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We’re here for you.
We believe companies prosper and grow when they value their employees and provide them with 

opportunities to be healthy, productive, and successful.  Our goal is to partner with you to create a 

synergistic system that will maximize your human resource potential and provide a return on the 

investment you have made in your staff. 

When you work with The Wilson Agency, 
you’ll receive the best possible value for 
your employee benefits package.  We 
combine local knowledge of the Alaska 
marketplace, collaborative international 
alliances, and years of health and 
retirement plan experience to create 
the best strategic benefit firm you’ll find 
in our great state.  By leveraging this 
powerful combination we are helping 
companies save time, reduce their 
health care costs, engage employees 
in meaningful ways, and remain in 
regulatory compliance as the Affordable 
Care Act is implemented.

We build plans that strengthen your 
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benefit firm in Alaska, we work with 
organizations of all sizes, from small 
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large enterprises and native corporations.  
Whatever the size, culture, or challenges 
facing your company, we will work with 
you to find and implement solutions 
tailored to fit your needs.
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The Alaska Society for Human Resource Management is proud to 
present COUNCIL PROSPECTOR as a benefit of membership in the 
Association. The statements and opinions expressed herein are those 
of the individual authors and do not necessarily represent the views 
of COUNCIL PROSPECTOR or its publisher, Media Communications 
Group. Any legal advice should be regarded as general information. 
It is strongly recommended that one contact an attorney for counsel 
regarding specific circumstances. Likewise, the appearance of advertis-
ers does not constitute an endorsement of the products or services 
featured by Media Communications Group.
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	 4 	Letter from the President
For the first time ever, the Alaska SHRM State Council has received the Platinum SHAPE 
Award for its 2012 activities! The Platinum award is the highest recognition that a chapter 
and state council can get.

	 6 	Religious Discrimination, Harassment and Accomodation
Most human resources professionals are aware that Title VII of the Civil Rights Act of 1964 
prohibits discrimination (or harassment) in employment based upon various protected 
bases, including religion.  In addition, an accommodation for an individual’s religious 
beliefs is reasonable if it does not cause an undue hardship on the employer’s operation.  

	 8 	The Benefits of Association Membership
If there is one thing almost every person in the U.S. can agree on, it is the fact that the 
last few years have been financially challenging ones. Costs have risen, which has hit 
most people pretty hard in the wallet, but so have the demands being placed on our time. 
Even if you’ve joined one or more associations in the past, you might reasonably feel a 
little hesitation when you are looking at membership renewal. After all, what do you get 
in exchange for the money you spend to be part of a specific organization? Would your 
money, and maybe your time, be better spent elsewhere? 

	10 Rainmaking 101
The  term “rainmaker” comes from the Native American culture, where a rainmaker was 
a person who used magical powers to bring rain. The tribes needed rain in order to grow 
the crops they ate. If a drought went on too long, the people in the tribe would be weaker 
as they began to starve. The choice was to wait for rain and risk dying from starvation, 
or to move somewhere else. 

	12	Global Tidbits

6 Throughout the year, individuals ob-
serve, celebrate and decorate their 
home or office for various holidays 

and events.  In addition, some individuals 
choose not to observe or celebrate these same 
events due to their religious beliefs. 

Most human resources professionals are 
aware that Title VII of  the Civil Rights Act of  
1964 prohibits discrimination (or harassment) 
in employment based upon various protected 
bases, including religion.  In addition, an ac-
commodation for an individual’s religious 
beliefs is reasonable if  it does not cause an 
undue hardship on the employer’s operation.   

Religious Discrimination.  Religious dis-
crimination in employment includes treating 
an applicant or employee unfavorably be-
cause of  his or her religious beliefs.  The law 
forbids discrimination when it comes to any 
aspect of  employment, including hiring, fir-
ing, and other terms, conditions or privileges 
of  employment.  

An example of  religious discrimination might 
include job segregation or assigning an em-

ployee to a non-customer contact position be-
cause of  actual or feared customer preference, 
for example, due to an employee’s religious 
clothing or grooming practices.   

Religious Harassment and Hostile Work 
Environment.  Harassment includes offen-
sive remarks about a person’s religious beliefs 
or practices; or even includes proselytizing 
in the workplace if  an employee insistently 
and repeatedly invites a coworker to his/her 
church.  Harassment is illegal when it is so 
frequent or severe that it creates a hostile or 
offensive work environment.  

Accommodation.  When an employee re-
quests an accommodation due to his/her 
religious beliefs, employers should consider 
the request and determine if  it can reasonably 
accommodate the request.  As needed, the 
employer and the employee would engage in 
an interactive process to discuss the request.  
Examples of  common religious accommoda-
tions include flexible scheduling, voluntary 
shift substitutions or swaps, job reassign-
ments or modifications to workplace policies 
or practices.

Retaliation.  Retaliation against an employee 
is prohibited for filing a complaint, opposing 
an illegally discriminatory practice, partici-
pating or assisting in a complaint proceeding.  

