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or 50 years The Wilson Agency 
has brought peace of mind to 
Alaskans. Helping people prepare 

for their future and protect themselves 
and their families from life’s misfortune 
is our great privilege and honor.

For 50 years The Wilson Agency has helped  
organizations of all sizes experience 
growth and success. Demonstrating 
a Return on Investment, an increase 
in morale and a decrease in turnover 
is a thrill that brings us unending joy.

It is our greatest honor to be celebrating our 50th year in business 
during 2014. This milestone is significant for any business and we 
are especially proud to have accomplished something so great.  Our 
success is a reflection of our principles and values that we established, 
cherish and hone every day. While we couldn’t be prouder of our 
success, we are also humbled by its real meaning: that we have helped 
others be successful; for this is the real achievement we strive for every 
day. Through our services we provide 
protection and safety to thousands 
of lives and hundreds of businesses 
in our community. It is our most 
notable accomplishment and we are 
forever grateful for the privilege.

For 50 years The Wilson Agency has 
supported this community through time, 
treasure and talent, a tribute we hold dear.
 
For 50 years The Wilson Agency has 
received the trust and belief in our 
service that has built us into Alaska’s 
largest employee benefit firm today.

Thank you Alaska!  

P ro u d ly  s e r v i n g  A l a s k a  b u s i n e s s e s  s i n c e  1 9 6 4

www.TheWilsonAgency.com 907. 277.1616

MAKE HISTORY WITH US
Celebrating Serving Alaskans For 50 Years
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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, The newsLINK Group, 
LLC. 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 The newsLINK Group, LLC.
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What a Great Year We Have Had!

2 014 has been a very exciting, rewarding 
and productive year for your Alaska 
SHRM State Council! 

I am very excited to announce that the Alaska 
SHRM State Council has been named as one 
of the finalists for this year’s Pinnacle Award. 
It is such an honor to work with a wonderful 
team of HR professionals who have made this 
possible. We submitted our program “From 
Soldier Boots to Dress Shoes” recognizing 
our work over the past three years in assist-
ing veterans in transitioning into the civilian 
workforce. We are continuing to work on this 
initiative by organizing volunteers and ex-
panding our pre-workshops to better prepare 
our veterans for the job fair on November 7 
at the University Center.

Our partnership efforts are keeping us busy 
as well! This year we have continued our 
involvement with the Healthy Alaskans 2020 
initiative. Healthy Alaskans 2020 is a joint 
effort between the State of Alaska Depart-
ment of Health and Social Services and the 
Alaska Native Tribal Health Consortium, to 
set health goals for Alaska that contribute 
to the vision of Healthy Alaskans in healthy 
communities. The collaborative nature of this 

initiative allows individuals and groups in 
communities from all over Alaska, including 
the Alaska SHRM State Council, to contrib-
ute information and ideas in every step of the 
process. We most recently became involved 
with a new partnership called the Workforce 
Readiness Taskforce. This taskforce is work-
ing to harness the interest and perspective of 
the private sector to drive action to improve 
work readiness of youth in Anchorage.    

Our Pinnacle award-winning webinar series 
continued with the two final webinar pro-
grams for 2014. But do not worry; we have 
already started planning our 2015 schedule 
with informative and thought-provoking pro-
grams. For upcoming programs please visit 
http://alaska.shrm.org for more information.

If you are interested in becoming involved as a 
volunteer with the Alaska SHRM State Coun-
cil, please visit our website at http://alaska.
shrm.org. We would love to hear from you! 

Respectfully,

Nancy Miller, SPHR			 
Director, Alaska SHRM State Council

Ù

Photo: From left to right: Volunteer Christine Churchill with GCI, Nancy Miller, Aaron Gustafson with 
the Dept. of Labor VETS group and attendee Acosta.
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Partners Reentry Program
By Ann Flister, SPHR – Workforce Readiness Director, Alaska SHRM State Council

Ù

T he Alaska SHRM State Council collaborated with the Partners Reentry 
Program this summer to educate employers on hiring ex-offenders.  A 
two-hour workshop sponsored by the Council and held at the BP Energy 

Center in Anchorage on July 23 featured Cathleen McLaughlin as guest 
speaker.  Cathleen is the Program Director of the Partners Reentry Center.  
She, along with a very passionate group of individuals who are committed to 
reducing recidivism in the State of Alaska, advocate for people and programs 
that bridge the gap between community and re-entrants.  The Reentry Center 
is a collaborative program by the Alaska Native Justice Center, Nine Star 
Education & Employment Services and Partners for Progress.  

