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The tumultuous economy has created nu-
merous challenges for HR professionals
as employers tighten the reins on spending
and, in some cases, reduce their work-
forces. In the midst of economic uncer-
tainty, as well as a January 1 effective
date for new provisions under the ADA
Amendments Act, HR professionals face
another formidable task in the new year—
updated policies and procedures related
to final U.S. Department of Labor (DOL)
regulations covering the Family and Med-
ical Leave Act (FMLA) and new military
family leave entitlements for employees.

DOL’s 750-plus-page final rule goes into
effect on January 16, 2009. The rule is
aimed at helping employers and employees
better understand their FMLA rights and
responsibilities and speeding implementa-
tion of military family leave provisions in-
cluded in the National Defense
Authorization Act, which was enacted in
January 2008. The rule also contains tech-
nical changes reflecting U.S. Supreme
Court and other court decisions.

Impact on Employers
Is Significant
“The impact of the final FMLA rule cannot
be overstated. Employers will need to re-
consider all of their leave policies and prac-
tices and make significant changes to avoid
costly FMLA violations,” says Susan
Schoenfeld, J.D., BLR legal editor and
FMLA expert. “This will require employers
to devote time and resources to understand-
ing the new rules and changing their
FMLA leave administration programs.”

The revisions affect 10 policy areas:
(1) serious health condition, (2) intermittent
leave, (3) employee and employer notice,
(4) light duty, (5) perfect attendance awards,
(6) medical certification, (7) fitness-for-duty
certification, (8) military caregiver leave,

(9) leave for qualifying exigencies for fami-
lies of National Guard members and re-
servists, and (10) revised forms.

Regulations Address
Problematic Areas
The final rule provides clarification on sev-
eral issues that employers have been grap-
pling with, such as intermittent leave
provisions, according to Tasos C. Paindiris,
managing partner of the Miami office of
Jackson Lewis (www.jacksonlewis.com)
and the southeast regional coordinator for
the law firm’s Disability Leave and Health
Management practice group.

Under existing regulations, “employers’
rights to obtain medical information about
specific absences are very limited for inter-
mittent leave,” Paindiris says. “A lot of em-
ployers have been concerned about abuse
of intermittent leave or their inability to
confirm the need for intermittent leave.”

However, DOL’s “new and improved”
medical certification forms allow employ-
ers to request more information from an
employee’s doctor and provide more in-
formation to the doctor, such as a list of
essential job functions, he says. Due to
privacy concerns, the employee’s direct
supervisor is not allowed to contact the
doctor—only an HR professional, a leave
administrator, or a management official.

The previous form merely asked the doc-
tor about “the expected frequency and du-
ration of absences,” but now more specific
questions can be asked, such as—in the
case of intermittent leave—how many
days and hours per week and which days
of the week an employee will have to be
absent, Paindiris explains.

Despite the changes, Paindiris expects
that intermittent leave administration will
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continue to be a challenge. “I think in-
termittent leave will still be a problem
for employers to administer and that’s
because of the nature of what it is.”

Notice Provisions, New Forms
Notice requirements have changed for
both employees and employers, and
employer notice requirements are in-
cluded in a “one stop” section of the
final rule.

Employees now have 5 business days
to furnish medical certification from a
healthcare provider and up to 15 days
to respond to all requests for certifica-
tion. Until the required certification is
provided, employers may “deny”
FMLA leave—rather than “delay” it,
as in the past.

Employers have more time to respond
to an employee’s request for leave—
5 days instead of the previous 2 days,
absent extenuating circumstances.

Two new notice forms replace the
previous rights and obligations
form—one addressing the employee’s
eligibility for FMLA leave, and the
other specifying that the leave will
be designated as FMLA leave,
Paindiris says.

In cases of unforeseen leave, employ-
ers can require employees to follow
the employer’s specific notice proce-
dures. In the past, employees could
simply call their supervisor, accord-
ing to Paindiris.

This provision is important for
employers who use third-party
administrators to manage employee
leaves of absence, because they can
now require that employees call the
third-party administrator, he says.

Protection Expanded
For Military Caregivers
DOL’s new FMLA regulations imple-
ment a requirement in a 2008 law
expanding FMLA protections to a
spouse, child, parent, or next of kin

caring for a covered service member
with a serious injury or illness in-
curred while on active military duty.
Such family members are entitled to
take up to 26 weeks of FMLA leave
in a single 12-month period.

