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SAM REEVECHAR MILLERLISA JACKSON
Culture Strategist Talent Management Consultant Performance Pay Strategist

Lisa Jackson is a culture and employee 
experience expert for  CompTeam, as well as 
the founder of Corporate Culture Pros.  She 
has advised organizations such as Merck, 
Schering Plough, Amgen, J&J, Neogenomics, 
LiveOnNY, and many others to restore 
performance and profitable growth during and 
following major change (merger, fast growth, 
turnaround).  Lisa's speciality is showing you 
how culture is a performance engine and 
competitive advantage - to achieve true 
alignment and passionate commitment, from 
C-level to the front lines. 

In addition, Char founded HR with a Heart and helps 
individuals with career transformation. She helps 
organizations achieve company mission, vision, and goals 
with the best talent! 
In 2013, Char founded RMHA, a fast-growing consulting 
firm that provides strategic business consulting in talent 
management, organizational development, performance 
effectiveness, human capital management, executive 
leadership training and development.
Char has strong HR experience as an influential, 
entrepreneurial and strategic thought leader designing 
organizational structure and framework for creating a 
culture of excellence, innovation, compassion, and ethics in 
large-scale highly matrixed healthcare, corporate, 
hospitality, non-profit and government organizations.

Sam is the President and founder of CompTeam.
His core focus is leading companies through 
transformational change by optimizing talent 
initiatives with reward programs to achieve long-
term strategic objectives.  
Sam’s diverse experience includes the design 
and optimization of performance-driven variable 
compensation plans for executive, sales and 
core employee populations of growing 
companies.
Prior to founding CompTeam, Sam has worked in 
compensation functions of notable firms such 
as BlackRock,  McKesson and Automatic Data 
Processing (ADP).
Sam is a global certified compensation 
consultant (CCP, GRP) with over 15 years of 
experience in Total Reward Strategies.



Your Panelists

Shawna Simcik, M.S., CMP
President Business Leadership

•Shawna is a founding partner of ICC Inc., and she is responsible for 
successfully managing and fostering current and prospective client 
relationships, ensuring proper and consistent delivery of team and 
leadership development services and planning and executing the business 
strategy to consistently deliver innovative solutions.

•A true Colorado native, she graduated with her master’s degree in 
industrial/organizational psychology from the University of Nebraska. 
Shawna is an authentic leader with a strong commitment to mentoring, 
promoting collaboration and developing of new approaches that are built 
on credibility, creativity, ethics and knowledge. A die-hard Broncos fan, 
you’ll find her on Sundays in the fall and winter in orange and blue at Sports 
Authority Field.

At ICC we firmly believe 
that the success of a 
business lives and dies by 
its people. We partner 
with our clients to create 
people strategies for 
better business results.



Your Panelists

Dr. Dena Samuels
Author, Speaker, Leadership Trainer & Transformation Coach

Dena Samuels, PhD, serves as a mindfulness-based diversity, equity, and 
inclusion author, speaker, leadership trainer, and consultant. As an award-
winning tenured professor, Dr. Samuels taught at the University of Colorado –
Colorado Springs for 20 years while consulting nationally and internationally. 
She now consults full-time on mindful, inclusive leadership development, and 
remains on faculty at the university. 

•Her passions include inspiring people to raise their personal and social 
awareness to live more fulfilling, connected, and meaningful lives; and 
assisting organizations, campuses, and corporations in building more diverse, 
equitable, and inclusive cultures.



Your Panelists

At ICC we firmly believe 
that the success of a 
business lives and dies by 
its people. We partner 
with our clients to create 
people strategies for 
better business results.

Meredith Masse
Senior Vice President, ICC: Innovate. Coach. Consult.

• Meredith’s personal mission: fill our workplaces with follower-worthy leaders 
and highly committed employees.

• Meredith and her ICC colleagues support organizations with:

✔The most compassionate outplacement services on the market

✔Modern, no-travel leadership development programs

✔Game-changing executive and leadership coaching

• Meredith has been with ICC since its inception in 2010 as:

✔Career transition coach

✔Team development facilitator

✔Public speaker

✔Client relationship builder

• You may also know her as co-organizer and emcee of DisruptHR Denver. 

• She’s also a loyal wife, mom and black lab servant.