If  an employee raised concerns about partici-
pating in a “Harry Potter Night” or dressing 
up in a Halloween costume on the grounds 
that it violated his/her sincerely held religious 
beliefs, it would be illegal for the employer to 
retaliate against the employee for raising the 
concern.  

As HR professionals, we can’t possibly be an 
expert on all religions and customs.  However, 
we can be respectful of  individuals’ differ-
ences, listen and consider thoughtfully those 
issues brought to us.  Recognizing that we’re 
all different in many ways and valuing the dif-
ferences will develop and strengthen our core 
values of  integrity, compassion and respect.   

Ways HR professionals can help their em-
ployers and fellow employees:
•	 be knowledgeable on regulatory require-

ments and be aware of  various religious 
customs and events

By Anne Sakumoto, PHR
Diversity Director, Alaska SHRM State Council

Religious Discrimination, 
Harassment and Accommodation
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You are the only person who can re-
ally answer that question, based on 
your personal circumstances and 

your past experiences, but it is likely that 
your associations can (and do) give you much 
more than you give them. If  they don’t, then 
maybe you don’t belong to the right ones, or 
you aren’t taking full advantage of  the oppor-
tunities they can offer.

 U.S. associations have their roots in Brit-
ish guilds, but they also have a great deal 

in common with the democratic ideals that 
formed this country. As early as 1830, a 
French writer and statesman named Alexis 
de Tocqueville took a tour through the U.S. 
and commented that one reason democ-
racy was succeeding was because of  the 
associations that had been formed within 
communities. People of  all ages, economic 
circumstances, and dispositions would form 

If there is one thing almost every person in the U.S. can agree on, 
it is the fact that the last few years have been financially chal-
lenging ones. Costs have risen, which has hit most people pretty 
hard in the wallet, but so have the demands being placed on our 
time. Even if you’ve joined one or more associations in the past, 
you might reasonably feel a little hesitation when you are looking 
at membership renewal. After all, what do you get in exchange for 
the money you spend to be part of a specific organization? Would 
your money, and maybe your time, be better spent elsewhere? 

The Benefits of Association Membership

associations so they could support each other 
and help each other solve common problems, 
and he was impressed by the results. 

We live in a much higher-tech world today 
than was the case in 1830, but that has only 
made personal service more valuable than 
ever. An association can give its members a 
sense of  identity within a specific communi-
ty. Members can network and participate in 
ways that would simply be impossible with-
out the support of  the association. Today’s 
associations have the same goals that they’ve 
always had: combining efforts and working 
together in order to get things done.

It shouldn’t be hard to find one or more asso-
ciations that would benefit you.  According 
to ASAE, which is the Center for Associa-
tion Leadership, there were 90,908 trade and 
professional associations in 2009, as well as 

1,238,201 organizations focused on charity 
or philanthropy. 

Some of  these associations and societies are 
organized under Section 501(c)(6) of  the tax 
code; philanthropic ones are organized under 
501(c)(3). They have been tax-exempt since 
1913 because Congress has recognized the 
benefits they offer to the public, under the 
theory that the government would have to use 
public funds to pay for these benefits if  the as-
sociations did not exist. In other words, the 
government has traded a financial burden for 
lost tax revenue. Tax-exempt organizations 
are not allowed to make a profit that benefits 
private individuals. Any profits that are made 
are dedicated to providing better programs 
and initiatives that will benefit members and 
the general public. 

These groups could not possibly survive if  
they didn’t offer substantive benefits. They 
certainly would not be able to retain a tax-
exempt status. How much of  a difference can 
association membership make? Here’s one 
startling statistic to consider: the Petroleum 
Equipment Institute (PEI), which is a trade 
association, has found that 85 percent of  the 
businesses that fail in their field don’t have 
involvement in their trade association. If  the 
right association membership might mean 
the difference between staying in business 
and failing, wouldn’t you want to have that 
key advantage so you could stack the odds in 
your favor? 

Association members can enjoy many profes-
sional advantages that are limited only by the 
resources you can afford to invest in them. 
For example: 
•	 Associations often help their members 

continue their educational and profes-
sional development by giving mem-
bers access to academic opportunities, 
association events, conferences, and 
seminars. As a result of  your member-
ship in an association, you may better 
understand the most pressing issues for 
your profession, be informed about im-
portant developing trends, and find out 
about current or upcoming legislation 
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For the first time ever, the Alaska 
SHRM State Council has received the 
Platinum SHAPE Award for its 2012 

activities! The Platinum award is the highest 
recognition that a chapter and state council 
can get. Not only that, we also found out that 
we were 1 out of  8 State Councils (out of  50, 
obviously) that got this designation! We are 
very excited about our accomplishments and 
our activities for 2013 are on track for a repeat 
performance! 