The same law also permits families of
active-duty National Guard members
or reservists to take FMLA leave to
manage their affairs—“qualifying
exigencies.”

The regulations define “qualifying
exigencies” as: (1) short-notice
deployment, (2) military events and
related activities, (3) childcare and
school activities, (4) financial and
legal arrangements, (5) counseling,
(6) rest and recuperation, (7) postde-
ployment activities, and (8) additional
activities where the employer and
employee agree to the leave.

Miscellaneous Provisions
Outlined
Other provisions in the final rule
include the following:

• If an employee is taking leave for a
serious health condition for more
than 3 consecutive days of incapac-
ity plus two visits to a healthcare
provider, the two visits must occur
within 30 days of the period of
incapacity, and the first must occur
within 7 days of the onset of inca-
pacity. The regulations also define
“periodic visits to a healthcare
provider” for chronic serious health
conditions as at least two visits
per year.

• Employees on intermittent FMLA
leave who miss 1 day of a 5-day
workweek have used one-fifth of a
week of their FMLA leave, Paindiris
says. Those who are required to
work an additional day of overtime
(i.e., a 6-day workweek) and miss
1 day of work have used one-sixth
of a week of FMLA. The new regu-
lations clarify that employers may
require fitness-for-duty certifications
for intermittent leave if the em-
ployer has related safety concerns,
according to Paindiris.

• Time spent in light-duty work does
not count against an employee’s
FMLA entitlement, as long as the
employee is not voluntarily doing
light-duty work. The employee’s
right to job restoration is held
in abeyance during the light-duty
period.

What HR Needs to Do
HR professionals need to become
familiar with the provisions of the
final regulations and make sure that
supervisors are trained on the new
processes, according to Paindiris.

Here is some additional advice
to consider:

• Update applicable documents.
Employers need to make sure their
policies, notices, and forms comply
with the provisions outlined in the
DOL’s final rule, he says.

• Check applicable state laws.
Many states have FMLA laws that
are similar to or the same as the
federal law, Paindiris points out.
States may revise their laws to re-
flect changes in the federal law,
but in the meantime, employers
must compare the federal and
state provisions and “rely on
whichever law is more beneficial
to the employee,” he says. “Some
states may issue guidance on how
to deal with the transition period.”

• Stay tuned. “As with any regula-
tion, there are always going to be
terms that are open to interpreta-
tion,” he says. In addition, some
Democratic lawmakers support
expanding FMLA to cover smaller
worksites and more circumstances
(e.g., when an individual provides
elder care or is a victim of domes-
tic violence), according to
Paindiris. “There may be more
on the horizon, so you definitely
need to keep yourself informed
on that.”
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With only a year and a half of well-
ness programming under its belt to
date, the Mall of America® (www
.mallofamerica.com) staff has either
hit a healthy phase or is already expe-
riencing early results of the employee
wellness initiative. According to
Susan Amundson, Human Resources
director, the 900-employee workforce,
located in Bloomington, Minnesota,
will experience no increase in em-
ployee health benefits costs for 2009.
Although she acknowledges that it is
much too early to directly attribute
this to wellness efforts, it is conceiv-
able that the focus on preventive
measures is already paying off.

“There’s a wellness concern in the
office,” comments Maureen Hooley
Bausch, executive vice president of
Business Development. “You can tell
it has overtaken the staff, and they
know that the people who are taking
care of themselves are definitely
‘cooler’ than the people who aren’t.
This was never on the radar before
last year. People are [now] talking
about what they’re doing and want to
know what you are doing [to posi-
tively impact health]. There’s defi-
nitely a buzz.”

Amundson says that the company
has always operated under the strat-
egy of providing quality healthcare
coverage at an affordable price to
its team members [employees],
a challenge that the Mall has strug-
gled to maintain as healthcare costs
have increased.

She says that discussion began about
2 years ago regarding the possibility
of tweaking deductibles and increas-
ing copays or the amount that each
team member had to contribute to
pay for coverage each month. In-
stead, she explains, Mall leadership
determined there was another option.
“We really began to focus on the
health of employees and how we
could support our employees to
achieve healthier lifestyles.”

Wellness programming began with
weight management and smoking
cessation programs that team mem-
bers participated in voluntarily.
“We’ve tried to focus on behavioral
things such as eating healthier and
getting moving,” says Amundson.
”Those are the kinds of things that
people can do and make a differ-
ence.”

