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FuturesIn
The New Treasury
Department in 2006 
Who staffs the department beyond the
treasury workstation? 

Betty Penzner, AFP

Today’s treasury department may have the
same titles as one 10 years ago, but the
functions are different and a new resource
has joined the staff, the treasury worksta-
tion. How does all this impact staffing?

The treasury departments of 2006 may look a
lot like those of 10 years ago, but if you look
closely, you will see some clear differences.
While today’s treasury titles have stayed mostly
the same, many functions have changed,
according the Daniel J. Carmody, managing
director of TreaSolution, Inc. a treasury consult-
ing and staffing company.  Moreover, today’s
treasury professional needs to be able to talk to
other professionals beyond the finance realm.

“The most successful treasury professionals
learn to communicate successfully with people
in their own treasury department, other depart-
ments and outside the organization.”  Carmody
adds that this individual has the ability to take
the lead in speaking with accounting, IT, legal
and other departments, as well as within
his/her own treasury department.

“In my opinion, it is important to be an
expert in your field but a generalist in every-
thing else,” Carmody says.

Eliminating Disconnects Between
Employers and Finance Employees:
How to Make the Most of Training and Development Programs

Brendan Courtney, vice president Spherion® Professional Services

Employees are ignoring opportunities to enhance their career with training 

and development programs.  Employers need to develop ways to market the

programs to their staff to make them more attract and more intrinsic to the

employment program.

Last year, we shared with you some important findings from Spherion’s groundbreaking
Emerging Workforce Survey, conducted by Harris Interactive.  Among other things, the
results from our study suggested that the message regarding the importance of offering
training and development programs to employees—such as on-line skills training, semi-
nars, and tuition reimbursement—seems to have gotten through to today’s employers.

The survey of U.S. employers found that almost all respondents offer at least two train-
ing and development programs, and fully 90% of today’s employers believe that their use
of such programs is the most successful way to retain employees.  Even though account-
ing and finance workers tend to be less unhappy in their careers than other workers, this
is still of importance to employers since the study also found that 17% of accounting and
finance workers made a job change in the last year and 37% intend to make a job change
in the next year.

Continued on page 5

Finance
The latest news on career trends for financial professionals March 2006

Futures in Finance explores the impact of staff training and 
development programs and the look of treasury departments in 2006.

In this issue, Futures in Finance considers how you can cope with the changes 
that rules, regulations, federal laws and requirements have added to your workload.

Have you ever thought about sharing your job? See how two financial professionals
have shared their job for 14 years and would not have it any other way.

Continued on page 2
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However, Spherion found that while employ-
ers have been busy bolstering their training and
development programs, workers seem to have
written these programs off.  Even though work-
ers ranked growth and earnings potential the
second most important factor in retaining them
as employees in the Spherion survey (after basic
factors salary and benefits), the same workers
ranked training and development last in their list
of retention drivers. 

There is no question that today’s workers are
interested in growth opportunities. Why then
wouldn’t workers turn to training and develop-
ment programs as a means of achieving their
goals?

Unfortunately, dangerous disconnects exist
between employers and employees when it
comes to training and development issues.
Spherion has uncovered one such disconnect
that could be undermining the best efforts of
today’s employers to offer ongoing learning and
skill enhancement.

While the overwhelming majority of employers
offer training and development options, employ-
ees are far less likely to think their company offers
them.  And, for the minority of workers who are
aware of training and development programs
available to them, nearly half (46%) aren’t satis-
fied with what’s available.

The disconnect is staggering.  For example,
nearly 92% of employers offer funding to
attend seminars and trade shows.  Yet, only
28% of employees believe this service is offered
by their employer.  The same disconnect is
found for every one of the six development
programs studied in the survey.

There is a potential for a high return on
investment of training and development pro-
grams for employers.  The near-term shortage
of knowledge workers in the United States
means training and development of existing
workers will become invaluable.  Bersin &
Associates estimates that companies spend
between 1%-4% of total payroll on training.
Moreover, according to Business Roundtable,
U.S. employers, especially large companies,
spend more than $70 billion each year on
worker training and education benefits.

As jobs continue to require more complex and
sophisticated skills, the workforce ages, and tech-

nology advances, the Bureau of Labor Statis-tics
predicts companies will dedicate even greater
resources to job-specific training programs.  Such
large financial investments should be delivering
high returns for today’s organizations.  Unfor-
tunately, many companies simply aren’t seeing the
paybacks because workers are unaware or unim-
pressed with what’s available to them. 

In order to maximize their investments,
employers should first conduct an audit of
their training and development lineup.  Are the
courses and programs available in-line with
what employees need and want?  Does the
content fit with the majority of employees’
development goals?  Are employees using the
programs?  If so, which ones?

