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The Alaska Society for Human Resource Management is proud to 
present COUNCIL PROSPECTOR as a benefi t of membership in the 
Associa  on. 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 Communica  ons 
Group. Any legal advice should be regarded as general informa  on. 
It is strongly recommended that one contact an a  orney for counsel 
regarding specifi c circumstances. Likewise, the appearance of adver  s-
ers does not cons  tute an endorsement of the products or services 
featured by Media Communica  ons Group.
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 5  Thanks for Your Support
If you did not have the opportunity to attend this year, we sure hope you will consider 
attending next year’s conference, to be held in Chicago.

 5   Second Year in a Row WBU Student Chapter Receives   
 Superior Merit Award

For the second year in a row, the Anchorage Campus, Wayland Baptist University, Student 
Chapter 5583 for the Society for Human Resource Management received the Superior 
Merit Award for school year 2011-2012.

 8  There’s an App for That
Apps are completely changing the way HR does business. If social networks are every-
where, the smart money has to take that into ac count.

 11  Want to Win the Wellness Game?
For many employers, wellness has become a no-brainer. The challenge, many employers 
discover, is getting employees on board and keeping them on the right track.

 12 Top Five Ways to Reduce Health Care Premiums
If you’re going to provide this benefi t for your employees, you’ll want to get control of 
what it costs.

 12 Bigger Changes May Be in Store for FSAs
A recent IRS clarifi cation regarding contribution limits for some health fl exible spending 
accounts (FSAs) comes at a time when the agency and Congress are seriously rethinking 
some of the other constraints to the accounts.

 14 Human Resource Leaders are Diversity Champions
In reality, Human Resource (HR) professionals are organizational leaders who serve as 
role models and change agents.   In addition, many HR leaders also serve as “diversity 
champions.”

 15 The Rainbow Nation
Being self-aware and knowledgeable that culture plays a role in any interactions we have 
with people, whether the individual is Alaska Native or non-Native will help us to develop 
into stronger leaders.

 18 Shaping the Future of HR!
Your fi nancial support is vital to ensure that the SHRM Foundation can continue this 
important work. Donate today!

 18 ASHRM Receives Award!
The Anchorage chapter received the Director’s Certifi cate of Appreciation Award from the 
Department of Labor. This is quite an honor for ASHRM and the many volunteers who 
helped make this happen!



The men and women of the Guard and Reserve depend on their  
military units, families, and employers for support. Whether serving  

our country or supporting those who do...  We All Serve.

THEIR COMMITMENT KNOWS NO BOUNDS

NEITHER SHOULD OURS

Alaska Committee ESGR joined by Alaska Governor Sean Parnell, signing an employer Statement of Sup-
port. Pictured are, Charlie Smith ESGR, Dick Dau ESGR, Chris Nelson ESGR, and Gov. Sean Parnell. Photo-
graph taken by Bob Anderson, ESGR

WWW.ESGR.MIL   1-800-336-4590

ESGR DEVELOPS AND PROMOTES A CULTURE IN 

WHICH ALL AMERICAN EMPLOYERS 

SUPPORT AND VALUE 
 THE MILITARY SERVICE OF THEIR EMPLOYEES.

EMPLOYER SUPPORT OF
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Thanks for Your Support

T his article was written during the SHRM Annual Conference. It was great to see a 
good size group from Alaska visiting Atlanta, and to see several members attending 
the conference for the first time and of course several “old-timers” at this type of event. 

Regardless of how many times you attend these annual conferences, the result is always the 
same: awe at the 700 volunteers that make the conference possible, the 13,000+ conference 
attendees representing over 80 different countries, the more than 200 concurrent sessions, 
over 700 exhibitors and much more! This is truly “the” place to be every June. If you did not 
have the opportunity to attend this year, we sure hope you will consider attending next year’s 
conference, to be held in Chicago.

Everyone I talk to expresses a similar experience when being at events like this – you get to-
tally renewed by listening to the cream of the crop share best practices not only in the US but 
around the world, get exposed to the large variety of products and services relative to HR that 
in some cases leave you speechless with the way in which technology is now being used, and 
more than anything, being around people that love the exact same thing that we all do – HR!

In the SHRM Conference Daily that is distributed to conference attendees, it was rewarding 
to see the following recognition to Alaska for SHRM Awards:

Thanks for Your Support | continued on page 6

Alaska SHRM State Council message
Pa  y Hickok, SPHR, GPHR

Second Year in a Row WBU Student 
Chapter Receives Superior Merit Award

For the second year in a row, the Anchorage Campus, Wayland Baptist Univer-
sity, Student Chapter 5583 for the Society for Human Resource Management 

received the Superior Merit Award for school year 2011-2012.  The Society for 
Human Resource Management (SHRM), headquartered in Alexandria, Vir-
ginia, nationally recognizes Student Chapters who demonstrate exceptional 

contribution to the profession of Human Resource Management.  

The superior merit award recognizes a Student Chapter for outstanding contribution in 
three broad human resource (HR) activities:  1) contribution of the Student Chapter to local 
professional HR activities; 2) contribution of the Student Chapter in support of SHRM; and 
3) contribution of the student chapter in community support activities.  