Full-Time Focus
During 2008, Jennifer Swanson took
on the wellness initiative as a full-
time responsibility and was named
coordinator of health and wellness.
In addition to the weight manage-
ment and smoking cessation pro-
gramming, other wellness activities
that have been initiated include the
Shape-Up Program and Walk to
Wellness Club.

Swanson explains, “The ‘Shape-Up
Program,’ available through our
health insurance provider, Medica, is
the most popular, probably due to the
advertising that was done this year.
In 2007, there were a handful of peo-
ple, but in 2008 there were close to
60.” Medica provided training to par-
ticipating employers and the commu-
nication vehicles to promote the
6-week event, which gave points to
participants for getting enough sleep,
eating the right foods (including
fruits and vegetables), and taking
time for oneself every day, notes
Swanson. Prizes were awarded to
people compiling the most points.

Swanson added “Fruity Friday” and
“Veggie Vensday” to this effort, pro-
viding fruits on Friday and vegeta-
bles on Wednesday to team members
stopping by the HR offices.

The “Walk to Wellness” program is
growing in popularity, a takeoff on
the popular Mall of America walking
program that is open to the public,
notes Bausch. The public program
consists of 2,500 participants who
walk the almost three-quarters of a

mile inside the Mall (four times
around equals more than 3 miles),
Bausch explains.

Some team members are walking at
the Mall before or after work or on
weekends and using the same type of
swipe card that the public group uses
to track their accomplishments, as
well as log books to track their walk-
ing done at home. The 22-team
members participating so far have
walked 437 hours to date.

Employees ‘Gruve’
Another new program, with 10 em-
ployees currently acting as a test
group, is the “Gruve Solution” of-
fered through Muve, Inc.
(www.muve.me). Based on research
completed by the Mayo Clinic,
Gruve is aimed at increasing nonex-
ercise activity thermogenesis
(NEAT), defined as all activity that
occurs during a 24-hour period that
is not exercise-specific activity, such
as energy expended during activities
such as sitting, standing, walking,
talking, and fidgeting. The Gruve So-
lution device, worn on the waist,
measures calorie burning on an indi-
vidualized basis for participants
based on their metabolism. Partici-
pants use the tool to help them in-
crease their NEAT activity level to
better manage weight, says Bausch.

After the test phase is completed,
Amundson notes that perhaps the
Mall will offer a lending library of
these tools that team members may
borrow to learn how to put more
calorie-burning activities into their
day to help manage weight and live
healthier lifestyles.

C A S E S T U D Y

Wellness Initiative at Mall of America
Creating Buzz, Healthier Employees

Who: Mall of America

What: Has initiated a wellness
program during the past
18 months for its 900-
employee workforce.

Results: Team members [employees]
are beginning to eat healthier
and get moving, and health
insurance premium costs
remain flat for 2009.

(continued on page 6)



A hotel fired its purchasing director
after discovering that numerous items
appearing to belong to the hotel had
been found at his residence. The pur-
chasing director claimed that his termi-
nation was based on age discrimination.

What happened. In March 2002, the
Peabody Hotel in Little Rock,
Arkansas, hired 67-year-old “Jackson”
to serve as its director of Purchasing.
His responsibilities included negotiat-
ing with vendors for hotel supplies,
handling incoming shipments, and ac-
cessing an off-site storage warehouse.

Shortly after Jackson was evicted from
his home, the Peabody received a call on
January 12, 2006, from a company that
had removed his belongings from his
residence. The company, AKB Property
Preservation, claimed that it had found
numerous items in Jackson’s home that
appeared to belong to the hotel, includ-
ing unopened boxes of washcloths and
towels, vacuum-packed steaks, toiletries,
cleaning chemicals, and rubber ducks
bearing the hotel’s name.

The Peabody’s director of Security and
another employee visited a storage fa-
cility where AKB had put the nonper-
ishable items. There, they “found six
bottles of hotel logo bathroom ameni-
ties and numerous [washcloths] and
hand towels that are the same brand
and had the same appearance as that
being used by the hotel, and one vac-
uum cleaner which is the same brand
used by the hotel,” the Security direc-
tor wrote in his investigation report.

After the Security director reported
his findings to the Peabody’s general
manager and HR director, the general
manager decided to terminate Jack-
son’s employment—with the support
of the HR director and Jackson’s direct
supervisor.