Some of today’s leading, cutting-edge employ-
ers choose to require or incite their workers to
take advantage of growth opportunities.  For
example, expect workers to dedicate a minimum
number of hours to professional development
each year as part of their performance measure-
ments.  Or, offer incentives for completing a
number of courses such as paid-time off or
bonuses.  Also, consider these tips for turning
the workplace into a classroom:

1. Require supervisors to conduct individual
development plans and career discussions
with employees.

2. Hold supervisors in your organization
accountable for encouraging and support-
ing employee development efforts.

3. Enable employees to take advantage of
training and development programs by
supporting requests for flexible work
arrangements.

4. Serve as a role model by participating in
training and development opportunities
yourself.

5. Provide a mix of self-directed and formal-
ized training programs.

An increasing number of experts and strate-
gists predict that an organization’s ability to
attract, motivate and retain talent now and in
the future will be the primary indicator of fiscal
performance and survival.  This is a powerful
incentive for organizations to reexamine their
training and development programs, look at
how they market them to employees, and
ensure a return on their investment in the form
of attracting and retaining valuable talent. ▲

Eliminating Disconnects continued from page 1



- I am an accounting and finance 

recruiter with Spherion®. 

- Before joining Spherion, I spent 

five years as a senior accountant 

for a Fortune 500 company.

- Once a month, I take a fishing 

excursion with some of my colleagues.

- To date, I have helped more than 100 

companies find the skilled finance and 

accounting professionals they need. 

Who are we? We are a network of talent

experts able to rapidly source and deliver

full-time financial analysts, CPAs,

compliance officers, risk managers and

corporate finance experts. 

Who are we? We’re Spherion: 

nearly 60 years of experience, excellence

and exceptional talent.

Contact us today at 888-223-6935

www.spherion.com

I Am Expertise. I Am Spherion.
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Viewpoint

Fourteen years ago, two financial professionals with young families
were trying to forge middle management careers while balancing fami-
ly needs.  Neither knew the other, both worked for the same company
and both were challenged by their situation.  The answer came from
the controller and their human resources manager: job sharing.  Here
is how the two tell the story.

“I started job sharing after my son was born,” explains Andrea Pesta,
now director of strategic development for global finance at Booz Allen
Hamilton Inc, in Parsippany, NJ. But first she had to go through a trial
period. “I knew during my pregnancy that I really wanted to come back
to work on a part-time schedule.  That alone was novel (with the firm). I
got the OK and came back part-time, working three days a week.”

Pesta returned as a treasury manager, the same position she held
before. “Same role, same responsibility, same everything, but in three
days,” she notes. The days were long. She was getting phone calls on
her day off.  “It clearly was not a part time arrangement because the
role hadn’t changed,” she said.

While Pesta was out on maternity leave, Martha Seiner Mensch
joined the firm.

I had two small kids at the time and I came to Booz Allen and inter-
viewed for the manager of consolidations position,” says Mensch, also
director of strategic development for global finance at Booz Allen.
“When I met with the CFO, he asked me what it would take for me to
take this job.  I told him I’d like to work part time, and that’s how the
offer was structured.  The position, though, really was a full time role.
You keep the department moving along by picking up slack on days
off,” she says.  But things still get challenging.

The idea of job-share arose from within the department. “I was dis-
cussing my concerns with the controller, and he suggested the job-
share idea,” Mensch explains. “Although I didn’t know Andrea very
well, I had only invested a year in the firm and viewed this as an
opportunity for a better work/life balance.”  Here were two people
with very little working relationship taking a chance at working collab-
oratively in a close relationship. There was risk involved.

“Martha and I are both successful in our careers and we take pride
in the product that we deliver,” says Pesta. “It turned out none of the
things that could have gone wrong did.” 

Division of Power
Two Financial Professionals Job Share
Betty Penzner, AFP

“Personality is important,” says Mensch.  “You complement one
another and you have to have respect for one another and you have
to let go of your own ego.”

Starting out together in the shared role of treasury manager, the
two subsequently have held several positions—including Assistant
Controller, Director of Corporate Finance and now Director of
Strategic Development—and have also been promoted during the 14
years they’ve been job-sharing.. While they typically each work three
days with one overlapping day, the schedule can change depending
on their role at that particular time.

How they handle and divide assignments largely depends on the
specific project or role.  In the assistant controller role where they were
leading larger teams, the day-to-day activities were handled by the one
who was in the office and/or available—primarily collaborating on the
larger departmental projects and people development/issues.  In their
current role, the assignments are project-based so they work closely
keeping each other very informed.   They routinely alternate the more
administrative functions such as assessment meetings and appraisals.
“We’ve always found a way to divide the task that makes sense for the
firm, our staff and us,” says Pesta.  “And we’ve always been about
achieving the desired results,” says Mensch.

