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Upcoming Speaker Tuesday 2/16 
By Paul Thoresen, VP Programs 
  
Topic: What’s Next In Training, Development & Coaching 
of Leaders? My bet is on NeuroLeadership. 
 
Speaker: Robert Eichinger, Ph.D. Retired CEO and          
Co-founder of Lominger Limited, Inc. and Vice-chairman of 
the KornFerry institute.  Currently COO of TeamTelligent. 
 

We have learned a lot over the last 50 years about leadership 
development. Action learning. 70/20/10. The 9 box matrix.  The 
power of feedback (360s). EQ. Learning Agility. Engagement.  
We know the critical competencies needed for success.      
Derailment. Difficult conversations. Personal coaching.       
Assignmentology. All of the above and other findings have 
contributed to improving what we do to  select, train, develop, 
and coach people to management and leadership success. 
 
What’s next?  My guess is applying brain science to helping 
managers and leaders lead.  Brain science is exploding.  There 
are daily new findings.  It’s in the business and popular press 
(a danger?).  Obama has created a program called the decade 
of the brain to accelerate research.  The funding agencies are 
awarding grants. David Rock (and others) say we know about 
5% of what we will eventually know about how the brain works 
and the relationship of that to management and Leadership. 
5% is a good start.  I will offer some early insights into how 
knowledge of the brain can increase our effectiveness at   
helping people lead. 
 
 
Bob Eichinger, now retired, was 
the Vice Chairman of the 
Korn/Ferry Institute for Korn/Ferry 
International, and is based in 
Minneapolis.   
 
As a co-founder of Lominger  
International, Dr. Eichinger brings 
more than four decades of      
experience working, teaching, 
consulting, and coaching.  Prior to 
Korn/Ferry’s acquisition of     
Lominger International in 2006, 
he was co-founder and CEO of 
Lominger Limited, Inc., a publish-
er of over 50 leadership and    
talent development products     
and solutions. 
 
 

 
 
 
Bob has given feedback to and been the coach of 100's of   
senior level executives over his career and has authored over 
50 books, software products, and other intellectual property 
around the topic of talent management and succession     
planning.  His 360 Assessment tool, VOICES® has been used 
to assess over 100,000 leaders around the world.  He is the 
co-creator of the concept of learning agility, a leading predictor 
of effective leadership. 
 
Dr. Eichinger began his career at the University of Minnesota, 
where he spent eight years teaching psychology.  He holds a 
Ph.D. in industrial and organizational psychology from the   
University of Minnesota. 
 
Since retiring in 2006, Dr. Eichinger has spent most of his time 
studying NeuroLeadership with the goal of developing tools for 
managers and executives to manage their brain resources 
more effectively. 
 
Social Hour: 5:30 – 6:15 pm 
Speaker: 6:15 – 7:45 pm   
Location: Marriott Courtyard Downtown at 7 Corners (35W 

and Washington Avenue) - 1500 Washington Avenue South,        
Minneapolis 55454 (Note: $5 parking is available in ramp   
attached to hotel)  
 
 
This month’s meeting is proudly sponsored by:  

 

 
 
 

2015-2016 Program Schedule 

March 15, 2016 

Speakers: Best Buy, Land O’Lakes, and IBM 
Topic: HR Analytics (R)eVolution Panel: Challenges and    
Opportunities for I-O Practitioners 

April 2015: No meeting due to SIOP 

May 17, 2016 

Topic: Validation:  We Are Doing It Wrong 
Speaker: Dr. Nathan Kuncel 
   

http://www.marriott.com/hotels/travel/mspdc-courtyard-minneapolis-downtown/
http://www.marriott.com/hotels/travel/mspdc-courtyard-minneapolis-downtown/
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President’s Corner 
By Karen Grabow, President 
 
Is it a new day? 
 