The chapter leadership team of Jeff Lafferty (president), Jeanne Fox (vice-president), Patrice 
Chandler (treasurer) and Brittany Sogge (secretary) guided and directed chapter members 
towards completing the chapter’s 2011-2012 goals.  This award acknowledges the chapter’s 
exceptional leadership team and chapter members, and highlights chapter members’ commit-
ment to the profession of Human Resource Management, to the Anchorage SHRM Chapter, 
to the local community, and to the Wayland Baptist University, Anchorage Campus student 
body.  Congratulations!  
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REACH YOUR TARGET 

AUDIENCE AFFORDABLY
Find out how targeted advertising can produce real, 

measurable results for your organization.

Lori Stoddard, Advertising Sales
855.747.4003  | lori@thenewslinkgroup.com

ADVERTISE AND 
GET RESULTSJoin One of the Top Chris  an 

Colleges and Universi  es
The Anchorage Campus off ers 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 Administra  on degree

For more informa  on call 907-333-2277
www.wbu.edu

• Alaska SHRM State Council – recipient 
of the 2011 SHAPE Gold Award

• Anchorage Society for HR Management 
– recipient of the 2011 SHAPE Platinum 
Award

• Wayland Baptist University Student 
Chapter – recipient of the Superior Merit 
Award

We continue to make inroads and putting 
Alaska on the map at the national level. We 
are very proud of all our volunteer members, 
both professional and students, and also of 
all of you, the members that continue to 
support our chapters throughout the state. 
Without member engagement we would not 
be able to achieve anything. We continue to 
think of ways in which we can reach out to 
the extensive rural areas in our state. Our 
webinars provide a way for us to share rele-
vant programs that are HRCI pre-approved. 
We are always looking for suggestions from 

all of you with ideas on how we can better 
serve you. You know your communities bet-
ter than anyone else, and we would be happy 
to entertain any ideas you may send our way.

We are now finalizing the webinar lineup for 
the Fall 2012. We encourage you to check 
our website at http://alaska.shrm.org for 
program and registration information. As 
always, our webinars are complimentary 
and HRCI pre-approved. Feel free to share 
with your colleagues or anyone else that you 
believe could benefit from the information. 

Also, don’t forget about the upcoming 
NHRMA Conference to be held in Anchor-
age from October 1-3, 2012. We are currently 
looking for volunteers. If interested, please 
contact Nancy Miller, Volunteer Coordinator 
at nancy.miller@krkmanagement.com. You 
will find more information in a separate ar-
ticle. We hope to see you all there! We know 
our colleagues from Washington State and 
Oregon are already packing their bags to 
come and visit us soon.

We hope you are having a wonderful sum-
mer. Remember we are always available to 
you. Thanks as always for your support and 
commitment to help us continue advancing 
the profession!

Respectfully,

Patty Hickok
Director, Alaska SHRM State Council
hickok_p@yahoo.com

Follow us:
Facebook: /AKSHRMStateCouncil
Twitter: @akstatecouncil
Linkedin: http://tiny.cc/AKLinkedIn

Thanks for Your Support
| continued from page 5
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8 T ablets started as a way to enjoy media, 
but people don’t just want to play; they 
want to work. And, clearly, they also 

want the freedom that comes when they are 
untethered from computers. 

HR departments are finding that all this 
new technology is causing the work world to 
change in many startling ways. If employees 
are mobile, the human resources departments 
are, too. 

SAP announced its plan to acquire Suc-
cessFactors on December 3, 2011. You may 
know that SAP is an independent software 
vendor. If so, you probably also know that 
SuccessFactors manages human capital 
(read: people) by using cloud-based solu-
tions. What is the official explanation for 
the merger? Management at SAP wanted 
to position the company as a power-player 
when it came to the Cloud, which is no 
longer just something you expect to see up 
in the sky when you look up after coming 
out of a building. The Cloud is redefining 
the way people store and access data, and it 
is the reason why people are talking about 
“strong synergies,” “business solutions,” and 

the ever-increasing importance of software 
as a service, or SaaS. This particular acquisi-
tion, therefore, is emblematic of a larger shift 
in the way things are being done. 

The trend is continuing in 2012, and so it’s 
obvious that these changes aren’t something 
you can ignore. Multigenerational work-
forces are increasingly important, because 
the fact is that people are living and working 
longer than they ever have before. When 
you think back a few centuries and consider 
the matter, corporations as we understand 
them today are a relatively recent invention; 
the artificial lifestyle they impose on people 
seems increasingly unnecessary in a world 
where work can be done just about anywhere, 
at any time. 

The expectation, especially on the part of 
younger employees, is that employers would 
do well to cultivate a certain amount of f lex-
ibility. In this particular case, it just isn’t that 
hard for an employee to find something else to 
do; and in a world that rich with so very many 
business opportunities that didn’t even exist 
a few years ago, the fact is that big employ-
ers are not the only game in town anymore. 