On January 17, 2006, the HR director
told Jackson what the hotel had discov-
ered and informed him that he was
being terminated for unauthorized
possession of hotel property. Jackson
denied having stolen the items but said

he did receive some sample toiletries
and steaks from vendors that he never
reported as gifts—in violation of the
hotel’s policy.

Jackson filed suit against the Peabody,
alleging age discrimination and
defamation. A district court granted
summary judgment to the hotel on the
age bias claim and dismissed the re-
maining state law claims without preju-
dice. Jackson appealed to the U.S.
Court of Appeals for the 8th Circuit,
which covers North Dakota, South
Dakota, Minnesota, Nebraska, Iowa,
Missouri, and Arkansas.

What the court said. The appeals
court affirmed the decision, saying that
the evidence did not support an infer-
ence that Jackson was terminated on
the basis of his age.

Jackson pointed to comments made by
his direct supervisor on two occasions
that he was too old to lift boxes, as
well as an alleged pattern of age dis-
crimination at the Peabody. However,
the court said the supervisor’s com-
ments are “simply insufficient to estab-
lish a fair inference of age-related
animus,” that the supervisor had been
involved in the decision to hire Jackson
when he was 67 years old, and that the
supervisor was not the ultimate deci-
sion-maker regarding his termination.

Noting that two employees in their 20s
were fired around the same time for
similar offenses, the court said there

was not enough evidence to support
Jackson’s allegations about a pattern
of age discrimination (Roeben v. BG
Excelsior Limited Partnership d/b/a
Peabody Little Rock, No. 08-1260,
U.S. Court of Appeals, 8th Cir.,
11/6/08).
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From the Courthouse THE LAW
The Age Discrimination in
Employment Act
The Age Discrimination in Em-
ployment Act (ADEA) prohibits
employers with 20 or more em-
ployees from discriminating
against employees or applicants on
the basis of age. Individuals must
be at least 40 years of age to be
covered by the ADEA.

It is unlawful for an employer to re-
fuse to hire, discharge, or otherwise
discriminate against any individual
with respect to compensation,
terms, conditions, or privileges of
employment because of age; limit,
segregate, or classify employees
in any way that deprives them of
employment opportunities or other-
wise adversely affects employee
status because of age; or reduce the
pay of any employee in order to
comply with the ADEA.

Many states also have fair employ-
ment laws that prohibit age dis-
crimination. Different age groups
may be protected under state law
and smaller employers may be
subject to state requirements.

Was Purchasing Director’s Termination
Based on Policy Violation or Age Bias?

• Put it in writing. Make sure em-
ployees understand up front that
unauthorized possession of company
property will result in discipline—up
to and including termination. Dis-
tribute copies of your related policies
and consider having employees sign
an acknowledgment that they re-
ceived a copy and that they under-
stand the policies.

• Enforce policies consistently. The
Peabody was able to show that it
had fired younger workers for of-
fenses similar to those in this case.

• Conduct a thorough, prompt in-
vestigation. If you suspect that an
employee has stolen company
property, be sure to investigate
fully and document your findings.

WHAT TO REMEMBER
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The current economy in the United
States makes it imperative to discuss
a subject that most HR executives
and company leaders don’t want to
think about—advance planning for a
reduction in force (RIF). Wendy E.
Lane, an associate with Rutter Hobbs
& Davidoff (www.rutterhobbs.com)
in Los Angeles, California, who fo-
cuses on business litigation and dis-
pute resolution, shares her thoughts
regarding RIFs.

“Think of employment attorneys
as counsel to you—the same as a
tax adviser or a certified public
accountant—as you plan and
make decisions,” she says. “It’s
also important to remember that
for every law or regulation, there
are exceptions.”

Lane shares her thoughts on issues
HR executives who are contemplat-
ing layoffs should consider.

Outplacement Services
“Providing outplacement services
can go a long way to ease bad feel-
ings [of those who have been let go]
and improve morale for those who
have been left behind so they don’t
feel like their co-workers [in the
RIF] have been abandoned,” sug-
gests Lane. “This service provides
that concept of not burning bridges
and a collaborative effort [between
the former employer and the former
employees]. Being placed quickly
[in a new job], which is going to be
more difficult in this economy,
leaves less of a bad taste in their
[former employees’] mouths and,
hopefully, a lessening of litigation
against the employer.”

