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Save the Date for the Rest of San Diego 
SHRM’s 2015 Programs! 

It’s hard to believe that we are nearing the end of 2015.  San Diego 
SHRM has three great programs left on the calendar this year and we 
want to make sure you attend each one.

October 21, 2015 “Critical Tax Information for 
ACA: What You Should Be Doing Now”:  
This timely and practical program will help you report to the IRS medical coverage offered 
to your employees by no later than February 1, 2016.  Under new IRS rules for the Affordable 
Care Act, certain employers are required to file detailed reports regarding employee health 
benefit coverage.  Be prepared by attending this program on October 21, 2015 at the 
Hilton Mission Valley from 11:30 a.m. to 1:30 p.m.   
REGISTER HERE. 

November 16, 2015 “Ignite Your Membership”:  
San Diego SHRM is proud to present our first ever “speed networking” event.  Our event has a 
special twist, however.  Rather than spending your time solely networking, we are giving you 
the opportunity to network and provide information to help San Diego SHRM maximize your 
membership benefits.  For more information on the program, check out Peter Kane’s article 
on page 13.  Mark your calendar to attend the event on November 16, 2015 at the Hilton 
Garden Inn San Diego from 4:30 p.m. to 7:30 p.m.   
REGISTER HERE. 

December 16, 2015 “Holiday Mixer”:  
Don’t miss San Diego SHRM’s annual holiday mixer.  As usual, we will have door prizes, 
holiday cheer and tons of opportunity to network with other HR professionals.  This year’s 
event is December 16, 2015 at the Hyatt Regency Mission Bay from 7 to 7 p.m.  
REGISTER HERE.  for more information. 

Don’t miss the chance to network with other HR professionals at these great events.  I hope 
to see you at least one of them. If you want to connect before then, feel free to drop me a 
note at brenda@kasperfrank.com if you have questions about SHRM membership on the 
national or local level.  I’d love to connect with you.

http://www.sdshrm.org/events/event_details.asp?id=593827&group=
http://www.sdshrm.org/events/event_details.asp?id=593828&group=
http://www.sdshrm.org/events/event_details.asp?id=593831&group=
mailto:%20brenda%40kasperfrank.com?subject=
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New Members
Welcome to all of our new 
San Diego SHRM members 
since September 1! 

Evan Berrett, ON THE MARK

Ruben Casillas Jr. 

Severa Cavazos, Silvergate Bank

Tracy Davis, Family Health Centers of  
San Diego

Orvilyn Frey  

Alice Hamilton  

Charity Kooba, Technologent

Gordon MacMorran, PeopleFluent

Michelle Mehrara, Silvergate Bank

Jazmine Mercado, SHRM SDSU

Cynthia Molina, Silvergate Bank

Marcia Nordstrom, PB Redell, Inc

Christopher O’Callaghan, LEGOLAND 
California Resort

Sarah Pasek, San Diego County Credit Union

Alexandra Saba  

Catalina Saldana  

Christina Tapia, Wilson Turner Kosmo LLP

Trish Taylor, Mor Furniture For Less, Inc.

Natalie Webber  

Monica Williams, Paragon Services Janitorial

Yunyi-Silvia Zhou Liu 

Meet Your 2015 Board 
of Directors

News from the Workforce  
Readiness Committee
Jennifer Dar, VP of Workforce Readiness

Jennifer Dar, VP of Workforce 
Readiness

Jennifer Dar is currently an Employment Specialist for an HR firm in San Diego 
that offers payrolling and HR administration to companies in the U.S. and 
Canada. In this role, she is responsible for onboarding new employees for 
clients and acts as the employee-client liaison during the hiring process. A 
recent graduate, she was the Spring 2015 President for the student chapter 
of SHRM at San Diego State University, and her involvement in the student 
chapter sparked her interest in the field of Human Resources. Jennifer is on  
the Board of Directors for San Diego SHRM as the VP of Workforce Readiness, 
in which she designs ways to connect employers with talent through 
structured programs. Jennifer hopes to obtain her Masters in Industrial/Organization 
Psychology in the near future. 

The San Diego SHRM Workforce Readiness Committee is tasked with creating programs to help 
those in the job market find opportunities that fit their needs and to connect employers in San 
Diego with talented and qualified potential employees. 