There’s an 
App for That

Susan Morgan, The newsLINK Group

The Great Recession made it necessary for 
many companies to pull back sharply just 
to stay in business. But now that the U.S. 
seems to be hesitantly moving on to the next 
phase of things, HR managers are ready to 
play catch-up with respect to the new cloud 
technologies that are being offered. It’s a 
lot easier, faster, and cheaper for people to 
adopt a pay-as-you-go, cloud approach than 
to pay annual maintenance fees after buying 
permanent program licenses, and that is as 
true for an HR department as it is for any 
other organization. 

Many HR companies are ready to spend on 
HR technology. For example, IDC’s HR, tal-
ent and learning strategies program director 
Lisa Rowan has a prediction about HR giant 
Global HCM, which is based in Australia but 
also conducts business in the U.S., the United 
Kingdom, South Africa, Singapore, Hong 
Kong, Egypt, Saudia Arabia, and New Zea-
land: after beefing up its spending in 2011, she 
thinks Global HCM is just getting started. In 
2015, she expects to see Global HCM spend 
$8.1 billion on HR technology. IDC should 
know; it provides market intelligence, among 
other things, so managers can make decisions 

If you go to the Apple web site, you can see 
Apple’s boast that it has over 500,000 apps for 
the iPhone. That’s not the only technology to 

keep an eye on, though.
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based on facts that IDC nails down for them. Lisa Rowan in particular 
was recognized in April 2012 as one of the most powerful experts in 
the world when it comes to HR technology. 

Another expert, Steve Boese (www.steveboese.com) thinks things 
are going to speed up even more. Among other things, he is the 
host of “HR Happy Hour,” a twitter chat, and is the director at 
Oracle for Talent Management Strategy. He sees HR apps as 
being key when it comes to being competitive because it will 
increase the ability of HR departments to move faster and use 
their resources better. 

HR departments are also developing social media policies that try to 
satisfy the competing demands of employee freedom and company 
safety. It’s a difficult thing to do; ignore the company’s needs, and you 
are left open to lawsuits and confusion. Adopt a too-draconian policy, 
and you can experience embarrassment when your employees rebel 
and the court system slaps your hand or worse. Some managers have 
lost their jobs over bungled opportunities in this brave new world of 
social media. It’s a good idea to step carefully. 

On www.workforce.com, Michelle V. Rafter identif ied what 
she thought would happen in 2012 as far as HR technology is 
concerned. With the year more than half gone, her analysis still 
seems spot on: 
• Smart phones and tablets are going to be used increasingly in 

the HR workplace. The idea of being mobile is continuing to 
dazzle. 

• The momentum for cloud-based and mobile applications is 
building as software provides solutions for HR in areas such as 
hiring, managing field-service crews, managing the department 
itself, and payroll. Those who aren’t ready to buy today will do 
so in the not-so-distant future. 

• Knowing the right person has always been the best way to get 
a job. It still is, but now companies can also use Facebook, 
LinkedIn, and Twitter to help them find candidates. Social 
media specialists can help with recruiting. 

• Companies will have to develop realistic and pragmatic 
policies for social media and mobile devices. Those policies 
will have to be reasonable and respectful, because if they 
aren’t, younger employees are likely to find or make other job 
opportunities for themselves. 

• If employees can work anywhere, that’s exactly what they will 
want to do. A virtual workplace is going to be increasingly 
standard. The same is true for being able to see and speak with 
someone who might be physically across the world from you, 
which will have an effect on everything from hiring to managing. 

• As budgets loosen up, HR departments are going to spend, but 
they will spend on technology they think will give them that 
competitive edge. More than that, they’ll want to analyze how 
successful their strategies are, so they’ll want to collect the data 
that will tell them. 

• More companies will merge in order to get the necessary 
technical credibility. 

• Most people hate performance reviews, and with cause. 
Companies are going to experiment a little to see whether other 
methods would be more effective, such as using online rewards 
and recognition systems instead. 

And just what are the hottest apps to date? David Zielinski, a business 
journalist in Minnesota, took a stab at that one. For example, Zielinski 
identified apps to help HR with recruiting, such as the following: 
• SocializedHR.com combines information from resumes and 

a candidate’s online Internet identity to help managers decide 
whether someone is a good fit for a job.

• JobSpeek allows managers to record short job descriptions that 
appear on more than one job search engine.

• Jobvite is a subscription-based use of social networks and 
referrals to invite and track applicants. 

• Talco Radar creates a mobile-based talent marketplace, using 
GPS technology, for iPhone and iPad users. 

• mResources uses text messaging as a tool for finding candidates, 
arranging interviews, and analyzing the success of the entire 
process. 

He then identifies mobile apps for vendors, and a miscellaneous as-
sortment of other useful apps:
• Peoplefluent’s Workforce Explorer and Rypple are both apps 

that help managers evaluate employee performance. Rypple 
takes a slightly unconventional sense in that it is feedback based 
and encourages managers to coach employees one-on-one. 

