
FROM THE  
PRESIDENT’S DESK

Suzanne M. Miklos, Ph.D.

Based on informal feedback from client 
conversations and a review of what SHRM 
and other HR organizations are publishing, 
we see several key recurring themes for this 
year.  Diversity is still a focus area that many 
companies, especially in roles and geographies 
where the candidate pool is small, are trying 
to improve.  Less than 5% of Fortune 500 
CEOs are female. Diversity in all  its forms, in-
cluding education and thinking, is a critical 
business driver in a complex world. 

Building a talent pipeline for leadership and 
for key technical roles is on most HR leaders’ 
minds.  Supervisory training has been de-
emphasized during times of financial belt 
tightening. It has been given short shrift by 
supervisors themselves because of workloads 
and change projects.  These first two hot 
topics are complementary for organizations 
that are trying to groom internal talent while 
becoming increasingly diverse. Balancing tal-
ent initiatives will be part of most strategic 
HR conversations through at least the rest of 
this year. 

Performance management is the third 
hot topic. Deloitte Human Capital Trends 
found that only 8% of organizations believe 
that their process is worth the time they 
put into it. More than half of organizations 
are re-engineering their performance 
processes.  From our experience, the “gold” 
of engagement, coaching and alignment to 
goals can get lost in the mechanics.  How are 
employees and managers better off as a result 
of the process?  How have relationships been 
impacted based on the conversations and 
coaching?

This leads directly to the fourth topic of 
employee engagement.  Disengagement is one 
piece of the equation.  With massive amounts 
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of change, more than two-thirds of employees are currently overwhelmed.  All 
of our HR processes can be looked at through the lens of being simple, humane 
and effective.  There are many examples of software, processes or technologies 
that increase stress and waste time.  Employees need to feel supported in being 
productive when work loads are large.  On the engagement side of the equation, 
there are opportunities for innovation, more localized tools, and even employees 
managing their own engagement with the support of their manager.  For example, 
Harrison Assessments produces an individualized and team level engagement report 
focused on understanding and heightening engagement factors.  This puts more 
ownership on the employee side.

The final hot topic is talent analytics.  Customer data has led the way to sophisticated 
modeling and prediction.  Major retailers know more about us than we realize or may 
like.   We will see improvements in technology, employee and candidate analytics as 
a result of these new methods.  Big data is continuing to increase its contribution to 
our understanding of populations.  This will lead to even more effective workplace 
planning.

Most of us are working on one or more of these hot topics this year which will 
contribute to our own professional learning and engagement.    

Schwartz, Bersin & Pelster (2014).  Global human capital trends 2014:  Engaging the 21st century 
workforce.  Deloitte University Press.
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BOOK REVIEW
The Five Dysfunctions of a Team: A Leadership Fable

Jossey-Bass:   San Francisco, CA; 2002
Author:  Patrick Lencioni

“There is no ‘I’ in team but there is in 
win!”  That was Michael Jordan’s take on 
teamwork. Joe Paterno once said, “When 
a team outgrows individual performance 

and learns team confidence, excellence becomes a reality.” 
Author Patrick Lencioni couldn’t agree more. Many teams are 
dysfunctional and it takes hard work, discipline and dedication 
to become a strong, cohesive and productive unit, whether on 
the basketball court, the football field, or in the office.

Lencioni summarizes the root causes of a dysfunctional 
team and the steps to overcome them in his classic The Five 
Dysfunctions of a Team:  

1. Absence of trust
2. Fear of conflict
3. Lack of commitment
4. Avoidance of accountability
5. Inattention to results

Looking at this from the other side, he also speaks to the 
characteristics of a high performing team:

1. They trust one another
2. They engage in unfiltered conflict around ideas
3. They commit to decisions and plans of action
4. They hold one another accountable for delivering 

against those plans
5. They focus on the achievement of collective results

Lencioni suggests team members complete individual and 
team assessments to allow them to see how their individual 
behaviors and personalities contribute to the overall success 
or demise of the team.  This book describes in detail 
suggestions for overcoming each dysfunction. Teams that are 
willing to address their dysfunctions and practice the principles 
outlined with discipline and perseverance will benefit from 
their hard work.   Teams of exceptional members and  leaders 
are successfully able to adapt to these challenging times.  This 
book is definitely worth a fresh read. 