One of the ways in which the Workforce Readiness Committee achieves these objectives is through 
our HR Transitions Workshops that meets twice a month. The purpose of these workshops is to 
build job search skills, network, and provide support to HR professionals in transition. Each session 
is facilitated by an HR professional to cover specific job search topics, such as how to prepare for 
an interview, and how to write a stellar resume. The workshops also provide a great way for in-
transition professionals, and those individuals at the beginning stages of their careers, to build their 
professional networks.

The Workforce Readiness Committee has been hard at work preparing for this year’s Workplace 
Strategies Conference that took place on September 16.  The conference included two programs 
specifically designed to help those on the job hunt. The committee held a panel discussion in 
which attendees were given tips on how to transition their careers into HR, and hosted a guest 
speaker, Lauren Goodson, President of Cornerstone Recruitment Group, who presented valuable 
information on creating a personal brand and networking effectively.

If you are in the job search and want more information on how the Workforce Readiness Committee 
can help you, or if you would like to volunteer and get more involved with helping in-transition and 
career-entry HR professionals, please visit us at www.sdshrm.org or email info@sdshrm.org!
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Meet Ryan Prout
San Diego State University SHRM Chapter 
President and Veteran
As part of San Diego SHRM’s Workforce Readiness Veteran and 
Student In Transition outreach, we asked the President of San Diego 
State University’s student SHRM chapter, Ryan Prout, also a veteran,  
how he came to transition from the military, to SDSU’s School of 
Business, to SHRM SDSU President.  

What was your area of specialty in the military? 

First, I want to thank Ann Wilson for giving me an opportunity 
to share my transition story. I served in the Navy as a hospital 
corpsman from 2007 to 2012. Our enlisted specialty is the only 
Corps in all the military branches. We serve as medical specialists 
working in hospitals, aboard ships and are also attached with 
Marine Corps units.

When, where and for how long did you serve? 

After training, my first duty station was in San Diego in the Naval 
Medical Center from 2008 to 2010. I was fortunate to work for a 
very demanding and mentally challenging Intensive Care Unit. We 
worked 12 hour shifts, switching from dayshift to nightshift every 
two months. The unit required complex thinking and constant 
communication with nurses, doctors and patients. As a young guy, 
it really sparked my interest in the medical field, and I considered 
becoming a radiologist.

I was then stationed in the Marine Corps Air Station, Iwakuni, 
Japan from 2010 to 2012. Our medical detachment was with 
a Marine Wing Support Squadron, working as a Company 
corpsman in charge of an Engineer Company of over 60 Marines. 
I had responsibility for creating their health records, creating 
health assessments, scheduling dental exams and hearing tests, 
administering immunizations, being on top of their medications, 
and scheduling visits with our medical officer. 

After a year with the engineers, I was chosen by another Medical 
Officer to be a Leading Petty Officer which is normally given 
to an E-6. I was only an E-4, but I gladly accepted the task. 
So I had to leave the engineers and reacquaint myself with a 
new group of 150 Marines in an F-18 jet squadron. I had two 
juniors below me, and I was responsible for their careers and 
well-being. One of the responsibilities I had was to prepare the 
annual performance management reviews for my department. 
I learned that the performance review process is a huge factor 
for military promotions, so while working on the review system, 
I also was developing two of my juniors to help them improve 
their performance and hence earn higher ranking scores. My 
juniors were promoted within eight months. During that time, I 

discovered that I liked performance management and wanted 
to help people understand their job responsibilities and become 
better workers. 

How did you choose to attend San Diego State University and 
how did you select your major?  

As mentioned above, I originally wanted to pursue a medical 
career, but as the Leading Petty Officer and working on my two 
juniors’ performance management reviews, and discovering 
that I liked it, I did more research on HR and looked for schools 
that taught HR. I decided to switch careers and chose San Diego 
State University because it is known for having a strong business 
curriculum.   I also heard it had a great Society for Human Resource 
Management (SHRM) student chapter.

How did you become involved in the SHRM SDSU student 
chapter there?

I started as a member in Fall 2014. In the Spring semester, I ran 
for Associated Business Student Council (ABSC) Representative 
for SHRM SDSU.  ABSC is a council of all 18  student organizations 
housed in the College of Business.  At weekly ABSC meetings, 
I represented SHRM, discussed important College of Business 
events, sought out college funding for SHRM activities and 
publicized SHRM events among the other student organizations. 
During the Spring of 2015, I participated in SDSU’s HR case 
competition team at the 2015 Society for Human Resource 

Atop Mt. Fuji while 
stationed in Japan
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Management West Regional HR Case Competition and Career 
Summit held in Ontario, Calif.  Our team came in third out of 
18 undergraduate teams who competed. I have participated 
in informative site visits to San Diego County Regional Airport 
Authority and Qualcomm and attended the annual SHRM 
Conference and Exposition in Las Vegas this past summer.  In 
May, I was elected President of the student chapter.  We have 
worked very hard over the summer to put together some great 
professional development experiences for our students this year.  
I am looking forward to a great year with our ultimate goal of 
receiving SHRM’s top merit designation of Outstanding Student 
Chapter three years in a row.