The arrangement has given them certain advantages. “It has given us
the opportunity to have a part time arrangement that allow us to
progress in our career,” Pesta says. The other big advantage is it allows
them an opportunity of working with a partner, who often brings a dif-
ferent perspective.  This often results in a better work product, she adds.

“The other big advantage of being able to work part time is having
a much better work/life balance.  When Andrea is in the office, I am
able to focus on what I need to get done in my personal life.  Things
are moving along in my absence and that’s key.  I think it’s peace of
mind.  That means I’m really off on my days off,” says Mensch.

Some challenges exist as well. “One of the unique challenges we
face is dealing with new clients as we explain the arrangement and
how it works,” says Mensch. “That raises some eyebrows.” They
quickly make people comfortable with the arrangement.  “We have
never heard any feed back that the staff or a client has had any issues
with the arrangement or that there was inefficiency because of the
arrangement,” Mensch adds.  

Mensch and Pesta consider themselves fortunate to have a job
sharing arrangement that works so well.  “When you read our story
and we explain that we hardly knew each other yet have had such a
successful arrangement,” says Pesta, “you need to understand that we
don’t think it’s the best approach to take.”  The two recommend
choosing your partner carefully.  Find out who that partner is really.
This determines the success of a relationship like this.  “You have to
have a partner that has your best interest at heart, the team’s best
interest at heart,” says Pesta.

For more information on job sharing in today’s market contact: Pat
Katepoo, director of WorkOptions.com, pat@workoptions.com or
visit their Web site at www.workoptions.com. ▲

See how two women discover each other 

and end up sharing a financial position at 

Booz Allen for 14 years. They consider 

themselves a working unit. See why.
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Be recognized for excellence! 

Submit your entry by April 24
www.AFPonline.org/pinnacle

Has your Treasury department implemented an original solution
that contributed to your company’s financial success? AFP and
Wachovia invite you to acknowledge your accomplishments by
entering the 2006 AFP Pinnacle Awards Program.

The 2006
AFP® Pinnacle Awards
Recognizing Excellence in Treasury and Finance

The AFP Pinnacle Awards recognize innovation in 
treasury and finance and demonstrate utmost

achievement in the field. Benefits of winning the
Grand Prize include a $10,000 donation towards
a favorite charity and will be presented during
the Opening General Session at The AFP
Annual Conference in Las Vegas this October.

Enter Your Department

tions plan, according to Carmody.  He has a five point program that
may prove helpful.

1.  Clearly state to your employee why you feel being an effective 
communicator is important

2.  Develop a plan with the employee to develop their communica-
tions skills

3.  Demonstrate your skills as an effective communicator
4.  Give your employee an opportunity to demonstrate their 

communications skills 
5.  Provide specific communication development feedback
In today’s mergers and acquisitions climate, treasury departments get

combined, but what happens to the duplicate jobs?
Carmody says during a merger there is a possibility that every treas-

ury position can be duplicated.  There rarely is one treasury position
that is exclusive during a merger.  But Carmody has three recommenda-
tions for the treasury professional to help gain a position within the
merged organization or to be more competitive when searching for a
new treasury position:

1.  Be the very best possible treasury professional for the organization
2.  Continually update your skill set so that you can be competitive

against outside competition
3.  Nurture a professional network that can provide valuable career

and industry information ▲

With the advent of the treasury workstation and the support that
they require, today's treasury professional is expected to coordinate with
many departments and companies, among them treasury workstation
providers, bankers, treasury consultants, IT, accounting, legal, audit, etc.
“The treasury workstation has essentially become a resource in the
treasury department as a treasury manager or treasury analyst would
be,” comments Carmody.

To make the most efficient use of treasury personnel's time, the dis-
covery of today’s treasury staff should be left to professional recruiters,
Carmody recommends. “Completely outsource the search process so
that treasury professionals can concentrate on treasury management,”
he says.  But before a search process begins the employer should have
three items in place:

1.  Understand the current and future needs of the vacant position
2.  Apply the applicable salary and title to the vacant position
3.  Plan for extensive candidate interviews
Additional sources for candidates include treasury networking

events, job boards (like AFP's job board), newspapers, and employee
referrals.

Upon hiring a new employee, you may wish to emphasize success-
ful communication skills by mentoring your new employee.
Mentoring a new employee requires a clear and open communica-

Treasury continued from page 1



As Robin Washington tells the story of her

career, she talks about a 22-year journey she

has traveled that has taken her to unique

opportunities in the financial arena.  In

January, she reached the latest height in her

career growth when she was named chief

financial officer of Hyperion, the California-

based $780m global enterprise software and

services provider for Business Performance

Management (BPM)

In her new role as CFO, her responsibility

is for all the company’s financial manage-

ment and operations, especially information

technology. She is focusing on improved

performance with the ultimate goal to work

toward becoming a billion dollar company.