Outplacement services can help with
everything from sharpening a résumé
to providing coaching services for in-
terviewing with executive recruiters,
she explains.

Severance Packages
Another idea to consider is provid-
ing a good severance package, if
appropriate, notes Lane. “If used in
the right way, employer severance
can be offered in conjunction with
a release regarding future claims.
This should be determined with
legal advice. For example, there
may be special requirements for
employees over the age of 40, or
an employer might want to put
wording into an agreement to make
certain that former employees keep
certain confidential or trade secret
information confidential.”

The WARN Act
A federal rule, which some HR
executives may not be familiar
with, but that should be reviewed,
is the Worker Adjustment and
Retraining Notification Act
(WARN Act). The WARN Act
requires, in most instances, that
covered employers (those with at
least 100 employees) give 60 days’
advance notice before ordering a
plant closing or mass layoff that
will affect a substantial number of
workers, according to a statement
from Rutter Hobbs & Davidoff.

There are significant monetary
sanctions for failing to comply with
the requirements of WARN (see
www.dol.gov/dol/allcfr/ETA/Title
_20/Part_639/toc.htm).

Avoid Retaliation,
Discrimination Claims
When planning and making deci-
sions regarding a RIF, be mindful
about choosing which workers will
lose jobs. Lane says, “Is this deci-
sion based on the needs of the com-
pany or is it going to look like they
went out and fired everyone over the
age of 50 because younger people
are cheaper: Does it create an ap-

pearance of age discrimination?
Are there disproportionate numbers
of older workers or women or racial
minorities affected? Does it include
someone who has already made a
claim of discrimination [against a
supervisor or the company] so it
could look like it is retaliation for
that earlier claim?”

She notes that documentation regard-
ing the criteria for the layoff helps
protect the organization from dis-
crimination and retaliation claims.
“Tangible reasons such as production
numbers [or something similar] help
to avoid discrimination claims.”

Older Worker Protections
With workers over the age of 40,
there are other federal protections
that must be considered. “The Older
Workers Benefit Protection Act,
part of the Age Discrimination in
Employment Act, places important
restrictions on separation agree-
ments or severance packages in-
volving employees who are 40 or
more years old, including those in-
volved in group layoffs (defined
broadly to include layoffs of two or
more employees at one time),” ac-
cording to statement from Rutter
Hobbs & Davidoff. Lane provides a
link on the Equal Employment Op-
portunity Commission website for
the wording of the Act at www.eeoc
.gov/abouteeoc/35th/thelaw/owbpa
.html.

Plan Ahead to Avoid Legal
Actions Later
Lane comments that these thoughts
and tips come down to the old
saying, “An ounce of prevention
is worth a pound of cure.” She ex-
plains, “People think that they can’t
afford to get legal counsel, but
they can’t afford not to. Lawsuits
can cost hundreds of thousands
of dollars, particularly class action
lawsuits. It’s better to spend an
hour with a lawyer [to help you
prevent lawsuits from occurring].”

Expert Tips on Planning
For Employee Layoffs

The HRProfessional



Ongoing employee communication is
imperative in order to keep employ-
ees engaged in their work and feeling
as if they are part of the larger
team—the organization—so they
provide their best efforts.

Paul Facella, a business consultant,
author of Everything I Know About
Business I Learned at McDonald’s
(McGraw-Hill, 2008) and a
former regional vice president of
McDonald’s New York region who
spent 34 years with the company,
says, “Web 2.0 technology is great
for spreading information fast
throughout your company. But pod-
casts, blogs, the Intranet, instant
messaging, and wikis are only as
good as the message they carry. How
well and how consistently does your
company communicate its core val-
ues? In a crisis, could you rely on any
executive—or a street-level employee
for that matter—to tell your com-
pany’s story accurately and well?”

He relates a scenario that goes back
before the latest technology was
available, when McDonald’s was ex-
periencing great business stress.
Facella recounts that “Ed Rensi, a
president and CEO of McDonald’s
USA, said, ‘I sent a letter a month to
all of our employees at their homes
addressed to Mr. and Mrs.
Whomever. I must have written
dozens of letters over those months,
and I addressed it to the family. I
called them McFamily letters. It was
about this is what we are doing, this
is why we are doing it, this is what
we want to achieve, and this is how
the marketplace looks. Because if the
company doesn’t tell its strategic
story … who is going to?’”