What do you enjoy the most about the SHRM SDSU student 
chapter? About SDSU?  About being on the San Diego SHRM 
board?

My experience at San Diego State University has been incredible. 
The professors who teach business have great knowledge in their 
subject and they really want us to learn what the business world 
is like.  They include group and real world projects to develop our 
hard and soft skills to prepare us for the workplace. The student 
chapter itself has been helping me develop professionally and 
also helping me relate what I’m learning in the classroom to the 
business world. I enjoy working with all the officers and advisors 
and meeting new members. I get excited seeing members and 
officers who want to use SHRM to advance their careers and 
network with professionals.  

The San Diego SHRM Board has also been very helpful to our 
student chapter; every year we host our annual spring mentoring 
event at SDSU and the Board has helped us to locate the 
majority of our mentor participants for these events. Without 
our outstanding mentors, the event would not be a success.  We 
get great feedback from the students that the event is really 
developmental and fun.  We look forward to having San Diego 
SHRM’s support going forward to hold this event annually as 
another great way to connect our two organizations.  Sitting 
on the Board is an educational experience for me personally 
and it is very helpful for our student chapter to know what San 
Diego SHRM has planned, so that we may lend our support 
and participate.  We appreciate being invited to attend San 
Diego SHRM events, and we always appreciate and enjoy our 
interactions with San Diego SHRM members at these events.

When will you graduate and what do you hope to do following 
graduation?

I will graduate with my Bachelor of Science Degree in Business 
Administration with a specialization in HR in May 2016.  
Immediately upon graduation, I plan to study and take the SHRM 
Assurance of Learning (AOL) Exam, a post-bachelor certification 
exam for students in HR programs. My career goal is to obtain 
an entry-level HR generalist position with an organization in San 
Diego, whether it is in hotel and tourism, entertainment or in the 
automotive industry.

Meet Ryan Prout continued
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Looking for a Great Investment?
Jeff Hobbs, Vice President, Treasurer

Jeff Hobbs, Vice President, 
Treasurer

Greetings fellow San Diego SHRM members! You may be wondering why I have an article in this month’s edition 

of The Resource.  After all, it’s not April, when I normally report out to you about the health of the organization’s 

finances. Granted, we did just file our annual business taxes on time last month, but I’m pretty sure you don’t want 

to think about taxes in October! Worry not everyone; there is neither a financial crisis looming for the chapter, nor 

a request for monetary donations pending in these paragraphs. Our chapter’s financial outlook this year is solid, 

and we hope you have enjoyed the fiscally successful programs thus far.

I was instead asked to submit something different, perhaps something from the perspective of a board member 

who has now served for several years. VP-Treasurer is a two-year commitment, and I am almost half-way through my second and final 

term. Most other board positions are turned over on a yearly basis, so I have been privileged to work with three different Boards up to 

this point. The common thread running through them all, is the desire to give to the local HR community. We were all simply members 

before accepting the nominations to voluntarily serve on your Board, and I know we all do our best to look at our service to you from 

your point of view, which not too long ago was also our only point of view. We also take your feedback onboard (pun intended), and try 

to incorporate it where and when feasible. 

During my tenure, I’ve seen positive changes aplenty: fresh, eager young minds absorbing our varied forms of programming; veterans, 

professionals, vendors and other local HR organizations networking with us at our conferences and mixers; messages sent to and 

received by those in City Hall, the State Capital, and beyond. I’m especially looking forward to the next incarnation of the Workplace 

Excellence Awards, San Diego’s “Oscars of HR.” Our Board’s challenge, as it has always been for 70 years and counting, will be to continue 

bringing you the most innovative HR ideas and resources, the latest legal news, and to be your go to resource for all things HR in San 

Diego.

I, for one, feel my membership and involvement with San Diego SHRM has been one of the best professional investments I have made. 

