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Our revolutionary approach to healthcare
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lower costs
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All in-network medical bills
consolidated into one monthly
statement
Interest-free payment plans
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HPS is a great benefit
for our employees, and
they love it. The network
is large and I have never
heard anyone say their
doctor was not in the
network.”

Over 90% of members believe that
HPS has a better way to pay and
understand their medical bills
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Every employer is different.
But you all want an affordable health plan that does more for your employees.
When it comes to health insurance, every employer wants competitively priced options that
give your employees broad access to high-quality providers, excellent pharmacy support
services with cost-effective prescription coverage, and local, friendly customer service
representatives. And, if you had a single point of contact for administration? Well, we can
agree to agree on that, too.

Get Security and find out how much we have
in common at securityhealth.org/ForwardHR
or call 866-234-1066.

DIRECTOR'S MESSAGE

Refresh, refocus,
reconnect
By Jackie Peterson, 2021 State Director, Wisconsin State Council SHRM

W

hen deciding on a theme for
the Spring 2021 forwardHR,
I wanted it to be positive and
forward looking. Refresh — Refocus —
Reconnect is an opportunity to start
over, to put 2020 behind us and build
on the foundation of what is important:
self-care, servant leadership and social
connections.
A fresh start begins with a deep
breath and a plan. We all have a lot on
our plates, balls in the air, irons in the
fire, the list goes on and on. Keeping our
work life, home life and volunteer life
balanced requires emotional resilience.
Taking a small amount of time out of our
busy schedules just for ourselves is key to
handling all our responsibilities and tasks
while getting the most out of our lives.
In her article, “To refresh, try a mindful
approach,” on page 10 Terri Dougherty,
an editor at J. J. Keller & Associates,
talks about how being mindful creates
awareness of the moment, and she gives
us seven fun ways to ease workplace
stress. Deep breathing, exercise,
meditation and yoga are all tools
we can use to bring calm to our busy
lives, even if only for a few minutes.
SHRM’s national campaign,
“When I Grow Up,” highlights the
limitations placed on human potential
through poor people management,
toxic cultures and practices that allow
inequity to thrive in the workplace.
We, as HR professionals, must lead
the way to drive more effective
inclusion practices. We need to model
the behavior we want to see and raise a
generation of servant leaders. In a Dec.

3, 2020, article on Indeed.com’s Career
Page — www.indeed.com/careeradvice/career-development/servantleadership — servant leadership is
defined as “a management style in
which you lead by putting the needs of
your team first. Servant leaders believe
that when their team members feel
personally and professionally fulfilled,
they produce higher-quality work
more efficiently and productively.
Employee satisfaction and collaboration
are important concepts in servant
leadership.”
This is true in all aspects of our
lives — our work life, our home life
and our volunteer life. Concordia
University Wisconsin’s article on page
16 regarding emotional intelligence
is a great way to learn more about
how understanding and recognizing
our own emotions and the emotions
of others can help us manage our
behavior and relationships.
Becky Kirgan’s article, “How to help
your employees solve problems,” on
page 14 provides information about
how managers can help their employees
by understanding the different types
of problem solvers and how, even in

remote environments, managers can
find effective ways to encourage their
team members to solve problems.
Finally, we are all looking forward to
reconnecting in person later this year at
the 2021 WI SHRM State Conference,
Oct. 13–15, 2021. This year’s theme
is “Cracking the HR Code” and the
conference committee is doing just
that as they prepare a hybrid approach
to the conference. This will include a
virtual option as well as an in-person
option. Most importantly, we are
working with the Kalahari Resort
to provide a safe environment for
our conference and attendees. More
information can be found at www.
wishrm.org/2021-state-conference.
I would like to thank all of you
for devoting your talents to your
organizations and for supporting
continuous learning in our profession.
In addition, I would like to take this
opportunity to thank all the volunteer
leaders throughout Wisconsin for
sharing your time and talents. Over the
past year, the value HR professionals
have brought to the table has never
been more apparent. SHRM’s tagline
of “Better Workplaces. Better World”
begins with each of us and we are
definitely better together! Roy T.
Bennett, in his book, “The Light in the
Heart,” says “Be mindful, Be grateful,
Be positive, Be true, Be kind.”
For more info or to get involved,
visit www.wishrm.org. ■
Jackie Peterson is a senior regional HR manager
for Sonoco Products Co. and lives in Ripon.
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LEGISLATIVE

Keeping an eye on the clock
‘Can I work from home after I pick my cat up from the vet?’
By Brenna McLaughlin, Attorney, Boardman Clark

T

he arrival of COVID-19 in 2020
required many employers to
consider an influx of requests
from non-exempt employees asking
to work part of a day from home to
help accommodate personal schedules,
such as child care needs, doctor
appointments and other personal
business. These requests present several
legal questions. One question comes
up often: is the travel time between
a non-exempt employee’s regular
jobsite and home during the workday
compensable when the employee takes
time to conduct personal business on
the commute, such as picking up their
child from day care before finishing
their shift at home?
As a general rule, employers are not
legally required to pay non-exempt
employees for regular commuting time.
However, if an employee is required to
travel between different work locations
during their workday, employers must
6 | forwardHR • Spring 2021

pay an employee for that time under
a principle known as the “continuous
workday doctrine.” Working from
home can constitute a “work location”
under this doctrine.
The Department of Labor recently
clarified in an opinion letter that
employers are not required to
compensate employees for travel
time between an employee’s home
and regular jobsite if the employee is
considered “off-duty” during the travel
time. An employee is “off-duty” if there
is sufficient time and freedom for the
employee to perform personal tasks in
between the employee’s “on-duty” time.
For example, an employee begins the
day at the office but must pick up his
cat from the veterinarian at 2 p.m. The
employee gets permission to leave the
office at 1:30 and work from home for
the rest of the day. The employee leaves
the office at 1:30, drives 30 minutes to
pick up the cat, and then drives home.