Facella adds, “The format also
helped relay a message of unity, that
we were all in this moment together,
and that it too would pass.”

Ideas You Can Use
Facella suggests some ideas that will
help you influence your employees
and managers to spread the messages
that you want shared among staff
members:

• Create your story. Great American
companies have compelling stories
that become folklore and fill work-
ers with pride. Employees pass
these well-crafted stories down
through the ranks and incorporate
their messages.

• Start from ‘Day One.’ Communi-
cate your company’s goals, objec-
tives, mission, and values to every
trainee and from the mailroom
manager to vice presidents.

• Reinforce your core principles.
Repetition is the key to leveraging
the grapevine. In newsletter con-
tests, at company meetings, and
whenever possible, get employees
to restate and reexperience your
company’s values and principles.

• Plant a positive message. Employ-
ees gossip; it’s a fact of office life.
But rather than letting rumors and
complaints dominate the grapevine,
plant a positive message, such as
the newest green policy or a great
product review, and watch it
spread.
Editor’s note: Identify the infor-
mal opinion leaders in your
company by determining which
employees other employees
listen to the most. It could be
the president, but it also could
be the receptionist, a facilities
worker who knows everyone,
or someone who works in the
employee cafeteria. Once you
identify those individuals, make
sure that you provide them with
the positive message that you
would like to have shared through
the organization.

• Hold ‘rap sessions.’ Create staff
blogs where people can air their
ideas freely and informally. Lead-
ers should contribute as well to let
everyone know they are listening.

For information on the book and
author, as well as additional ideas
regarding communication and
leadership principles, visit www
.insidemanagement.com.
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Tips&Tactics
All Forms of Communication Great,
But Only as Good as the Message

Other wellness plans for 2009 in-
clude encouraging increasing partici-
pation in wellness activities by team
members, says Amundson. Later in
2009 as part of the open enrollment
period for employee benefits starting
in 2010, the Mall may add testing,
such as blood pressure, body mass
index (BMI), and cholesterol, and
identifying health risk factors.
“We’ve found that you have to put
some meat to it [wellness program-
ming], to hold employees account-
able; you can’t just stay in the
information awareness stage. That’s
the direction we’re going.”

Planning a Wellness Effort?
Amundson comments that if you are
thinking about instituting employee
wellness programming, the best
thing to do is just begin. “Find
something that will resonate with
your group of employees and begin.
At some point, you do need [to se-
cure] long-term support from lead-
ership and you also need somebody
who can give the programming the
attention it deserves.”

Mall (continued from page 3)
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Former military officers transitioning
to a civilian career face several chal-
lenges, but recruiters at BearingPoint,
Inc., make the process as smooth as
possible—right from the start.

Based in McLean, Virginia, the global
management and technology consult-
ing firm actively recruits individuals
with military officer experience. The
mission of the military officer pro-
gram is to strengthen leadership at
BearingPoint by attracting the “best
and brightest” military officers to
serve as consultants, with the vision
of making BearingPoint the premier
management and consulting employer
for former military officers, says
George Randle, manager of Military
Officer Recruiting for the firm.

Successful Track Record
BearingPoint connects with military
officers by posting openings on on-line
job boards, advertising in a variety
of venues, and attending career fairs,
including career conferences for
graduates of the U.S. service acade-
mies, Randle says.

The firm strives to attract military
officers to its website (www.Bearing
Point.com/jmo), where they can learn
more about the military officer pro-
gram (formerly the junior military
officer program), apply for a specific
position, and/or send an e-mail to
BearingPoint’s general military re-
cruiting mailbox.

Initial contact with military officers
is usually made via telephone—
sometimes 2 to 3 years before their
military obligation is up, he explains.

When Randle himself left the U.S.
Army for a civilian job at another
company, he didn’t have much infor-
mation about transitioning from the
military to a business setting. That’s
why he talks with potential Bearing-
Point employees about the importance
of taking credit for their accomplish-
ments during job interviews, for ex-
ample. “Military officers, by nature,

are in an environment where they tend
to be humble. They don’t take credit
for things,” Randle says.

He also explains that they will need
to take charge of their own career
in civilian life, prepares them for
the likelihood that they will not be
supervising as many people as a
civilian, and shares his own “trials
and tribulations” about transitioning
to the business world.

By engaging in such conversations,
Randle not only helps fellow veterans
but also fuels the leadership pipeline
at BearingPoint. Even if a particular
military officer isn’t a good match for
the firm—or vice versa—the individ-
ual might refer someone else to him,
he says.