This year we have already accomplished quite 
a few goals and this is a sampling:
•	 Received the 501(c)6 tax-exempt status 

from the IRS
•	 Partnered with Junior Achievement to 

teach Skills for Success at Central Mid-
dle School

•	 Held 3 complimentary, HRCI pre-ap-
proved webinars to date, with 3 more 
scheduled for the fall

•	 Lobbied for the Comp Time bill, that 
has passed the Senate and is now in the 
House 

•	 Participated in Round Table discussions 
on a Market Analysis for Continuing Ed-
ucation and Training with the University 
of  Alaska Anchorage Community and 

Technical College and the Anchorage 
Economic Development Center 

•	 Assisted with the reactivation of  the 
University of  Alaska Anchorage Student 
Chapter

•	 Contributed funds to the SHRM Foun-
dation

•	 Our social media presence on Facebook 
has grown by 200%!!

Some of  our upcoming goals include hold-
ing a SHRM A-Team event (A=Advocacy), 
releasing recently conducted HRCI certifica-
tion survey results, scholarship award, lob-
bying during Capitol Hill visits in November 
and more.

We are not only working on goals for this year, 
we have started to tackle 2014 as well. We 
are happy to announce that the 2014 Alaska 
State HR Conference will be held May 12 -13, 
2014. More information is available within 
this newsletter. We hope to see you all there!

We hope you all have had a great summer. 
We look forward to seeing you at our upcom-
ing webinars. Make sure to check our website 
at http://alaska.shrm.org for tons of  great 
information. Ù

Alaska SHRM State Council message
Patty Hickok, SPHR, GPHR

Alaska is on the SHRM map!!
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The Alaska SHRM State Council is proud to 
present its 2014 Alaska State HR Conference, 
“Energize and Engage.” The conference will 
be held at the Sheraton Hotel & Spa in An-
chorage on May 12-13, 2014.

SAVE THE DATE & ADD A LINE IN YOUR 2014 
BUDGET FOR THE CONFERENCE

w	2 Full Days –for the first time ever!
w	27 Sessions to Choose From
w	12.5 HRCI General Credits (Strategic TBA)
w	30+ Exhibitors
w	150+ Attendees
w	Speed Networking

KEYNOTE SPEAKERS INCLUDE

Jon Petz
Internationally acclaimed 
inspirational presenter, 
comedy speaker and author 
of Boring Meetings Suck

Eric Peterson
SHRM’s Manager of Diversity 
and Inclusion Energize and Engage: 
How Inclusion Supercharges Em-
ployee Satisfaction and 
Performance

Neal Fried
Alaska’s Economist Extraordinaire
Alaska Economic Forecast
A great way to end the confer-
ence, with his signature funny and 
engaging presentation style

Early Bird Rates Available Through January 15, 2014

SHRM Member $325 | Non-Members $425 | SHRM Student Members $100

Sponsoring and Exhibit Opportunities – Early Bird Rates Available Through September 30, 2013

Your competitors will be here. Make sure you are too. 

For more information including registration, visit http://alaska.shrm.org/conference or scan the QR code



6 Throughout the year, individuals ob-
serve, celebrate and decorate their 
home or office for various holidays 

and events.  In addition, some individuals 
choose not to observe or celebrate these same 
events due to their religious beliefs. 

Most human resources professionals are 
aware that Title VII of  the Civil Rights Act of  
1964 prohibits discrimination (or harassment) 
in employment based upon various protected 
bases, including religion.  In addition, an ac-
commodation for an individual’s religious 
beliefs is reasonable if  it does not cause an 
undue hardship on the employer’s operation.   

Religious Discrimination.  Religious dis-
crimination in employment includes treating 
an applicant or employee unfavorably be-
cause of  his or her religious beliefs.  The law 
forbids discrimination when it comes to any 
aspect of  employment, including hiring, fir-
ing, and other terms, conditions or privileges 
of  employment.  

An example of  religious discrimination might 
include job segregation or assigning an em-

ployee to a non-customer contact position be-
cause of  actual or feared customer preference, 
for example, due to an employee’s religious 
clothing or grooming practices.   

Religious Harassment and Hostile Work 
Environment.  Harassment includes offen-
sive remarks about a person’s religious beliefs 
or practices; or even includes proselytizing 
in the workplace if  an employee insistently 
and repeatedly invites a coworker to his/her 
church.  Harassment is illegal when it is so 
frequent or severe that it creates a hostile or 
offensive work environment.  

Accommodation.  When an employee re-
quests an accommodation due to his/her 
religious beliefs, employers should consider 
the request and determine if  it can reasonably 
accommodate the request.  As needed, the 
employer and the employee would engage in 
an interactive process to discuss the request.  
Examples of  common religious accommoda-
tions include flexible scheduling, voluntary 
shift substitutions or swaps, job reassign-
ments or modifications to workplace policies 
or practices.

Retaliation.  Retaliation against an employee 
is prohibited for filing a complaint, opposing 
an illegally discriminatory practice, partici-
pating or assisting in a complaint proceeding.  