In our January meeting, we heard about the performance 
management journey in three major Twin Cities corporations:  

 Cargill, which has been among those companies leading 
the charge to do away with performance ratings;  

 Medtronic, which, under the pressures of a major         
acquisition, has recently backed away from its no ratings 
review approach; and  

 Land O’Lakes, which used its annual performance ratings 
to upgrade performance across the organization by identi-
fying, developing or moving long-time underperformers 
(yes, I’m from Land O’Lakes, but this work happened after 
my time). 

 
Driving the change to do away with performance ratings has 
been the realization that big companies spend big money on 
performance ratings (2 million hours per year was the estimate 
at Deloitte) and that rather than motivating strong performance, 
performance review ratings often are a source of widespread 
dissatisfaction… even demotivation. 
 
How cool to be on the ground as companies try out new think-
ing about long-established practice!  As a practitioner, I love 
the messiness around putting theory to work in the real world.  
 
But as I watch the emphasis shift, I worry.  First of all, as   
Medtronic reported, people want to know where they stand.  
That makes sense to me because managers DO make     
judgments about where people stand – in allocating pay,    
promotions, developmental opportunities, offices, and other 
goodies.  So, are we contributing to a less than healthy culture 
– where people focus on “reading the tea leaves” -- when we 
don’t tell them directly what judgments we’ve made?     
 
And secondly, while I thoroughly endorse the necessity of 
more conversations between managers and their people, I 
worry about how to make those conversations effective.  We in 
I/O most certainly have a role to play in helping managers have 
the right kinds of conversations.  Isn’t that what I/O is about -- 
making the important people processes in organizations     
systematic and effective? 
 
Advice is starting to come from various consultants about   
making these conversations more effective.  They’re saying 
that we need to apply emerging insights into how the brain 
works to create conversations that enable people to think for 
themselves.   
 
When I tell line managers they need to help their people think, 
their eyes roll.   
 
So I’m very excited that in February we’ll hear from Dr. Bob 
Eichinger.  Bob has spent his lifetime in leadership develop-
ment.  He has created a host of pragmatic and widely used 
developmental tools and has coached hundreds of executives.  
And he’s been thinking a lot about the implications of this new 
brain science.  On February 16th, Bob comes to MPPAW to 
share his thoughts about how the new developments in brain 
science might transform leadership development.    
 
You won’t want to miss it! 

November Presentation Recap 
By Kristi Noble, Co-Secretary 
 
This month’s presentation featured a panel of three speakers 
who focused on performance management strategies. Each 
presenter began by explaining the key drivers that led to this 
organizational shift in performance management practices. 
Common themes emerged relating to external and internal 
influences such as competitiveness, increased employee and 
customer demand, and the need to reduce the complexities 
involved with performance management. Performance      
management can be used for administrative or developmental 
purposes; however, organizations often put too much          
emphasis on the administrative aspect of the process and are 
now refocusing their attention on the developmental side in 
order to attract, retain, and maintain a strong workforce of   
engaged employees. 
 
Roxanne Laczo began by presenting the key findings of an 

internal performance management study at Cargill, which   
preceded their shift to eliminating annual performance        
evaluations. The study revealed that the process was viewed 
as highly administrative and time consuming. In addition, only 
23% of executives believed that performance management 
was based on employee contribution. Cargill then used the 
results of this study as an opportunity to simplify the            
performance management process by removing the rating   
system and aligning it to their strategic priorities. Cargill went 
from 16 individual performance ratings to no ratings in order to 
encourage more constructive dialogue between managers and 
employees on everyday performance management practices 
and behaviors.  
 
The heart of this new performance management strategy   
emphasized how employee-management relationship leads to 
effective performance management. The biggest challenge 
Cargill faced was changing the mindset of HR to understand 
the value added by eliminating ratings. After eliminating      
ratings, Cargill significantly reduced administrative costs     
associated with generating and tracking performance ratings. 
Managers at Cargill now engage in ongoing performance    
discussions with their employees, which corresponds to a labor 
cost saving of $47 million dollars annually. Manager capability 
in delivering qualitative feedback is critical to the success of a 
no-rating performance management system. 
 