The workshop focused on the challenges and opportunities for community 
collaboration--between employers, individuals, social services and govern-
ment agencies--to promote employment opportunities as a means to reducing 
recidivism. The workshop was attended by 45 participants representing a 
broad range of Anchorage employers as well as corrections, labor, and social 
service agency representatives.  Topics of discussion included the reentry 
process and resources provided by the Reentry Center, such as temporary 
housing, clothing, job search assistance, and employer referrals.  Employers 
learned about the Work Opportunity Tax Credit, fidelity bonding and other 
tools to facilitate employment of prisoners re-entering the workforce.  

As a bonus, participants were encouraged to bring clothing donations to 
assist individuals leaving the corrections system with appropriate work at-
tire.  Clothing donations are always welcome at the Reentry Center, at 419 
Barrow Street in Anchorage. To learn more about employment referrals, 
employer resources, or how you can help, visit www.partnersforprogressak.
org/partners-reentry-center.
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I f you tuned in to the first half of a certain speech on the evening of 
January 28th this past year, you might have thought you'd wandered 
into a Human Resources 101 class. Topics included compensation 

equality, employment immigration reform, skills training and work-
force development, unemployment insurance, minimum wage and 
payroll theory, retirement savings accounts, and health insurance 
plans; all issues which traditionally sat within the HR wheelhouse. 

This was no beginning HR class, however; this was President Barack 
Obama's 2014 State of the Union Address. By devoting nearly half 
of his speaking time to these issues, the President underscored the 
reality that many of us already know: across all industries, across all 
organizations, and across all states, the Human Resources function 
plays a critical role in the wellbeing of the country. 

With this knowledge, it's important that we all realize that we have 
both an opportunity and an obligation to help inform our lawmakers 
as they craft public policies affecting the workplace. While this may 
seem a daunting task given the complexity of some of these topics, 
SHRM's Government Affairs team excels at tracking, researching, 
and providing insight to many of the issues, and they are ready to help 
us all be effective and meaningful advocates for the HR profession. 

As the Alaska SHRM State Council's Legislative Director, I have 
experienced the effectiveness of SHRM's HR advocacy first hand. 
I attended the 2014 Employment Law & Legislative Conference in 
Washington DC, where I, along with three other Alaskan HR profes-
sionals, met with staffers at the offices of Congressman Young and 
Senators Begich and Murkowski. SHRM provided numerous resources 
to prepare us for these meetings, including detailed fact sheets, talking 
points, and brochures. 

Though the issues I covered varied depending on which office I was 
visiting, I was struck by one constant: every staffer I met had heard 
of SHRM and had a positive opinion of the group. Washington DC is 

populated by a multitude of special interest, lobbying, and advocacy 
organizations, and the fact that SHRM was both recognized and 
respected by Democrats and Republicans spoke volumes.

Ultimately, many of the workplace and HR issues I discussed with 
our lawmakers several months ago have been put "on hold", as other 
issues have necessarily taken precedent. However, when the 114th 
Congress is sworn in next January, the HR issues above will assuredly 
receive renewed attention and coverage regardless of the outcome of 
November's elections. 

As practicing HR professionals who deal with these issues every day, 
our voices and opinions will be critical tools to lawmakers as they 
consider changes to public policy. Items such as employment-based 
immigration reform, adjustments to the definition of exempt vs. 
non-exempt classifications, compensation equality, and health 
insurance reform will continue to be discussed in the public sphere, 
and we must step up to ensure the HR profession is well represented. 

www.advocacy.shrm.org  – one stop shop for HR advocacy

Luckily, SHRM has made getting involved quick, easy, and painless. 
SHRM's policy action center (advocacy.shrm.org) allows you to read 
up on many of the public policy issues that affect the workplace and the 
HR profession. The site also provides tools and resources that allow 
you to contact our lawmakers (including phone numbers, addresses, 
and easy-to-use email forms with sample templates).  

