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WORK FORCE I
Job Hopping Rate
Executives at the high
end of the pay scale are
likely to have switched
jobs between one and
three times during the
last 10 years.
The most common num-
ber of job changes in a
10-year period was three,
says TheLadders.com, an
online re-
cruiting
firm. Twen-
ty-four per-
cent of its
respondents
say that’s
how often
they
changed
jobs. Following closely
behind, 23% made two
job changes and 21%
made just one in a
10-year span.
“While it is good to
have a few career stops
on your resume, there is
a stigma that comes with
excessive job-hopping,”
said TheLadders.com
founder and President
Marc Cenedella. “People
at the higher levels of the
corporate structure often
need two or more years
to fully implement pro-
grams, get some results
and have an impact on
the job. For that reason,
candidates with five and
six job changes in a
10-year period automati-
cally raise red flags for
recruiters and hiring man-
agers.”

WORK FORCE II
Make New Workers
Feel Right At Home
Want to cut your new
employee turnover by
66%? Then engage new
employees right away,
says Quint Studer, author
of “Hardwiring Excel-
lence: Purpose, Worth-
while Work, Making a
Difference.”
Studer says you must
hit the ground running
by opening up the lines
of communication.
A consultant to the
health care industry, Stud-
er points out that the
first 90 days of employ-
ment are critical. “You
have to do more than
pass these people in the
hall and ask how things
are going. It’s very impor-
tant that you schedule
several one-on-one meet-
ings during the honey-
moon phase to find out
what is really on the
minds of your new em-
ployees.”
Studer suggests check-in
meetings at the 30- and
90-day marks. Some-
where in that time frame,
the honeymoon ends and
reality starts to set in. He
recommends using a
structured list designed
to discover what’s going
well and what isn’t.
00How do we compare
towhatwesaidwewould
belike? Whenexpecta-
tionsaren’tmet, employees
may feelas thoughyouhave
misrepresentedthesitua-
tionoreventhatyou’ve
lied.Thisquestionwill

openadialogue forclarify-
ing thenewhire’sexpecta-
tionsandwill giveperspec-
tiveonwhetheryouare
deliveringwhatyouprom-
ised.
00What is going well?
Thisquestiongives thenew
hireachance to focuson
positiveaspectsof the job.
Asamanager, youwill gain
perspectiveonwhatmat-
ters topeople.
00What employees have
beenhelpful toyouin
yourfirst30days? By
asking thisquestion,you
candiscoverwhichemploy-
eesarevaluable inthereten-
tionprocessandrecognize
andrewardthemforhelp-
ingnewhires learn the
ropes.Onceotheremploy-
ees see theseworkersbeing
rewarded, they toowill
becomeinvolved in the
process.
00Are there things you
didatyourprevious job
thatmightbehelpful to
us? This letsyouharvest
intellectualcapital.Current
employeesmaynotbegood
at taking input fromnew
employees, even if thead-
vice is sound.Plus,new
hiresmaybereluctant to
offer input for fearof alien-
atingco-workers.
00 Is there anyone you
knowwhomightbea
valuableadditiontoour
team? Yournewemploy-
ee is likely still in touch
with formerco-workers. If
he ishavingagoodexperi-
encewithyourorganiza-
tion,encouragehimto let
formerco-workersknow.
This isaneffective recruit-
ingmeasure.Onehospital

CEOevenprovidesphone
cards tonewhires specifi-
cally for thispurpose.

ON THE BOOKSHELF
New Reading
00Very inventive: So
you’vecomeupwithan
invention?That’sonly the
first step.Youwant tobring
it tomarket—andmake it
profitable.Tohelpcreative
typeswith thebusiness side
of theequation, authorBob
DeMatteishaswritten
“FromPatent
toProfit.”The
book, from
SquareOne
Publishers,
offersaguide to
all thesteps in
bringingaprod-
uct fromdraw-
ingboardtomarket.
00 Stuck in the middle:
Middlemanagersplayakey
role inU.S.businesses.
Theymanageastaff, bud-
getsandoperationalpro-
cesses,plus support senior
management’s strategic
initiatives. Inherbook
“HighImpactMiddleMan-
agement,”authorLisa
Hanebergexplainshowto
navigate thechallengesand
responsibilitiesofmiddle
management.Topicscov-
ered includesupervisinga
workforcewhoseskills and
interestsarenotaligned
withmanagementobjec-
tives,howtoshift focus
whenobjectivescan’tbe
implementedwithcurrent
processes, andwhat todo
aboutstrategicgoals that
seemtocontradictone
another.
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