Because the CFO and finance office is one

of Hyperion's key customers, Washington's

department actually functions as a beta cus-

tomer installation, using their software and

putting it to the test in a real finance envi-

ronment. In fact, they formally refer to the

program of utilizing their own software as

"Project Champagne," for drinking their

own champagne, as they say.

Washington got her start as an auditor at

Deloitte & Touche, ultimately reaching the

position of senior auditor.  That was fol-

lowed by a position as accounting analyst

for the Federal Reserve Bank of Chicago,

then director of finance with Tandem

Computers.   Each experience, Washington

explains, brought her a different dynamic to

her professional acumen.  However, it was

her nine years at PeopleSoft, Inc. that deliv-

ered the breadth of experience that made

her career blossom.  There her duties

included international finance, treasury and

corporate finance functions.  She sponsored

the company’s Sarbanes-Oxley 404 compli-

ance efforts and led post-merger initiatives

for all of PeopleSoft’s merger and acquisi-

tions activities. Her title, upon departing

PeopleSoft, was Senior Vice President of

Finance and Corporate Controller.

“It is important to get as broad a knowl-

edge of the financial area as possible,”

Washington says.

Risk factors in her new job come in the

form of competition. “Technology is very

dynamic,” says Washington. Her company

has to be aware of who the competition is

http://www.AFPonline.org/fif Page 6 ©2006 Association for Financial Professionals, All Rights Reserved.

Versatile and Professional

and then she has to balance resources to

address all of the challenges “of being a pub-

lic dynamic environment of software.”

Advice to Aspiring Professionals
She tells aspiring financial professionals,

“Do not remain static.  Be aware of your

competitive environment,” stay current with

dynamic trends and “have the tools to

remain aware to proactively manage those

changes to go where we want to go.”

“You first have to be a good business part-

ner,” she says.  “You have to be strategic.

You have to “have the ability to add insight

into growth and performance.”  You have to

have the tools to get at the metrics.  You

have to have the tools to leverage insight to

the business.

Being able to deliver as a business partner

is critical, Washington says. Having a broader

global focus is also an asset and being able to

view the business from operational and inter-

national perspectives will contribute to your

success.

“I think it is important to be versatile and

professional,” she says. “Following the wave

is a really critical step.”  She adds that you

should be flexible and broaden your experi-

ence to better position yourself as you move

toward the CFO role.

Washington tells AFP members, “It is an

exciting time to be a professional in our

space.”  She adds that it is one of the reasons

that the BPM space is seeing growth. ▲

Robin L. Washington, CFO Hyperion
Betty Penzner AFP 

CFO Corner

Robin Washington’s career has given her a broad exposure to the

financial arena and carried her to the heights of CFO at Hyperion, 

a global software company.

“Her company has to be aware of who the competition is and then she

has to balance resources to address all of the challenges of being a

public dynamic environment of software.”



http://www.AFPonline.org/fif Page 7 ©2006 Association for Financial Professionals, All Rights Reserved.

Leading a team can be a rewarding yet challenging responsibility.

There are thousands of books out there giving guidance on this

topic.  But do you really need a PHD in leadership?  Not necessarily.

There are many basics that can be implemented to enhance and

develop leadership skills.  When implemented, leading a team may

be easier than you thought.

Set the Foundation
If you are going somewhere, you first have to design the roadmap

to get there.  It is important to set leadership goals for yourself.

These goals are your leadership foundation, which must be solid and

strong.  It’s the mission statement for your leadership organization.

My leadership foundation consists of 4 building blocks.  

1.  Striving to be the type of leader I would want to follow. 

2.  Create a fun work environment.  

3.  Be a straight shooter. 

4.  Be open and approachable.  

I give my foundation as an example. You will need to determine

what best fits your style.

Determine your foundation and communicate it.  When you start a

new job or project, have a meeting and discuss your expectations.

Isn’t it easier to do something if you know when and how you are sup-

posed to do it?  On the flip side, let them know your peeves. It is so

much easier to reward or discipline an employee if everyone starts on

the same page and knows how and when they are to reach their goal.

Be a Role Model
Give your employees a living, breathing example of an outstand-

ing employee.  It is much easier to follow someone if their actions

agree with their words.  

Leaders have a “company” not a “me” attitude.  Try to use the

word “we” instead of “I.”  One person does not make a team.  If you

ever disagree with the policies or procedures top management is put-

ting in place, do not voice it.  

Have a positive attitude.  Make the work environment positive and

conducive to development.  Most people go to work everyday not

because they want to, but because financially they need to.  Would

an employee rather go to a place that is upbeat and positive or one

that is negative and stressful?