Your Panelists
Amy Hartman
Principal, Hartman Employment Law Practice LLC

• Amy has been practicing in the field of labor and employment law for her 
entire legal  career. Prior to starting Hartman Employment Law Practice 
LLC, she was a partner at the Cooley law firm in Colorado and Seyfarth, 
Shaw in Chicago.

• Amy’s vast litigation background has served to enhance her ability to 
counsel employers effectively in how to proactively manage sensitive 
situations and avoid litigation. Amy’s practice includes a significant focus 
on counseling companies on employment matters related to emerging 
companies, financing, mergers, acquisitions, restructuring and other 
transactions, and drafting documentation related to these transactions.

• Amy also provides interactive training for managers and employees on 
preventing harassment in the workplace and a wide variety of workplace 
law issues. She conducts ongoing seminars for human resources 
professionals on such diverse topics as ADA and FMLA compliance, 
blogging and the right to privacy in the workplace, and telecommuting 
and other virtual workplace issues.

Hartman Employment 
Law Practice 

specializes in providing 
practical, business-

oriented employment 
law advice and legal 

solutions for 
businesses in every 

phase of development.
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WHEN LAYOFFS ABOUND COMPASSION IS CRITICAL

Shawna Simcik
Co-Founder and President Business Leadership at ICC

Compassionate Outplacement and Leadership Development Innovator



©2020. ICC: Innovate. Coach. Consult. All Rights Reserved. Other trademarks are owned by their respective owners.

COMPASSIONATE

Outplacement 
Programs

GAME-CHANGING
Leadership & 

Executive Coaching

MODERN

Leadership 
Development



©2020. ICC: Innovate. Coach. Consult. All Rights Reserved. Other trademarks are owned by their respective owners.

Today’s Conversation

Why we should care?

Before Layoffs:

Recovery Curve

Other Options

Planning and Preparation

Your Partners

Train Your Managers

During: Treat them with Respect and Dignity

After: The Survivors
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POLL: Are you Making Tough People Decisions? 
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Call it what you 
want − being 

laid off or 
downsized, getting 
dismissed or fired, 

receiving your 
walking papers − 
when employees 

lose their jobs, 
it hurts.
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Why we care?

3 out of 5 Americans 
without a job for fewer 
than 5 weeks undergo 
treatment for Depression. 
(Gallup,2018)

The unemployed are 
twice as likely to suffer 
from psychological 
problems including 

distress or suicide.
(Journal of Vocational Behavior, 2019))
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Today’s Conversation

Why we should care?
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Planning and Preparation

Your Partners

Train Your Managers
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Before Layoffs: Your Recovery Curve
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Before Layoffs: Other Options
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Before Layoffs: Plan and Prepare

❑ Review Your 
Workforce 
Plan

❑ Identify 
Critical Roles 



©2020. ICC: Innovate. Coach. Consult. All Rights Reserved. Other trademarks are owned by their respective owners.

To- Do List

✔ Gather your Partners

✔ Communication Scripts

✔ Timing and Exit Strategies:  
Belongings, IT, and Security

✔ WARN Notice

✔ Train Your Managers

Before Layoffs: Plan and Prepare
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Plan and Prepare: Your Partners

1. Attorney
Prepare and review the separation documentation with in-
house counsel or an external employment attorney.

2. Employee Assistance Program (EAP) 

Have them be on call immediately following notification and 
have the number handy to give to the employees – don’t hide 
it within the paperwork.

3. Select a Professional Outplacement Firm
Include individualized Career Transition in the severance   
package. Don’t leave your employee in this volatile market all 
alone at home. Give them a dedicated career coach.



©2020. ICC: Innovate. Coach. Consult. All Rights Reserved. Other trademarks are owned by their respective owners.

Plan and Prepare: 
Your Outplacement Partner

1. It is the “right thing to do”

2. The world is watching

3. Your brand 

4. Existing employees benefit

5. Prevent litigation

6. Lower unemployment
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Plan and Prepare: 
Your Outplacement Partner

MISTAKES
1. Doing nothing
2. Assuming no one wants it
3. Buying a one-size-fits-all, 

cookie-cutter program based 
solely on price

4. Offering cash or another 
benefit instead of 
outplacement support
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• Train and script 
managers with concise 
messaging for the layoffs

• Support leaders in 
creating messaging for 
the business reasons for 
the terminations

• Internal messaging

• External PR – be 
proactive with the media

Plan and Prepare: 
Train Your Managers
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Today’s Conversation

Why we should care?