The employee resumes working from
home at 2:30 until the end of the
workday. In this scenario, the hour the
employee spends traveling from the
office to pick up his cat and drive home
is not compensable.
However, travel time between
the regular job site and home can be
compensable work time for non-exempt
employees when the employees do not
have sufficient time and freedom to
perform personal errands or when the
hybrid telework arrangement is long-term
or permanent. Such arrangements require
legal analysis that takes into account all
the individual facts and circumstances
surrounding the arrangement.
As employers offer greater remote
work flexibility, it is important for
them to have a clear policy establishing
the parameters for remote work,
including guidelines addressing when
and how often employees can take
advantage of this flexibility, and a clear
policy requiring employees to record
all time worked whether the employee
is working onsite, remotely or both.
Additionally, employers must have
reliable time-keeping systems that easily
and accurately record their employees’
working time. Employers should ensure
that by creating workplace flexibility for
employees, they are not inadvertently
creating more legal risk for themselves. ■
Brenna McLaughlin
is an associate with
Boardman Clark. She
has a general practice
and is a member of
the firm’s Labor &
Employment group.

HEALTH AND WELLNESS

One step at a time
Acknowledging grief: The first step toward achieving happiness
By Pauline Krutilla, MS, CEAP, Director of EAP at Advocate Aurora Health

T

he past year has been
challenging for all. Because of
the pandemic, almost everyone
lost their normal routine and the
loss of life has been incalculable. We
are now experiencing collective or
communal grief. Communal grief
happens when a community, society
or a country collectively experiences
extreme changes or widespread loss.
The first step in moving toward
eventual happiness is acknowledging
and accepting that many people are
still sad or grieving.
We may experience collective grief
on many different levels. People grieve
over jobs and livelihoods lost, missed
celebrations such as graduations,
weddings and vacations, or feelings
of loss of being separated from loved
ones for an extended time.
There is a deeper sense of grief
that comes with loss of life due to
COVID-19. Because of pandemic
restrictions, many people unfortunately
died apart from their loved ones.
Families were denied an opportunity
for last words and closure. They were
forced to say goodbye through a short
video call from a hospital bed. Many
were forced to mourn apart from their
family and friends.
Even people who haven’t lost
someone personally are still
surrounded by frequent reminders
of death and sadness. All feelings
of loss are valid; all feelings of grief
are well-founded. Every loss should
be acknowledged — since these
feelings are important to the person
experiencing them. So, how might
we move beyond grief toward
unity, connection and eventually
find happiness?

Clinical psychologist
Carmen Inoa Vazquez, coauthor of “Grief Therapy with
Latinos,” offers her insights:
“Right now, a lot of people
are experiencing a sense of
communal grief… Some
people who have lost loved
ones in the past will tell you
that eventually — and the
amount of time varies — they
started to take a different
approach to life and find
meaning in the loss and in
their future. During and after
the pandemic, people will try
to pay more attention to their
unfulfilled wishes, or have
conversations with loved ones …
and affirm their love for those people.
In this way, the pandemic can bring
unity and connection….”
At Advocate Aurora Health, we’ve
seen firsthand that mental health
concerns are more prevalent than ever.
Those struggling with mental health
issues are encouraged to:
• Take it one day at a time
(on some days, one hour or
even one minute at a time)
• Lean on their support system
• Take breaks from upsetting
media content
• Take care of their body through
exercise, relaxation and eating well
• Escape in hobbies or find a project
to finally tackle, giving oneself a
sense of accomplishment
• Reach out and stay connected
with others (phone calls, texts,
video chats)
• Seek professional help, if feeling
overwhelmed or depressed
People may wonder if they’ll ever

be truly happy again. It will take time
to heal, but we will. Whenever lifealtering events happen, a grieving
process should be expected. If we want
to “refresh, refocus and reconnect” with
employees, leaders should encourage
them to seek the support they may
need right now, as we all wait and
prepare for a better tomorrow. ■
If you are interested
in learning more
about mental health,
wellbeing and employee
resilience, contact
Advocate Aurora
Employer Solutions
at employersolutions.aah.org. Pauline
Krutilla, MS, CEAP, director of EAP at
Advocate Aurora Health, is available to talk
about what makes an effective Employee
Assistance Program, and what every
employer needs to know.
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WORKFORCE READINESS

Getting a second chance
Tech colleges help justice-involved individuals learn new skills
By Lenard Simpson, Education Director of Justice-Involved Populations, Wisconsin Technical College System

A

s Wisconsin emerges from
the COVID-19 pandemic this
spring, it will be challenged
with high unemployment rates and
labor markets limited due to their
inability to find skilled workers.
Justice-involved citizens — those who
have spent time incarcerated — will be
among those unemployed, not because
of the lack of skill, but rather most
likely unable to obtain employment due
to a criminal history. The Wisconsin
Technical College System (WTCS)
wants to change that by making the
commitment to serve the justiceinvolved and give them the skills
that will outweigh their past to give
them the best opportunity to obtain
sustainable employment. Will you
“second that chance?”
Wisconsin’s 16 technical colleges
have established decades of state and
local partnerships with the Wisconsin
Department of Corrections (DOC),
as well as local county jails. Since