• Kronos Workforce Mobile and Vortex Mobile Connect are two 
separate apps that each help manage time-and-attendance on 
both sides of the managerial fence. TimeStation is the mobile 
equivalent of a punch clock for mobile employees. Even the U.S. 
Department of Labor has an app called timesheet so employees 
can use their smartphones to track their own hours, including 
time spent on break or working overtime. 

• HR Concepts Mobile Benefits helps workers track information 
about their f lexible spending and health savings accounts. 

• Kenexa 2X Mobile is a free app for licensed users of Kenexa, 
transforming its system for tracking applicants into a mobile 
version that can go on BlackBerry, iPad, and iPhone. 

• ADP’s Run Mobile Payroll Solution takes payroll and makes 
it mobile, but doesn’t store personal information on the mobile 
device being used. 

The list goes on:
• SuccessFactors’ BizX Mobile helps people find in-house experts 

by using a mobile organization chart. 
• Acquire InSight offers a broad range of analysis tools. 
• EverNote helps people track a wide variety of Internet 

information on a mobile phone. 
• Monster’s BeKnown and Glassdoor, which are two job-search 

Facebook apps, take advantage of social networking. 

Apps are completely changing the way HR does business. If social net-
works are everywhere, the smart money has to take that into ac count. 
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NHRMA Conference – Are you Ready?
The 2012 Northwest HR Management Association Conference is literally around the corner. October 1-3 will 
be here before you know it! We are excited to be hosting this conference in Anchorage this year, and hav-
ing our colleagues from Washington State and Oregon come up to visit our beautiful state. We know you 
all Alaskans will help us welcome them with open arms as you are also an integral part of this conference!

If you haven’t registered yet, below are some tips called “Making the Case to Your Supervisor.”

Harsh economic times have caused many professional development budgets to be reduced considerably. 
Regardless of the merits of the NHRMA 2012 Conference & Tradeshow (and we think there are many!), you 
may need to justify your attendance to your supervisor. 

Here are some things you will want to consider:
• Focus on the specifi c information that you will be able to bring back to your organization.
• Offer to prepare and deliver a presentation for your colleagues to share what you learned and the 

resources you have discovered. Therefore, others will get the benefi ts of your attendance as well.
• If you need Recertifi cation Credits, remind your supervisor the NHRMA 2012 Conference is a great 

way to earn HRCI credits. You can earn up to 11.75 General Hours, 3.75 International Hours or 10.5 
Strategic Hours.

• Explain what your plans are regarding how your projects/tasks will be taken care of while you are 
away.

• Offer to share a hotel room to reduce expenses.
• Be sure to check out the registration rates and register early to save your company money.

If you want to see a “Sample Letter to Supervisor” visit our website at http://www.nhrmaconference.org 
and go to the Registration tab.

If you have questions, please contact the conference co-chairs, Patty Billingsley at pattyb@harborent.com 
or Patty Hickok at hickok_p@yahoo.com | Check our website at www.nhrmaconference.org
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For many employers, wellness has become a no-brainer. The 
challenge, many employers discover, is getting employees on 
board and keeping them on the right track.

The solution, experts say, is to keep employ-
ees informed and keep it fun.

“The goal of wellness workplace programs 
is to improve health and slow health care 
costs,” said Amy Gallagher, wellness expert 

with Cornerstone Group in Warwick, R.I. 
“And to get there, a clear communication 
strategy is a must.”

Gallagher noted in a recent blog post on 
GoLocalProv that employers need to be ag-

gressive and proactive when promoting their 
programs.

“Don’t be shy when rolling out a wellness 
program; make it an event,” Gallagher wrote. 
“In a kick-off meeting, position the program 
as an employee benefit the employer fully 
supports and be sure to involve leadership.”

Gallagher also suggested discussing the impor-
tance of wellness with employees and clearly 
defining the activities and expectations.

Once the program is rolling, employers 
should consistently remind employees of 
the initiative and provide online portals 
and tools to boost participation. Like any 
activity, it’s more fun when it’s a game. 
And wellness is no exception, according to 
Limeade Inc.’s Henry Albrect in a recent 
Society for Human Resource Management 
report. In the article, Albrect noted that 
while employers may want to be aggressive 
with their programs, securing buy-in from 
employees and making participation volun-
tary will generate better results. 

“Traditional wellness programs often fail to 
achieve lasting change using a heavy-handed 
reliance on high incentives to drive goals 
passed down by the company,” Albrect wrote. 
Programs that rely on games that appear to 
serve the participants’ interests — not the 
company’s — tend to fare better, he noted. 
Also, social games — contests that involve 
people with whom workers already interact 
and know — can be particularly effective, 
he said.

Like any game, the players — not just the 
employer — will want to know the score, 
wrote Gallagher of Cornerstone, a Member 
Firm of United Benefit Advisors.

“After a cycle of activities is completed, be 
sure to report back to employees on progress 
and results. Share where the population 
health risks are, how future activities and 
participation will help reduce them and any 
new program goals or offerings. Don’t forget 
to survey employees to gauge their satisfac-
tion with the program — perhaps the most 
important result of all.”  

 Want to Win the 
Wellness Game? 

