

















Ruth Simmons speaks with The Council Chronicle

received from the voluntary exit interviews
that currently are offered to all employees
who leave Smith. These exit interviews
have been effective in revealing patterns
and trends that point to areas needing at-
tention. We must continue to use these in-
terviews as one of a number of assessments
of our ability to provide a healthy and pro-
ductive working environment for all em-
ployees. Perhaps most importantly, we
must continue our efforts to provide staff
with new opportunities and challenges, to
reward those who demonstrate diligence
and competence, and to open career paths
for promising and ambitious staff.

There are times when some of our best
staff members seize one of many opportuni-
ties open to them at other institutions, just
as talented staff from other colleges and
universities pursue openings at Smith. We
should encourage both our current staff and
our applicants to seek opportunities that
provide them with the right challenges and
opportunities to grow personally and pro-
fessionally. If we do that while providing a
fertile environment for career advancement,
then we will be sure to continue to attract
and retain outstanding staff.

Chronicle: Recently, a long-time employee
went to her supervisor—a mid-level man-
ager—and questioned the work-load in their
office. His reply was, “If you're unhappy here,
I'll write you a good recommendation.” How
can we get the word out to supervisors that
they don’t need to feel defensive if their em-
ployees have questions? How can we teach
middle management that this kind of a situa-
tion is really an opportunity?

RJS: Of course, it’s difficult for me to ad-
dress a particular incident without knowing
the full context of the interaction, so allow
me to simply say a few words about our
shared obligations as members of the Smith
staff. Two years ago I asked senior manag-

ers to consider which values were impor-
tant to them in their role as managers. 1
asked them to think about how they would
want to be described by staff, and
I asked them if they thought that staff
would, in fact, describe them in the way
that they hoped. I then asked them to de-
velop a statement that expressed their man-
agement values. The statement of manage.
ment values included statements such as,
“We shall value teamwork, cooperation,
commitment to a shared purpose, and open
communication; recognize employees for
their competencies, creativity, flexibility
and diverse perspectives ... and commit to
continous improvement and welcome new
challenges.” I think we would all agree that
these statements provide the framework for
a viable code of managerial conduct and
effective leadership. Naturally, in practice,
we don’t always live up to our ideals. And
there are times when we respond to one
another in ways that aren’t appropriate.
Not all interactions on our campus are go-
ing to be pleasant, and there will be times
when both managers and staff react to one
another angrily or defensively, but the im-
portant thing is that we continue to strive
toward the ideal; that we continually work
to treat all people with respect and dignity.
One program we have developed to im-
prove the skills of managers is the Supervi-
sory Leadership Development Program
(SLDP). Run through Human Resources
and sponsored by the Five Colleges, this
program has already enrolled over one hun-
dred Smith supervisors. Managing people is
a complex and difficult task, which typi-
cally improves with training, experience,
and the willingness to learn from
one’s mistakes. SLDP is
one way that we are
providing our manag-
ers with the tools to
improve their super-
visory skills.

RJS: We should encourage
both our current staff and our
applicants to seek opportuni-
tles that provide them with
the right challenges and op-
portunities to grow personally
and professlonally. If we do
that while providing a fertlle
environment for career ad-
vancement, then we will be
sure to continue to attract
and retaln outstanding staff.
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N Physician, psychiatrist,
e Smith College instruc-

: tor, author: all of these
atles describe J.Wesley Boyd,
M.D., PhD. Recently Wes read
an article on National Public Ra-
dio which he had written, entitled
“Who Do We Serve?” The piece
deals with the dounward spiraling

HMO's or

National Health?

trend of managed health care.
The text follows, but we thought
that before you read Wes' piece,
you might like to know a bit about
him.

A graduate of Yale, Wes also
attended the University of North
Carolina at Chapel Hill, where he
received three more degrees—an
M.A. in Philosophy, an M.D.,
and a Ph.D. in Religion and Cul-
ture. His post-doctoral studies in-
cluded work in Medical Ethics
and Pyschiatry at the Harvard
Medical School. Among the many
awards and honors he has re-
ceived, the one that stands out for

him is the Students’ Undergradu-
ate Teaching Award from the
University of North Carolina,
awarded to him in 1992. “That’s
the one I'm the most proud of...,”
he says.

Wes came to Northampton
from Cambridge three years ago
when his wife, Theonia, received
a job offer from Baystate Medical
Center in Springfield. He estab-
lished a practice in psychiatry in
the city, and contacted Smith’s
Professor of Religion, Tom Derr
to express his interest in teaching
at the College. “Tom was quite
helpful and friendly,” and eventu-
ally Wes entered into teaching a
course at Smith. In the Spring of
1999, he will continue to expand
his teaching experience with a
course in Religion and Literature.
“My goal,” he says, “is to teach
part-time on a regular basis at
Smith, and to run my practice.”