Be professional yet personable.  Get to know your employees, but

don’t get too personal with them.  Visit the water cooler, but get a

drink and get out.  The gossip circle should be avoided.  

Get to know your employees well enough to know if something is

wrong.  I had a topperforming employee who started to slack in her

performance and was acting differently.  After sitting down with her

(behind closed doors) I found out she was having some challenging

personal issues.  She had no idea that her personal distress was

affecting her work.  She appreciated her change being noticed and

decided to leave the personal garbage on the curb each day.  Her

performance actually got better. 

Keep cool and calm.  There are many ways to get your point

across.  I believe in talking calmly.

At some point we are all under pressure.  A leader needs to be

calm and collected, especially during intense times. Great leaders lis-

ten to the issue, process the information calmly and then discuss the

plan of action.  

Let your employees know it is OK to make mistakes.  In finance,

an error can be fixed, but if buried, it can compound, causing a

much larger issue.  When they bring an error to my attention, I

thank them for pointing it out and address how “we” will fix it.  This

creates an atmosphere where employees feel free to approach their

supervisor and one in which an audit for hidden mistakes does not

need to be continually done.

Always strive to better yourself.  Don’t stay in your comfort zone

too long.  Look for seminars, books & tapes that you and your

employees can attend.  

Do a Balancing Act
Be fair yet flexible.  Rotate the vacation schedules.  Approve holi-

day vacation time after everyone’s requests are in.  Also, don’t tell

everyone they have to work New Year’s Eve and then take the day

off yourself.

Keep in mind that each employee is different and therefore needs

to be managed differently.  Be flexible with your leadership style so it

is not one-sided.    

Remember the Little Things
It is the little things that get the most results.  As quirky as it

sounds, simple things such as “please,” “thank you,” “have a happy

holiday,” “how was your trip” and especially “sorry” go a far way.  

Get up at least once a day and “do rounds” at your office.  Say

good morning to your employees and coworkers.  If someone hap-

Leadership Made Easy
Hints for team inspiration
Lori McKinney, MBA

Leading your office team can have its challenges,

but with a plan and some helpful ideas, you can

be the leader who is envied among your peers.

Continued on page 8
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Challenge employees to come up with solutions or enhancements to

procedures and policies.  It is quite rewarding to be asked for your

advice and see implementation of your ideas.

Acknowledge great ideas and extraordinary work in public when-

ever possible.  Don’t take credit for someone else’s work.  Once peo-

ple know that you “borrow” their ideas, they will be hesitant to share

any more.  

A good leader has someone on the bench to replace them.  No

organization should come to a halt when one person is out of the

office.  Cross training is extremely important.  If you are promoted, do

you know how you would suggest shifting employees?  A well oiled

team is prepared to shift when an employee is promoted or resigns.

In conclusion, to excel as a leader, strive to become your ideal

leader.  Set the foundation for your leadership style so there are no

surprises.  Be a role model for both your employees and superiors.

Be a leader who is fair, flexible and professional.  Learn which man-

agement style will enable your employees to perform their best.

Keep an open door of communication where errors are forgiven.  Be

a member of the team, not just the leader.  Enhance a team where

praise and help are passed out freely.  Being a leader is your chance

to play your favorite role, you. Leadership might just be easier than

you thought. ▲

As chief financial officer of Pittsburgh Mailing Systems, Lori McKinney

enjoys sharing her approach to leadership and management.  She holds an

MBA from Duquesne University, has studied in Europe and has over 14

years of experience in the accounting world.  Lori lives in Pittsburgh, PA with

her husband and son. She can be reached at www.pittsburghmailing.com. 

pens to be on the phone or has another person in their office, just

wave and smile.  It may be surprising what information presents

itself during this time. 

Treat your employees with goodies every once in awhile.  Do lunch-

es after a big project.  Bring chocolate or fancy coffee drinks when you

know employees are stressed or need a little mental break.  Best yet,

have goodies arrive for no reason.  What a great way to says thanks. 

Keep track of your employees’ birthdays and company anniver-

saries.  Just put them on your calendar and then acknowledge their

special day.  No elaborate gift is needed; you can simply buy a cake

or card or even send them a “virtual” card.  

Communication is the Key
Communication is extremely important in every relationship. It is

much easier to resolve an issue or to develop a plan when people get

together, discuss and share plans of action.

Have an open door policy and be approachable.  Let your employ-

ees know you are there for them and that your door is always open.

When they come in, give them your full attention. When you have

your conversation, repeat back what you think you heard to make

sure you understand the conversation.  

Never bad mouth an employee in front of another employee.  If

someone starts to bad mouth another, tell them that is unprofession-

al and move on. 

