LETTER FROM THE EDITOR

Coffee and a Headset

We're a soclety of rends, Fuds, and
tashions, for better and worse-—and
when the most powerful trends hegin to
stamp our daily lives, we ean't imagine
life withaut them. Few companics are
trendier, for example, than Starbucks,
the: Seattle-based coffee cmpire. Those
ol us whose lifestles are somewliat
fueled by Starbucks™ st rong birews and
tempting lattes know the potency of its
business strategy,

Crucially, though, Sturbucks is about
more than profit margins. Its one of the
most environmentally conscious compa-
nies around, and involves itsell with a
host of positive social programs and
causes. For the purposes of this maga-
zing, however, Starbucks is all about HR
policies that address the reality of hourly
workers in a serviee ceonomy.

With its progressive benefits—
inchuding quality affordable health-
care—Starbucks stands apart, and our
cover story, “Starbucks' Central Perk”
(page 24), describes how. Chicago
author Bobert Reed takes us into the
colorful world of baristas—and inside
the HR strategies that are turning them
into loyal, engaged employees, any
number of wham may wind up running
the company,

Then there’s Plantronies, another
trend-setter (“Plantronics Feels the
Farce,” page 30), Based (where else?) in
California, this company has been the
leader in communications headsets for
more than 40 years. By now, there's
hardly a video gamer or cell-phone user
who hasn't been exposed to Plantronics’
stylish, lightweight, state-of-the-ar
headgear. But the company needs to
recriil engineers and tech professionals

from a specialized pool, so its strategy
requires innovative prroachﬂs to meet-
ing its recruitment goals.

These staries introduce us to size-
able companies wha are finding essen-
tial ag well as high-tech ways to win the
war for talent. But we're just as proud
to be featuring a small vendor company,
Nobscot—based in, of all places,
Hawaii—which produces the sort of
HR software that large companies are
tuming to in order to ktzep winnimﬂr.
Indeed, Nohseat (" Goodbye-—and
Alohal,” page 35) provides crucial exit-
interviewing programs—and now offers
a mentoring software that is something
of an industry first,

And speaking of industry firsts,
we're proud to be the first HR magazine
in the U5, to offer 4 complete, integrat-
ed digital version to our readers and sub-
seribers, That's dght—HR Innovator is
now available in both a traditional print
version and as a digital magazine that
brings every page, every graphic, and
BVETY advertiser to YOu em your comput
ar sereen—where you can zoom in, print
pages, link to websites, and much more!
Find out ahout this on page 40, and see
how we're not only reparting HRE trends
but also setting them.
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g < and Bruce Dalev saw the
need for a mentoring
software program thal would
: build on the suceess of their
R L exibinterview system—and
N thws reduce the need Tor exil
S :ﬂiz_ o interviews. Now, Best Buy,
Brunswick, and Home
o Depol swear by il.
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STORY BY MATT DAMSKER : You could say that Nobscol Corp.,
asmall Honoluhy, Hawail-hased firm,
connects with Emplﬂ}-‘eus who ure leav-
ing—und arriving. Either way, it's been
“Alubial ™ since 2000, when Nobscot
piomeered a software solution called
WebhExit for companies to manage their
exit-interview process, Now. Nobscot has
Mentor Seont, asoftware program it
matches new employees with mentors—
all s a means of reducing turmover and
aveiding thase exit interviews.

If that's an irony, it's a sweet one for
Nibseot co-foumder/CED Beth Carvin
and co-founder Bruce Daley, the soft-

i ware wizard who now senves as president
i al the Mentor Scont division. When they



founded Nobseot in Honolulu {Naohseot
1 ax:tuaﬂy 1 Mative American word
which connects with Daley’s and Carvin's
Mew England roots), they had no idea
that their innovative WehExit system
would lead to an equally innovative men-
tor-match software. The idea came about
almost by accident, as Carvin tells it.