Do I agree with everything we do? Of course not! Wouldn’t it be something if up to 1,000 members all agreed on the whole lot? But we 

are uniquely positioned to accomplish great things, both individually and collectively, if we all participate, if we all collaborate, and if we 

all allocate just a little bit of our own knowledge and experience back into our local HR community. A great many of us got into this field 

to help people. Rather than limit yourself to helping just the subset of your own employees, look out further to what you can do for us 

all. You may find, as I did, that your small service will help yourself just as much as it helps others. And that’s definitely a good return on 

your investment!
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 LEGISLATIVE
 California

Legislature Targets Employment Arbitration Agreements

The California Legislature has passed AB 465 (Hernandez), a bill that prohibits employers from requiring 
employees to sign an arbitration agreement as a condition of employment.  The bill also prohibits employers from 
threatening, retaliating against, or discriminating against an employee based on the employee’s refusal to sign an 
arbitration agreement.  The bill applies to any arbitration agreement entered into after January 1, 2016.

If Governor Brown signs AB 465, the law will likely be challenged as being preempted by the Federal Arbitration 
Act (“FAA”) and AT&T Mobility v. Concepcion, wherein the U.S. Supreme Court held that when a state law attempts to 
prohibit the arbitration of a particular type of claim, that law is displaced by the FAA.  Employers should continue 
to track this legislation and, if necessary, consult legal counsel regarding the enforceability of their arbitration 
agreements.

Legislature Passes Bill Limiting Employers’ PAGA Exposure for Certain 
Technical Violations of the Labor Code

The California Legislature has passed AB 1506 (Hernandez), a bill that limits employers’ potential exposure to 
lawsuits brought pursuant to the Private Attorneys General Act (“PAGA”) for certain technical violations of the Labor 
Code. 1

Under existing law, employers must provide their employees with specific information regarding their wages, 
including but not limited to the inclusive dates of the period for which the employee is paid and the name and 
address of the legal entity that is the employer.  Existing law does not afford employers any opportunity to cure 
violations of these requirements before an employee is permitted to bring a lawsuit under the PAGA.

This bill provides an employer with the right to cure a violation of the requirement that it provide its employees 
with the inclusive dates of the pay period and the name and address of the legal entity that is the employer before 
an employee may bring a civil action under the PAGA. The bill would limit the employer’s right to cure to once in a 
twelve-month period.

The bill is currently awaiting action by Governor Brown.

JUDICIAL

California

Court of Appeal Affirms Order Denying Employer’s Motion  
to Compel Arbitration

In Carlson v. Home Team Pest Defense, Julie Carlson (“Carlson”) brought various employment-related claims against 
her former employer, Home Team Pest Defense (“Home Team”).  Home Team filed a motion to compel arbitration, 
arguing that Carlson’s claims were subject to a binding arbitration agreement that Carlson had signed on her first 

San Diego SHRM 
Legal and Legislative Update 
Jenna Leyton-Jones, Esq., Vice President of Legislation

Jenna Leyton-Jones, Esq., 
Vice President of Legislation

1   The PAGA authorizes aggrieved employees to bring representative civil actions to recover specified civil penalties for 
 their employers’ alleged violations of the Labor Code.
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day of work.  The trial court denied the motion, finding that the arbitration agreement was unconscionable.  The 
Court of Appeal affirmed, concluding that the arbitration agreement was both procedurally and substantively 
unconscionable.

At the commencement of Carlson’s employment, Home Team provided her with an arbitration agreement 
referencing Home Team’s “Dispute Resolution Policy” (a separate thirteen page document detailing the complete 
agreement to arbitrate).  Upon reviewing the arbitration agreement, Carlson requested a copy of the Dispute 
Resolution Policy (“Policy”).  Carlson was told that she would be given a telephone number she could call “in a 
couple of weeks” to see if someone could provide her with a copy of the Policy.  However, Carlson was never given a 
copy of the Policy, nor was she given a copy of the American Arbitration Association (“AAA”) rules, which were also 
referenced in the arbitration agreement.  The appellate court determined that Home Team’s failure to give Carlson 
the Policy and the AAA rules constituted oppression and unfair surprise.  The court also reasoned that Carlson had 
no choice but to sign the non-negotiable arbitration agreement since she would otherwise lose her job offer.  