Never discipline an employee in public.  Take the employee aside

and discuss the matter.

Have regular meetings with your staff.  Do both group and one-

on-one meetings.  Close the door and give your full attention during

the meetings.  Let employees know this is their time to discuss their

current projects and any issues they may be having.  

Communicate how tasks relate to the big picture.  Emphasize how

important the task is no matter how menial it may seem.  

Don’t just be a Ring Leader, be a Part of the Team
Leaders lead teams, but are a part of the team.  Don’t ask an

employee to do something you yourself would not be willing to do.  

Throw out the life preserver when employees are in need.  Don’t

wait until they cry out for help.  Leaders should be aware of staff’s

workload and deadlines. If one or two workers are overwhelmed

and some are not, transfer some of the workload temporarily (or

permanently if it makes sense). When all else fails, roll up your

sleeves and help out.  Employees appreciate a leader that stands with

them and not in front of them when in time of need.

On the flip side, if you are swamped and need help, ask employ-

ees to help you.  This also helps set the example for them to ask for

help when they are in need. Also, ask employees for suggestions.

Leadership Made Easy continued from page 7

Tell us about your interview experience!

You have been interviewed by employers and sometimes
they catch you off guard.

Share your experience. What was your most interesting
interview question and why?

Submissions should be sent no later than March 25.

Contact:
Betty Penzner
Futures in Finance
bpenzner@afponline.org
301.961.8878
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Today you are being told to do more and more

with less and less; oh and by the way, you had

better not let the quality slip. We live in a time

in which nothing is sacred and nothing stays

the same. So let’s look at what we have to face,

and what we have to do to survive.

We face more demanding workdays,

budget restrictions, new state and federal

laws, regulatory changes with no end in

sight. I have listed a few ideas to help you

stay in control, maintain your sanity and still

be able to perform in this ever changing

world in which we find ourselves.

Change is a requirement of every work

place to-day. Change with the system or the

system will find ways to eliminate you.

There are five basic reasons why change

occurs and why even in the fixed world of

finance we find ourselves in an unending

cycle.  First of all we have to stay up with

the Competition, in fact if we only stay up

with them we fail.  We have to stay ahead of

them.  Then the wonderful world of

Technology seems like every time we master

that new system, it’s redundant and here we

go again.  Market trends keep us hopping,

we were local then regional and national and

now international with a different set of rules

at every location. Government regulations

change daily or at least it seems that way.

IRS, treasury, institutional and even associa-

tion regulations keep us in a state of flux.

Mergers/acquisitions in today’s marketplace

are all too common with the outcome being

anyone’s guess. Changes in assignments,

responsibilities, locations and employment

are all too common.  And then there is the

unknown. “Never saw that coming”, “Wow,

when did they decide to do that?” and “Who

was the clown that thought that one up?”

We as humans tend to respond to change

in one of four ways. We are positive and

become a Joiner. We take a wait and see

attitude and become a Reluctant.  We

already know it won’t make any difference

so we become Apathetic; or we just set our

minds to fight the change by resorting to a

strict role of being the Resister.

One good thing to note, though, is that if

your organization is changing, it is alive.

Companies that refuse to change with the

times are littering the highway of success.

Implementing change can be summed up

like this:

Learn to build on success, relate to other

positive changes that once understood were

successful and welcomed.  Be sure to take

advantage of the unexpected. A positive

outcome even if it was not directly related

to the planned changes can become a rein-

forcement tool.  As in all financial dealings

you should be ready to capitalize on oppor-

tunities. They don’t knock, you have to

reach out and grab them.  Learn to see your

world in a new light, improvise - think out-

side of the box and allow greater responsi-

bility to be assumed by members of your

team. The reluctant, apathetic and resister

will need more of your attention but never,

never give up on them.  Finally, get in the

habit of continually revisiting and revising

as the process takes hold.

On a personal note, you’ll need new cop-

ing skills to help you make it through the day.

1. Get a clearer understanding of any

changes that will occur, what, when,

how and why.  Don’t be afraid to ask

questions. Take the time to get specific

timelines, expectations, goals and out-

comes that your manager or superior

has before getting started making

requested changes. 

2. Develop a strategy, you now have a clear

definition and understand fully what the

final change will look like. Back off and

look at what looks different, and what

Continued on page 10

Surviving and Striving in the World of Change
A guide to achieving success in today’s fast-moving financial world
John A. Delves, Southern Training and Development

New federal and state regulations, budget restrictions, regulatory

changes all are descending upon you with no end in sight.

Discover some ideas to help you stay in control, maintain your

sanity and still be able to perform in this ever changing world in

which we find ourselves.

Survived a merger or reorganization?