Before Layoffs:

Recovery Curve

Other Options

Planning and Preparation

Your Partners

Train Your Managers

During: Treat them with Respect and Dignity

After: The Survivors
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During Layoffs: Dignity and Respect
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After Layoffs: Survivors!
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We’re in this together.
How can we help?

Complimentary Content

Free Podcast Series: 
The Compassionate Outplacement Series
www.innovateicc.com/is-it-worth-it-podcast/

Free Webinars:
Visit www.InnovateICC.com/webinar-library/

Join us May 14 at 10:00 am MT 
Compassionate and Compliant Downsizing: 

Critical Steps in Covid-19 Related Layoffs

http://www.innovateicc.com/is-it-worth-it-podcast/
http://www.innovateicc.com/webinar-library/
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Shawna Simcik

855-865-4400  | www.InnovateICC.com

THANK YOU!  Questions?



Mindfulness for 

Inclusive Leadership 

During a Time 

of Crisis

Dena Samuels, PhD
Pronouns: She/Her/Hers

www.DenaSamuels.com

Twitter: @denasamuels

http://www.denasamuels.com/


Cultural Inclusion in a Time 
of Crisis

© 2020 Dena Samuels Consulting

• Most Orgs are ignoring DEI

• Impact on Communities of Color 



Need for Inclusion and 
Belonging

• Heightened emotional states
• Fear

• Loneliness & Isolation

• Mistrust

© 2020 Dena Samuels Consulting



Trauma Leads to Increased 
Bias

• Fear & Panic => traditional thinking

• Reliance on stereotypes

• Contracted, reductive thinking

© 2020 Dena Samuels Consulting



Know Your Biases

• Implicit/Unconscious Biases

• Stereotypes
• Mental energy savers
• Even when we don’t consciously 

believe the stereotypes!
• Brain takes shortcuts, fills in blanks, 

jumps to conclusions
• NeuroLeadership Institute

© 2020 Dena Samuels Consulting



Know Your Biases

• Harvard University’s Project 
Implicit

• www.implicit.Harvard.edu

http://www.implicit.harvard.edu/


Strategies for Minimizing 
Bias

• Virtual Meetings
• Inclusive & Accessible

• Minimize:
• Proximity Bias

• Confirmation Bias

• Expediency Bias

• Safety Bias

© 2020 Dena Samuels Consulting



Strategies for Minimizing 
Bias

• Virtual Meetings
• Social Connections & trust-building

• Virtual recess: don’t take calls

• Flexible hours

• Provide praise

• Loyalty for Millenials

• More productive (20%)

© 2020 Dena Samuels Consulting



Mindfulness Lowers 
Implicit Bias

• Research
• Lueke, A., & Gibson, B. (2015). Mindfulness meditation reduces implicit 

age and race bias: The role of reduced automaticity of responding. Social 
Psychological and Personality Science, 6(3), 284-291. 

• Burgess, D. J., Beach, M. C., & Saha, S. (2017). Mindfulness practice: A 
promising approach to reducing the effects of clinician implicit bias on 
patients. Patient education and counseling, 100(2), 372-376.

• Kang, Y., Gray, J. R., & Dovidio, J. F. (2014). The nondiscriminating heart: 
Lovingkindness meditation training decreases implicit intergroup 
bias. Journal of Experimental Psychology: General, 143(3), 1306.

© 2020 Dena Samuels Consulting



What is Mindfulness?

• Research on mindfulness for 
health/wellness, & stress-reduction

• MBSR – Jon Kabat-Zinn

• Over 100K books on the topic

© 2020 Dena Samuels Consulting



What is Mindfulness?

• East 🡪 Westernized

• Awareness of the Present Moment

• Noticing without judgment 

• (self & others)

• 10-Second VacationTM

© 2020 Dena Samuels Consulting



Mindfulness for Inclusive 
Leadership

• Allows us to:

• Pause and notice our: 

• reactions, emotions, body language

• Respond vs. React

• Engage with others without judgment

© 2020 Dena Samuels Consulting



Resources for 
Culturally Inclusive Leadership

Both 
available on 

Amazon!