Tenured employees need to feel 
as enthusiastic and passionate 
about their work as when they 
first started working with your 
company.  Employees who are highly 
engaged work more productively, 
solve problems, contribute beyond 
their job description and have few 
injuries and absences. Over time, 
employees may devote less time 
and energy to their work and 
may even begin to look elsewhere 
for new opportunities as their enthusiasm fades. Even top 
performers can lose interest if they begin to feel unfulfilled by 
their jobs. Luckily, managers are in the best position to monitor 
and support their employees’ level of engagement. Over the 
last few years, O.E. Strategies has conducted many employee 
engagement workshops in order to help employees and 
managers realize what motivates and inspires them to excel 
in their jobs.   Our Employee Engagement Toolkit is designed to 

meet the demand for employee engagement resources.   The 
Employee Engagement Toolkit includes a workbook and CD that 
contains worksheets, data, action planning and engagement 
building resources to guide managers in helping employees 
become re-engaged in their current role.  It condenses our 
employee engagement workshop into:

➢ Information, activities, and self-assessments to help 
utilize existing or collect new engagement data on your 
employees

➢ Easy to use worksheets with question prompts to help 
drive discussion around engagement

➢ Tips and guides to help you monitor and track your 
employee engagement level

➢ Resources to help you enhance your staff ’s engagement

For more information, go to www.oestrategies.com or call us 
at 440-546-0008.

SECRETS OF BEING A HR SUPERHERO
Diversity
Diversity in all its forms, including education and thinking, is a 
critical business driver.

Building a talent pipeline
Balancing talent initiatives for leadership and key technical roles will be part of 
most strategic HR conversations.

Performance management
More than half of organizations are re-engineering their performance processes. 
The “gold” of engagement, coaching and alignment to goals can get lost in the 
mechanics.

Employee engagement
Disengagement can occur with massive amounts of change and lead to employees 
feeling overwhelmed. Employees need to feel supported in being productive when 
work loads are large.

Talent analytics
Big data is continuing to increase its contribution to our understanding of 
populations. This will lead to even more effective workplace planning.

WORK BETTER
WORK TOGETHER
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RESEARCH ARTICLE
TOP 5 SKILLS FOR HR SUPERHEROES

Gina Seaton, M.S.

As a firm that provides executive assessment services to our 
clients, we are very concerned with the “candidate experi-
ence.”  Since we view ourselves as an extension of the client’s 
brand, we want to put people at ease so they can do their best 
on the various exercises.  Similarly, organizations are focusing 
on candidate relationship management as a means of engaging 
passive workers in order to attract top talent.  

A lever for driving employee engagement is to give the same 
attention to your current employees as is devoted to acquir-
ing new employees.  I have been a proponent of the concept 
of “re-recruitment,” meeting not with applicants but with your 
employees to let them know how valued they are within your 
organization.  Re-recruiting is a way to rekindle the levels of 
excitement and enthusiasm that the new hire had coming in 
the door and to re-engage them throughout their tenure.  
It may be easy to take the team you have working for you 
for granted – easy and risky.  With the increased capacity of 
recruiters to locate talent (through tools such as LinkedIn), 
companies are increasingly vulnerable to losing their top tal-
ent.  

Many of our clients regularly conduct a company-wide 
employee opinion survey in order to gauge the satisfaction 
and engagement level of their workforce.  This is clearly a 
best practice and leads to actionable outcomes that drive 
both individual and organizational success.  The process of re-
recruiting has more of a personal touch:  When was the last 
time you talked to one of your direct reports about their 

satisfaction at work?  About their views of their current 
position in light of career goals? Of their perception of 
their ability to impact the outcomes of the division or the 
company through their work?  And what will it take to give 
that employee an “engagement lift” – something that makes 
him or her more likely to feel positively connected to your 
organization?  As a manager, here are the Top 5 Questions you 
should ask yourself about each of your direct reports: 

1. When was the last time I told this employee that his or 
her work was valued? 

2. When was the last time this employee got a raise, an 
incentive or promotion in the company? 

3. Do I know what areas might impact this employee’s satis-
faction with work?  (Long commutes, commitments with 
children or parents that may mean a flexible schedule 
would create a more positive working condition.) 