8 | forwardHR • Spring 2021

2017, 11 of the 16 technical colleges
provided education services to 25 of
27 state prisons, annually awarding
more than 30,000 credits to over 6,000
individuals. In addition, all 16 colleges
work with 38 of the state’s county
jails and serve an average of 1,500
individuals, offering opportunities
to pursue basic skills instruction
(reading, math, English language),
high school completion, career training
and postsecondary credentials to
obtain sustainable employment.
I am Lenard Simpson, a
Wisconsin native who has served
my community in multifaceted areas
of law enforcement, including a
Milwaukee police officer, Waukesha
County Sheriff ’s correctional officer,
State of Wisconsin Probation and
Parole officer, State of Wisconsin
Correctional sergeant and a Criminal
Justice instructor. I joined the Office
of Student Success at the WTCS office
in April 2019 as the education director

of justice-involved populations. This
includes aligning our local, state and
national initiatives, with a focus on
data-driven solutions that impact equity
and success for all students. This equity
includes those folks who are looking for
a second chance, the justice-involved.
One does not have to look far to
find a life that was changed by a second
chance. Most of us can look around
in our own lives to find one whose life
has been positively impacted because
of a second chance. Yes, there are some
risks in hiring those with a criminal
history and you may be wondering why
you should be the one to take the risk.
Interestingly, the colleges have found
justice-involved students to be more
optimistic, to place higher value on
attendance, and to display determination
as they make sacrifices others take for
granted just to be a student. Most will
prove to be the same as employees.
You may not be familiar with
our work, but we believe in creating
skilled employees by providing upto-date education that will produce
real employment opportunities for
the justice-involved. You need a
skilled workforce, and these potential
employees need you as an employer
and partner to create a new life for
themselves and their families. ■
Lenard Simpson is
education director
of Justice-Involved
Populations with the
Wisconsin Technical
College System.

EXECUTIVE COACHING & DEVELOPMENT

Creating a learning organization
Focusing on innovation, resilience and future performance
By Kim Clist Fons, Founder and President, Blue Wysteria

L

ast year was a crash course in
innovation and resilience. We
have all heard stories about
companies that pivoted, (seemingly)
effortlessly. Innovation, resilience
and future-focused performance —
these are all capacities of a learning
organization and the necessary
components to pivot and thrive. But,
learning organizations don’t happen
by accident and they don’t develop
overnight. Learning organizations are
created through carefully cultivated
culture and processes.
According to Harvard Business
School Professor David Garvin, a
learning organization creates, acquires
and transfers knowledge and modifies
its behavior to reflect new knowledge
and insights. It is in the second half of
the definition where most organizations
struggle. Learning organizations are

not just about professional
development, although
this is most likely
a significant focus.
Learning organizations
look at knowledge, insights,
reflections and even failures
as the building blocks for
their future. It isn’t enough
to just learn, an organization
must DO something with
that learning.
A great place to begin
is to re-evaluate your
organization’s relationship
with challenges, problems,
conflicts and even failures.
By building teams with an
emphasis on diversity, curiosity and
humility, leaders can go from mitigating
or managing these situations to seeing
them as opportunities.
Diversity of thought, experience,
background and expertise provide
new ways to look at a situation.
People who can remain curious
see connections that are otherwise
missed. And those who bring a sense of
personal humility can seek the greatest
of options without pride getting in the
way. Diversity and curiosity together
drive learning; curiosity and humility
builds relationships and camaraderie;
and humility and diversity make space
for inclusion. But when all three are
brought to bear — organizations gain
access to opportunities previously out of
reach. These opportunities are where the
learning and the doing come together:
opportunities for innovation and

growth outside the bounds of what is
today and instead, the expanse of what
can be created for tomorrow.
Another facet of creating a
learning organization is to foster an
environment where successes and
struggles are treated with the same
diligent analysis and reflection. This
means that everyday operations should
include time for learning. It means
inviting and expecting scrutiny without
crossing into blame or fault — all in
service of fulfilling a mission instead
of completing a task or project. ■
Blue Wysteria
Founder and
President Kim Clist
Fons supports leaders
and organizations
in becoming more
adaptive, innovative,
productive and effective. She does this
through one-on-one coaching, team
coaching and leadership development.
Fons has a master’s degree in adult and
community education from Ball State
University, is a University of Wisconsin
certified professional coach, and has
received one-on-one and team coaching
accreditations from the International
Coaching Federation and the European
Mentoring and Coaching Council.
With more than a decade of experience
working with leaders from across the
state, she brings a wealth of knowledge,
skill and collaborative resources to every
client engagement.
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SAFETY & COMPLIANCE

Letting go of stress
To refresh, try a mindful approach
By Terri Dougherty, Editor, J. J. Keller & Associates

W

hen life moves at a fast and
furious pace, a mindful
approach lets you apply
the brakes. Being mindful creates
awareness of the moment. It lets you
pay attention to what is happening
while remaining intentionally
nonjudgmental.
Kinder reactions
By practicing mindfulness, you can
train yourself to respond in a calmer,
more productive way rather than
reacting harshly or being overwhelmed.

If a coworker dismisses
or criticizes your idea, being
more aware of your body’s
emotional and physical
reaction helps you deliver a
more considerate response.
You can then move forward
productively.
Practicing mindfulness
also can help create a
feeling of calm when your
head is swimming with
tasks or distractions. A brief mindful
meditation allows you to pause and

ground yourself. As a result, you feel
better able to cope with everything on
your to-do list.

Craft a custom health plan your employees will love.