If  an employee raised concerns about partici-
pating in a “Harry Potter Night” or dressing 
up in a Halloween costume on the grounds 
that it violated his/her sincerely held religious 
beliefs, it would be illegal for the employer to 
retaliate against the employee for raising the 
concern.  

As HR professionals, we can’t possibly be an 
expert on all religions and customs.  However, 
we can be respectful of  individuals’ differ-
ences, listen and consider thoughtfully those 
issues brought to us.  Recognizing that we’re 
all different in many ways and valuing the dif-
ferences will develop and strengthen our core 
values of  integrity, compassion and respect.   

Ways HR professionals can help their em-
ployers and fellow employees:
•	 be knowledgeable on regulatory require-

ments and be aware of  various religious 
customs and events

By Anne Sakumoto, PHR
Diversity Director, Alaska SHRM State Council

Religious Discrimination, 
Harassment and Accommodation
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•	 recognize that workplace celebrations should respect the diverse 
opinions of  employees

•	 ensure that events are voluntary and employees aren’t pressured 
to participate

•	 if  you decide to allow employees to observe a holiday or event in 
the workplace, be prepared for dialogue if  someone:
o	 indicates that s/he is offended or 
o	 requests to not participate.  
For example, a birthday, “Secret Santa” or a Christmas gift ex-
change are events that certain religions do not acknowledge

•	 recognize that allowing decorations which some employees find 
offensive could  contribute to creating a hostile work environment 

As an example, some individuals specifically do not celebrate or par-
ticipate in the Halloween parties or costume dress-up because certain 
concepts and characteristics, e.g. ghosts, witches, etc. are contrary to 
their religious beliefs.  

More Resources.  
For more detailed regulatory information, check out the Equal Em-
ployment Opportunity Commission compliance manual, Section 12 
on “Religious Discrimination” at   http://www.eeoc.gov/policy/
docs/religion.html and additional guidance at http://www.eeoc.gov/
laws/types/religion.cfm

Informative articles such as “Religious Inclusion Requires Year-
Round Attention” by Rebecca R. Hastings, SPHR, September 12, 
2012 can be found on the Society for Human Resource Management 
(SHRM) website.

The following University of  Missouri website lists a number of  re-
ligions and events with dates helpful for planning purposes  http://
diversity.missouri.edu/get-involved/religion/holidays.php

Although it’s difficult to know everything about the many different 
religious customs, being authentic and open to hearing about differ-
ent religious customs and employee’s needs will benefit an HR leader 
and his/her organization.  For diversity purposes and the valuing of  
differences, this is yet another way to expand one’s personal and pro-
fessional horizons.   

Don’t miss this final resource!  A complementary and HRCI pre-ap-
proved credit webinar sponsored by the Alaska SHRM State Council.  
It is scheduled for November 1, 2013 on “Religious Discrimination, 
Harassment and Accommodation in the Workplace.”  The webinar 
will be led by Sean Halloran and Doug Parker, Littler Mendelson.   Be 
on the lookout for an email coming your way or visit http://alaska.
shrm.org  for registration information on this and other educational 
opportunities.  Ù

Denali Alaskan Insurance can help you manage all your business risks,
including employment practices liabilities.  Learn more now.

Contact us today:
(907) 257-1625
www.da-insurance.com

Employee Practices and Liability Insurance (EPL)

INSURANCE
DenaliAlaskan
a division of Denali Alaskan Federal Credit Union 

Protect Against Employment 
Liabilities
Employment Practices Liability (EPL) 
insurance is a policy used to cover your 
risks due to some of the most common 
employment-related lawsuits, including:
• Wrongful termination - The discharge of 

an employee for invalid reasons.

• Discrimination - The denial of equal 
treatment to employees who are 
members of a protected class.

• Sexual Harassment - Subjecting an 
employee to unwelcome sexual 
advances, obscene or offensive remarks, 
or the failure to stop such behavior. 

Avoid a lawsuit
As costs for litigation and damage awards climb, experts predict that 
employment liability will only become more complex.  As a result, it is critical for 
business owners to understand their exposures and options for managing risks.

Disclaimer: The content of this ad is provided for information purposes only. This information provided herein is not intended to be exhaustive nor should it be construed as 
advice regarding coverage.  Eligibilituy for coverage is not guaranteed and all coverage are limited to the terms and conditions contained in the applicable policy.
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You are the only person who can re-
ally answer that question, based on 
your personal circumstances and 

your past experiences, but it is likely that 
your associations can (and do) give you much 
more than you give them. If  they don’t, then 
maybe you don’t belong to the right ones, or 
you aren’t taking full advantage of  the oppor-
tunities they can offer.