4. Does this employee perceive that the company or de-
partment is fair and equitable in issues of salary, bonus, 
rewards and other recognition? 

5. Do I burden this employee with excessive and perhaps 
unnecessary administrative work that detracts from the 
ability to spend time on the real tasks at hand? 

Consider holding a re-recruitment interview with each staff 
member to begin ensuring the levels of engagement you need 
in your organization.  

The HR role has evolved with the changing nature of the 
workforce. Practitioners have increasingly identified the need 
for reskilling (e.g., Deloitte, 2014) and a diverse set of skills. 
Some of the most sought after skills for HR professionals are 
outlined below.

Strategic thinking 
HR has developed into an important strategic business partner 
and consultant for organizations. According to a SHRM 
survey (2008), a majority of HR professionals agree that their 
department contributes to their organization’s strategic vision. 
Exceptional HR leaders recognize what drives important 
outcomes and have an understanding of the industry, the 
organization and the financials of the organization.  They know 
how HR can contribute to the long and short-term goals of the 
organization through finding hiring, and managing talent. 

Analytical skill and leveraging data
There is growing emphasis on measurement and data driven 
decision-making across organizations.  Organizations recognize 
that better data and better analysis of that data mean better 
business (and people) outcomes. Data and metrics are 
important in themselves but the ability to leverage them to 
build HR’s business case and link HR’s impact to business 
outcomes can prove to be an invaluable asset for the HR 
professional. 

Communication 
Successful HR leaders communicate clearly with those at 
all levels of the organization, whether it be for delivering 

feedback to employees or making the business case for 
their ideas in the C Suite. HR leaders must also be adept at 
negotiation and conflict resolution. 

IT savvy
HR departments of all sizes are 
increasingly utilizing technology to 
streamline processes from navigating 
HRIS software to recruiting and 
attracting talent. Successfully navigating 
this technology frees up attention and 
resources to leverage the benefits of 
the systems and to use them to inform 
strategic issues.  

Relationship skills 
No matter how 
technical or data driven 
the processes,  HR 
is still about people. 
Building strategic part-
nerships cannot be 
overemphasized.  HR 
superheroes need to 
be able to successfully 
manage relationships with business unit leaders, functional 
unit leaders and other peers in order to add value to the 
organization.  Coaching and networking will prove vital in 
developing a workforce for the future.

Whether you’re an HR professional or a senior leader who 
oversees the HR function, these are vital skills to consider 
for ongoing development for individuals who drive the value-
added success of the HR team in your organization. 

Schwartz, Bersin & Pelster (2014).  Global human capital trends 2014:  
Engaging the 21st century workforce.  Deloitte University Press.

Society for Human Resource Management. (2008). HR’s evolving role in 
organizations and its impact on business strategy.
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“There is no ‘I’ in team but there is in 
win!”  That was Michael Jordan’s take on 
teamwork. Joe Paterno once said, “When 
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and learns team confidence, excellence becomes a reality.” 
Author Patrick Lencioni couldn’t agree more. Many teams are 
dysfunctional and it takes hard work, discipline and dedication 
to become a strong, cohesive and productive unit, whether on 
the basketball court, the football field, or in the office.

Lencioni summarizes the root causes of a dysfunctional 
team and the steps to overcome them in his classic The Five 
Dysfunctions of a Team:  
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3. Lack of commitment
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5. Inattention to results

Looking at this from the other side, he also speaks to the 
characteristics of a high performing team:

1. They trust one another
2. They engage in unfiltered conflict around ideas
3. They commit to decisions and plans of action
4. They hold one another accountable for delivering 

against those plans
5. They focus on the achievement of collective results

Lencioni suggests team members complete individual and 
team assessments to allow them to see how their individual 
behaviors and personalities contribute to the overall success 
or demise of the team.  This book describes in detail 
suggestions for overcoming each dysfunction. Teams that are 
willing to address their dysfunctions and practice the principles 
outlined with discipline and perseverance will benefit from 
their hard work.   Teams of exceptional members and  leaders 
are successfully able to adapt to these challenging times.  This 
book is definitely worth a fresh read. 
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managers realize what motivates and inspires them to excel 
in their jobs.   Our Employee Engagement Toolkit is designed to 
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become re-engaged in their current role.  It condenses our 
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