Regarding his piece on man-
aged health care, Wes feels that
doctors hold a great deal of power,
and with that power comes an ab-
solute responsibility to their pa-
tients. “I want to get that message
out,” he says.—A.T.



Who Do We Serve?

As a psychiatrist, [ rou-
=" tinely take call at one of
the psychiatric hospitals in
this area. One recent Fri-
day evening I was called to
the child psych unit to
evaluate a child who was
going to be discharged and was, [ was told,
“balking.” I arrived on the unit to find that
“balking” in fact meant screaming at the top
of his lungs, crying, banging his head into
the wall, swearing that he was going to jump
out of the car on the way home and try to
kill himself. (He had done just that 5 days
earlier when he was admitted to the hospi-
tal.) Obviously the child was in no condi-
tion to leave the hospital, so I asked the
nurse whose idea it was to discharge this kid.
She told me it was a local Kaiser psychiatrist,
who had never even seen this child, but who
planned to see him after he was discharged.
“We can’t discharge anyone like this,”
I said. “A lot of people don’t even look this
bad when they’re admitted.” When we
called the boy’s mother to tell her that we
couldn’t discharge the boy in his current
state, she said she had to come get him be-
cause the Kaiser psychiatrist had threatened
her with the $1,000/day bill were her child
not discharged immediately. When the
mother called 30 minutes later in tears be-
cause her car had broken down enroute to
the hospital, she said the Kaiser psychiatrist
had told her to have her son—who had just
jumped out of a car 5 days earlier and was
vowing to do it again—sent home in a cab.
These scenarios are daily fare under man-
aged care, even under the non-profits like
Kaiser. (The for-profits are even worse be-
cause, unlike non-profits, they don’t even
pretend to serve the public interest.) But the
public is growing increasingly skeptical of
the excesses of managed care, and even

Congress has taken notice of them, recently
passing legislation designed to try to make
HMO's more accountable.

But are doctors and hospitals doing enough
to combat managed care? Hardly. In their
scramble to remain financially solvent, doc-
tors and hospitals are cozying up to HMO's
and striking deal after deal with them, often
at the expense of quality care.

Consider the hospital in northern Pioneer
Valley that contracted with Kaiser to provide
all mental health care for all Kaiser patients in
that county for a flat fee. Exactly how much
did the hospital receive per enrollee to pro-
vide any and all required mental health care?
$5.30 per person per month, or approximately
$64/year. Is it no surprise that mental health
workers within that hos-
pital system repeatedly
complain that they are

Under our current health care system,

not being allowed to pro- usually any money | might save goes
vide what they consider into the pockets of bureaucrats and
tobe quality care?Or that executives.—J.WESLEY BOYD

so many HMO enrollees

found themselves won- )

dering why care they thought they were entitled
to under their HMO plan wasn’t being deliv-
ered?

I’m not opposed to saving money in deliv-
ering health care. But under our current sys-
tem, there’s no assurance that the money I
save by skimping on one person’s care will be
used to provide needed care for someone else.
In fact, under our current health care system,
usually any money I might save goes into the
pockets of bureaucrats and executives.

It’s time to advocate for a sane, national
health care system so that we are genuinely all
working toward a single end —better health
for all.—J.Wesley Boyd, M.D., Ph.D.
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Lazarus belleves that in order
for more women to be as
successful In business as
men, they need to stay In the
workforce for the long haul.

10

A Volunteer with a
Voice of Experience

Back in the 1960’s when Shelly Lazarus
was a student at Smith College, pre-Com-
mencement activities included one impor-
tant tradition that has since been aban-
doned: hoop rolling! Gitls were divided up
by marital engagement status and competed
against each other to become the top-ranked
hoop roller of the graduating class. The
grand prize: a coveted bridal bouquet.

“How different it is today!” said Lazarus,
delivering the keynote address at Smith this
fall to celebrate the kickoff of Praxis—the
Liberal Arts at Work, Smith’s new universal
internship program.

How different indeed. Today, Smith’s dy-
namic Chair of the Board of Trustees, Roch-
elle Braff Lazarus *68 finds herself married,
yes, with children, yes—in addition to being
the CEO of Ogilvy & Mather Worldwide,
the world’s sixth largest advertising agency.
Her ranking these days appears in the news
media: while the New York Times has called
her the “most powerful woman on Madison
Avenue,” Fortune magazine has placed her
fourth in a listing of the 50 most powerful
women business leaders in America.