You can become even more involved by joining the SHRM Advocacy 
Team, or A-Team. This is a group composed of SHRM members who 
are dedicated to ensuring the interests of the HR profession get the 
necessary consideration they require when laws are being written 
and considered. Members of the A-Team receive regular email sum-
maries about hot issues, recommendations to write or call lawmakers 
on specific topics, and even requests for expertise when working on 
crafting policy statements. You can learn more about the A-Team (and 
join up!) by visiting advocacy.shrm.org/about. 

As we close out the year and look back on all of the great events and 
initiatives put on by our local Alaskan SHRM chapters, the Alaska 
SHRM State Council, the SHRM Pacific West regional team, and the 
national SHRM organization, it's important to reflect on why we're 
involved with SHRM. For me, it's because I passionately believe in the 
value of the HR profession, and I want to share that with everyone I 
can, including our lawmakers who can have such a direct influence 
on how HR operates. I urge you all to explore what you value about 
HR and your involvement with SHRM, and to consider becoming an 
HR Advocate and adding your voice to the discussion.

By Ben Castle Krisher, Alaska SHRM State Council Legislative Director

Crafting Sound Employment Law: It's Our Job

Ù
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Alaska SHRM State Council Among Finalists 
for the 2014 SHRM Pinnacle Award! 

Ù

O n October 10, 2014, SHRM announced the finalists for the 
2014 SHRM Pinnacle Awards. The Pinnacle Award honors 
outstanding leadership and rewards professional excellence in 

the field of human resource management.  The Alaska SHRM State 
Council was named one of 22 finalists. Our organization submitted 
our program “From Soldier Boots to Dress Shoes” recognizing our 

work over the past three years in assisting veterans in transitioning 
into the civilian workforce.

Winners will be announced at the SHRM Leaders’ Summit on          
November 21, 2014. It is an honor to be included with other worthy 
State Council and Chapter finalists from all across the nation.

Call Denali Alaskan Insurance today to learn more!
(907) 257-1625 | (800) 764-1123, ext 1625
or, log on to www.da-insurance.com

Cyber Liability Insurance
INSURANCE
DenaliAlaskan

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.

Why Cyber Liability Insurance?
A traditional business liability policy is extremely unlikely to protect against most 
cyber exposures. Standard commercial policies are written to insure against injury or 
physical loss and will do little, if anything, to shield you from electronic damages and 
the associated costs they may incur. Exposures are vast, ranging from the content you 
put on your website to stored customer data. Awareness of the potential cyber 
liabilities your company faces is essential to managing risk through proper coverage.

Denali Alaskan Insurance: Your coverage expert
As reliance on technology continues to increase, new exposures continue to emerge. 
As your business grows, make sure your cyber liability coverage grows with it. Denali 
Alaskan Insurance is here to help you analyze your needs and make the right coverage 
decisions to protect your operations from unnecessary risk.

Types of Possible Exposure:
Data breaches • Intellectual Property Rights • Damages to Third-Party System
• System Failure • Cyber Extortion • Business Interruption 

Denali Alaskan Insurance can help protect your daily business 
operations from the potential risks of Cyber Crime.
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Will Congress Crack Your 
Retirement Nest Egg?

By Kathleen Coulombe, Senior Advisor, Government Relations, SHRM @KCnSHRMGA

W hile many key issues important to the 
HR profession dominated the 113th 
Congress’ agenda, little progress was 

made on issues such as immigration reform, 
education policy and tax reform. Gridlock, 
partisanship and posturing led to a politically 
difficult environment and resulted in the few-
est number of bills passed by any Congress in 
recent memory. 

Despite the lack of consensus in the 113th 
Congress, the issue of tax reform continues to 
be a key component in the debate about how 
to revitalize and stabilize the U.S. economy. 
Both parties have a vested interest in this is-
sue and could be motivated to work together 
in the 114th Congress that convenes in Janu-
ary 2015.  With that in mind, tax advocates, 
including SHRM and the SHRM-led Coali-
tion to Protect Retirement, are anticipating 
action on tax reform next year. 

Reforming the tax code will certainly have 
implications for both businesses and indi-
viduals.  This could have an adverse effect on 
how HR professionals design and administer 
retirement plans, as Congress takes a hard 
look at the tax treatment of these accounts.  
Tinkering with tax incentives could discour-

age employees from saving and could further 
prevent employers from offering a retirement 
plan in their workplace. These changes could 
actually act as a barrier to savings, as opposed 
to a much needed impetus.   