Smarter NetworksSM. Serious Savings.
The Alliance digs deeper into claims data to unlock savings for you
and your employees that others can’t – or won’t. We know every
employer has different needs, so we’ll help you create a custom,
high-value provider network that’s unique to you.
Find serious savings at the-alliance.org
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The Alliance
Self-Funding Smart

Becoming more mindful
Anyone can be more mindful.
Common practices include:
• Breathing: Take a few minutes
to pay attention to only your
breathing. If your mind wanders,
notice the distraction and come
back to your focus on your breath.
• Doing a body scan: Notice the
tension in your body, from feet to
head, and visualize its release.
• Taking notice: Pay attention to
your senses and how your body
feels at various times during the
day, such as when you’re eating,
driving or waiting.
• Mindfulness meditation: Listen
to a guided meditation on
breathing, body scan or another
technique. They’re available
through apps and online.
Not perfect? Don’t worry
An important part of mindfulness
is not judging yourself. Being

mindful doesn’t mean frustrations
and negative feelings disappear
immediately. It takes time to develop
a calmer reaction to them.
The key to enjoying the benefits
of mindfulness is to practice it. Just
as muscles get stronger when you lift
weights, the mind gets stronger when
mindfulness is practiced.
Guided meditations or yoga
classes can be great resources for
learning and practicing mindfulness
techniques. As you practice, look for
improved resilience and enjoy being
calm, centered and focused.
7 ways to ease workplace stress
Looking for additional ways to revive
yourself and your staff? Rejuvenate
with these ideas:
• Build connections. For a few
minutes, talk to a coworker about
anything but work.
• Get moving. Take brief
stretching breaks each hour and

•
•
•
•
•

go for a walk, take a bike ride or
do yoga at lunchtime.
Grin. Seek out something that
makes you laugh.
Share some smiles. Ask
associates to share photos of
things they enjoy doing.
Help others. Have a team work
together to organize a donation
for a local nonprofit.
Spice up your meals. Take turns
sharing new recipes at staff
meetings.
Relax. Turn off your phone after
work and read a book, play with
your pet or soak in a hot bath. ■
Terri Dougherty
is an editor at J. J.
Keller & Associates,
Inc. Writing about
health and wellness
is one of her favorite
things to do.

*
ZERO
*Number of people who
enjoy saying “We have to talk.”

You love your job. But there’s a part of your job – like everyone
else’s–that doesn’t qualify as “fun.” There are reasons you need to
take action at times, and there is a firm that can help you with these
times to ease the stress and make a difficult process run smoothly.
wausau | eau claire | green bay ruderware.com
We’ve been in the employment law business for decades, so if you
contact us today we can help you when the time comes.
visit our blogs at blueinklaw.com
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CEO INTERVIEW

Q&A with Mark Rohloff,
Oshkosh City Manager
forwardHR Magazine interviewed Oshkosh City Manager Mark Rohloff
to discuss how its culture journey is helping shape the city’s future

Kortney Jenks:

How did you know you
needed to focus on culture
with the City of Oshkosh?

A

Mark Rohloff:

Mark Rohloff has been City Manager
for Oshkosh since 2008. With the
leadership and vision of the Oshkosh
Common Council, he and his staff
have transformed the City of Oshkosh
into a customer-oriented service
organization through strategic
planning, employee engagement and
continuous improvement initiatives.
Rohloff believes in working closely with
individuals and groups throughout
the city to achieve great things for our
community. Kortney Jenks, forwardHR
editor, conducted this Q&A with him.

12 | forwardHR • Spring 2021

Before
arriving at the City of Oshkosh, I
was told that our employees were
very negative and not customer
friendly. That gave me a lot of
concern. I pride myself on having
a can-do attitude. I knew that this
was something I wanted to instill.
However, you need to make sure
that you have an audience that is
receptive to that type of thing. After
being here for a short time, it didn’t
take me long to know that it wasn’t
going to be a major culture change
because there were plenty of people
here that had a positive attitude. An
example of this was an employee on
our first floor — she was as pleasant
of a person as you can imagine.
So how can someone have such a
negative view of our organization
when you have somebody as friendly
and helpful as this? Citizens that
were interacting with this employee
clearly appreciated what they were
getting. Hence, the issue is really a
perception problem — not that our
employees were all negative and not
customer friendly.
Consequently, during my first
year I did a lot of observing and
after that started taking steps to
improve the city’s culture. I did this
by making process improvement
recommendations. In addition,

I moved to a model of having a
customer-orientated focus that helped
improve the citizen experience. We
also did a lot storytelling. Telling the
story changed people’s perceptions
and reminded employees that we
are still dealing with the sins of our
past. As an organization, we have to
remind ourselves that one negative
experience is going to impact how the
public views us. When you make a
bad first impression, you have a lot of
work to do to make up for it even if
you didn’t cause it.
Being patient and having a
helpful, can-do attitude is key.
These are the behaviors that I love.
It is all well and good to discipline
people, but it doesn’t reinforce
good behavior. But when you praise
somebody who is doing exactly
what you want them to do, that
person represents the values of our
organization. Positive reinforcement
is really powerful. That is the
beginning of culture change.

Jenks: What excited you

about your culture journey?

Rohloff: When you have

successes that make a difference.
For instance, while attending
a grand opening for a local
manufacturing facility, the owner
of the business approached me and
said, “I just wanted to tell you that
this was one of the most positive
experiences with any government
entity that I have worked with.”
He went on to explain that with

the assistance of our Inspections
Division, he was opening ahead
of schedule because of the
support that he received from city
employees. I asked if he would
be willing to have us record this
feedback. He agreed and the owner
went on video and told his story
to the citizens during our annual
the State of City event. Stories
like this helped change people’s
views. Unsolicited testimonials
from customers are golden. It
gives me the ability to go back to
our employees and instill in them
that what they do has value and
worth. In the public service sector,
you need the council, public and
employees to be successful. When
you see all three working together,
it reinforces the same behavior.

Jenks: Where have you seen

the culture work making a
difference already?

Rohloff: By demonstrating to

the citizens and employees that we
have a plan and that we are following
through on it. When I first got here,
there were ideas and plans that were
idle, sitting on a shelf and not being
completed. We needed to show
the community first that we were
getting things done so they could get
excited and buy into other projects.
In addition, we had to show that
we have a plan to properly use their
tax dollars. Lastly, it is important
to get everyone to understand their
part of the big picture — having the
employees understand that they are
an ambassador of the city regardless

of their positions, and how they fit.
People view us as one in the same.