FREE GIFT:

Text the word:

butterfly
to 66866
to receive your 

FREE guided meditation!



Thank You!

• Dena Samuels, PhD
• Dena Samuels Consulting: www.denasamuels.com

• Twitter: @denasamuels

http://www.denasamuels.com/


LEADING AFTER LAYOFFS
Supporting Employees You’re Relying on to Carry On

Meredith Masse
Senior Vice President, ICC: Innovate. Coach. Consult.



This Part of Today’s Conversation

✔Your Experience With Layoffs

✔Data: Layoff Survivors

✔Best Practices: 

▪ Leading Through the Aftermath

▪ Other Tips to Avoid a Mass Exodus



What experience 

have you had 

with layoffs?

45

POLL



The Path that Got You Here

1. Contacted the General Counsel or attorney to develop fair and ethical severance packages

2. Partnered with an excellent outplacement firm to provide compassionate, personalized job 

search support services to impacted employees

3. Trained managers and provided scripts on conducting the notification conversations with 

dignity and respect

4. Supported senior-level leaders in crafting the messaging explaining the business reasons for 

the downsizing

5. Created clear and consistent internal messaging for remaining employees to understand why 

the layoffs were necessary

6. Worked to create and plan for disseminating an honest, sympathetic external PR message

7. Organized plans for the safety of all employees on the day of notifications

8. Conducted the notifications with compassion and dignity for the individuals directly impacted
46
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What about the 
remaining employees

the company is relying on
to carry on?



Why Support the “Survivors?” 

When you don’t:

•Layoffs often prompt demoralized 
survivors to quit

•Unexpected staff shortage can 
hinder efficiency

• Investing in them outweighs 
high costs to find and train new 
people

48



Layoff

1%

49

Turnover

31%



Leading Change After a Layoff

Understand the Survivors’ Experience: 
Change v. Transition

Support them through Transition

Use these Practical Tips





TRANSITION = How People Experience Change

IDEAL: Move through the zones from left to right



An ending involves loss

“My loss isn't always your loss”

Acknowledge the Grief Cycle:

Denial

Anger

Bargaining

Depression 

Acceptance

Endings



Clarify what is and is not ending.

Acknowledge people’s endings and 
losses, understanding that grieving 
is natural and necessary.

Give people the information they 
need.

Look for ways to soften the impact. 
Communicate what the company is 
doing to support their former 
colleagues.

What to Do



Old way of doing things / 
new way of doing things

Can last for quite a while

Take advantage of the 
opportunities:

• A time for re-patterning 
and rebuilding

• Space for creativity, 
learning and doing 
things a new way

“In-Between” Time



Communicate! Share as much 
information as possible. 

Focus on:
• Purpose
• Picture
• Plan
• Part

Create temporary solutions that 
help people bridge the gap between 
the old and new. 

Insist on Creativity and Learning! 

What to Do



Only after letting go of the old 

Only after spending time “in 
between”

Some may be re-energized

Accepting Beginnings



Continue to communicate, reinforce and 
clarify the changes.

Talk about new attitudes and behaviors 
needed.

Collaborate!

Align roles and responsibilities, polices 
and processes.

Review and update the reward structure.

Focus on a few quick successes and 
celebrate them.

Responsiveness and flexibility are key.

What to Do



Other Practical Tips: 
When they ask and you don’t have the answer

Say This:
• “Here’s what I do know…”
• “I wish I could tell you, but 

right now I can’t.”
• “I know this is a difficult time 

for you.”
• “I hope you will hang in 

there.”
•

Don’t say: 
• “Just trust us.” 
• “Be loyal.” 
• “Stop complaining.”

Acknowledge and validate their concerns.

If you don’t have the information, tell people when you think 
you will have the information.

When you run into a delay, tell people what is going on and 
what you are doing about it.



How can we help?

Support for an upcoming layoff:

Meredith@InnovateICC.com
303-865-4400 main  |  719-648-1448 mobile

mailto:Meredith@InnovateICC.com


Legal Update

Amy Hartman
Hartman Employment Law Practice LLC

1035 Pearl Street
Suite 400
Boulder Colorado 80302
(303) 531-0930 (o)
(303) 506-8920 (m) 
amy@hartmanhrlaw.com
www.hartmanhrlaw.com



RETURN TO WORK ISSUES

➢Preparing the Workplace –
➢ Social Distancing, One-way aisles, limiting access to break rooms
➢ What PPE will the Company provide? Facemasks?
➢ Pay for Testing – COVID and Antibody 
➢ Cleaning and Disinfecting plans and schedules; Posters on 

handwashing/hygiene
➢ Phased entry of staff; Staggered Shifts
➢ Who will be asked to return to the office? – use objective, non-

discriminatory criteria, define essential in-office positions
➢ Who will be asked not to return to work?