These are challenging times. It takes patience and fortitude to survive.
Share some tips you used to make it through!

Submissions should be sent no later than March 25.

Contact:
Betty Penzner, Futures in Finance
bpenzner@afponline.org • 301-961-8878
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As AFP expands geographically and into new content areas, serving on AFP’s Board of Directors is a way
to influence the future of the association and the finance profession as a whole. 

Directors serve two-year terms, working to develop the policies that articulate, support and sustain the
association's vision.  They bring expertise from many industries, from technology and retail to financial
services, energy and even academia.  

Interested practitioner members should submit the following information to AFP: 
• Biographical sketch containing relevant volunteer experience, especially experience serving on AFP

committees, task forces or regional association boards 
• Resume, including a brief overview of current responsibilities
• Letter of recommendation from an immediate supervisor, as well as information on the 

candidate's employer, such as an annual report. 

AFP Seeks Big Picture Thinkers

CTP/CCMs are encouraged to apply.
Mail applications to:  AFP's Nominating Committee, AFP, P. O. Box 5828; Bethesda, MD 20814. 

If you have questions, please call AFP's Executive Office at 301.907.2862 or e-mail driggs@afponline.org.

Deadline: May 12, 2006

will be the biggest struggle in making the change. Develop a

game plan, the more time you spend on planning, the less time

will be spent overcoming obstacles as the change becomes more

prevalent. 

3. Flexibility is the key; being able to be adaptable at stressful times

is a big plus. Adapting to the ever changing demands of a boss,

coworker, regulators, or even the customer is an invaluable skill.

Business changes and so do the priorities from yesterday; learn to

go with the flow. See the challenge as an opportunity. 

4. Don’t procrastinate; it only delays the inevitable. Most people

procrastinate on task they don’t like to do. Getting the unpleas-

ant task associated with change out of the way will greatly

reduce associated stress. 

5. Fix your focus; staying in focus (with the final outcome) espe-

cially when you are operating under pressure and increased

demands is a key to your success. 

6. Cool and collected people are best able to survive; even the most

affable people can become frustrated and tempered under the

stress caused by changes in habits or routines. Humor has its

place and reducing the stress caused by change is a perfect set-

ting for its use.

7.Cooperation and coexistence will be one of your best 

practiced skills. 

Change … it’s going to happen but by following these simple

guidelines it should be a less stressful situation for you and everyone

else involved. ▲

John A Delves is founder and CEO of Southeastern Training and Development. For

more information go to www.setrainingdev.com or e-mail soutrnatl@msn.com.

Surviving and Striving in the World of Change continued from page 9

Manager of Treasury Analysis & Operations
Fireman’s Fund Insurance Company, Novato, CA
In this role you are responsible for a staff of 5 charged with the management and safeguarding of the Company’s operating cash flow (over $10 billion annually). 
Responsibilities 

• Developing and implementing Treasury Department cash management policies (for 28 legal entities). 
• Overseeing the daily flow of funds into and out of the Company’s bank accounts. Developing the Company’s remittance/disbursement practices including evaluation, selection,

and implementation of all non-custodial banking services and accounts (approximately 120 bank accounts). 
• Partnering with the Business Segments and Shared Services to develop processes and procedures to effectively manage all remittance and disbursement activity. 
• Responsible for on-going administration and review of all bank relationships and bank services (2006 budgeted bank fees more that $2 million). 
• Developing a policy for, and overseeing the investment of, the Company’s short term working capital.

Requirements 
A BA/BS in Business, Finance, or related field, and 8+ years of finance or related experience is required. Cash management/banking experience is preferred.  Management 
experience is required. CTP or CCM certification is a plus.  Experience with SunGard ResIQ2 is a plus. Advanced technical and PC skills including Excel & Access is required.  
You should have strong communication, organizational, analytical and problem-solving skills and the ability to multi-task and work in a complex, fast-paced environment.  
You should take initiative, follow through, and be resourceful and dependable.

Please apply at http://www.firemansfund.com/career job #FFIC0627. An equal opportunity employer.

Hot Job
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Manager Global Treasury Operations
Lionbridge, Waltham, MA

Responsibilities
• Efficient global cash mobilization and foreign exchange risk management utilizing cen-

tralized and integrated processes, cash forecasts, effective operational controls and
developing strategic relationships with internal customers and external service
providers.