Jenks: What advice would

you give to a company
just starting on a cultureshaping journey?

Rohloff: Talk about your vision.
Get buy-in from the employees.
Ask your employees, “What would
you like us to be? How can we be
better?” Being successful is having
everyone on board, understanding
the bigger picture, and instilling
the confidence that it can be
done. Process improvement isn’t a
criticism but a growth process. You
crawl before you walk, it’s OK to try
new things, it’s OK to fail and that’s
all part of the process. ■

Proactive and
holistic approach to

Employment Law
Compliance
HR
Consulting
Strategy
Policies and Procedures
2800 E. Enterprise Ave., Appleton, WI | (920) 996-0000 | www.epiphanylaw.com
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CONTINUING EDUCATION

Finding an answer
How to help your employees solve problems
By Becky Kirgan, Instructor, Wisconsin School of Business Center for Professional & Executive Development

able to develop your team so they’re
confident problem solvers is an asset.
Here’s what you need to know:

B

eing a manager is hard. You’re
responsible for your own work
and making sure your team
has what it needs to be successful.
There are countless things to prioritize,
conversations to have and you are
expected to execute your role while both
coaching and managing your team.
Much of what your team is
struggling with right now is likely
connected to problem solving.
Working in a remote environment
makes it harder to know what’s
expected of you and what problems
you can solve on your own. Being
14 | forwardHR • Spring 2021

Good problem solving
Great managers appreciate the
different perspectives their team
members bring to the table and
create balanced workspaces. The best
problem solvers are patient, creative,
thoughtful and strong listeners. They
are truly willing to solve the problem
at hand and are invested in thinking
about solutions. There are generally
two categories of problem solvers:
analytical and intuitive.
Analytical problem solvers act
with certainty. They recognize that
a problem could be at hand and
review the information available to
them to define the problem before
defining the root of the problem.
They compare the benefits and risks
that each potential solution brings
with it and then act to implement the
appropriate solution.
Intuitive problem solvers act with
speed. They rely on past experiences
and gut feelings to identify problems
quickly. These workers see the likely
outcome of each possible response
and then act without deliberation.
When you can recognize which of
these categories your employees fall
into and what the balance looks like
for the team you manage, you’ll know
how to help them adapt and thrive.
The solving spectrum
Even in remote environments,
managers can find effective ways to
encourage team members to solve
problems. Team members who have
been around for a while should be

encouraged and pushed to solve
their own problems. Always ask
questions first that raise awareness
of the problem. When a directive
is needed with new employees or
in new situations, you can make
suggestions, give feedback, offer
guidance or flat out give them
instructions on how to proceed.
In non-directive situations, you
need to help them solve the problem
on their own. That might include
summarizing the problem at hand
or reflecting on it together. Your best
workers will love this as they’ll feel
encouraged to be creative in solving
the problem the way they want to
without being micromanaged.
When employees feel confident
in their ability to solve problems, as
well as their manager’s confidence
in them, the organization and the
individual benefit, and you have
more time to work on what you
want to get done.
You can refine and expand your
management skills in Manager Boot
Camp, now in-person and online.
Find out more at www.uwcped.org/
manager-boot-camp-online ■
Becky Kirgan is an
instructor at the
Wisconsin School
of Business Center
for Professional &
Executive Development.
She empowers and
teaches individuals
and teams to improve processes that result
in significant financial impact through
effective people management, innovative
thinking and lean idea generation.

REWARDING EMPLOYEES

An ongoing battle
Determining the ROI of recognition programs
By Joe Cull, Vice President, Royal Recognition, Inc.

M

ore than ever before,
organizations are finding
ways to motivate employees
and improve performance in the
workplace. While the positive effects of
recognition programs may be apparent
to human resource or hiring managers,
measuring and displaying the results
to administration can be a struggle. At
some point, HR managers will be asked
to explain the benefits of the initiative
or the program may be eliminated.
Below are five simple steps to assure
administration their investment in
recognition programs have a significant
impact on their bottom line.
As is the basis for every
great presentation, consider the
fundamentals and plan ahead.
Every ROI analysis involves an
inclusive framework of various data
collection points. Begin mining for
data as early as possible — perhaps
even as human resources sends out
the first round of recognition — for
the most detailed and interesting
demonstration possible.
1. Define a baseline measurement.
Generally, a recognition program’s
baseline is measured as the employee’s
reaction to the program, converted
to planned course of action. If the
reaction lines up with the next step in
the recognition process (also called
a conversion rate), be sure to have
record. Your current recognition
program may not deliver upon its
promise of engagement if employees
do not believe the program is directly
applicable to their position, and
can lead to plummeting conversion
rates. Reward programs only succeed
when employees view them as being
rewarded for actions above and beyond

the ordinary (versus an entitlement to
their compensation). Also, decide what
an appropriate and reasonable success
rate is for a program of this style.
2. Manage expectations for
corporate culture. Recognition
programs are all about rewarding for
positive behaviors in order to attract
and retain the best workforce suited
to your organization. By taking the
time to teach employees to emphasize
corporate values every day, they will
become not only engaged, but also
rewarded by their work. Laying these
guidelines down is key to managing
the expectations of employee culture,
and more importantly the expectations
of administration as a whole.
3. Measure changes in employee
knowledge. At this point, we
are able to measure the shift in
knowledge of the individual
employee. If they are able to identify
exactly why they are receiving a type
of recognition (for years of service,
“above and beyond” performance,
etc.) and can use that knowledge to
recognize a peer or mention it to a
supervisor — the current recognition
program in place is doing what was
promised when implemented.
4. Reflect on impact overall. Viewing
the effects of a recognition program
on the organization as a whole is
incredibly challenging. Several effects
are not financially measurable, so some
impacts, while undeniably important
to the program, are intangible. Some
of the most commonly seen impacts
include decrease in employee turnover,
increase in employee morale scores and
length of employee tenure during the
time the program has been in place.