Furthermore, they could negatively affect an 
employer’s ability to offer a comprehensive 
benefits package, including a retirement plan, 
to their employees.  As HR professionals are 
keenly aware, in this competitive economy, 
offering an attractive benefits package is a 
key component in recruiting and retaining a 
talented workforce.    

It’s no secret, the employer-provided retire-
ment system, along with individual retire-
ment accounts, have resulted in widespread 
success in enabling working Americans at all 
income levels to enjoy a financially secure 
retirement.  Together with Social Security 
and individual savings, private employer-
sponsored and individual retirement plans 
have paid out over $3.96 trillion in benefits 
from 2001 through 2010.  In 2011, there were 
approximately 640,000 private-sector defined 
contribution plans covering over 73 million 
participants. 

Even with the success of employer-provided 
retirement accounts, Americans are still con-
cerned about their retirement. According to 
a 2014 Gallop Poll, Americans’ top financial 
worry was not having enough money to retire, 
with 59% of Americans being “very worried” 
that they would outlive their savings. 

So, now more than ever, it’s critical for em-
ployees to have an opportunity to save in the 
workplace.  Continuing the current tax treat-
ment of retirement plans, along with incen-
tives such as an employer match, automatic 
enrollment and auto-escalation, are essential 
in ensuring a financial sound retirement.  

Newly elected legislators will assemble in 
Washington, DC in January 2015 and tax 
reform discussions will likely heat up. A 
number of these tax reform proposals could 
have far-reaching consequences for the HR 
profession. In other words, it’s a great time 
to ensure your HR Voice is heard — visit 
SHRM’s Policy Action Center at www.advo-
cacy.shrm.org and tell Congress to keep their 
hands off your retirement! Ù
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Progressive Discipline for Employees

S ometimes businesses hire people whose performance doesn’t 
live up to the initial expectations. Sometimes the problem isn’t 
so much about performance as it is behavior. Either way, you 

already know you can hurt your business if you hire the wrong em-
ployee, but you will hurt it even more if you don’t put a comprehensive, 
consistent procedure in place to use when employees present problems. 
You might even be able to redirect problem employees so they can be 
assets instead of liabilities. 

One of the best procedures is something called progressive discipline. 
It starts with training. You can only expect employees to live up to 
your expectations when you have given them a clear understanding 
of what you require of them as employees. The usual way to do this 
is through job descriptions and employee handbooks. 

Once employees understand your expectations, the progressive disci-
pline generally consists of the following steps:

•	 An oral warning: The oral warning is more complicated than 
it might seem. For example, a manager can only reasonably 
give an employee an oral warning after the employee has been 
trained and then counseled about the specific problem. If 
you haven’t trained the employee adequately, you don’t have 
grounds for complaining about noncompliance. The first goal 
is to find out whether an employee understands what you 
want to see in terms of behavior and performance. If the first 
conversation is not enough to correct the problem, though, then 
the supervisor needs to have a second conversation. Document 

any conversations you have about the problem in one memo or 
more, and place the documentation in the employee’s file. 

•	 The written warning: If the problem still exists after the oral 
warning, then it is time for a written warning. A written 
warning consists of two parts: a written discussion about why 
the employee’s behavior or performance is a problem, and a 
list of one or more potential consequences if the problem is not 
corrected within a certain amount of time. Depending on how 
valuable the employee is, a manager might choose to provide 
multiple written warnings. For example, perhaps it has been 
a while since the last warning, you think you were not clear 
enough, or you are pretty certain the employee misunderstood 
you. 

•	 Suspension or demotion: Sometimes you don’t have to apply 
the worst possible penalty that is available to you. Perhaps 
suspending an employee temporarily, or moving the employee 
into a lower-level job, would be enough. If you do decide to 
suspend someone, it’s a good idea to have a standard way of 
proceeding with that as well. For example, you might want 
to start with a one-day suspension and work up to a five-day 
suspension, if necessary, over time. 

•	 Termination of employment: If the time specified in the 
written warning has gone by and the employee’s behavior or 
performance are still a problem, or the employee just refuses to 
cooperate, then the best solution might be letting the employee 
go. 