➢ COVID -19 Symptoms or infection
➢ At-risk individuals



RETURN TO WORK ISSUES

➢Preparing Employees –
➢ Continued Telecommuting for Caregivers, At-Risk Employees

➢ May be eligible for Paid Sick Leave or FFMLA

➢ Return to Work Health Checks (Temperature, Symptoms) – OK

➢ Return to Work Questionnaires for symptoms - OK

➢ Sending sick employees home/Return to Work Cert – OK. 

➢ Be aware of privacy issues

➢ Be aware of harassment/discrimination issues

➢ Expect More Requests for Accomodations

➢Responding to a COVID Positive Employee in the Workplace



Guidance Resources

➢ COVID-19 / US Department of Labor (DOL): 
➢ https://www.dol.gov/agencies/whd/pandemic

➢ Posters 
➢ Fact Sheets

➢ FFCRA FAQs: 
➢ https://www.dol.gov/agencies/whd/pandemic/ffcra-questions

➢ CO Department of Labor & Employment (CDLE):
➢ Unemployment Eligibility Flowchart: 

https://www.Colorado.gov/pacific/sites/default/files/worksheet-extended-
benefits%20FINAL.pdf

➢ EEOC Guidance of ADA
➢ https://www.eeoc.gov/eeoc/newsroom/wysk/wysk_ada_rehabilitaion_act_coro

navirus.cfm

https://www.dol.gov/agencies/whd/pandemic
https://www.dol.gov/agencies/whd/pandemic/ffcra-questions
https://www.colorado.gov/pacific/sites/default/files/worksheet-extended-benefits%20FINAL.pdf
https://www.eeoc.gov/eeoc/newsroom/wysk/wysk_ada_rehabilitaion_act_coronavirus.cfm


CARES ACT

➢ Economic Industry Disaster Loan (EIDL)
✓ Advance of up to $1,000  per employee even if loan 

not ultimately granted

✓ Can have PPP loan + EIDL but not for same reason

✓ No forgiveness

✓ Ease of application for loans up to $200,000



CARES ACT

➢ SBA – Payroll Protection Program (PPP Loan) (2/15-6/30)—2.5 x avg monthly payroll 
costs
➢ Group health care benefits during periods of paid sick/medical/family leave & insurance 

premiums;

➢ Salaries (up to $100,000), commissions, or similar compensations;

➢ Payments of interest on mortgage or other debt obligations;

➢ Rent/lease agreement payments and utilities

➢ https://home.treasury.gov/system/files/136/PPP%20Borrower%20Information%20Fact%20Sheet.pdf

➢ Loan Forgiveness & Deferral (6 months)
➢ Loan amounts may be forgiven for above payments made by the borrower during 8-week 

period beginning on date of loan; can’t use more than 25% for non-payroll costs

➢ Forgiveness reduced if EEs terminated or salaries reduced > 25% and not reinstated by 6/30/2020

➢ 1% interest rate.

https://home.treasury.gov/system/files/136/PPP%20Borrower%20Information%20Fact%20Sheet.pdf


CARES ACT

➢Deferral of Employer Social Security Contributions through 
December 31, 2020 ➔ payable 50% in 2021 and 50% in 2022

➢ Employee Retention Credit Program
✓ 50% credit up to $10,000 per EE that is paid while either:

1. The operation of the business was fully or partially suspended during any 
calendar quarter during 2020 due to orders from an appropriate 
government authority resulting from COVID-19, or

2. The business remained open, but during any quarter in 2020, gross 
receipts for that quarter were less than 50% of what they were for the 
same quarter in 2019. 



What Do You Think?

Thank you to all of our experts!
Please reach out to our guest panelists 
and learn how they can help your 
company thrive.

Shawna Simcik Meredith Masse

Sam ReeveLisa JacksonChar Miller

Amy Hartman

Dr. Dena Samuels