About 75 percent of prescreened
candidates travel to the firm’s head-
quarters for a “Hiring Day” event,
which is offered every 6 to 8 weeks.
Fifteen to 20 military officers spend
an evening hearing from an executive,
watching a short video about the firm,
and participating in a question-and-
answer panel with former military
officers who joined BearingPoint
within the last 2 years, according to
Randle. The next day, the candidates
participate in three or four 1-hour in-
terviews with managers from different
business sectors. Many candidates
are called back for another interview
or to meet a particular team, he says.

The vast majority of candidates that
have made it through the recruiting
team’s screening process are candi-
dates that “managers said ‘yes’ to,”
Randle says. “My hit ratio is about
98 percent,” and most of those candi-
dates are hired.

Once on the job, the former military
officers—like other new Bearing
Point employees—are assigned a
peer mentor. In addition, social func-
tions are scheduled for new hires
with military backgrounds. After 90
days of employment, they are invited

to be panelists at Hiring Day events.
“Typically, we’re turning away peo-
ple, because we only need three or
four [panelists],” Randle says.

BearingPoint, which has generous
policies and benefits for employees
who are called to active duty in the
National Guard or reserves, was
honored in 2008 for the second
consecutive year as a Top 50 Military-
Friendly Employers by GI Jobs.

What to Do
Recruiting former military personnel
can help employers build an experi-
enced leadership pipeline. “There is
no other leadership incubator like
the U.S. military,” says Randle.
Considering the training that military
personnel receive and the responsi-
bilities they have, “there’s just no
other venue and no other pool of
candidates that’s going to give you
what the military does.”

Employers interested in starting a
program to recruit former military
personnel should find a champion
that supports it. “It helps to have a
little bit of air cover,” he quips.

In addition, Randle recommends
identifying veterans in your company
who would be most likely to hire
other veterans, so the program will
get off to a successful start.

He also suggests hiring recruiters
who have a military background.
Not only will they have an under-
standing of the different branches
of the armed services, their experi-
ence will help them establish
rapport with military candidates.
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Firm Sees U.S. Military as
Unique Leadership ‘Incubator’

Who: BearingPoint, Inc.

What: Actively recruits former
military personnel for
consultant positions

Results: Managers want to hire about
98 percent of candidates
recommended by the in-house
recruiting team. The vast
majority of those candidates
are converted to hires.



Use Multiple Channels
The probability of a message being accu-
rately understood can be increased by
transmitting it in several ways. Examples
include matching a verbal message with
facial and body gestures or diagramming
it on a piece of paper. Multiple-mode
communication of the same message en-
sures that the receiver has the opportunity
to receive the message through more than
one sense.

Be Complete and Specific
When the subject matter of a message is
new or unfamiliar to the receiver, the
sender can make the message complete
and specific by providing sufficient back-
ground information and details. Once receivers
understand the frame of reference, they are more
likely to interpret the message accurately.

Take Responsibility
Senders should take responsibility for the feel-
ings and evaluations in their messages by using
personal pronouns such as I and mine. General
statements such as “Everyone feels this way”
leave room for doubt, and “you” messages most
often make the receiver defensive. But an “I”
message is not ambiguous, and it describes the
sender’s feelings.

Be Congruent
Make sure your messages are congruent with
your actions. Being incongruent by saying one
thing and doing another confuses receivers. If
managers say they are “always available, then

act condescending and preoccupied when
people come to them with problems, are com-
municating something quite different than
the verbal message.

Know What You Are Talking About
Receivers are more attentive when they perceive
that senders have expertise in the area about
which they are communicating. You will lose
credibility if people think that you don’t know
what you are talking about, so if you don’t
know an answer, say so, and provide a correct
answer later.

Simplify Your Language
Complex rhetoric and technical jargon confuse
individuals who do not use such language. Most
organizations develop lingo or language that is
the company’s own, and using it is an efficient
way to communicate within the organization.

HRTool Box
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Eliminating Communication Barriers

In this rocky economy, employers may be communicating more with employees about numerous is-
sues. Making sure these messages are clear and understandable should be a top priority. In their
newly revised book, The New Art of Managing People (Simon & Schuster, 2008), Dr. Phillip
Hunsaker and Dr. Tony Alessandra give these tips to managers on increasing the clarity of messages.