Start with Good Communications 
and Fun
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I t’s guaranteed that every company out there is looking for ways 
to save money on their health insurance premium.  It’s been said 
that health insurance is expensive but no health insurance is even 

more expensive.  So, if you’re going to provide this benefit for your 
employees, you’ll want to get control of what it costs.  Here’s a short 
list to help you get started making a dent in your premiums.

Be healthy:  This sounds like a no brainer, yet so many people in 
the United States are inactive and eat an unhealthy diet.  Employers 
who pay for a portion of this valuable benefit have an obligation 
to remind, encourage and educate staff.  Then everyone can do 
their part; things like getting regular checkups, understanding 
how health choices impact everyone’s cost and then choosing 
appropriately, putting healthy foods in the vending machine and 
encouraging everyone to move their bodies.

 Get the right plan: Plans are not all created equal and the cheap-
est plan doesn’t always save you money.  Understand the needs 
of your employees and then educate them on how to leverage the 
benefits you provide.  For example, if you offer a health savings 
account (HSA) does everyone understand how it works and what 
the deadlines are?  Do you have a prevention program built into 
your plan and do your employees take advantage of it?  Look for 
ways to customize your plan to fit your group.  When it fits right, 
you receive greater value for your dollar.

 Research: If medical treatment is necessary but not an emergency, 
take the time to research it.  There are often large disparities between 
the charges of service providers and hospitals.  It can take a lot of 

Bigger Changes May 
Be in Store for FSAs

A recent IRS clarification regarding con-
tribution limits for some health flexible 
spending accounts (FSAs) comes at 

a time when the agency and Congress are 
seriously rethinking some of the other con-
straints to the accounts.

In late May, the IRS released a notice that 
clarified that the $2,500 annual contribu-
tion limit to FSAs that was imposed by the 
Patient Protection and Affordable Care Act 
(PPACA) is effective for plans that begin in 
2013 — meaning noncalendar-year plans in 

2012-2013 do not have to comply, according 
to a post on the E is for ERISA website. 

That change, however, may do little good 
for proactive employers with noncalendar-
year plans that already made adjustments. 
The notice does not contain guidance about 
changing the contribution limit midyear, so 
it appears that employers that made changes 
to the contribution limits at the start of the 
2012-13 plan year must stick with them, 
according to ftwilliam.com, a division of 
Wolters Kluwer.

This adjustment could be the first in a num-
ber of significant changes to rules governing 
FSAs. The IRS is considering a change to the 
“use-it-or-lose-it” rule, which requires partici-
pants to spend their FSA balance annually 
or lose the money, according to a report in 
Business Insurance. The report notes that the 
IRS acknowledges that the cap under PPACA 
“limits the potential for using health FSAs to 
defer compensation,” and so a rework of the 
use-it-or-lose-it rule likely is due.

Top Five Ways to 
Reduce Health 
Care Premiums

Bigger Changes | continued on page 13
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•  Professional Benefits 
Consultants  

•   Superb Client Services  
• Customized Approach  
•   Human Resources Guidance 
•   Wellness Plan Consultation
•   Alaskan Owned and Operated

Comprehensive benefit solutions
for Alaskan businesses statewide

Make Our Benefits Group  
Part of Your HR Team!

We’ve got the experience you can count on and the advice you can trust.

Call us today at (907) 263-1401
Visit us online at www.northrimbenefits.com

Products offered by Northrim Benefits Group are: NOT FDIC INSURED  
* NOT A DEPOSIT OF OR GUARANTEED BY NORTHRIM BANK * MAY LOSE VALUE * NOT INSURED BY ANY FEDERAL GOVERNMENT AGENCY

time, energy and know how; but, this is where an advocacy service 
through your Advisor can pay for itself by saving your employee time 
away from work and save your health care plan from unnecessary 
costs.

 Audit: Look through your list and verify that everyone on your 
health care plan is eligible.  Sometimes dependants who have aged 
out or had qualifying life events should have been dropped but 
weren’t.  It is just paperwork after all and paperwork gets misfiled 
all the time.  This takes time to do but can pay big dividends if 
your roster has people that don’t belong.  Additionally, when it 
comes time for renewal it’s important to let your Advisor know if 
any high risk individuals have dropped from the plan.  Make sure 
health information flows both ways.

 Hire the right people: Hiring people who have a positive attitude, 
a good work ethic, and are team players make maximum contribu-
tions to your bottom line in multiple ways, including this one.  A 
lot can be said for the staff person who can motivate others and 
think optimistically.  These are traits of healthy people, regardless 
of their body type or whether or not they run marathons.  

The U.S. House of Representatives also is stepping into the debate, as 
legislators recently passed a bill that would ease the use-it-or-lose-it 
rule, according to Business Insurance. The House bill allows work-
ers to withdraw up to $500 in unused balances from the accounts, 
although the funds would be taxable.

The bill also abolishes an unpopular rule that restricts the purchase 
of over-the-counter medications with FSA money. Under the PPACA 
rule, tax-advantaged health accounts, including FSAs and health sav-
ings accounts, cannot be used to purchase over-the-counter medica-
tions without a prescription. The bill strikes that provision from the 
law, the Business Insurance report said.