By Susan Morgan, The newsLINK Group LLC

Continued on page 12
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Saving 
Money on 

Payroll
F or many companies, payroll is one of the most 

expensive parts of doing business. In fact, one 
expert suggested that wages may be as much as 

60 to 80 percent of your business expenses. That’s 
a really big piece of the pie. As such, it is a natural 
target for cost-saving measures. But in too many 
cases, some business owners think that the only 
way to save money on payroll is to let employees go. 

That’s usually a bad move: 
•	 Good employees are an asset, not a liability. 

When a company makes money, good 
employees are a big part of that. Letting them 
go makes it harder for any business to stay 
profitable later on, after business picks up 
again. 

•	 It costs money and time to train people. 
Telling people it’s time to find a job 
somewhere else means that in the short term, 
payroll will be less expensive, but in the long 
term, the business owner will have to find 
more money and time to train new people 
to do exactly the same thing that the laid-off 
employees were doing. That is not efficient. 

•	 You lose good will and trust within your 
business and your community. Yes, these 
are intangibles — but sometimes intangible 
things matter. Having low turnover is better 
than having high turnover, and you don’t 
need to make things worse than they already 
are. 

If you are a business owner and you are trying to 
find ways to save money, however, what else can 
you do besides lay off employees to reduce payroll? 

Here are a few suggestions: 
•	 Talk to your employees and be honest about 

what is going on. Don’t be vague. Back up 
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Save money within your payroll department. Be accurate. Be on time. More specifically, 

you should verify key data, use direct deposit, know the rules and play by them so you 

don’t have to pay penalties, and considering outsourcing the work. 

what you are saying with information 
about clients who have gone elsewhere 
and financial statements that show 
profits going down. Most people would 
rather talk about how to help you save 
money by reducing costs than be told 
they no longer have a job. They might 
be able to give you guidance about 
other possible ways to save money 
besides cutting payroll. They might 
even volunteer to take substantive 
measures such as taking unpaid leave 
or reducing their own hours. 

•	 Save money within your payroll 
department. Be accurate. Be on time. 
More specifically, you should verify 
key data, use direct deposit, know the 
rules and play by them so you don’t 
have to pay penalties, and considering 
outsourcing the work. The IRS 
estimates small businesses pay an extra 
$845 in penalties per year because they 
missed deadlines or made mistakes 
filing payroll taxes. Don’t be that 
business. 

•	 Is it possible to give people an 
opportunity to work doing something 
other than what you hired them to 
do? If there’s something that needs to 
be done, and you were planning on 
hiring someone outside the company 
to do it, you could consider giving the 
work to someone inside the company 
instead. Some factories have even 
asked employees to do maintenance 
temporarily, with the idea that the 
employees could resume their regular 
work as soon as possible. Again, it 
probably beats losing a job. 

•	 Look at whether people are as effective 
as they could be. You might want to 
evaluate the job they are doing, and 
maybe rewriting some job descriptions. 
If you can identify things that are 
being done that don’t contribute to the 
company’s bottom line, maybe you 
can have employees stop taking care of 
those things and have them put their 
focus on something else instead. 

•	 This is one case where attrition might 
really be your friend. Find out whether 
anyone is interested in taking an 
unpaid leave of absence, or is thinking 
of quitting or retiring anyway. Even 
if no one is about ready to retire, 
however, some employees still might 
be ready for serious time off, especially 
new parents or employees who are 
struggling to care for aging parents or 
children with disabilities. Sometimes 
people have enough money to get by 
for a while, and would really like to 
have some personal time off as long as 
they know they can come back to a job 
later. 

•	 If bonuses or raises are impossible, 
see if there’s something else you could 
offer employees to reward them. Could 
you hand out stock options? Do you 
have a timeshare or a vacation that 
you could share with employees, but 
that wouldn’t cost money from your 
business? 

•	 What about reducing the length of the 
work week? If there is a slow period, 
giving people more time off than usual 
might be a great way to make sure that 
they still have enough income to get by, 

while also taking some pressure off you 
as a business owner. 

•	 Look at benefits. Can you offer a less-
expensive insurance plan? If you match 
employee 401k plan contributions, 
could you drop the percentage? Do 
you have company cars? Would it be 
cheaper to reimburse employees for 
mileage if they will use their own 
cars? What about hiring part-time 
employees, independent contractors, 
temporary staff, or interns from the 
local high school or college? 