 U.S. associations have their roots in Brit-
ish guilds, but they also have a great deal 

in common with the democratic ideals that 
formed this country. As early as 1830, a 
French writer and statesman named Alexis 
de Tocqueville took a tour through the U.S. 
and commented that one reason democ-
racy was succeeding was because of  the 
associations that had been formed within 
communities. People of  all ages, economic 
circumstances, and dispositions would form 

If there is one thing almost every person in the U.S. can agree on, 
it is the fact that the last few years have been financially chal-
lenging ones. Costs have risen, which has hit most people pretty 
hard in the wallet, but so have the demands being placed on our 
time. Even if you’ve joined one or more associations in the past, 
you might reasonably feel a little hesitation when you are looking 
at membership renewal. After all, what do you get in exchange for 
the money you spend to be part of a specific organization? Would 
your money, and maybe your time, be better spent elsewhere? 

The Benefits of Association Membership

associations so they could support each other 
and help each other solve common problems, 
and he was impressed by the results. 

We live in a much higher-tech world today 
than was the case in 1830, but that has only 
made personal service more valuable than 
ever. An association can give its members a 
sense of  identity within a specific communi-
ty. Members can network and participate in 
ways that would simply be impossible with-
out the support of  the association. Today’s 
associations have the same goals that they’ve 
always had: combining efforts and working 
together in order to get things done.

It shouldn’t be hard to find one or more asso-
ciations that would benefit you.  According 
to ASAE, which is the Center for Associa-
tion Leadership, there were 90,908 trade and 
professional associations in 2009, as well as 

1,238,201 organizations focused on charity 
or philanthropy. 

Some of  these associations and societies are 
organized under Section 501(c)(6) of  the tax 
code; philanthropic ones are organized under 
501(c)(3). They have been tax-exempt since 
1913 because Congress has recognized the 
benefits they offer to the public, under the 
theory that the government would have to use 
public funds to pay for these benefits if  the as-
sociations did not exist. In other words, the 
government has traded a financial burden for 
lost tax revenue. Tax-exempt organizations 
are not allowed to make a profit that benefits 
private individuals. Any profits that are made 
are dedicated to providing better programs 
and initiatives that will benefit members and 
the general public. 

These groups could not possibly survive if  
they didn’t offer substantive benefits. They 
certainly would not be able to retain a tax-
exempt status. How much of  a difference can 
association membership make? Here’s one 
startling statistic to consider: the Petroleum 
Equipment Institute (PEI), which is a trade 
association, has found that 85 percent of  the 
businesses that fail in their field don’t have 
involvement in their trade association. If  the 
right association membership might mean 
the difference between staying in business 
and failing, wouldn’t you want to have that 
key advantage so you could stack the odds in 
your favor? 

Association members can enjoy many profes-
sional advantages that are limited only by the 
resources you can afford to invest in them. 
For example: 
•	 Associations often help their members 

continue their educational and profes-
sional development by giving mem-
bers access to academic opportunities, 
association events, conferences, and 
seminars. As a result of  your member-
ship in an association, you may better 
understand the most pressing issues for 
your profession, be informed about im-
portant developing trends, and find out 
about current or upcoming legislation 
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Knowing that you are changing the world for the better, it turns 
out, makes for a pretty great job and enormous job satisfaction. 

•	 Sometimes the best way to solve a problem is to find solutions as 
a group. Associations provide a forum for doing just that, either 
online or in person. 

•	 Many people working together can do more than one person 
working alone. Associations are an ideal vehicle for putting to-
gether community service projects of  all varieties. They are also 
candidates for group discounts. 

•	 The community service that associations offer is invaluable be-
cause of  the way associations can focus on specific needs. They 
can do the following: 

•	 Step in when there is a natural disaster, urgent need, or some 
other emergency. 

•	 Write product standards for a variety of  industries that range 
from traffic and airline safety to children’s toys. 

•	 Provide the training you might expect from a graduate program 
so that people can more easily advance their education after they 
have received their degrees. 

•	 You should know that the first year of  membership is often the 
most expensive, especially if  there is a one-time fee for your first 
year; the second year and after are often cheaper. If  more than 
one person from an organization joins an association, some-
times there are group membership discounts, or different levels 
of  membership. For example, if  you are a student, there’s a good 
chance that you could get a student discount. 

•	 Having made the financial investment, however, it is important 
to realize that you need to follow that with an investment of  your 
time. It’s time for you to look around and see how associations 
can enrich your life, professionally and personally. Then follow 
through, and watch for wonderful results. Ù

that could impact you and your way of  making a livelihood. You 
may also find leadership opportunities that will help you grow 
professionally. 

•	 Members pool together their information, research, and statis-
tics, both formally and informally. Although the Internet has cre-
ated an unprecedented ability to access all kinds of  information 
that were never easily available before now, there are still some 
kinds of  information that can be hard to get. Associations can fill 
in that gap. They can do so in a much more personal way than 
the Internet usually does because of  one simple fact: if  you are 
an active member in an association, chances are good that other 
members have become your friends. 

•	 People outside an association are often interested in ways to de-
termine whether someone has the ability to provide a particu-
lar service. By setting standards, providing a code of  ethics, and 
even offering certification to members where appropriate, it be-
comes easier for a member to credibly demonstrate excellence 
and integrity to current and potential customers. 