However, the Obama administration already has pledged to veto 
the bill if it makes it through the Senate because the legislation also 
would eliminate a tax on makers of medical devices — a tax that the 
administration sees as vital to funding the health care reform law, 
according to a Workforce online report.  

Bigger Changes | continued from page 12
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As Human Resource professionals, we 
frequently find ourselves as the “gate-
keeper” for the organization’s culture. 

We’re tasked with ensuring our employment 
practices are in compliance with the laundry 
list of workplace laws. We’re often so busy 
with our day-to-day tasks that we forget the 
people associated with the tasks.  

In reality, Human Resource (HR) profession-
als are organizational leaders who serve as 
role models and change agents.   In addition, 
many HR leaders also serve as “diversity 
champions.”   

Do you know if you are a “diversity cham-
pion?”   The Magazine Publishers of America 
(MPA) lays out the qualities of a diversity 
champion and indicates that these individu-
als “act as catalysts for diversity” serving as 
a role model. The MPA further indicates that 
diversity champions capitalize on the best each 
person has to offer and they “invite, encourage 
and inspire organizational excellence.”  

How many of the following qualities 
describe you?  
Diversity Champion

  Promotes fairness in the workplace
  Recognizes cultural differences
  Treats others with dignity and respect
  Encourages teamwork
  Is consistent in what (s)he does and says
  Challenges conventional thinking
  Creates a positive work environment
  Places high value on diversity and 

fairness
  Removes barriers that hinder progress
  Empowers people to achieve potential

Source: http://www.magazine.org/diversity/managing/8488.aspx

As you read the list, you’ll see that many of 
these qualities mention being respectful and 
include the willingness to work with diverse 
or different views.  

When talking about diverse or cultural dif-
ferences, where does one begin the conver-
sation?  For those of us who work or live in 

Alaska, talking about Alaska Native cultures 
is a good place to start.  

According to Loren Anderson, from  the 
Alaska Native Heritage Center, there are elev-
en distinct cultures, speaking eleven different 
languages and twenty-two different dialects.  
They are grouped into five geographic/lin-
guistic groups:  Athabascan, Yupik/Cupik, 
St. Lawrence Island Yupik/Inupiaq, Aleut/
Alutiiq, Eyak/Tlingit/Haida/Tsimshian.  

It’s important to note that each of these 
cultural groups is distinct and quite unique.  
Although you might attempt to research the 
cultures, region by region, firsthand experi-
ences will more assuredly prepare you to 
understand the nuances of these amazing 
Alaska Native cultures, and for that matter, 
any culture.  

As an introduction to “Alaska Native Cul-
tural Values,” take a look at the list provided 
here shared by Roy Corral and Will Mayo.   

Alaska Native Cultural Values:

• Show Respect to Others – Each Person Has 
a Special Gift

• Share what you have – Giving Makes You 
Richer

• Know Who You Are – You Are a 
Reflection on Your Family

• Accept What Life Brings – You Cannot 
Control Many Things

• Have Patience – Some Things Cannot Be 
Rushed

• Live Carefully – What You Do Will Come 
Back to You

• Take Care of Others – You Cannot Live 
without Them

• Honor Your Elders – They Show You the 
Way in Life

• Pray for Guidance – Many Things Are Not 
Known 

• See Connections – All Things Are Related

Sources:  Alaska Native Knowledge Network http://www.ankn.
uaf.edu/ANCR/Values/index.html

Alaska Native Ways: What the Elders Have Taught Us by Roy Corral 
and Will Mayo

Isn’t it interesting that within this list of 
Values, we again find mention of respectful 
behavior?

Human Resource Leaders 
are Diversity Champions

Anne Sakumoto, PHR, Diversity Director, Alaska SHRM State Council
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The Rainbow Nation

S outh Africa is ultimately a multifaceted nation. Its many 
people, languages and cultures have experienced a turbulent 
history that seemingly turned the corner in the early nineties 

with the end of apartheid. The government’s goal since then has been 
to end racial discrimination and develop a unique identity based on 
being South African rather than anything else. Although work has 
begun, the dream of a “rainbow nation” remains difficult to realize.

As a result it is difficult to impart advice on how to interact with 
“South Africans” due to there being no real representative of a true 
“South African” other than a member of the white Afrikaner, black 
African, Indian, Cape-Malay and other communities. To add to the 
complexity there are also marked differences between rural and 
urban dwellers. Speaking on general terms those in rural areas are 
seen as outgoing yet conservative while those in the cities are more 
flexible in thought but often more concerned with material wealth.

In addition to the multiple cultures there are also numerous lan-
guages spoken in the country. The government officially recog-
nizes 11 languages: Afrikaans, English, Ndebele, Pedi, Shangaan, 
Sotho, Tsona, Tswana, Venda, Xhosa and Zulu. However the for-
eign visitor need not worry as English is the language of commerce. 

