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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 CEO and founder of CompTeam.
His core focus is leading companies through
transformational change by optimizing talent
initiatives with reward programs to achieve longterm 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.

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.

Bachelor of Behavioral Science - Psychology & Education
Certified Yoga & Meditation Instructor/Restorative & Trauma Informed Yoga

LORNA CARLSON, PHR

720-525-8608 lorna.carson@kw.com

Women In Business – Executive Committee Member – Aurora Chamber of Commerce
Dress for Success - Corporate Task Force Member
Women Veterans Network Member
Featured -Monthly on Steffan Tubbs Show 710KNUS
Business Owner of Several Small Businesses:
Veteran Business Spotlight
lornacarlson.com
mindbodysparkle.com
veteransrealestateservices.com
carlsoncommunitypartners.com

•
•
•
•
•

US Army Veteran - Finance & Accounting
PHR Certification – Colorado State University
Public School Teacher – English Language Acquisition
7 years as Human Resources & Recruiting Consultant
Residential Realtor with Keller Williams

-COLLABORATE WITH HIRING MANAGERS TO PRODUCE MOST
QUALIFIED CANDIDATES, AS QUICKLY AS POSSIBLE
-FACILITATOR OF DISC PERSONALITY TEST, BEHAVIORAL
QUESTIONS, PRE-SCREEN – BACKGROUND CHECKS
-IMPLEMENTING BEST ONBOARDING PRACTICES TO INCREASE
COMPANY ROI
-TRAINING RECRUITERS/HIRING MANAGERS IN COLLABORATIVE
AND EFFECTIVE BEST HIRING PRACTICES
-SPECIAL HUMAN RESOURCES PROJECTS AND RECRUITING

Lorna has served as talent management
consultant with the following companies:
Halliburton Oil Services, PDC Energy,
Faison Office Products, Navajo Express,
HVH Transportation, ARS Residential Services,
WSI Healthcare, Urban Lending & Lender Live
Network
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About half the workforce wants to remain
with remote work
April
May

59%

48%

SOURCE: The Grossman Group & Gallup Surveys

The Cubicle Is Back. Blame (or Thank) the Coronavirus
https://www.wired.com/story/cubicle-is-back-blame-thank-coronavirus/

Barclays CEO
says 'putting
7,000 people in a
building may be
thing of the past'

FILE PHOTO: Traders work on the trading floor of Barclays Bank at Canary Wharf
in London, December 7, 2018. REUTERS/Simon Dawson
https://www.reuters.com/article/us-barclays-results-offices/barclays-ceo-says-putting-7000-people-in-a-building-may-be-thing-of-the-past-idUSKCN22B0ZE
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“Your managers are accountable for up to
70% of the variance in your employees'
engagement”

“Workplace data is crystal clear that
employees want coaches, not bosses”

SOURCE: Adam Hickman, Ph.D., and Jennifer Robison
“How to Show Up Consistently for Remote and In-House Workers”
GALLUP

Performance and the Remote Workforce
Same process…different environment

Set
Expectations
Regular
Check-ins

Real-time
Feedback
Project
Status
Updates

“Remote workers are 3xs more likely to be
engaged if they receive feedback from their
manager at least a few times per month”

SOURCE: Adam Hickman, Ph.D., and Jennifer Robison
“How to Show Up Consistently for Remote and In-House Workers”
GALLUP
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SAM REEVE, CCP, GRP
CEO & founder
1 970 403 5775
sam@compteam.net

LEADING
DISRUPTIVE
CHANGE:
FROM CHAOS
TO GROWTH

Chaos

[ key-os ]

-- a state of utter
confusion or disorder

Leading in Crisis
What leaders need during a
disruptive crisis, is not a
predefined response plan..
But behaviors and mindsets that
prevent them from overreacting to
yesterday’s developments ..
and help them look ahead.
– McKinsey, March 2020

Photo by Jametlene Reskp on Unsplash

Major Forces of Disruptive Change
Internet
Globalization.
Psychological contract of “work”
Demographic Diversity + Societal Values
Business extinction
Digital Transformation
COVID-19.
Photo by Martin Adams on Unsplash

Growth Factor #1:

Redefine Employee Value Proposition
April

Flexibility (family, work, life
convergence)

59%

Trust (freedom + responsibility)
May

48%

Career Growth (coaching, inquiry)
Reverse the Pyramid! Dismantle
politics and hierarchy, servant
leadership principles.