•	 Associations provide jobs. People can make a career working 
for associations because it is essentially public service in any 
area you care to name: business, media and marketing, gov-
ernment relations, the law, information technology, and so on. 
Since the focus is on service, people who work for associations 
often have an enthusiasm for their work that you just can’t find 
in any business that limits itself  to profit-and-loss statements. 

Join One of the Top Christian 
Colleges and Universities

The Anchorage Campus offers four academic 
programs for working professions focused on 
Business Management with an emphasis on 

Human Resource Management

Associates of Applied Science degree 

Bachelor of Applied Science degree 

Master of Management degree

Master of Business Administration degree

For more information call 907-333-2277 
www.wbu.edu
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T
he  term “rainmaker” comes from the Native American 
culture, where a rainmaker was a person who used magi-
cal powers to bring rain. The tribes needed rain in order 
to grow the crops they ate. If  a drought went on too long, 

the people in the tribe would be weaker as they began to starve. The 
choice was to wait for rain and risk dying from starvation, or to move 
somewhere else. 

Today, the term rainmaker refers to a person who brings revenue 
into an organization, usually in the form of  clients. And interestingly 
enough, for those who don’t know how to make rain, the process does 
appear to be magical. Clients just keep coming, work makes its way 
through the firm, and the firm grows. In any given firm, depending 
upon the size, there are usually three to fifteen rainmakers who tend 
to generate an enormous amount of  new client relationships. Their 
work brings in most of  the new business for the firm. As a result, 
rainmakers are among the highest paid and most successful people in 
any organization. 

Here are two well-known truths about any rainmaker: 
•	 They have an extensive personal network of  carefully cultivated 

relationships. 
•	 They eventually retire or move on – because they can. 

Your personal network of  relationships is the most valuable career 
asset you have. Take it seriously. If  you are not receiving or making 
at least one viable introduction a month – one that leads to a cli-

ent relationship – you are probably not fully engaging your personal 
network. 

Currently, most professionals look towards Facebook, LinkedIn and 
Twitter for their network of  friends, colleagues and associates. Man 
people think participating in social media can automatically turn 
them into a rainmaker. If  that were the case, however, everyone in any 
given firm with a Facebook account would have an endless flow of  cli-
ents and could be making as much money as they could possibly want. 
Although social media gives you a set of  tools, those tools are no sub-
stitute for knowing how to create the right kind of  network.

Having a Facebook or a Twitter account only gives you a way to keep 
in touch. You can conceptualize and map your network all you want, 
adding friends and sending out tweets about the last book you read or 
where you had lunch, but if  you can’t effectively request and broker 
introductions, all your activity adds up to a lot of  nothing. 

In the early 1990s, a psychologist named Robin Dunbar studied the 
social connections within groups of  monkeys and apes. He theorized 
that the maximum size of  their overall social group was limited by the 
small size of  their neocortex, which is also known as the gray mat-
ter of  the brain. Based on our neocortex size, Dunbar calculated that 
humans should be able to maintain relationships with roughly 150 
people at a time. Interestingly enough, by science or default, Dunbar 
also found that many businesses and military groups organize their 
groups of  people into units of  about 150. 

Rainmaking 101
The Basics of a Personal Network
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Rainmaking 101 | continued on page 14

As a result of  Dunbar’s research, someone coined the phrase Dun-
bar’s Number of  150. It is the maximum number of  relationships we 
can realistically manage; that is, the number that can fit on an indi-
vidual’s internal memory card. 

You may have heard of  the game called 6 Degrees of  Kevin Bacon. It 
is based on a concept called “six degrees of  separation” and is based 
on research that was done by Stanley Milgram and Duncan Watts. 
They established that the Earth is one massive social network. Every 
person is connected to every other person by no more than about six 
intermediaries. 

The theory is correct academically, but when it comes to meeting 
people who can help you professionally, you don’t need six. You only 
need three. Three degrees is the magic number because when you’re 
introduced to a second- or third-degree connection, at least one person 
out of  the three will personally know the person you want to meet. 
Being able to draw on an existing friendship with the friend of  a friend 

is how trust is preserved, referrals really happen and business appears.
So how many people should be in a personal network and who should 
those people be? 

There’s research for that. Several years ago, a sociologist named Brian 
Uzzi did a study of  why certain Broadway musicals made between 
1945 and 1989 were successful and others were not. The explanation 
he arrived at had to do with the people behind the productions. For 
failed productions, one of  two extremes was common: 

•	 The creative artists and producers all knew one another. When 
there were mostly strong ties, the production lacked the fresh, 
creative insights that come from diverse experience. 

•	None of  the artists had worked together before. When the group 
was made up of  mostly weak ties, teamwork and group cohesion 
suffered. This makes sense to people who follow sports; typically, 
a team with a lot of  new people doesn’t perform well. 