5. Compiling results. Begin by
taking all of the measurements taken
throughout the time the recognition
program has been in place. In order to
provide consistent data, consult with
accounting to provide standard values
(wage information, historical costs)
that will allow you to convert the data
into black-and-white financial terms
that administration will understand.
Bear in mind that while intangible —
teamwork, creativity and optimism
— are just as important to a work
environment as employee retention.
By defining, managing, measuring,
reflecting and compiling data from
the very beginning of a formal
recognition program, funding from
administration, but most importantly,
positively impact corporate culture.
Royal Recognition has been providing recognition services to 1,500-plus
corporate clients worldwide since 1983.
Programs such as Career Milestone,
Service Award, Safety, Peer to Peer,
such as Peerceive® (peerceive.com),
which is a web-based program that
provides several innovative features
such virtual high fives, personalized
recognition boards to display trophies,
badges, certificates and much more.
Please contact us at sales@royalrec.com
or visit www.royalrec.com for more
information. ■
Joseph Cull is the vice
president of Royal
Recognition and has
38 years of experience
in the recognition
industry. He was born
and raised in Wisconsin
and is very proud of his
Midwest heritage.
Royal Recognition’s corporate headquarters
is located in Muskego.
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TALENT MANAGEMENT

Changing workplaces
Emotional intelligence training more vital than ever in virtual work
environments
By Amber Gray, Assistant Professor of Accounting and Chair of Quantitative Business,
Concordia University Wisconsin/Ann Arbor

motivation) and social competence
(empathy and social skills). Some of the
many benefits of emotional intelligence
include greater job performance,
job satisfaction, organizational
commitment, effective leadership
and service quality (Goleman, 2006;
Levitats and Vigoda-Gadot, 2017).

W

e’ve all been there.
A supervisor sends an
email that makes you do
a double take, or a teammate leaves
a comment on a shared spreadsheet
that makes your head spin. It’s no
secret that written communication
in the workplace is fraught with
pitfalls for misunderstanding.
Aside from the basic message, there
is an underlying and unknown
emotional current in every virtual
communication. The isolation
of employees in the new virtual
workspace makes it even more
difficult to understand and manage
those emotions, as the everyday
informal relationships are missing.
What one employee might see as
a short but efficient comment on a
shared document may seem harsh
to another. In person, the exact
same comment would have been
accompanied by tone of voice and
16 | forwardHR • Spring 2021

body language to help convey the
intended message.
We know the basic rules for
virtual communication in the
workplace, such as avoiding all
caps because that looks like we’re
shouting. Yet these workplace
miscommunications keep happening.
Perhaps, the time has come for
another look at emotional intelligence
training in the workplace.
What is emotional intelligence?
Emotional intelligence is the ability to
recognize and understand one’s own
emotions and the emotions of others,
and to use that awareness to manage
personal behavior and relationships
(Bradberry & Greaves, 2009). The
concept of emotional intelligence has
been around since the 1980s and was
popularized by Goleman in 1998, whose
emotional competence framework
is divided into personal competence
(self-awareness, self-regulation and

Training in emotional intelligence
Emotional intelligence training has
the potential to increase emotional
competencies (Goleman, 1998b,
Schutte et al., 2013). However,
even Goleman (1998a) cautions
that many training programs in
emotional intelligence are not useful,
noting that training must focus on
helping individuals break old habits
and form new ones, and take an
individualized approach. Emotional
intelligence training can’t be a
weekend seminar that will magically
clear up miscommunications in
the workspace. However, with
a commitment to learning and
continuous improvement, strides can
be made to increase the emotional
intelligence of the organization
and provide for a more collegial
workplace. Below are some
suggestions for ways you can begin
to incorporate emotional intelligence
training in your organization.
• Take an assessment. If your
organization is ready to commit to
improving emotional intelligence,
a good starting point may be to
have employees take an emotional
intelligence assessment. This
would also be a good way to get
a conversation started in your

organization. A quick internet
search results in a plethora of
options that may fit your budget
and organizational needs.
• Consider a book study. One
way to encourage active
engagement and reflection on
emotional intelligence is to start
a book study group in your
organization using a book such
as Bradberry & Greaves (2019)
Emotional Intelligence 2.0. An
added benefit of a book study is
the ability to communicate and
chat with teammates, building
relationships along the way.
• Assign mentors. Emotional
intelligence training programs
that provide mentorships can
provide a lasting increase in
emotional intelligence (Nafukho
et al., 2016). Consider assigning
emotional intelligence mentors

that can provide regular
check-ins and touchpoints for
reflection.
• Evaluate. Finally, just as you
would with any strategic
initiative, don’t forget to
take the time to evaluate
the program. Remember,
emotional intelligence training
is a marathon, not a sprint. ■
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TOTAL REWARDS — EMPLOYEE BENEFITS/COMPENSATION

Keys to keeping workers
Designing employee benefits to attract, retain older workers
By Mary Jo Spiekerman, SPHR, SHRM-SCP, Vice President Human Resources, Hausmann-Johnson Insurance

