR Metrics Applications: Learn to design an HR metrics
system and create an effective implementation plan. Use practical techniques
to report the bottom-line impact of HR. Incorporate intangible factors such as
organizational culture in quantitative measurement.

December 1 (Basic) - December 2 (Advanced), San Jose

HR in California Series:
Time Off, Leaves of Absence and Related Benefits in California

Navigate the maze of California laws regarding employee leaves of absence.
Develop effective policies and implement a program for complying with all
state and federal statutes.

December 19, Walnut Creek/December 8, Foster City

Price per seminar:
NCHRA Members $245/General $295
For two-day seminars (Basic and Advanced), save on both days:
NCHRA Members $440/General $530
6 CPE Credits Each
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In the Chapters Full-Day Seminars to Sharpen
Your HR Management Skills

Professional Programs in

HUMAN RESOURCE MANAGEMENT
Study at our Northern California sites, entirely online or mixed-mode

GRADUATE: MBA, MS, Certificate
UNDERGRADUATE: BBA, Certificate

Dorothy J. Smith, Program Director, 415-442-6518 or 
E-mail: dsmith@ggu.edu

www.ggu.edu
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N CHRA Professional Emphasis
Groups (PEG) meetings are a bene-
fit for members only. All PEGs have

access to a private discussion forum on
www.nchra.org. Watch the NCHRA Web site
for listings of all PEG programs. 

Consultants Forum – South Bay Meet-
ing meets the third Thursday of each month
at Spherion – located at Vallco Financial
Center – 10080 North Wolfe Road, Suite
SW3-190, Cupertino, CA, 6:00 – 7:30 p.m.

All NCHRA Consultants…Mark Your Cal-
endar for Thursday, January 20, 2005, from
6:00pm – 7:30pm. Rick Gilbert, Ph.D.,
author and lecturer will present “Speaking
to the Big Dogs – a Consultant’s Guide to
Presenting to the C-level.”

See the NCHRA Web site for registration
details or watch for the promotional email.
Location may change due to attendance size.
Attendance limited to the first 50 consult-
ants (advance registration is required). HR

T he Board of Directors wants to wel-
come NCHRA’s 188 new members!
If you know someone who would

benefit from joining NCHRA, please call
the NCHRA office at (415) 291-1992 or
submit the “Contact NCHRA” form on
www.nchra.org to request a membership
kit.

Member Orientation Meeting
Solano/Yolo Chapter Member Orientation
Hilton Garden Inn
2200 Gateway Court, Fairfield
Thursday, November 4, 2004
10:30 – 11:30 a.m.

NCHRA Career Center
at www.nchra.org

We’ve enhanced the functionality of the
NCHRA Career Center to bring you the most
comprehensive career and candidate search
mechanisms out there to assist with your
search.

The Career Center can provide every-
thing you’re looking for including the
ability to store resumes and cover letters
directly on-line, apply for jobs from our
advertisers, and take advantage of our

new confidential resume exchange fea-
ture which allows you to post a resume
and reveal your identity when you choose
once you make a connection with a hiring
firm. 

• Targeted Reach : Our target-specific
audience produces just the candidates
you are seeking and gives your ad
exposure to the highest quality active
and passive job seekers.

• Complete Control: There are no
deadlines to adhere to, no size restric-
tions for your ad, and you have 24
hour access to make changes to your
posting.

• Cost Benefits: Posting your ad with
us comes at a fraction of the cost of
posting it with newspapers or the
large online job boards.

NCHRA JobNet Groups
NCHRA JobNet Groups meet at locations

around the Bay Area to exchange recent job
listings and discuss career development
issues. Visit our Web site at www.nchra.org,
click on Career Center, then click on JobNet
Group Meeting to see various locations and
schedules. HR

In the PEGs NCHRA Member
Highlights

This needs to be filled

MASTER OF HUMAN RESOURCES AND
ORGANIZATION DEVELOPMENT

(choice of emphasis in HR or OD)

BACHELOR OF SCIENCE IN
ORGANIZATIONAL BEHAVIOR

for individuals who have completed 50 units

Degree Programs for HR Professionals
Classes start in Spring and Fall

Enroll n
ow and this

could be you in two years!

Website:  www.usfca.edu/regions

Cupertino -  408-255-1701
  San Francisco  -  415-422-2090
  San Francisco  -  415-422-6563

Oakland  -  510-238-5070
San Ramon  -  925-867-2711

 Santa Rosa   -  707-527-9612
Sacramento  -  916-920-0157

CLASSES IN:

MASTER OF HUMAN RESOURCES AND
ORGANIZATION DEVELOPMENT

(choice of emphasis in HR or OD)

BACHELOR OF SCIENCE IN
ORGANIZATIONAL BEHAVIOR

for individuals who have completed 50 units

Degree Programs for HR Professionals
Classes start in Spring and Fall

Enroll n
ow and this

could be you in two years!