“Your personal network of  relationships is the most 

valuable career asset you have. Take it seriously. If  

you are not receiving or making at least one introduc-

tion a month – that leads to a client relationship – you are 

probably not fully engaging your personal network.”
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GLOBAL TIDBITS | Patty Hickok, SPHR, GPHR

The picture of  the meet-and-greet between the Microsoft found-
er and Ms. Park on April 23, 2013, was front page news across 
the country. Some newspapers cropped out the offending 

pocketed hand, but most chose to highlight it. 

“Cultural difference, or an act of  disrespect?” the JoongAng Ilbo 
wrote in the accompanying caption. 

“Disrespectful handshake? Casual handshake?” the Dong-A Ilbo 
asked. 

While the presidential Blue House declined to comment, social net-
working sites were clogged with opinion. 

“Even considering the cultural difference, there is an appropriate man-
ner for certain occasions ... how can he put his hand in his pocket 
when meeting a leader of  the state?” tweeted @msryu67. 

Some news portals posted montages of  Mr. Gates shaking hands with 
other world leaders, which showed that he has some form when it 
comes to informal greetings. 

In a 2008 meeting with Ms. Park’s predecessor Lee Myung-Bak, Gates 
also kept one hand pocketed, although a 2001 picture with then-Pres-

ident Kim Dae-Jung showed him adopting a more respectful, two-
handed shake. 

“Gates is a casual man who’s not bound by customs so he shakes 
hands in this manner even when meeting heads of  international orga-
nizations or top political figures,” Dong-A Ilbo quoted an unnamed 
friend of  his in Seoul as saying. 

Some Koreans suggested the media criticism was misplaced. 

“Please, people ... don’t think your Confucian mindset is a universal 
norm elsewhere in the world,” tweeted @itanomaly. 

Mr. Gates was in South Korea as chairman of  the nuclear start-up 
TerraPower, promoting its project to develop a next-generation nu-
clear reactor. 

Ms. Park, meanwhile, was seeking the Microsoft founder’s advice on 
her plans to build a “creative economy.”  Ù

Source: http://www.telegraph.co.uk/technology/bill-gates/10011847/Bill-
Gates-disrespects-South-Korean-president-with-casual-handshake.html
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OFFICERS

Molly Webb, MBA, PHR, President....................................907-263-5541 

Paul Bauer, SPHR, President Elect..................................... 907-952-8008

Kate Young, PHR, Past President.......................................907-723-0962

Cara Fairbanks, SPHR, Senior Advisor............................... 907-336-4884

Miriam Marsh, PHR, Secretary..........................................907-348-9275

Jeanne Haave, SPHR, GPHR, Treasurer..............................907-339-6616

Barbara Burke, Vice-President Membership..................... 907-770 4103

Kimberlee Gilbert, Co-Vice President Membership

CORE LEADERSHIP AREA DIRECTORS

CORE LEADERSHIP AREA DIRECTORS

Position Available, Diversity

Mary Anne Aadnesen, SPHR, Workforce  
Readiness Director.............................................................907-265-3750

K. Michael Ward, SPHR, GPHR, Government  
Affairs Director....................................................................907-277-1616

Ca’Trena Kendrick, PHR, Government Affairs  
Co-Director........................................................................907-317-9060

Bonnie Dorman, College Relations Director..................... 907-244-4383

Rose Pisciotta, SPHR, Education & Certification Director....907-777-3489

Brandi Kirk, PHR, Education & Certification Co-Chair ......907-929-9217

Sandi Weber, PHR, Education & Certification Co-Chair....907-222-9350

Karen Zemba, SPHR, SHRM Foundation Director.............907-777-8226

Monica Ulmer, SPHR, SHRM Foundation Co-Director......907-777-8244

COMMITTEES

Patty Hickok, SPHR, GPHR, Programs...............................907-602-5129

Terrie Stark, PHR, Hospitality............................................907-223-6726

Mary Hilcoske, SPHR, CLM, Awards & Recognition..........907-317-8868

Janice Wilson, Community and External Relations...........907-334-8322

Dale R. See, SPHR, Webmaster.......................................... 907-240-1331

Christine Seal-McAlpine, SPHR, GPHR, 

Webmaster Co-Chair.................................................................907-223-6077

Position Available, Public Relations

Christina Bloom, AIRS CIR/CDR, PHR, Sponsorship  
& Exhibitor.........................................................................907-677-4974

Annette Brown, Volunteer Coordinator...........................907-440-0380

Sonya Conant, SPHR, President.............. 907-746-7432 | 907-982-6858

Stephanie Atkinson, PHR, Secretary..................................907-352-1200

Angela Stein, SPHR, Treasurer.................907-376-2411 | 907-352-3201

Kelli Lee, Communications Director....... 907-440-2510 | 907-273-9215

Marshall Watson, Legislative Director .............................. 907-727-5773

Tammy Carr, Workforce Readiness Director ..................... 907-745-9551

Alice Williams, PHR, College Relations Director ............... 907-761-1302

Charlene Avril, Membership Director ................................ 907-746-7423