O

lder workers are an
increasingly important
component of the workforce.
Beyond the knowledge and experience
they bring to your organization, they
typically are very reliable workers and
play a valuable role in mentoring those
with less experience.
As with any group in the workforce,
there are specific items you should
consider when you design employee
benefit offerings for older workers
to ensure that you are addressing
their needs.
• Insurance benefits. Insurance,
especially health insurance,
is typically very important to
older workers. Your insurance
consultant should advise you on
how to provide comprehensive
and competitive coverage.
Consider whether dropping the
eligibility requirement to 25 or 20
hours a week might support any
graduated retirement programs
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you may have. And take a second
look at your group life insurance
benefits. What levels are you
offering, what are you offering
for spousal coverage and at what
age does your benefit begin to
decline? Many workers have only
the life insurance their employer
provides to cover themselves and
their spouse.
• Immediate vesting in
retirement plan contributions.
This is a wonderful selling point
whether you are recruiting
an older worker currently
employed or are attempting
to draw one out of retirement.
Immediate vesting in company
retirement plan contributions
may make it worthwhile for
someone to join you.
• Development of phased retirement plans that are unique
to the individual and fluid to
address personal changes.

While you can establish a
framework for phased retirement
that might generally include hours
reductions over a timeframe of
months or years, it is critically
important to ensure that it is
flexible enough to meet the
varying needs of older workers.
The 60-year-old who wants to
spend more time with a retired
spouse traveling a few times a
year will have different needs than
the 60-year-old single person
who wants to establish hobbies
and volunteer before retiring. A
one-size-fits-all approach will not
be successful. Try to tailor your
approach to each individual as
much as possible.
• Seasonal remote work: Jobs that
lend themselves to remote work
might be able to be structured in
such a way that older workers who
want to spend winters in warm
climates could work from their
second homes seasonally.
Perhaps the most important step
is to listen to older workers and
look for ways to address concerns
or needs they have. Good advice
for any group of workers! ■
Mary Jo Spiekerman,
SPHR, SHRM-SCP, is
vice president of human
resources and principal
at Hausmann-Johnson
Insurance. With over
20 years of human
resources management
in numerous industries,
she is uniquely qualified to advise the clients
of Hausmann-Johnson Insurance on complex
human resources related issues.

RECRUITMENT / STAFFING

A cost-free employee benefit
Saving for higher education amidst uncertainty
By Linda Lambert, Financial Capability Director for the College Savings Program
at the Wisconsin Department of Financial Institutions

A

s we move into spring,
the effects of continued
economic uncertainty cannot
be overstated. Many Wisconsin
businesses and families are facing
unprecedented challenges.
Times like these present the opportunity to review your employee financial
wellness programs to help encourage
savings and financial planning.
It’s important to remember that the
earlier your employees begin saving for
college, the better. I remember opening
Edvest college savings accounts for my
two children right after each was born.
Edvest is Wisconsin’s direct-sold 529
college savings plan. Our savings were
initially quite modest, yet made a big
difference by the time both kids went to
college. So, if these uncertain economic
times force employees to save modestly,
it’s OK. Believe me, the decision will pay
off for them like it did for my family.
Even if they cannot cover the
full cost, every dollar saved makes
a difference. Not only does having
some savings increase the likelihood
that a child will attend postsecondary
schooling, it also helps lower any
student debt they may have to pay back.
Flexible savings options
It’s a fair question to ask: “Are 529
plans still a good investment, even
when the economy is struggling?”
Short answer, yes.
Longer answer, 529 plans are
incredibly flexible and smart savings
options because they factor in a
family’s financial standing, risk
tolerance and children’s ages when
developing a customized investment
plan. These professionally managed
plans provide a variety of investment

options designed for
various stages along
the college or technical
college and postsecondary
education timeline.
My family even used
the accounts as a powerful
educational tool for our
kids, helping to teach
them financial literacy and
wellness as they grew up.
In fact, both of my children
played an active role in their
college savings by investing
money from their birthdays,
graduations, jobs, etc.
Because of this, they were
able to graduate college with
very little student debt.
Always know that as
economic situations and
financial realities change,
529 plans are flexible enough to
provide safe and effective savings
options for all families.
Employers can help
Many Wisconsin employers now
offer Edvest at Work as an employee
benefit and financial wellness
education. Employees may make
monthly Edvest contributions
through automatic payroll deduction,
making it even easier to save
consistently. There are no setup costs,
it doesn’t increase your workload, and
Edvest provides all customer support
and employee education. Best of all,
your organization helps employees
save thousands of dollars with taxfree growth for college savings.
And you can even match a portion
of your employees’ contributions
and be eligible for a state tax credit.

Please consult a tax adviser for the
applicable maximum tax credit per
employee per tax year.
It might be a difficult economic
time for families, but we’re here to
help your organization enhance its
employee financial wellness. For more
information visit: Edvest.com.
TIAA-CREF Individual &
Institutional Services, LLC, Member
FINRA, distributor and underwriter for
the Wisconsin College Savings Plan. ■
Linda Lambert is the
financial capability
director for the College
Savings Program at the
Wisconsin Department
of Financial Institutions
(DFI). Contact her at
Linda.lambert@
dfi.wisconsin.gov.
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SELF-FUNDED EDUCATION

Finding value
What RAND’s Hospital Price Transparency Study means for employers
By Melina Kambitsi, Ph.D., Senior Vice President of Business Development and Strategic Marketing, The Alliance