Darlene Weiss from Medtronic began her discussion on how 

the mission statement created by Earl Bakken more than 50 
years ago still guides employees in their day-to-day work and 
serves as an inspirational goal. One of Medtronic’s priorities is 
“to recognize the personal worth of employees by providing an 
employment framework that allows personal satisfaction in 
work accomplished, security, advancement opportunity, and 
means to share in the company’s success.” Before 2011,  
Medtronic followed standard performance practices, then in 
2011 introduced a “Performance Acceleration” program which 
was intended to achieve business results and grow a great 
workforce. Medtronic eliminated ratings and aimed to simplify 
the process by emphasizing the importance of open,         
transparent, and candid conversation between managers and 
employees. This feature was consistently voiced by all three 
panel members as an important aspect of their performance 
management system.  
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After the acquisition of Covidien in 2015, Medtronic had two 
separate performance management systems that needed to be 
merged. Medtronic did not have ratings and focused on traits, 
whereas Covidien did have ratings and focused on competen-
cies. Medtronic is piloting their performance management   
program “Cascade” to align goals and expectations to career 
aspirations. Medtronic plans to transition their focus from 80% 
performance and 20% developmental to 20% performance and 
80% developmental by summer of 2016. This program will help 
the organization focus on the “What” and “How” goals of     
performance management. The “What” is focused on business 
results, whereas the “How” is focused on leadership behaviors. 
Medtronic is reverting back to a rating system based on      
employee feedback. Employees expressed the need to know 
where they stand in comparison to others and want pay       
differentiation. 
 
Lastly, Ann McLay discussed how Land O’Lakes is also    

redirecting their attention to the “How” of performance        
management which represents competencies and behaviors. 
This is reflected in Land O’Lakes new talent management    
initiative and team. This initiative strives to identify, retain, and 
challenge top talent meanwhile actively managing the bottom 
10% to construct performance improvement plans. Land 
O’Lakes still implements a rating system because it supports 
the pay for performance approach and believes this provides    
clarity for employees on their role expectations. Land O’Lakes 
envisions quarterly conversation guides, better talent metrics, 
and increased manager accountability for the future perfor-
mance management system.  
  

 
The Spotlight is On…Joy Hazucha 

By Logan Michels, Co-Secretary  

 
This month’s member 
spotlight features Joy 
Hazucha – Senior Vice 
President of People, 
Culture, and Growth at 
Cheetah Development – 
a nonprofit organization 
that works to improve the 
economic stability of 
small farmers in Africa, 
through creating for profit 
businesses that spawn 
small entrepreneurs. At 
Cheetah, Joy performs 
all of the daily HR     
functions and incorpo-
rates her extensive   

research and consulting experience into this thriving non-profit 
organization. Joy values working for Cheetah because of the 
company’s mission and the impact they have on the people 
they serve. She learned about Cheetah when invited to a Meet 
Cheetah event, and she offered her help with a small volunteer 
project, while still working at Korn Ferry. Cheetah’s current 
plans to scale from its current 30 employees in Tanzania into 
multiple countries and businesses created a need for a full-
time people and culture person, and so they approached Joy 
for this role. Joy continues doing a very small amount of     
adjunct work for Korn Ferry in addition to her role at Cheetah.  
 

Joy completed her undergraduate degree in psychology and 
biblical studies at Wheaton College before earning her PhD in 
Industrial-Organizational Psychology from the University of 
Minnesota. She worked with Thomas Bouchard during       
graduate school on the Minnesota Study of Twins Reared 
Apart studies and eventually landed an internship with PDI. 
The internship turned into her first job, and several years after 
starting she was one of three individuals assigned to the   
Brussels office when the company began operations in       
Europe. Eventually, she started and led PDI’s Paris office, and 
after that managed all European operations. Throughout her 
time in Europe she was involved in all aspects of the business, 
including assessment centers and leadership simulations,  
finance, and building partnerships with clients. Since returning 
to Minnesota in 2000, Joy has been involved in the much of the 
research and design behind leadership assessments and 
simulations. Specifically, she has worked to address issues 
such as identifying leadership potential, performance, and 
readiness through assessment centers.  PDI was acquired by 
Korn Ferry in December 2012. In total, she spent just over 32 
years at PDI / Korn Ferry, before deciding to take the leap to 
“go internal.” 
 