The appellate court found the arbitration agreement to be substantively unconscionable due to (1) a provision 
permitting Home Team to seek relief in court for employees’ solicitation of customers and misappropriation of trade 
secrets; (2) the agreement’s requirement that an aggrieved employee make a “Request for Dispute Resolution” 
before demanding arbitration (and provision that any claims not included in this initial request were barred 
from any subsequent arbitration); (3) the requirement that after making a “Request for Dispute Resolution,” the 
employee must submit the dispute for resolution in an unspecified forum, during which the employee could not 
be represented by legal counsel; (4) the shortening of the statute of limitations for the employee’s demand for 
arbitration; and (5) the requirement that the employee pay a $120 filing fee and thereafter split all arbitration fees 
and expenses with Home Team.

In making its decision, the Court of Appeal noted that its application of California’s unconscionability rules was 
not preempted by the Federal Arbitration Act because such rules apply to all contracts and do not specifically 
discriminate against arbitration agreements.

The Carlson case is a good reminder that employers should periodically review their arbitration agreements to 
ensure their legality.  Consultations with legal counsel are also advisable given that the law surrounding arbitration 
agreements is currently in a state of flux, with State and federal courts issuing differing—and often conflicting—
rulings regarding issues such as the need to attach the rules governing arbitration and one-sided provisions 
ostensibly benefitting the employer.

Court of Appeal Holds Arbitrator, Not Court, Decides Class Arbitration Issues 
Where AAA Rules Are Referenced in Arbitration Agreement

In Universal Protection Service, LP v. Superior Court, a California Court of Appeal denied an employer’s petition to set 
aside the trial court’s order compelling class arbitration and ordered that the arbitrator should decide whether the 
class claims are arbitrable.  

Plaintiffs Michael Parnow, Shawn Lisenby, Bob Andrade, Gabriel Bautista, and Saiyaz Abdul  (collectively, “Plaintiffs”) 
were employed by Universal Protection Service, LP and Universal Services of America, Inc. (collectively, “UPS”) as 
armed security guards.  Plaintiffs filed a class action lawsuit alleging that they were not reimbursed for equipment 
or training costs necessary for their positions.  

Plaintiffs petitioned to compel class-wide arbitration.  UPS contended that the class action claims were barred by 
the arbitration agreement Plaintiffs had signed, and that the trial court, not the arbitrator, should decide whether 
class action relief was available under the agreement.  The trial court disagreed with UPS and granted the Plaintiffs’ 
petition.
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On appeal, the Court of Appeal concluded that the arbitration agreement’s incorporation by reference of the 
American Arbitration Association’s National Rules for the Resolution of Employment Disputes (“AAA Rules”) 
vested the arbitrator with the power to decide whether the agreement authorizes class arbitration.  The AAA rules 
specifically provide that “the arbitrator shall have the power to rule on his or her own jurisdiction, including any 
objections with respect to the existence, scope, or validity of the arbitration agreement.”  Thus, by incorporating 
the AAA rules into the arbitration agreement, the parties implicitly gave the arbitrator power to determine if the 
agreement authorizes class arbitration.

This decision serves as a good reminder to employers that incorporation of certain rules into arbitration 
agreements can have unintended consequences.  Employers are advised to consult with legal counsel to ensure 
that all of the terms embodied in their arbitration agreements are both enforceable and desirable.  Employers may 
also want to consider including specific provisions stating who (the court or arbitrator) will decide certain gateway 
issues relating to the enforceability of the agreement and/or arbitrability of claims.

 

Court of Appeal Invalidates Employer’s Training Reimbursement Policy 

In In re Acknowledgement Cases, a California Court of Appeal ruled in favor of a group of forty-three police officers 
(“the Officers”) who had been sued by the Los Angeles Police Department (“LAPD”) pursuant to an agreement 
requiring the Officers to repay the LAPD for their training expenses.  The court held that the LAPD’s mandatory 
repayment agreement constituted an unlawful failure to reimburse the Officers for business expenses under Labor 
Code section 2802.

By the early 1990s, the LAPD and City of Los Angeles recognized a pattern in which officers who had graduated 
from the LAPD’s training academy were leaving within a short period of time for jobs with other law enforcement 
agencies.   To reduce the attrition, the LAPD enacted a policy under which officers were compelled to enter into 
an agreement (“the Acknowledgment”) under which they would be required to repay a prorated portion of their 
police academy training expenses if, within five years after their academy graduation, they voluntarily resigned and 
took a job with another law enforcement agency.  The forty-three officers who were sued by the LAPD in this case 
had all left the LAPD within the period specified in the Acknowledgement. 