•	 Is it possible to reduce the amount of 
money you are paying people? This is 
not something that would be popular 
with anyone, but most people would 
rather take a cut in pay than have to 
start looking for a new job. And if you 
cut your own pay by 50 percent, you 
will have shown that you are willing to 
make the same sacrifice you are asking 
other people to make. 

•	 Look at whether work should be 
done by someone with experience, or 
whether it should be done by someone 
at an entry-level decision. Be careful: 
sometimes it really is worth paying 
the money for the right job skills, and 
thinking that you can always replace 
a seasoned pro with an inexperienced 
recent graduate is delusional thinking 
that has cost many companies a great 
deal of money. But if you have a job 
that really is better suited to youth 
and inexperience, hire away. After all, 
experience has to start somewhere. 
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The key to being effective about progressive 
discipline is documentation. You need to 
keep detailed documents so it is clear that 
you have followed your own procedures and 
given the employee every chance to correct 
performance and behavior. Also, you should 
keep an eye on the amount of time that passes. 
Maybe someone has earned the right to move 
backward in the process as well as forward. 
On the other hand, you don’t want problem 
behavior to continue indefinitely. Letting a 
problem drag on too long makes you look 
ineffective — not the message you want to 
send your employees. 

You might feel uncomfortable about the idea 
of disciplining employees, but the reality is 
that discipline has a vital role in the work-
place:

•	 Everyone benefits when they know 
managers are going to follow a specific 
disciplinary procedure that is fair and is 
consistently applied to all employees. 

•	 Discipline can correct performance and 
behavior so employees can comply with 
the standards and expectations you’ve 
set. Obviously, the best outcome is not 
firing someone. Doing that is expensive; 
it will cost you in lost productivity and 
higher SUTA payroll taxes. Not only 
that, firing someone can cause bad 
feeling, especially when the process is 
done poorly. Instead, the goal is helping 

all employees succeed in your specific 
business environment. 

•	 	Give employees a chance for self-
defense. Sometimes you will find that 
an employee has a good case to make. 
You might be able to correct problems 
you didn’t even recognize you had. 

•	 Discipline encourages all employees, 
not just the problem ones, to live up to 
the expectations set by the company 
for their behavior and ethics. Having 
a standard doesn’t just tell you when 
employee behavior is a failure; it also 
tells you when employee behavior is a 
success. Use that fact to your advantage. 

•	 Discipline shows a good-faith effort 
on the part of your business to follow 
an impartial process when dealing 
with any employee problem so that if 
it does become necessary to terminate 
someone’s employment, it will be clear 
to everyone that the company was fair 
and gave the employee every chance to 
correct whatever problems existed. 

You may be surprised to realize that your 
employees appreciate having a well-docu-
mented, fair process for working through 
employee problems in a timely way. Even 
though nobody wants to see another employee 
lose a job for what seems like arbitrary and 
unfair reasons, people also don’t want to see 
another employee getting away with obvious 

bad behavior. Making the effort to try and 
correct behavior, and firing someone only 
when necessary, will reassure your remain-
ing employees that you aren’t weak or a fool. 
These are good points for them to understand 
about you. 

To make your progressive discipline program 
succeed, you will need to do the following: 

•	 Write a formal policy. It should be 
included in employee handbooks and 
in any documentation about how your 
company works that you will be giving 
to employees. 

•	 Train your managers so they know how 
to implement the progressive discipline 
program. 

•	 Spend the time and energy to make 
sure you document and follow up with 
problems. You might want to consider 
having someone be present as a witness 
or to take notes during any disciplinary 
procedure. Just don’t choose someone 
who is a peer of the employee being 
disciplined. You could also allow the 
employee to select someone to act as 
witness. The idea is to balance not 
embarrassing an employee with making 
sure that the process is open, fair and 
impartial. 

•	 Recognize that a progressive discipline 
program can alter or suspend the rules 
of at-will employment until it becomes 
clear your best alternative is actually 
firing an employee. Being scrupulous 
about how you implement the plan, and 
demonstrating patience throughout 
the process, works to benefit you in the 
long term. That way, no one can accuse 
you of being arbitrary or not giving an 
employee enough of a chance. 