Primary responsibilities
• Optimizing the company’s global liquidity cash position
• Executing its foreign exchange risk management programs
• Implementing and managing related banking products/systems and 
• Coordinating Treasury activity across the business units. 
• Daily cash funding and investments 
• Ensure adequate liquidity at operating subsidiaries 
• Execute foreign exchange risk management activity 
• Develop and manage global cash forecasts 
• Prepare treasury reports and metrics for senior management 
• Maintain bank account database and banking systems operating subsidiaries 
• Execute foreign exchange risk management activity 
• Develop and manage global cash forecasts 
• Prepare treasury reports and metrics for senior management 
• Maintain bank account database and banking systems

NOTES: US Residents Only 

Requirements
The candidate should have fundamental understanding of global cash management programs
including cash forecasting, cash pooling, netting and in-house bank; global banking practices,
systems and treasury workstations; foreign exchange risk management and FAS 133; inter-
company transactions and transfer pricing; investing and financing alternatives; 10+ years of
related Treasury experience; Certified Treasury Professional (CTP) designation; and an MBA.

To apply click:
http://afponline.jobcontrolcenter.com/jobdetail.cfm?job=2278056&keywords=CTP

Vice President,Treasury
Wescom Credit Union, Pasadena, CA

Responsibilities:
• Manages the Investment Portfolio, the interest rate risk position and the Liquidity posi-

tion of the organization.
• Advises ALCO on various strategies related to investment management, interest rate

risk and liquidity positions.  
• Prepares reports and maintains systems and databases in support of the Investment

Portfolio Management, Asset/Liability Management, Liquidity Management and other
finance functions.

• Manages and provides guidance to staff.

Candidate and subordinate responsibilities:
• Seeks out, analyzes, and execute investment opportunities.  
• Advises ALCO of various investment management strategies.  
• Prepares investment reports and analysis for Board and committees.  
• Maintains and revises Investment Policy, as needed.  
• Ensures compliance with investment policy and applicable laws. 
• Maintains broker and institutional relationships, performs periodic financial review and

recommends additions/deletions to Board approved list.
• Performs Interest Rate Risk (Interest Rate Sensitivity) analysis and advice ALCO of vari-

ous interest rate risk strategies.  
• Performs Gap, Duration, economic value of equity and other analysis as needed.

Prepares A/L related reports and analysis for ALCO.  

• Maintains, periodically reviews, and revises Asset/Liability Policy as needed.
Attends ALCO committee meetings.  

• Recommends weekly dividend pricing for term deposit products.
• Monitors daily financial data (cash position of external accounts, FRB advise

reports, ACH notifications, etc).  
• Forecasts liquidity needs and advises ALCO of the adequate level of liquidity that

needs to be maintained to ensure that the liquidity needs of the credit union are met.  
• Develops and maintains back up liquidity sources. 
• Manage and provide guidance to staff.

Requirements:
Bachelor’s Degree in Finance, Economics, or Business and at least seven years relevant
experience are required.  Master of Business Administration (MBA) degree is highly
desirable.  Chartered Financial Analyst (CFA) and/or Certified Treasury Professional
(CTP) designations are a plus.

OTHER SKILLS AND ABILITIES:
Must possess a strong knowledge of responsibilities of Financial Management and
Analysis.  Capable of handling multiple tasks and be able to handle issues utilizing
problem solving skills.  Must demonstrate neatness and completeness of work product.
This position requires working independently and being able to lead multiple projects. 

Manager, Cash Management
PepsiCo

Responsibilities
• Identify optimal banking structures for PepsiCos business units in order to accel-

erate the cash delivery cycle
• Streamline the concentration of cash 
• Minimize bank service fees and enhance cash controls 
• Address issues raised by Division and/or HQ departments regarding cash flow

movements, banking services, etc. 
• Obtain alignment from local management to implement recommendations.
• Optimize working capital, including invoicing and collection procedures, account

reconciliation, payroll processing and accounts payable. 
• Evaluate changes to underlying business processes and support re-engineering

efforts introducing best practice methods and changes to underlying technology
• Conduct competitive bids and negotiate with vendors regarding bank service fee

pricing and new product / services 
• Monitor daily bank balances and review monthly account analyses to identify

opportunities to improve liquidity management
• Provide back up support to PepsiCo’s cash desk, wire approval processes and

other operational areas as needed

Travel: 15% - 20% (domestic and international) 

Minimum Job Requirements: 
The candidate should have a Bachelors / MBA degree with coursework in finance,
accounting, supply chain management, and computer science, 3-5 years post MBA
experience; preferably in consulting or commercial banking; high level system profi-
ciency (Excel, MS Access, PowerPoint, Quantum, Chase Insight, CitiDirect or equivalent
systems); solid analytic, verbal and written communication skills; knowledge of US and
international payment systems; excellent organization and project management skills;
and certification in cash management (CCM/CTP) is desirable.

To apply click:
http://jobsearch.monster.com/getjob.asp?JobID=39851902&AVSDM=2006%2D02%2D
17+09%3A46%3A17&Logo=1&cy=us&q=CTP,%20CCM&refine=1

Hot Jobs
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