“It’s interesting that there are enough of
us to rank,” said Lazarus. Although women
have been moving into the workforce in
droves, the number reaching high positions
remains discouragingly low. In fact, today
only 3% of senior managers in business are
women. But while most people might view
this situation simply as the “glass ceiling”
syndrome, Lazarus sees things differently.

“How many have stuck it out?” she asked.
Lazarus believes that in order for more
women to be as successful in business as
men, they need to stay in the workforce for
the long haul. A role model for staying
power, she has worked her way up in the
same company since she entered Ogilvy &
Mather in 1971 as an account executive,
bolstered by an MBA degree from Columbia.

But the dilemma of finding the right bal-
ance between work and home is a tough and
ongoing one for women. Lazarus has seen

women leave their positions when reaching
close to the top because of the high toll
taken on family life. In her own career, she
has insisted on taking the family time she
has needed for her husband of 27 years and
her three children. Once, a key client
thought she was joking when she announced
that her son’s field day was taking prece-
dence over a major strategic planning meet-
ing. But he quickly found out that Shelly’s
success was tied to her ability to prioritize
what mattered most to her.

With seventy-five percent of all mothers
in the United States working, the tenuous
balance between job and home is now a big
enough issue that many companies are at last
addressing it. Businesses hope to retain more
of their most outstanding employees—spe-
cifically talented women—by setting up
family-friendly benefits programs.

Lazarus sees talent as the scarcest resource
in the world today—one which can make or
break a business and one which levels the
playing field between men and women. “The
single greatest asset | need for my company is
talent. I need people with creativity, ideas,
vision, and passion. And I will take that tal-
ent any way | can get it, anywhere I can get
it. I don’t care how it’s dressed or what its
gender is,” she said.

She believes that women must truly love
what they do in order to succeed and to re-
main in the workplace. And one excellent
way for young women starting out to sample
potential fields of work is via the route of
interships. Smith’s Praxis internship pro-
gram, Lazarus observed, will provide Smith
women with “hundreds of opportunities to
fall in love with a career.”

To encourage Smith’s talented students
to try out the field that she finds continually
exciting and challenging—advertising—
Lazarus is offering two internships at Ogilvy
& Mather Worldwide through the Praxis
program each year. “I don’t think we can
ever overestimate the seductiveness of real
life experience,” she said.



Upon My Honor...

In the academic community,
the word honor is heard fre-
quently, but do we know
what it means? As we ap-
proach the year 2000, do we
think that honor has the
same meaning it did at the
beginning of the century?
And should we care?

There are several defini-
tions of honor: esteem, re-
spect, reputation, integrity,
honesty. How do these
meanings fit our lives
today? Are we honest?

Recent studies quoted in
Weekend Magazine, Oct. 17,
1998, show that people in
1998 accept some degree of
dishonesty as normal, believe
that 16% of people have sto-
len or would steal if an op-
portunity arose, and in gen-
eral there is a more blasé atti-
tude toward honor than in
years past. Sometimes in the
“50 or 100 years ago” column
in the newspapers, we read of
men selling a measure of
something, and it’s referred
to as “an honourable mea-
sure; or someone places an
ad saying his spouse has been
“dishonest” and he will no
longer be responsible for her
bills. (I'll leave the gender
issue alone, as I can not
apologize for the way things
were 100 years ago!) Clearly,
honor was as highly valued as
any other asset.

All very interesting, but
what does this have to do
with us today at Smith Col-
lege? Well, we ask our stu-
dents to adhere to an honor
code for academics. No one
except your peers and your

“| may suffer from the rose-colored-glasses,
cup-haif-full syndrome, but | think most people
are honest.”— SYLVIA CRAFTS '

conscience are in that vacant
corner room as you take your
test. We hope that they will
do the research and not sim-
ply download a paper from
the Internet.

We expect students will
follow housing rules, dining
hours, athletic facility regula-
tions, etc. If they work for
college departments, students
are expected to follow work
rules and fill out their time
sheets properly.

As employees, we have
similar “honorable” obliga-
tions: we start work on time
(o.k., close to on time, there
is still that parking prob-
lem...); we also fill out pay-
roll forms honestly, we don’t
‘take’ things from other
people or from the college.

What about those surveys
that say we are slightly less

honest now at the end of the
century! Well, you wouldn’t
steal a package of printer pa-
per, but would you download
20 pages of jokes? What
about a dozen pages of reci-
pes for a special student
meal? [s there a difference?