In her spare time, Joy enjoys spending time with her husband 
and four children (ages 12 to 28), playing cello, being outdoors, 
cross-country skiing, and experiencing different cultures. When 
asked how our field can incorporate I-O into the nonprofit 
world, Joy said there are many opportunities for I-O practition-
ers and firms to put their skills and resources to use in the form 
of pro bono consulting. Things such as writing job descriptions 
or interview questions that may seem obvious or routine to I-O 
practitioners can help nonprofit organizations function more 
effectively. In terms of MPPAW involvement, Joy appreciates 
the variety and content that speakers bring to the meetings, 
and enjoys the networking opportunities during meetings. She 
is looking forward to catching up with other I-Os at upcoming 
meetings and making new connections since she does not 
currently work with many I-Os on daily basis. Her advice for 
others is to reconnect with people you already know at 
MPPAW, but also make an effort to meet new people at each 
meeting. Also, learn more about other areas of our vast field, 
even if you will not become a specialist in that aspect. 

 
Announcements 
 
Leadership Worth Following Award for Excellence in     
Developing Consulting Psychologists 
 

As a part of the awards given by Division 13 of the American 
Psychological Association, the 2015 Leadership Worth Follow-
ing Award for Excellence in Developing Consulting Psycholo-
gists will be shared this year by co-recipients Carol Lynn 
Courtney, PhD, and Richard Olson, PhD. Located in        

Minneapolis, Dr. Courtney founded and leads Courtney      
Consulting Group and Dr. Olson founded and leads Olson 
Consulting Group. They are being recognized for their         
consistent and continuing investments in the development of 
students and early career practitioners in the field of consulting 
psychology. They are Industrial and Organizational (I/O)     
Psychologists with a strong record of helping organizations and 
individuals by identifying and developing their unique strengths 
while addressing limitations.  
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Active consultants, each with vibrant practices, Carol Lynn and 
Dick nonetheless give tirelessly of their time to support       
program development and training in the Industrial-
Organizational Psychology Master Program at Minnesota State 
University - Mankato. They have provided project leads,     
internship opportunities, and consulting job leads for students 
and graduates. They have coached students as well and have 
traveled internationally with their academic colleagues and 
their students in order to carry out global service learning     
projects. The Leadership Worth Following Award for            
Excellence in Developing Consulting Psychologists includes a 
cash stipend and a grant to support a project focused on    
“developing others.” They are being recognized during the 
Midwinter Consulting Psychology Conference in Orlando, FL 
February 3-7, 2016. 
 
Minnesota Organization Development Network (MNODN) 
meeting February 4 at 6 p.m. 

 
Join MNODN for Holacracy In Action on February 4 – and   
receive a discount on meeting fees as an MPPAW member!     
 
Traditional organizational hierarchy is reaching its limits, but 
“flat management” alternatives lack the rigor needed to run a 
business effectively. Holacracy is a third way: it brings struc-
ture and discipline to a peer-to-peer workplace. Key elements 
include: 

 Flexible organization structure 

 Efficient meeting formats 

 More autonomy for teams and individuals 

 Unique decision-making processes 

 
Click here for more information or to register for this event. 

 
Job Postings  

If you are looking for employment opportunities, see 
mppaw.org/jobs.  To post a job opening, please contact Co-VP 
Communications at Debra.Holzgraefe@genmills.com. 
 
Stay connected with MPPAW on social media!  

MPPAW uses social media to share industry related           
information, important announcements, training or employment 
opportunities, and meeting reminders.    
 