The Court of Appeal held that even though the Officers were not initially required to incur expenses during their 
police academy training, the fact that the Officers became responsible for repaying the LAPD for training expenses 
pursuant to the Acknowledgement constituted an unreimbursed expense under Labor Code 2802, which requires 
employers to bear the burden of any expenses, including training, incurred for the employer to conduct its 
business or for the employee to discharge his or her duties on the employer’s behalf.  The court acknowledged that 
some of the training expenses were not specific to the LAPD but instead were required by state law for licensed 
police officers.  However, the LAPD training extended beyond that required for state licensure.  Because the 
Acknowledgement was not apportioned between the LAPD-specific training and the less onerous state protocols, 
it could only be evaluated in its entirety.  Since the Acknowledgement, as a whole, violated Labor Code section 
2802, it was held to be unenforceable. 

This decision serves as a reminder that, with few exceptions, training expenses for employees should be borne 
by the employer, not the employee.  Employers who violate Labor Code section 2802 face the possibility of 
significant penalties and class action lawsuits. Experienced counsel can assist in implementing appropriate expense 
reimbursement policies.
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Jeff Lindeman, SHRM-SCP

Talent by the Numbers
Jeff Lindeman, SHRM-SCP

Business is about measurable results.  Oftentimes, the Human 
Resources function within a business is criticized because it is 
a “soft skill” with little, no, or suspect measurements.  Would 
your organization be interested in increasing productivity by 
31 percent?  Would the prospect be any more appealing if 
the opportunity to do so came at no additional direct cost?  
Imagine yourself pitching a 31 percent employee productivity 
increase with no direct cost to the organization.  Finally, your 
business leader says, “HR is living up to its value potential.”  Or, 
perhaps you would prefer to pitch a reduction in employee 
risk of about 43 percent; again, at no direct cost.  Maybe, your 
organization would like to reduce the likelihood of “group 
think” by a whopping 75 percent.  Ideally, you would be the 
catalyst for all of the above occurring within your organization.

The variables in all of the above are a question of leadership 
commitment.  As Shawn Achor informs us in his book, “The 
Happiness Advantage” and his TEDTalk, the human brain 
is 31 percent more productive when in a positive state than 
in a neutral, negative, or stressed state.  We all know what 
it feels like to be “in the zone” where productivity flows 
effortlessly and imagine how productive it would be if your 
workplace had people “in the zone” regulary.  While many 
of us might focus on what more employers could offer such 
as on-site child care or concierge level services, the savvy 
human resources professional will frame ‘what is possible’ to 
improve an employee’s positivity while incurring no additional 

cost.  Building leadership competence, 
aligning leaders’ and employees’ work 
interests, and developing a culture as an 
employer of choice can go a long way 
toward improving positivity and with 
corresponding increases in productivity.  
Now, there is data to counter the critics of 
“touchy feely HR stuff.”

And, there are other ways that the HR 
profession can help organizations improve results.  As Kelly 
McGonigal shares with her insights on stress, referenced in her 
TEDTalk and her new book, “The Upside”, our beliefs about 
stress can cause an increase in the likelihood that we could die 
as a result of stress.  This is true ONLY if we believe that stress 
is bad for us. Put into context, in 2012 when the studies were 
released, this would have made stress the 15th most deadly 
condition in the U.S., killing more people than skin cancer, HIV/
AIDS, and homicide.  On another front, in the book “Sway”, 
author’s Ram and Ori Brafman outline the fact that unless an 
extroverted critic, or blocker, is present in a group three out of 
four times, our decisions can be swayed by a dominant belief.  
This is true even if facts are present that refute the decision.  

Putting the human back into human resources creates a 
significant opportunity for the HR profession.  Using what 
science knows, about human behavior, is a critical resource 
for HR professionals to deploy when helping organizations 
to maximize the return on investment in its workforce.  Most 
organizations using mid-20th century people practices are 
trying to get $5 million in productivity, while only spending 
$4.5 million in salaries and benefits for its employees.  If an 
organization is already investing $5 million, the goal should be 
to get $6.55 million, or 31 percent greater, productivity out of 
the $5 million spent.  That is, Talent by the Numbers.  

Jeff Lindeman, SHRM-SCP is Senior Director, Talent & Engagement 
for San Diego International Airport, Commissioner, SHRM 
Certification Commission, and a Board member at TrendSource, 
a market insights company.  In 2012, Jeff was President of San 
Diego SHRM.
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In my LinkedIn posts I have been arguing that HR 
needs to stop focusing on “best practices” and making 
its processes world class. A related problem happens 
when it comes to evaluating how HR is doing, and what 
criteria should be used. The problem is that HR too often 
focuses on the programs as designed, not whether 
they really address what the business needs. Three 
examples illustrate this point: compensation, leadership 
development and competency models, and training and 
development.