You wouldn’t take that
leather jacket hanging in the
next cubicle at the library or
from the locker room at the
gym, but what about the
jacket left for days in the liv-
ing room of the student
houses, or in Wright Hall?
What if the student said,
“oh, take it, I'm just throw-
ing it away”? (For RADS em-
ployees, guidelines are clear:
student give-aways must be
identitied by a note from
that student).

You're cleaning class-
rooms or offices at night and

find money. What do you
do? Are coins o.k. but not
paper money? Who will
know? What about the stuff
left in student rooms at the
end of the year! Is there a
difference between plastic
coat hangers and a piece of
clothing? A book or a roll of
coins thrown in a drawer?

Who decides? Is taking a
leftover sweater the same as
taking an extra 15 minutes at
lunch every day or e-mailing
your brother in Europe?
There are no answers here,
this is in your ballpark now!

I guess the debate could go
on, but this much is clear: if
honor and honesty are part of
your character, your answers
should be easy. There are in
fact college and/or depart-
ment rules that fit the sce-
narios cited. In RADS, for
instance, we take an oath
when we join the Union to
“not knowingly harm a fellow
Union member.” I think that
means that I not only won't
steal from you, [ won’t “harm”
you by doing something dis-
honorable in front of you. In
our contract we have an
agreement with the college
that we won’t take anything
from our work place without
permission.

I don’t believe any of us
actually needs to have it
written down. [ may suffer
from the rose-colored-glasses,
cup-half-full syndrome, but I
think most people are hon-
est. And that 16% who sup-
posedly would steal if they
had the chance?! They must
work in government. Hon-

estly. —Sylvia Crafts
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1998-99 Staff Council Roster

Name Campus Address Phone e-mail Representing ~ Term  Office/Comments
Marion Abrams Mason Infirmary mabrams@ais.smith.edu RADSSERV 1
Bill Ames 126 West Street 2459 wames@ais.smith.edu PHYS SERV 2
Sandy Bycenski Stoddard Hall 32B 2634 sbycenski@ais.smith.edu PPO ADMI 2
Mary Clayton College Hall 2082 mclayton@ais.smith.edu CFO ADSU 2
Cynthia DiGeronimo ~ College Hall 27 3003 cdigeronimo@ais.smith.edu PPO ADMI 2
Ann Finley Ziskind kitchen 2300 afinley@sophia.smith.edu RADSSERV 2 Vice Chair
Michelle Finley Ainsworth Gym 3971 mfinley@ais.smith.edu PPO ADSU 1
Dick Fish -Hillyer Hall 3130 dfish@ais.smith.edu PPO ADMI 1
Judy Fountain Wright Hall 12 3602 jfoutain@ais.smith.edu DOC ADSU 1
Donna Gingras Clark Hall 4905 dgingras@ais.smith.edu RADSSERV 2 At large (CAO ADSU)
Scott Girard 126 West Street 2466 sgirard@sophia.smith.edu PHYS SERV 1 Chair
- Richard Gnatek Gill Hall 3271 CMP ADMI 1
Ay Ling Han Mason Hall 2840 ahan@jessie.smith.edu Presidential Appointee
Amy Holich 126 West Street . 2404 aholich@ais.smith.edu CFO ADMI 1 Secretary
Sarah Lazare Seelye Hall 307 3037 slazare@sophia.smith.edu Presidential Appointee
Mary Martineau Alumnae House 2688 mmartineau@ais.smith.edu CAO ADMI 1
Janice Mason Pierce Hall 304 3546 jmason@smith.smith.edu PPO ADSU 1
Mary Ann Phoenix College Hall 27 3006 mphoenix@ais.smith.edu DOF ADMI 2 At-large representing RADS SERV
Audrey Pomeroy Hillyer Hall 3102 apomeroy@smith.smith.edu PPO ADMI 2
Muriel Poulin Lilly Hall 7981 mpoulin@ais.smith.edu PPOADSU 1
Cynthia Rucci Neilson Library 2923 crucci@library.smith.edu LIB ADSU 2
Bruce Sajdak Neilson Library 2967 bsajdak@sophia.smith.edu PHYS SERV 1 At-large (LIB ADMI)
Kathy Santos Alumnae House 2034 ksantos@ais.smith.edu RADSSERV 1
Bill Sheehan College Hall 5 2222 wsheehan@ais.smith.edu CFO ADMI 2 Treasurer
Jane Sommer Drew Hall 2570 jsommer@ais.smith.edu CAO ADMI JA At large (CFO ADMI)
Naomi Sturtevant Neilson Library 2962 nsturtev@library.smith.edu LIB ADSU 2
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