Meeting & Greeting
There are as many ways of greeting one another as there are 
cultural groups in South Africa. However, when dealing with 
foreigners the default approach is to shake hands. Some women 
may not shake hands and merely nod their head. A simple nod 
back accompanied with a smile is all that is needed.

People are, on the whole, fairly relaxed and informal in the busi-
ness environment; when meeting people it is considered good form 

to engage in some personal dialogue based around one another’s 
health, family, leisure time or sport. Getting straight down to 
business and rushing through these social niceties marks you as 
ill-mannered and may cause you to be perceived as uninterested.

Business cards are normal practice but little ceremony surrounds 
their exchange. The usual rules apply, i.e. treat the card with 
respect and store away properly rather than in a pocket. A short 
comment on the card is also polite.

Business Meetings
Appointments should be made for meetings through the normal 
channels. It is often difficult to schedule meetings from mid De-
cember to mid January or the two weeks surrounding Easter, as 
these are prime vacation times.

Initial meetings are often but not always used to establish a rapport. 
Most meetings will start with some small talk but move swiftly to 
the business at hand. Come prepared and if possible send an agenda 
ahead of time to give your counterparts an idea of what you want to 
address. However, note that agendas are not seen as rigid in South Af-
rica; people will digress and come back to issues in a circular fashion.  
If making a presentation, keep it precise. Decisions are made on 
facts and figures rather than intuition or anything else intangible. 
Present your business case with statistics and case studies, includ-
ing charts and graphs.

Although the majority of businesses work in English, there may 
be occasions where having materials translated into Afrikaans 
could make a good impression, especially if you are working with 
an Afrikaans company in areas like Bloemfontein or Pretoria.  
source: http://www.kwintessential.co.uk/etiquette/doing-business-south-africa.html

 GLOBAL HR TIDBITS | Patty Hickok, SPHR, GPHR

If you carefully think back on your service as a Human Resources 
professional, it’s likely that you’ve touched one or more lives in a very 
respectful, positive and life-changing way.  Consider what you do and 
what impact you’ve already had on your workplace.  Then consider 
what more you can do to effect change in your organization.

We do our profession justice by being respectful and patient with 
behaviors we don’t quite understand or which appear to be different 
than our own cultural values.  Being self-aware and knowledgeable 
that culture plays a role in any interactions we have with people, 
whether the individual is Alaska Native or non-Native will help us 
to develop into stronger leaders and yes, into “diversity champions.”  

This is true whether that be in the workplace or in the villages as we 
travel into the regions.  

Learning about others’ culture, finding joy in the similarities and 
valuing the differences will strengthen our core values of integrity 
and compassion, affording dignity and respect.   

A complementary and HRCI pre-approved webinar sponsored by 
the Alaska SHRM State Council is planned for Fall 2012.  Be on the 
lookout for an email coming your way or check our website http://
alaska.shrm.org for registration information on this and other edu-
cational opportunities.  
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OFFICERS

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

Molly Webb, PHR, President Elect ........................................907-350-3461

Heather Kinzie, SPHR, GPHR, Past President .......................907-334-5828
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Jeanne Haave, SPHR, GPHR, Treasurer ................................907-339-6616

Mary Hilcoske, SPHR, CLM, Co-Treasurer ............................ 907-264-4520

Cara Fox Fairbanks, SPHR, CWPM, VP  Membership .........907-336-4884
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K Michael Ward, SPHR, GPHR, Government Aff airs Director .907-277-1616
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Brandi Kirk, PHR, Educa  on & Cer  fi ca  on Director ......... 907-929-9217

Rose Piscio  a, SPHR, Educa  on & Cer  fi ca  on Co-Chair ... 907-777-3489

Karen Zemba, SPHR, SHRM Founda  on Director ................907-777-8226

COMMITTEES

Pa  y Hickok, SPHR, GPHR, Programs .................................. 907-602-5129

Terrie Stark, Hospitality .........................................................907-646-2282

Rob Morris, SPHR, GPHR, Awards & Recogni  on ............... 907-346-2101

Teresa Block, PHR, Community and External Rela  ons .....907-339-8619

Janice Wilson, PHR, Community and External Rela  ons Co-Chair

Dale See, SPHR, Webmaster ..................................................907-271-5758

Chris  ne McAlpine, SPHR, GPHR, Webmaster Co-Chair ...907-868-8204

Available, Public Rela  ons

Pa  y Huston, PHR, Sponsorship & Exhibitor .......................907-339-8613

Chris  na Bloom, AIRS CIR/CDR, PHR, 
Sponsorship & Exhibitor Co-Chair ......................................... 907-301-2364

Sarah Amundson, PHR, Volunteer Coordinator ..................907-646-2282

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, Communica  ons Director ....................................907-273-9215
Marshall Watson, Legisla  ve Director ............................... 907-761-6707
Tamika Ledbe  er, Workforce Readiness Director ............. 907-352-2518
Alice Williams, PHR, College Rela  ons Director .................907-761-1302
Kathy Westco  , Membership Director ..............................907-745-3606
Angela Camos, Programs Director ......................................907-632-4909 
Patricia Von Ah, SHRM Foundation Director....907-276-2515 | 907-339-3434