“1 was a member of an unofficial
SHEM {Society for Human Resource
Management) online forum, and there
was & desire on the part of many of the
participants to infnrmaﬂ_}r set up a men-
toring program,” Carvin recalls, “But
matching people up was ultimately a
manual process, and it seemed to me
there had to be a better way. 1 looked
arcund and saw there wasn't a whale
lot on the market in terms of saftware
that could do the job of matching
mentors, and when | mentioned this
to Bruce, he said, ‘Lets just make it
onrselves, then ™

Daley designed the program, called
Mentor Scout, donated it to Carvin's
online HR group, and soon the mem-
bers were u.sing it to enter their profiles,
seek out mentors, and match up. "It was
a huge success,” Carvin recounts, “Soon
l‘hf!t"l;, were 200 mentors and mentees,

a lat of peaple serving as both, and
these were all HR professionals. It
didn’t take long to figure that this eonld
connect to what we had already estab-
lished with WebExit,"

Indeed, since its debut, WebExit
has established ifsell as the leading exit-
interview automation system, now in use
by organizations in more than 20 coun-
tries. The recently introduced upgrade
of WebExit not only offers a mare
robust database and security features
but also an optienal language module
that supports more than 15 languages,
including Chingese, Japanese, and
Korean, Ina wur]';ing world i:mr{sasing’t}f

populated by Asian employees, the
comiort level afforded by this native-
language capability is increasingly vital
for capturing the hest information.

“all along, WebExit has been identi-
fring areas that cause employes
turnover,” Carvin says. "And as we stid-
ied these areas, we started to see that of
all the problems cited b}-’ emplo}'ccs dur-
ing exit mterviews, most of them could be
solved by good mentoring programs. The
research in this area is actually amazing.
Some of it shows that the right mentoring
programs ¢an bring turnover down to as
little as 4 percent from 64 percent, in
fields like nursing assistance.”

with the Mentor Scout program in
hand, Carvin uxpl&ins, Wohscot was
re&dy to market its innovabion as a pmh-
lem solver for the career-development,
managenal, and onboarding issues that
emplovees could have addressed by van-
ous mentoring relationships,

Nohscol's Balay and Carwin:
From exiis o arrivals.
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actually amazing.
Some of it shows
that the right
mentoring programs
can bring turnover
down to as little as
percent from 64
percent, in fields like

nursing asaislance.

We weren'l Il_‘.H”_‘f L]uillg minech
ma.rl-:eﬁng, thm]gh," Clarvin sdys,
“before Brunswick, the leisure prod-
uets company, learned about Mentor
Seout and became the first corporate
client to give it o try. It was looking
for a way to automate the whole men-
Lor-m; ;tc,hmg process, which up to
that point had been manual, with lit-
tle vellow notes stuck all over a wall
yvou know, let’s put this person with
that person.”

With Mentor Scout’s emploves
self-service model, Brunswick
emplovees can access a branded
mentor progriom vin computer, fill
out an employee profile, perform a
search and, based on various criteria,
receive mentor recommendations—

ranging from a 100 percent “match” to
80, or B0, ar 30 percent. The prospective
mentor can accept or decline the
t-:m}'.uln-}':—:e'x electronic invitation, but
onee communication is established, it
remains confidential,

Faor its large retail customers, such
15 Home Depot and Best Buy,
Mentor Scout can function differently.

“#s opposed to the emplovee self-serv-
ice meathod,” savs Carvin, "a company
may want to have its T]lFIlt(]l‘lIiL coordi-
nators ult]matt-‘l}f contral the matches.
One of our customers utilizes Mentor
Scout o automate the process on one
hand, but maintain ('I‘J["t"{:.L]Jt on the
other. Emplovees fill out the profiles
onling, seareh for their mentors, desig-
nate their top choices, and then the
::]c:ttm'ing coordinatars or nln.-u:ttf_r:'i.ngl
council can take all that into aceount
and have the final say as 1o who wonld
be the best mentor™

Carvin has been a Hawatian for
some 13 years, having worked as an HR
officer lor BaneWest in Heonolulu, and
before that in the recruiting business,
Bruce Daley’s background in software
development led him to a role with
He'n-lett Packard before he chose to
light out on his own with Carvin.

“Twasa good match between the
two of us,” Carvin says, “with my back-
groumd in HR and Broce's ability to tum
ideas into soltware, At this point, we're
still a little company—lean, nimble, and
responsive, | do remember, H\:'ILIF_{EI. thiat
when I wias working at the bank I very
much wanted a mentoring program,
whicl we never Zol around to. 5o now
we're answering Uhal need”

Carvin notes that while some people
wonder at her firm's island loeaton,
“Honaolule is a thriving business com-
munity, and a software/Internet business
like: urs doesn't need to be in a partcu
lar place. Anyone who thinks of Hawaii
as just grass skirts doesn't know it very
well. We've pot 4 more than B0-percent
client-retention rate, so we're more than
a novelty, and our 75 accounts include
really large companies like Campbell
Soup, which hus m Lﬂhp]i* divisions,

Now we're really creating a niche for
ourselves.—moving from identifying the
HR issues with WebExit, to solving
them with Mentor Scout.”
www.nobscol.com