 
 

LinkedIn Group: Our LinkedIn Group has over 500  

members so far and we invite you to join for discussion, 
news, and networking. Search for “MPPAW” in the Groups 
section.   
Twitter: Follow us @MPPAW. Join our 850+ followers, 

and be sure to use #iopsych in your tweets.   
Facebook: Friend us on Facebook as another way to    

receive timely information, news, networking and more.  
 
 
 

Continuing Education Credits  

For Licensed Psychologists needing to meet the CEU         
requirements of the Minnesota Board of Psychology, attend-
ance at each MPPAW event has been accredited at 1.5 hours 
of    continuing education credit. Your membership dues cover 
all the expenses for the MPPAW year (fall to spring), up to 10.5 
CEU credits. Documentation is provided upon attendance at 
the monthly meeting.  
 
Share your announcements! 

MPPAW is your resource for distributing information of interest 
to the applied psychology community in the Twin Cities. If you 
would like to include an announcement in future MPPAW 
newsletters, or post a job opening, event, or other information 
on the MPPAW website, please contact Co-VP Communica-
tions at Debra.Holzgraefe@genmills.com. 
 

 
2015-2016 MPPAW Board 
MPPAW continues to thrive in the Twin Cities thanks to the 
dedication of our elected Board of Directors.  Many community 
members have volunteered for these critical roles over the past 
15 years and deserve recognition for keeping MPPAW alive 
and well!   
 
We are fortunate to have another dedicated group of          
individuals this year who have stepped up to ensure that 
MPPAW continues to bring high quality, industry-leading     
content to our community.  The current list of Board members 
and members elect are below – thank you to all for your     
service!   
 
If you are interested in getting involved in a leadership role 
within MPPAW (all are welcome!), please reach out to us at 
mppaw.board@gmail.com or talk to any Board member for 
more information.  
  
Current (2015-2016) Elect (2016-2017) 

President    

Karen Grabow Doug Molitor 

VP, Programs  

Paul Thoresen Ashley McGregor 

Co-VP, Communications   

Debra Holzgraefe Ben Larson 
Nikki Miller   Ray Klahr  

VP, Membership  
Valerie Brophy Stephen Lagle 

Co-Secretaries  
Kristi Noble Open 
Logan Michels  

Treasurer  
Dai Guangrong Joe Colihan 

Mentoring Coordinators  
Amy Stellmack Bri Wright 
Sarah Remakel Valerie Brophy  

CEU Credits Coordinator  
Bill Handschin  

http://mnodn.us4.list-manage.com/track/click?u=90d0dad6ca2a1fb88a936be65&id=ad1d50b526&e=898c8d9a7c
https://www.linkedin.com/groups/Minnesota-Professionals-Psychology-Applied-Work-2135932/about
https://twitter.com/mppaw
https://www.facebook.com/MppawMN
mailto:Debra.Holzgraefe@genmills.com
mailto:mppaw.board@gmail.com?subject=MPPAW%20Board%20Nominations
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Meeting Details 
 
Meeting location 
All meetings for the 2015-2016 program year will 
be held at the Courtyard Marriott Downtown at 7 
Corners near the University of Minnesota Twin 
Cities campus.  Parking is available next to the 
hotel for $5! 
 
Format of meetings 
Meetings begin at 5:30 p.m. with a social hour, 
followed by the monthly presentation at 6:15 p.m.  
The meeting will conclude at 7:45 p.m.  
 
2015 – 2016 Meeting Fees 
MPPAW member fees cover food at the social hour prior 
to the speaker along with costs associated with the 
presentation (e.g., venue fees). To join or renew your 
MPPAW membership, visit 
http://www.mppaw.org/membership-info/.  You may also 
join and pay membership dues at the meeting.   
 
 
MPPAW Website:    www.mppaw.org 

 

 

Courtyard Marriott Downtown 
1500 Washington Ave. South, Minneapolis 55454 
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the authors and do not necessarily reflect the official opinions or policies of the Minnesota Professionals for Psychology Applied to Work, MPPAW.  Con-
tact Co-VP Communications at Debra.Holzgraefe@genmills.com for information to be included in this newsletter 
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