Compensation.
A key issue in evaluating an HR program, is whether you 
evaluate the program’s design or its intent. For example, 
merit raises are supposed to motivate people to perform. 
The design goal of the program is to differentiate 
compensation based on performance, which is one target 
measurement. The program’s intent—providing increased 
motivation to perform—is separate and much more 
difficult to measure.

The problem, as Steve Kerr noted years ago, is that when 
it comes to compensation, what we can measure with 
respect to on-the-job behaviors, is different than what 
we want to control (or at least influence). We want people 
to apply discretionary effort in ways that are perfectly 
aligned with the job objectives – that’s what we want to 
impact. But we have only a blunt tool – merit raises – that 
are supposed to reward people for sustained performance 
over an entire year. Bonuses are slightly better because 
they don’t reward the person forever based on one year’s 
performance, but they are no better from a measurement 
standpoint: there is too weak a link between the evaluation 
tool (the bonus) and the behavior we want to impact.

The best we can do for evaluating whether we’re setting 
comp right, is to make sure we aren’t paying too little or 
too much based on external benchmarks, and to make 
sure raises and bonuses are greater for those with better 
performance. But there’s still a big gap from there to 
motivating and guiding the behaviors we need for top 
performance, and traditional comp evaluations can’t get us 
there.

Leadership development and 
competency models. 
Competency models form the 
backbone of how we look at job 
requirements and performance 
in many roles. For independent 
contributor roles, competency models 
have been proven to be effective ways 
of specifying what skills and behaviors need to be applied 
for effective performance. Whether it’s an administrative 
assistant, software engineer, truck driver, research 
scientist, nurse, machine operator or salesperson, 
competency models for those types of roles can be 
effective ways of driving performance that promotes 
strategy execution. 

Yet for leadership roles, where competency models are 
used all the time, there is a big gap between what is 
measured, versus what the business needs to succeed. 
Leadership competency models specify the behaviors 
that we want in our leaders. But they don’t address key 
aspects of the job like decision making, which can matter 
as much or more for strategy execution as the types of 
behaviors the leaders are exhibiting. 

The problem is that leadership competency models 
focus too much on the “how” – how leaders act – and 
not enough on whether they accomplish their core 
decision making responsibilities at a world class level. The 
competency models can be very effective for feedback 
and professional development, but they don’t close the 
gap with what the organization needs for better strategy 
execution.

Training and development. 
For training and development (T&D), the intent is to 
increase organizational capability. The program design 
is to do it through individually-focused skill building. 
Kirkpatrick’s four step model for T&D evaluation, which is 
widely used, is a classic example that focuses mostly on 
program design, not intent. 

Alec Levenson, Ph.D.

Choose HR Substance Over Style: 
Evaluate Intent, Not Just the Design
Alec Levenson, Ph.D., 2015 Workplace Strategies Conference Keynote 
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There are four steps in the Kirkpatrick model: (1) measure the learners’ reactions to the T&D program; (2) show that 
learning occurred and that skills were developed; (3) show application of the learning on the job; and (4) demonstrate 
business impact. People who apply the Kirkpatrick model almost never get to business impact because they get 
bogged down with steps two and three.

The problem is that this model puts business impact at the end of the evaluation, following two difficult measurement 
steps. It usually is not practical, and sometimes not even feasible, to demonstrate that specific learning occurred and 
that it is being applied on the job. As a result, business impact often is never measured or demonstrated. 

All three of these examples – compensation, leadership, and T&D – show the problems with how most HR evaluation 
happens today. There is too much emphasis on how the programs are designed, with measurements that don’t say 
enough about business impact and accomplishing strategic objectives. Elevating HR’s game means doing something 
different than the status quo.

The answer most often lies in taking a big step back and asking, “What’s getting in the way of us accomplishing the 
business objectives?” Rather than say, “How can this particular HR program be improved,” you want to look for the gaps 
in strategy execution that aren’t being addressed by the current programs and work design. This means taking a more 
systematic, holistic look at the strategy and organization design, and building and testing models of organizational 
effectiveness and strategy execution.