Website:  www.usfca.edu/regions

Cupertino -  408-255-1701
  San Francisco  -  415-422-2090
  San Francisco  -  415-422-6563

Oakland  -  510-238-5070
San Ramon  -  925-867-2711

 Santa Rosa   -  707-527-9612
Sacramento  -  916-920-0157

CLASSES IN:
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Call or email:  415-681-8066 • info@noontimeu.com •  www.noontimeu.com

FREE BOOK Coaching for the New Century
includes NTU management coaching and 30 other articles

Improving 
management 
effectiveness 
for over 10 years

Short-session development programs 
 Individual coaching  

Distance learning teleclasses
combined to create motivational managers.

Help your managers strike a balance between 
     greater demands and fewer resources 

NON-NATIVE SPEAKERS

SHINE!

One on One Coaching:
• Speech & Language

• Presentations
• Communication Style

Contact Sue Gibbons, M.A.
clearspeech@suegibbons.com

(925) 284-4625

Chapman University is accredited by and is a member of the Western Association of Schools and Colleges.

Ultimately, an organization
is judged not by its product,

but by its people.

Reach your potential by
helping others reach theirs.

MASTER OF SCIENCE IN HUMAN RESOURCES

GRADUATE CERTIFICATE IN HUMAN RESOURCES
As a human resources professional, you’re helping to guide
peoples’ futures … a responsibility that is both rewarding and
challenging. Chapman University’s Master’s in Human
Resources is a unique interdisciplinary program designed to
provide working professionals with the specialized skills they
need to partner with an organization’s top management policy
making team in the development of human resources. Call today
toll free and let Chapman help you realize your potential.

866-CHAPMAN
Human Resources Programs offered in the following

Northern California locations:
Bay Area: www.chapman.edu/bayarea

Sacramento Valley: www.chapman.edu/sacramento
Monterey: www.chapman.edu/monterey

Are you prepared for the COBRA changes
made by the Department
of Labor’s May 26, 2004

Final Regulations?

You are if you own

version 9.0 of the COBRA

Administration Manager

Software. If not,

shouldn’t you consider

the best selling COBRA administration software to

maintain compliance (for under $700)?

FREE downloadable demo available at:
www.cobra-solutions.com

COBRA Solutions, Inc.
4500 S. Lakeshore Drive, Suite 420
Tempe, AZ  85282
800-325-1957 • Fax: 480-820-2676
sales@cobra-solutions.com
www.cobra-solutions.com



LEARN
TRAIN

LEAD
Discover what thousands of professionals know—
UCSC Extension is their most valuable career
advancement resource.

Contact us for the details. (408) 861-3803
npricolo@ucsc-extension.edu

CERTIFICATE AND AWARD PROGRAMS
HUMAN RESOURCE MANAGEMENT

TRAINING AND HUMAN 
RESOURCE DEVELOPMENT

ONLINE LEARNING
RECRUITING AND STAFFING

TEAM DEVELOPMENT

www.ucsc-extension.edu
Courses in Cupertino and Sunnyvale

Corporate Screening Services, Inc., 16530 Commerce Court, Cleveland, OH 44130-6305

you need a background screening company that gives you in-depth
information on job candidates and potential business partners.
Information that’s accurate, timely and comprehensive.  

Corporate Screening Services is your source for intelligent 
analysis of potential employees, business partners and 
opportunities.  We don’t just pass along raw information, we
meticulously build your reports one fact at a time.  We dig deeper
to make sure that you have all the information you need to make
the right business decisions.  And, we provide analysis of the

information so you don’t have to guess at the meaning behind
the facts. With more than 20 years experience in the business
information services industry, we know how 
important accurate information is, and how to
find it.  We just dig a little deeper.

To find out how Corporate Screening Services
can make your decision-making more confident,
visit our Web site at

www.CorporateScreening.com, or call us 
at 800-229-8606.       

So You Can Make Decisions With Confidence.

Sound Decisions Start 
With Accurate Information

WeDigDeeper!
To make employment and business decisions with confidence,



resources departmentresources department
Able to staff an entire department in a single afternoon
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SUPERHUMANSUPERHUMAN

Monster’s new SmartFindSM Resume Search is the answer to finding quality candidates quickly.

With Monster’s innovative new SmartFind Resume Search, the Human Resources 
Department at Countrywide Financial CorporationSM has the power to search the 
most extensive database and pinpoint qualified candidates in minutes. Monster puts 
quality to work for Terry, Jenny and Jeff. It’s never been easier for them to find the 
perfect candidates.This powerful new tool rivals Terry’s ability to never be late for 
a meeting. Is today the day you power-up your Human Resources Department? 

To find out more information about Monster’s Hiring Solutions, call 1.888.MONSTER or visit monster.com.