The goal is to use the weakest effective action 
so that you don’t escalate any situation unnec-
essarily. That doesn’t mean going through the 
steps has to be rigid, though. There might be 
cases where it is appropriate to skip some of 
the steps. Suppose you find out an employee 
is stealing, fighting, or using or selling drugs 
or alcohol. In a case like that, you may have to 
just fire the employee immediately. However, 
even that can be explained ahead of time in 
your formal policy. People will understand. Ù

Continued from page 9

The key to being effective about progressive discipline is 

documentation. You need to keep detailed documents so 

it is clear that you have followed your own procedures and 

given the employee every chance to correct performance 

and behavior.



ISSUE 4 | 2014  |  

13

2014 Anchorage Chapter (ASHRM)  
Board Members

http://www.shrmalaska.org

Jeanna Wittwer, PHR, President........................................907-463-7154

Kelly Mercer, PHR Past President..................................... 907-586-0227

Lisa Purves, Treasurer/Secretary ..................................... 907-463-6413 

Joan Cahill, SPHR, Webmaster...........................................907-796-1541

Charla Brown, Ph. D., College Relations............................907-796-6310

Chad Brown, Professional Development...........................435 729-0770

Tina Cloyd, PHR, Diversity ................................................. 907-790-1431

Vacant, Legislative Affairs

2014 Southeast Alaska Chapter  
Board Members

OFFICERS

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

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

Patty Billingsly, SPHR, President-Elect .................................907-575-2245

Patty Billingsly, SPHR, Senior Advisor..................................907-273-8234

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

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

Ashely Beeson, Co-Treasurer.............................................. 907-569-9599

Kimberlee Gilbert, Co-Vice President Membership............907-375-4737

Julie Holmes, PHR, Co-Chair Membership..........................907-317-8327

CORE LEADERSHIP AREA DIRECTORS

Ca’Trena Kendrick, PHR, Diversity.......................................907-317-9060

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

Micky Franks, M.R.C., C.R.C.,                                                                            
Workforce Readiness Co-Chair............................................907-269-3587

Molly Webb, MBA, PHR,                                                                                            
Government Affairs Director...............................................907-263-5541

Latasha Evans, PHR, College Relations Director................. 907-632-4428

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

Shara English, MHRM Education & Certification                                                       
Co-chair .............................................................................. 907-644-6575

Karen Zemba, SPHR, SHRM Foundation Director...............907-350-1672

Stephanie Watson, SHRM Foundation Co-Chair................ 907-569-9599

COMMITTEE S

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

Bonnie Dorman, Programs Chair........................................ 907-244-4383

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

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

Jordan McCollum, PHR, Public Relations Chair.................. 907-306-6167

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

Xavier Frost, PHR Webmaster............................................ 907-334-8322

Christine Hopkins, SPHR, GPHR, Co-Webmaster............... 907-223-6077

Kira Debus, PHR, Sponsorship & Exhibitor Co-Chair.......... 907-988-8679

Jessie Giamona, SPHR, Sponsorship &                                                                
Exhibitor Co-Chair................................................................907-261-3547



14

Teresa Brand Sharpe, PHR, President/Membership Chair..... 907-458-5740

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

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

Shelly Hall, VP Programs...............................................................................

Willow Bowen, SPHR, Secretary........................................... 907-459-2027

2014 Northern Alaska Chapter  
Board Members

Ù

Reach your target audience a�ordably.

advertise get results

DANI GORDEN Advertising Sales 855.747.4003 dani@thenewslinkgroup.com

Sonya Conant, SPHR, President..............907-861-8432 | 907-814-3864
Stephanie Atkinson, PHR, Secretary..................................907-352-1200
Violet Mills, Treasurer........................................................907-352-1200
Kelli Lee, Communications Director
Vacant, Legislative Director 
Tammy Parkhurst, Workforce Readiness Director ...........907-861-8551
Alice Williams, PHR, College Relations Director ............... 907-761-1302
Stephanie Vitt, Membership Director .............................. 907-861-8007
Gary Richardson, PHR, Programs Director ........................907-351-5693
Vacant, SHRM Foundation Director

2014 Matsu Valley Chapter  
Board Members



907-222-7612

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

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 environ-
ment for their employees.  We provide high quality, convenient, market 
competitive medical, occupational health, drug and alcohol, training 
and safety services to all size employers.  Our focus is on providing 
comprehensive professional services to organizations requiring assis-
tance 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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