Gary Richardson, Programs Director ................................ 907-982-6850

2013 Anchorage Chapter (ASHRM)  
Board Members

2012 MAT-SU Chapter  
Board Members

Jeanna Wittwer, Chapter President PHR...........................907-463-7154
Kelly Mercer, Past Chapter President PHR....................... 907-586-0227
Lisa Purves, Treasurer/Secretary PHR 
Available, Membership/Diversity Chair 
Joan Cahill, Website/Communications Chair SPHR...........907-796-1541
Vacant, Education Chair
Vacant, Legislative Affairs Chair

2013 Southeast Alaska Chapter  
Board Members
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Teresa Brand Sharpe, PHR, President/Membership Chair..... 907-458-5740

Marianne Guffey, PHR, President Elect and  
Diversity Advocate..................................................................907-452-1751

Kathryn A. Strle, CPA, PHR, Past President/ 
Membership Chair..................................................................907-459-7512 

Sallie Stuvek, SPHR, Treasurer and Legislative  
Representative........................................................................907-459-1187

Debra Hagen, PHR, SHRM Foundation  
Representative.............................................................. 907-452-2000 x387

Terri McFarland, Secretary and VP Programs...................... 907-459-1396

2013 Northern Alaska Chapter  
Board Members

Rainmaking 101 | continued from page 11

2013 Alaska Cross-Industry Salary Survey 
23rd Annual Edition - Invitation

What are the current pay rates, benefits, and trends in our local labor market?  
Find out.

Survey Features:
 ■ Covers 180+ nonexempt, management and professional positions.
 ■ Objective, independent data, specific to Alaska’s unique labor market.
 ■ Current local data on: 

 
 
 

 ■ Detailed report, plus interactive, web-based results.

Larry Daniels, Principal & Survey Director (206) 504-5543 larry.daniels@milliman.com

For more information, and to sign-up, 
visit:  www.salarysurveys.milliman.com

Survey Price:    (BEST VALUE)
Save up to $500 off non-participant price
$495 First Time Participant
$695 Participant
$995 Non-Participant 

Survey Schedule:
Data Collection Begins: May 15
Effective Date of Data: June 1
Early Submission Due Date: June 28
Results Publication Date: August 29

 ♦ base salaries
 ♦ bonuses
 ♦ total cash

 ♦ salary ranges
 ♦ salary adjustment trends
 ♦ cost containment measures

 ♦ benefit policies 
 ... and more!

In contrast, the social networks of  the people 
behind successful productions had a healthy bal-
ance: there were some strong ties and some weak 
ties. They had some established trust, but they 
also had enough new people in the system to gen-
erate new ideas. 

You want to cultivate relationships that offer the 
same mix. You want strong allies, of  course, but 
you also want acquaintances who can give you 
fresh information and ideas you wouldn’t other-
wise get. Working with people who can offer you 
the depth of  a long-term relationship won’t give 
you the width of  fresh ideas. Develop a relation-
ship network where you have both kinds of  peo-
ple. The ideal number within a personal network 
should be about 1,000 people, where your rela-
tionships with them have been built over at least 
a five-year period, and with 150 of  them, at any 
given time, filling that 1st degree relationship space. 

The goal can be broken down in the following way:
•	 Focus on 15 or 16 qualified prospects for your personal network 

each month. Make sure you include some people whose ties 
to you are weak, and others whose ties to you are strong. You 
should have more than 150 by the end of  the year.

•	Gather 150 of  these relationships each year over a five-year pe-
riod.

After about five years, you will have built your own personal network 
of  carefully cultivated relationships; if  you’ve done it right, you will 
then have the use of  a network that will keep you in business year 
after year.   Ù



907-222-7612

• on-site medical support
• occupational health
• drug and alcohol testing
• case management
• safety services
• training

OCCUPATIONAL HEALTH  
AND SAFET Y SERVICES

Beacon was developed with your business in mind. From on-site requirements and examinations 
to drug screen collections, to medical and safety staffing, Beacon brings quality health and safety 
services to your workplace. 

Beacon understands the demands placed upon businesses today and 
our goal is to assist them in providing a safer, healthier environment for 
their employees.  We provide high quality, convenient, market competi-
tive medical, occupational health, drug and alcohol, training and safety 
services to all size employers.  Our focus is on providing comprehen-
sive professional services to organizations requiring assistance with 
development, implementation, and maintenance of required health and 
safety needs.

Our medical providers, staff, and professional service employees all are dedi-
cated to our mission of providing the best health and safety response for 
your workforce. Our team is flexible to fit any of your needs and facilitate 
solutions while providing the best value for your company.

We invite you to contact us directly to discuss your organizations medical and 
safety needs!

www.beaconohss.com
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Since your company is unique, Alliant thinks your benefits should be, 
too. We’ll help you design a program with plan options and contribution 
strategies that give your employees the flexibility they’re looking for.

Schuyler Briscoe
800 410 6571

sbriscoe@alliant.com
alliantbenefits.com
© 2013 Alliant Insurance Services, Inc. All rights reserved. License No. 0C36861
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WEREN’T
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