R

AND Corp. released its
National Hospital Price
Transparency Study (RAND
3.0) results late last year, which aim to
help employers understand the costs
they’re paying for hospital services.
Employers can use this data to
empower their purchasers to contract
with hospitals that offer the best value
— the highest quality at the best cost.
Here are some key takeaways for
employers:
• Employers pay nearly 2.5 times
more than Medicare. In terms of
what Medicare would have paid
for the same services at the same
facilities, private payers paid
224 percent of Medicare in 2016.
In 2017, they paid 230 percent
and in 2018 they paid 247
percent — a 5.1 percent annual
compounded interest rate. Those
three years of savings would have
totaled $19.7 billion.
• There’s no link between hospital
prices and quality. There are
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high-value hospitals;
however, all the
outcomes that health
care purchasers
value — like patient
convenience and
hospital reputation —
do not show a clear
link between hospital
price and quality/safety.
• There’s no evidence
hospitals need
to make up for
“uncompensated
care.” There’s no
correlation between
the differences in
hospital pricing
and “low” government
reimbursement for Medicare —
what health systems refer to
as “uncompensated care” — to
account for price variation.
What it means for employers
This price gap represents a huge
savings potential for employers —
the second-largest purchaser of
health care nationwide.
Thirty-five percent to 43 percent of
all health care services are potentially
shoppable, so by identifying and
directing employees to low-cost,
high-quality health care, they can
significantly lower their costs.
However, transparency alone is not
enough to reduce pricing for the
highest-priced hospitals.
For more effective change,
employers can design their benefit
plans to offer more high-value
networks. Further, employers can
use tiered networks to offer their
employees broad choice while

incentivizing smarter, cost-saving
options. These initiatives encourage
providers to increase quality and
maintain competitive prices.
Additionally, The Alliance covers
roughly 90 percent of Wisconsin
with its Smarter Networkssm, and
of those contracts, more than 80
percent are negotiated based on a
percentage of Medicare (Referencebased Contracting by The Alliance®).
By using a predictable, simple and
transparent Medicare-based pricing
structure, employers can cut spending
waste and reward hospitals for value
— not volume.
To understand where their money
is being spent, make use of their
claims data and develop a benefit plan
design strategy, employers can join a
purchasing coalition, like The Alliance.
Lastly, employers need to further
push for transparency — because you
can’t manage what you can’t measure
— and can do so by participating in
future RAND Corp. studies. ■
Melina Kambitsi,
Ph.D., is the senior vice
president of business
development and
strategic marketing
at The Alliance where
she leads the teams
responsible for business
development, client development and
strategic marketing. Kambitsi came from
Network Health as chief sales and strategy
officer. Earlier, she was senior vice president
of sales at Blue Cross Blue Shield in Honolulu
and vice president of sales, marketing,
and product development at Blue Cross of
Pennsylvania.
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Going Green from the office or at home
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LOCAL WI-SHRM CHAPTERS

Better together: SHRM membership,
chapter membership
Did you know joining a local SHRM chapter improves your
networking opportunities, career resources and professional
development opportunities? Participating in a local chapter
also provides more opportunities for leadership positions.
It’s important to note that when you join SHRM, you are not
automatically added to a local chapter — you need to take
that extra step and join your local organization.
There are local WI-SHRM chapters active in five districts
throughout Wisconsin. Here’s a look at how to connect:
NORTHWEST — District Director: Mary Vogl-Rauscher
Chippewa Valley SHRM: https://chippewavalleyshrm.wildapricot.org/
La Crosse Area SHRM: https://lashrm.wildapricot.org/
St. Croix Valley Employers Association: https://scvea.shrm.org
West Central Wisconsin SHRM: https://wcw.shrm.org

NORTHEAST — District Director: Jane Kurylo
Fond du Lac HR Association: www.envisiongreaterfdl.com/fdlshrm/
Green Bay Chapter SHRM: www.gbshrm.org
Lakeshore Area Human Resources Association: www.lahrashrm.org
Sheboygan Area-SHRM: https://sheboyganarea.shrm.org

SOUTHEAST — District Director: Sheree Yates
Greater Madison Area SHRM: http://www.gmashrm.org/
Metro Milwaukee SHRM: www.mmshrm.org
SHRM Racine & Kenosha Area: https://srka.org

NORTHCENTRAL — District Director: Jodi Wellhoefer
Central Wisconsin SHRM: https://cwshrm.wildapricot.org/
Fox Valley SHRM: https://fvshrm.org
Oshkosh Area SHRM: https://oshkosh.shrm.org
Stevens Point Area HR Association: https://spahra.wildapricot.org/

SOUTHWEST — District Director: Jennifer Jirsa
Blackhawk Human Resources Association : https://blackhawkhra.org/
Dodge County SHRM: https://dodgecounty.shrm.org/
Jefferson County Human Resources Association: https://jchrma.shrm.org
Sauk Columbia SHRM: https://saukcountyhr.shrm.org
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SAVE THE DATE

2021 Wisconsin SHRM State Conference
October 13–15, 2021

Wisconsin Dells Kalahari Resort & Conference Center and online!

Get ready for the WI SHRM State Conference! Don’t miss out on this fantastic
annual gathering. You can attend in-person or virtually and enjoy:
• A variety of educational sessions to increase your HR knowledge and provide credits
toward recertification.
• Exciting and inspirational keynote speakers, including HR consultant Laurie Ruettimann
and former Packers wide receiver Antonio Freeman.
• The opportunity to grow your HR network and interact with some of the best HR
professionals in the state.
• Access to exhibitors so you can learn about the latest and greatest in HR products and services.
Watch for conference and hotel registration information to arrive soon! For those attending
in-person, you’ll have access to the Kalahari waterpark to counteract that cool October
weather. Online attendees will experience the excitement of the conference in a virtual setting.
Stay in touch with all the new and exciting changes this year by visiting the Wisconsin
SHRM 2021 State Conference at wishrm.org/2021-State-Conference or check out the
conference You Tube page at https://youtu.be/awuONLG8nnY. You can also follow the
conference on Facebook at @WISHRM2021 and Twitter at @WISHMCONF.
The WISHRM conference planning committee is keeping a close eye on COVID-19 and
will adjust accordingly as we continue our planning efforts.
2021 Conference Premier Sponsor

Thank you!
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