Alec Levenson is Senior Research Scientist at the Center for Effective Organizations, Marshall School of Business, 
University of Southern California. This post is drawn from his new book “Strategic Analytics: Advancing Strategy 
Execution and Organizational Effectiveness”, which will be published in November.

Choose HR Substance Over Style continued

©Disney 
DLR-15-41017

Join the Disneyland® Corporate Ticket Program today.

To set up this exciting benefit for your employees, 
contact Mary Ann Waters at mary.ann.waters@disney.com 

or visit shrm.org today!

Help your employees show their Disney Side 

by making it easier for them to experience all there is 

to see and do at the Disneyland® Resort!

Bringing the magic to your company has never been easier!

• Employees can save over box office prices.
• It’s FREE to join.
• Tickets are sold online for easy access.
• Earn complimentary tickets when sales minimums are achieved.

©Disney/Pixar
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October Lunch Program: Critical Tax Information for ACA: 
What You Should be Doing Now

Are you ready to report the medical coverage offered to your employees on Forms 1094-C and 1095-C by February 1, 2016? 
Under new IRS rules, you will be required to file detailed reports with the IRS for your employer if it has 50 or more full-time 
(and equivalent) employees. These reports must include specific information, including:

November Mixer: Ignite Your Membership

Upcoming San Diego SHRM Programs

• Which employees were full-time employees under the employer 
mandate;

• Whether coverage was offered to each full-time employee for each 
month during 2015 — even if they declined coverage; 

• Explanations for any month in which coverage was not offered;

• The months in which each employee and their spouse and/or dependents 
were enrolled in coverage for self-funded plans; and

• Information about all of the members of your organization’s controlled 
group.

Please join us on October 21 at the Hilton Mission Valley to learn more about how you can help ensure that your organization satisfies these requirements.

4 REGISTER HERE

Have you ever wondered how Boards of organizations 
know how they’re doing?  It’s not easy to know if you’re 
going in the right direction based on what the members 
want.  Why?  Because it’s very hard to get members to 
say what they want.  Why?  Because they’re busy and 
surveying members just doesn’t work.  We all know what 
you do when you get an electronic survey.  Yep, you 
delete it because you don’t have time for that nonsense.  
It’s not essential to your work, or your life.

So, San Diego SHRM has decided to find out what you 
think in a different way.  We’re having an event on 
November 16 at the Hilton Garden Inn San Diego, where 
there will be five tables in the room with a San Diego 
SHRM Board Member and a Membership Committee 
Member to take notes at each table.  Each table will have 
a different topic:

• San Diego SHRM – What’s working for you as a member?  What 
do you like?

• San Diego SHRM – What can we do better? What would better 
meet your needs?

• Workplace Excellence Awards:  Does it mean anything to you?  
Should we resurrect it?  What should it look like if we do?

• All About San Diego SHRM… General information about our 
Chapter

• San Diego SHRM – How can we attract and retain members to 
San Diego SHRM?  Techniques, ideas, etc.

Each round at each table will last eight minutes, with a two 
minute warning to wrap up before rotating.
Appetizers and a drink ticket will be provided by San 
Diego SHRM.   Drawings to be held at the conclusion of the 
roundtables. 

4 REGISTER HERE

http://www.sdshrm.org/events/Sessions.aspx?id=D593827
http://www.sdshrm.org/events/Sessions.aspx%3Fid%3D593828
http://www.sdshrm.org/events/event_details.asp?id=593828&group=
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On Wednesday, September 16, nearly 250 individuals gathered at the San Diego Marriott Del Mar for our 2015 
Workplace Strategies Conference. Attendees enjoyed keynote presentations from Dr. Bob Nelson, Marcela 
Gutierrez and Alec Levenson, Ph.D. Attendees also had the opportunity to choose from 10 different breakout 
sessions on topics such as work/life balance, strategic thinking and employee satisfaction. Not only were 
attendees able to earn recertification credits, they also were able to network with the almost 30 exhibitors in 
attendance. Once again, we would like to thank our sponsors Zappos Insights, the UC San Diego Extension 
and SHRM for making this event so successful! We would also like to thank the Human Resources Collaboration 
Partners for their participation in this event. Check out the photos below, and save the date for our next 
conference, 2016 Law Day, on January 20! For more photos from the conference, PLEASE CLICK HERE.

Workplace Strategies Conference
BUILDING FOR THE FUTURE

Connect > Build > Sustain > Contribute

http://www.sdshrm.org/gallery/ViewAlbum.aspx?album=402030