2012 Anchorage Chapter (ASHRM) 
Board Members

2012 MAT-SU Chapter 
Board Members

Jeanna Wi  wer, PHR, Chapter President .........................(907) 463-7154

Kelly Mercer, PHR, Past Chapter President ........................... (907) 586-0227

Lisa Purves, PHR, Treasurer/Secretary .....................................(907) 790-5154

Michelle Zenger, SPHR, Treasurer/Secretary ........................ (907) 789-8194

Vicki Tomal, Membership/Diversity Chair ....................... (907) 586-9134

Joan Cahill, SPHR, Website/Communica  ons Chair ......... (907) 796-1541

Michelle Zenger, SPHR, Legisla  ve Aff airs Chair ..............(907) 723-2809

2012 Southeast Alaska Chapter 
Board Members
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Kathryn A. Strle, CPA, PHR, President/Membership Chair ...907-459-7512

Sallie Stuvek, SPHR, Legisla  ve Representa  ve .................907-459-1187

Teresa Brand Sharpe, PHR, 
Secretary/Cer  fi ca  on Representa  ve ...............................907-458-5740

Marianne Guff ey, PHR, Diversity Advocate ....................... 907-452-1751
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2012 Northern Alaska Chapter 
Board Members

Are you and your employees looking for 
other choices to Voluntary Benefi ts?

Ask us how we can help.
201 E 54  A ., S  201
A , AK 99518
(907) 770-2800 ( )
(800) 655-6656 (   )
(907) 770-2838 ( )

.
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Shaping the Future of HR!

T he SHRM Foundation is a 501(c)
(3) nonprofit affiliate of the Society 
for Human Resource Management 

(SHRM).  The Foundation is a legally 
separate organization, and is not funded 
by SHRM membership dues. 

The SHRM Foundation is governed by a 
volunteer Board of Directors from the HR 
profession, including academics, practi-
tioners and representatives from SHRM.

SHRM Foundation Vision
The SHRM Foundation is the globally recognized, premier source 
of human capital thought leadership and research.

SHRM Foundation Mission
The SHRM Foundation advances global human capital knowledge 
and practice by providing thought leadership and educational support, 
and sponsoring, funding and driving the adoption of cutting-edge, 
actionable, evidence-based research. 

The SHRM Foundation’s work includes:
• Innovative academic research grants.  The SHRM Foundation 

is a leading funder of HR research.  Over the past three years, 
the SHRM Foundation has awarded more than $1.8 million in 
grants to fund rigorous, original academic research with 
practical implications for HR management practice.

• Scholarships.  The SHRM Foundation awards $170,000 annually 

in education and certification scholarships 
to professional and student SHRM 
members, and doctoral students.
• Educational resources.  The SHRM 
Foundation’s Effective Practice 
Guidelines series makes research findings 
easily accessible to HR practitioners.  The 
Foundation has also created a series of 
educational DVDs for SHRM chapter 
programming, staff trainings, and 
executive education sessions.

The SHRM Foundation is grateful for the generous support of its 
major donors, the HR Certification Institute, the Society for Human 
Resource Management (SHRM) and the J. J. Keller Foundation.  

To fund its programs, the SHRM Foundation conducts an annual 
fundraising campaign.  The Foundation recognizes the generous 
support of the SHRM chapters and state councils, individuals, cor-
porations and others who make its work possible.  

Your financial support is vital to ensure that the SHRM Foundation 
can continue this important work. Donate today! For more informa-
tion, visit http://www.shrmfoundation.org 

Thanks for helping us make a difference and continue Shaping The 
Future of HR! 

The SHRM Foundation Director for the Alaska SHRM State Council is Karen Zemba, SPHR.  If you are interested in donating 
to the SHRM Foundation, please contact Karen by e-mail at karen.zemba@aicllc.com or by phone at 907.777.8226.    

ASHRM Receives Award!
Nancy Miller, SPHR

O n April 19, 2012, the Anchorage chapter 
received the Director’s Certificate of Ap-
preciation Award from the Department 

of Labor. This award recognizes ASHRM’s 
participation in a unique multi-agency part-
nership including the Anchorage School 
District, Department of Labor, the Martin 
Luther King Career Center and other local 
trade partners including Alaska Home Build-
ers Association, Alaska Works Partnership 
and Associated Builders and Contractors.

This award was presented by the Depart-
ment of Labor’s Employment Security Divi-
sion Director, Paul E. Dick in recognition 
for ASHRM’s outstanding and unwavering 
commitment to the Youth Job Center and 
preparing youth for future success. This is 
the first time this award has been presented 
to someone outside of the Department of 
Labor. This is quite an honor for ASHRM 
and the many volunteers who helped make 
this happen!  
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907-222-7612

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

rt

ting

OCCUPATIONAL HEALTH 
AND SAFET Y SERVICES

Beacon was developed with your business in mind. From on-site requirements and examina-
tions 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 
competitive medical, occupational health, drug and alcohol, training 
and safety services to all size employers.  Our focus is on provid-
ing comprehensive 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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