
 

Two major healthcare job placement firms merged to form Haney, Wiederhold & Associ-
ates, a multi-state based firm.  With the new realignment, the company is expanding and 
creating offices in Chicago and California.  Already a staple in Houston and Atlanta the 
career/outplacement firm has a networking roster second to none.  
 
“We go the extra mile because we treat the client with compassion and dignity,”  said Jim 
Wiederhold.  According to Wiederhold, understanding the personal and professional tur-
moil being experienced during the stressful time of career/job transition is critical.  “When 
necessary we go outside the usual provisions of career transition to meet the special needs 
of the client,”  said Wiederhold.  
Numerous healthcare facilities have benefited from the range of services offered by Haney 
& Wiederhold including medical centers, teaching hospitals, specialty care facilities, phy-
sician groups and managed care organizations.  
“We benefit our clients in three ways,”  said Wiederhold “we give them the opportunity to 
put on a good face, maintain morale along with productivity, and provide significant assis-
tance at a critical time.”  Using unique programs and techniques, the company is able to 
create an environment that is positive throughout the transition phase.  
Two significant programs are the Executive Partnership Quest (EPQ) and the Corporate 
Sponsored outplacement arm.  Other resources include a one-day seminar, a job lead list, 
telebridge meetings, coaching, and network expansion. 
“Most clients are in transition or thinking about it, and we have clients who are part of the 
meetings, not interested in change at this time but realize networking is a way of life,”  said 
Wiederhold.  Healthcare workers spend numerous years dedicating their skills to learning 
one industry.  Frustrated by the lack of results from generic outplacement programs, active 
employed who want upward mobility but lack specific skills, can benefit from the exper-
tise and counseling of Haney, Wiederhold & Associates.  “Seventy percent of the jobs 
filled today are filled by the networking process,”  said Wiederhold “and we have approxi-
mately four thousand senior level healthcare executives in our network.”   The client base 
comes from a variety of venues including corporate paid outplacement, individual paid 
career transition, individual paid re-location, and individual desire for upward mobility. 

Think out of the box and be proactive!  Let’s take this concept and apply it to nurse 
manager  and staff nurse retention.  Telebridge coaching, networking, role modeling 
and education courses for  Nurse Managers will ultimately help them to succeed and 
enable Nurse Managers to retain their  staff. 

I NFORM ATI ON SHEET ON NURSI NG  

Fr om t h e Desk  of  B ar bar a L . O’Br i en  RN, MSN, Cer t i f i ed ,  

Pr esiden t , Magnet i c Heal t hCar e St r at egi es, L L C 

bar bar alobr i enmhs@comcast .n et   

EDI TOR   M ARC O’BRI EN   

  

 Car eer  Tr ansi t i on  Company and MHS 
Tack l e Nur se Manager  and Sta f f  Reten t i on   

 SPECI AL  POI NTS 
OF I NTEREST  

A Force that pulls your organization  

together toward effic iency and excellence  

EYE POPPERS 

RWC 49-28-120 to 49-28-150, a 
new Feder al L aw for  over time 
became effective August 23, 2004.  
Individual State L aws will vary.  

Our  Nation’s Healthcare System, 
like our  economy is in a t ime for  
change - President George W. 
Bush State of the Union.   

Understanding the new over time 
rule is not as easy as it seems.  
Registered Nurses and L icensed 
Practical Nurses are classified a 
“ white collar ”  profession similar  
to  lawyers and accountants.  

Registered nurses in non-
supervisory jobs generally will  
continue to receive over time pay 
for  wor king more than 40 hours 
per  week, although questions 
linger  in some circles over  how 
the new r ules apply to them.  K . 
Car lson, Tennessean.com 

“ Registered Nurses will no longer  
be entit led to over time pay under  
the new law but because of the 
shor tage of nurses many hospitals 
may keep paying,”  L as Vegas 
Review Journal, August 24, 2004  

“ Under  the outdated law most 
wor kers are guar anteed time and 
half over time if they earn less 
then $155 a week,”  Representa-
tive Or r in Hatch from Utah in 
the March 2004 Congressional 
Quar ter ly.  STAY TUNED ! ! ! 

·  Staffing Agencies go for 
JCAHO—See Next Edition 

·  ANCC Magnet has NEW 
14 Forces of Magnetism  
Standards 



Cutting Edge Courses/Programs for Intermediate and Advanced Manager Education Provided by MHS 
·  Strategic Planning 
·  Emotional Intelligence 

·  Financial Management (staffing, budget, productivity, dashboards and writing business plans) 
·  Jim Wiederhold’s Telebridge Networking and Ongoing Coaching on or off site 
·  Robert Cooper’s Huddle Concept  
·  Managing Feedback 

·  JCAHO Tracer Methodology as a Management Tool  

Coach i ng and Suppor t i ng Nur se Manager s : 
Career transition from clinical staff nurse to Nurse Manager is a difficult 
step.  Due to cost constraints, there are very few lateral growth positions to 
groom potential managers.  Flattening the management structure eliminated 
the assistant nurse manager positions so although staff nurses are growing 
and expanding on their units, they miss the broader aspects of management.  
Talented clinical nurses are placed in management positions without the 
proper education and experience and they either fail or become frustrated.  
According to Haney, Wiederhold & Associates the transition from staff to 
management is not an easy one.  Bottom line, we all agree we are throwing 
our novice managers to the wolves.  The turnover rate is high, and on exit 
interviews many staff nurses say they are leaving because of their manager.  
Sometimes it is management style and sometimes it is due to the inability to 
handle competency and interpersonal relationships.  What a vicious cycle!  

 

Pinky Ruiz, Director of Nursing for Critical Care at St. Michael’s Medical 
Center in Newark, NJ, has been very successful in recruiting nurses.  St. Michael’s current vacancy rate is 
5%; the national rate is 13-15% for nurses and 6% for managers.  The hospital is using a recruitment/
retention committee to deal with the shortage issue, with their focus being retention.  “Each division has a 
representative and we meet monthly,”  said Pinky.  Continuing education is a priority at St. Michael’s and 
since changes in leadership demanded a different way of doing business, the COO and CNO organized a Fi-
nancial Planning and Writing a Powerful Business Plan seminar.  The all day session for Managers was 
developed and organized by Magnetic HealthCare Strategies with a goal to reduce frustration and to broaden 
their knowledge beyond the walls of St. Michael’s Medical Center.  Ms. Ruiz, a former Manager at St. Jo-
seph’s Regional Medical Center, has the experience and academic background.  “I went back for my Masters 
and it provided me with an expanded base of knowledge,”  said Ruiz who has an MBA.  “We have to be 
clinical and business people today to be successful.”   Ruiz feels in her current position having degrees is im-
portant, but not as important as being a role model.  She believes what we teach through our actions day in 
and day out, and our interpersonal skills are essential to producing positive outcomes.  In fact, she says, “the 
biggest impact comes from setting an example.”  

Jim Wiederhold and I agree managers need basic, intermediate, and advanced education including ongoing 
coaching to provide the environment necessary to retain their position and their staff.  If given the proper 
support they will be the role models Pinky says is critical. 

 Prescription for Success:  
Retention with a Different Twist 

Magnetic HealthCare Strategies, 
LLC  President -Barbara L.O’Br ien  