Growth Factor #2:

Model Crisis / War-Time Tactics
Establish ONE clear, overarching goal
Maintain resilience as the crisis unfolds.
Stir things up! with surprise and innovation.

Growth Factor #3:

Rethink Leadership for the Long-Term
Be Digital Transformation Savvy
Create a Culture OF Change
Serve Multiple Stakeholders
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The onboarding process is becoming virtual,
and the biggest change is in the new
management style it requires. “Onboarding is
about bonding and managing emotions day
to day, and when you’re dealing with
working remotely, it creates a challenge,”
Onboarding is quite personal. How do you
help someone new to the company feel
immersed with the business and a part of it?”
“Helping someone feel part of a team comes
down to clear information, clear directives,
and strong leadership.

How a company adapts its interview process can be a
clue to its culture, because of different comfort levels,
companies aren’t just saying they have a good culture;
they’re showing it.”

Source: Fast Company fastcompany.com

How Are You Going
To Re-Recruit Your
Workforce?
How people work changed
overnight, and the new processes
may become permanent, “In the
past, studies found that 44% of
companies wouldn’t entertain
remote working. Now pretty
much every company has to
entertain it,” “That’s a huge shift
in working, interviewing, and
hiring. It requires a greater level of
trust, understanding credentials,
and managing personalities and
relationships.”

The New Workforce – Post COVID
COVID-19 has created what Time magazine
called "the world's largest work-from-home
experiment." It's teaching leaders who weren't
on board with off-site work that operations
can be just as productive as ever -- though it
takes time and patience to reorient managers
to get high performance from a remote team.

Effective Communication is The Keystone
to Employee Success

Gallup research finds that frequent
conversations yield the biggest
improvements in engagement.
Remote workers are 3x more likely
to be engaged if they receive
feedback from their manager at
least a few times a month.

So, during the interview process
talking about communication is
going to be essential to finding the
“right” candidate. Don’t make it a
guessing game. Make it a
conversation.

Employees can
only be
accountable for
what’s expected
of them.

Setting
Expectations
is an
Essential
Keystone
to Employee
Success

In his book Soar With Your Strengths,
Gallup’s first chairman Don Clifton says,
“Nothing happens until someone expects
something of you, in ways you can
achieve.”

Holding remote workers and managers
accountable with clear expectations is a
baseline of hiring and onboarding success.

Only 26% of employees strongly agree that
their manager is good at helping them set
priorities and 6 in 10 employees know what
is expected of them.

Common Challenges of Remote Work
Lack of face-to-face supervision:

Both managers and their employees often express
concerns about the lack of face-to-face interaction.
Supervisors worry that employees will not work as
hard or as efficiently Many employees, on the other
hand, struggle with reduced access to managerial
support and communication.

Lack of access to information:

Newly remote workers are often surprised by the
added time and effort needed to locate information
from coworkers. Even getting answers to what seem
like simple questions can feel like a large obstacle to
a worker based at home.

Remote work becomes more efficient and
satisfying when managers set
expectations for the frequency, means,
and ideal timing of communication for
their teams. Finally, keep an eye on
communication among team members
(to the extent appropriate), to ensure that
they are sharing information as needed.

Research on emotional intelligence and emotional contagion tells us that employees look to their
managers, about how to react to sudden changes or crisis situations. If a manager communicates stress
and helplessness, this will have what Daniel Goleman calls a trickle-down-effect on employees.
Effective leaders, both acknowledge the stress and anxiety that employees may be feeling in difficult
circumstances. And give positive affirmations to get through it. Such as “we got this”.
Source: Harvard Business Review

IN CONCLUSION
MANAGERS WHO
HIRE BASED ON
EMPLOYEE TALENTS
AND
COMMUNICATE
EXPECTATIONS &
INDIVIDUALIZE THEM
WILL SEE POSITIVE
OUTCOMES

MANAGERS WHO
DON’T PRACTICE
GOOD REMOTE
MANAGEMENT
NOW - WILL
CONCLUDE
REMOTE
MANAGEMENT
DOESN’T WORK
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