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Upcoming Speaker Tuesday 1/19 
By Paul Thoresen, VP Programs 
  
Topic: As the pendulum swings on performance         
management, what does the evidence say? 
 
Speakers:  

 Roxanne Laczo, Integrated Talent Analytics and    
Employee Experience Lead - Cargill.   

 Darlene Weiss, Director Talent Management -         
Medtronic 

 Land O'Lakes speaker - TBD 
 

We have seen a huge shift in performance management in 
recent years. Many companies have forgone ratings, and 
made a splash in the mainstream press. It is hard to not see a 
paradigm shift as witnessed by the topic of the 2015 SIOP 
Leading Edge Consortium “Building a High Performance    
Organization: A Fresh Look at Performance Management”. 
What success do companies have in making a shift? What 
obstacles are encountered? Where does measurement come 
in to play with ratings on the outs. Plus, where do compensa-
tion decisions live if you divorce them from performance   
management? Join us as we explore these issues and more 
with our panel of experts from Cargill, Medtronic, and Land 
O’Lakes.   
 
 
 
Roxanne M. Laczo, Ph.D. has over 

15 years of business experience 
working for large multinational or-
ganizations in the areas of employ-
ee experience, performance man-
agement, talent assessment, 
measurement and analytics. Within 
these roles, Roxanne has imple-
mented global employee surveys, 
overseen the research and analyt-
ics surrounding employee surveys, 
and consulted on the development 
and validation of assessment and selection programs.        
Currently, Roxanne develops the strategy, processes, and 
governance for global talent analytics, employee engagement, 
and performance management programs at Cargill. She also 
partners closely with Cargill’s internal coaching network, assist-
ing in program delivery and development along with coaching 
high-potential and emerging leaders.  
 
 
 
 

 
 
Roxanne holds a Doctorate from the University of Minnesota, 
Twin Cities in  Industrial-Organizational psychology with a  
focus on research methods and psychometrics. Roxanne and 
team were  recipients of the 2015 Achievers 50 Most Engaged 
Workplaces

TM
 in North America Award for leadership and   

innovation in engaging the workplace and the 2014 
SIOP/SHRM Human Resource Management Impact Award for 
Cargill’s Everyday Performance Management program. 
 
 
Darlene Weiss is a Senior Human 

Resources leader with Medtronic’s 
Global Talent and Leadership    
Development Center of Expertise. 
She is responsible for providing 
strategic thought leadership to the 
design and implementation of   
Global Performance Management 
and Talent Planning processes. 
Darlene and her team are leading 
Medtronic’s efforts to create a harmonized performance    
management process.  
 
Prior to joining Medtronic, Darlene was Head of Human      
Resources for Integra Life Sciences, Global Operations and 
Quality. Previous to that role, she was Director of Talent &   
Organizational Capability for Lockheed Martin’s Mission     
Systems & Sensors where she was responsible for the strate-
gic oversight of talent acquisition, organization and employee 
development, and talent management. Darlene has also held 
key Human Resource leadership positions with Thomson   
Reuters and Honeywell. Darlene attended Syracuse University 
where she received a Master of Science degree in Instructional 
Systems Design. 
 
 
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:  

 

  

http://www.marriott.com/hotels/travel/mspdc-courtyard-minneapolis-downtown/
http://www.marriott.com/hotels/travel/mspdc-courtyard-minneapolis-downtown/
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2015-2016 Program Schedule 

February 16, 2016 

Topic: Training and Development, Talent Development,   
Leadership Development, Brain Development 
Speaker: Dr. Robert Eichinger, Retired Vice-Chair of Korn   
Ferry Institute and Co-Founder of Lominger, International 

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 
 
   

President’s Corner 
By Karen Grabow, President 
 
KEEPING IT SIMPLE . . . 
 
Happy New Year! And if you’re 
looking for resolution material, I 
have a recommendation. 
 
My entire career has been as a practitioner – and most of that 
time has been spent in pretty concrete environments.  In my 
days in HR at Target, any program better not take too much of 
the employees’ time (payroll being the store managers’ largest 
controllable expense).  Similarly, at Land O’Lakes – an agricul-
tural cooperative -- the ag execs reminded me that I was 
spending our owners’ money on HR programs so they better 
be worthwhile.  
 
While those two cultures couldn’t have been more different, in 
both environments the employees, managers and execs were 
driven doers.  “Get ‘er done!” was the ag motto. And at Target, 
as in so many of our corporate environments, the pace and 
workload were relentless. 
 
How to ensure our practices make a difference in                 
environments like those? Our programs have to be so easy to 
implement that managers have no excuse not to do them (to 
paraphrase Marc Effron).  And employees have to be engaged 
– even if they are sixteen years old (like Target cashiers) or 
speak numbers as their first language (like almost all corporate 
managers and leaders we know!)   
 
The best approaches we found included:  employee survey 
questions using “five cent words”, one page performance    
reviews and training that reflects the work environment closely.  
Succession planning and workforce planning worked best 
when oriented around pressing business questions such as: 
who to drive the new strategy; who to fill-back for the aging 
technical resources in an increasingly technical business; who 
to send to the high potential program. 
 
 

 
In the employee development arena, a leader said to me    
recently, “Employee development is just too hard and too 
slow!” And when I suggested to another long-time leader that 
he coach a promising employee, he protested, “I can’t explain 
how – I just do!”  So, how about debriefs?  If there’s no     
shortage of “doing”, there should be much opportunity for post-
mortems.  We’d make meaningful contributions if we             
encouraged routine debriefs and provided a LITTLE guidance 
on how to structure those sessions. 
 
None of this is meant to suggest we should not apply all the 
rigor of our discipline. We must build smart, rigorous programs, 
but we generally need to keep the technical stuff “under the 
hood”.  Let’s make sure we attend to the experience of our 
“customers” when it comes to interacting with our programs.  
What we ask of them has to be easy – intuitively so – it has to 
make sense to them – and it’s best if our practices are        
integrated into the ongoing flow of work so it takes effort not to 
comply. 
 
Don’t just take my word for it.  As diverse a set of “sages” as 
these have argued similarly:  
 
 “Don’t make the process harder than it is.“ — Jack Welch 

 
“For the more limited, if adequate, is always preferable.”  
– Aristotle 
 
And, my favorite, this from Mark Twain: “I didn’t have time to 
write a short letter, so I wrote a long one instead.” 
 
Let’s make a resolution to do the hard work to keep it simple in 
2016! 
 

What are you reading? 
 

MPPAW couple Gordy Curphy and Dianne  
Nilsen have different reading interests.  
 
Gordy’s reading list these days includes:  

 Leadership bs by Jeffrey Pfeffer 
 The Economist weekly 
 The Wall Street Journal daily 
 And occasionally JAP, Personnel Psychology, Journal 

of Consulting Psychology, and Harvard Business   
Review. 

 
Dianne follows:  

 Wall Street Journal 
 Minneapolis/St. Paul Business Journal 
 Talent Management Magazine 
 Chief Learning Officer 
 Talent Management Quarterly 
 McKinsey Quarterly 
 HBR Blogs – especially those by Tomas Chamarro-

Premuzic and Ron Ashkenas 
 Google Alerts to stay informed about clients in the 

news 
 Seeking Alpha updates – another great way to stay 

current on clients (subscriptions include transcripts of 
earnings calls)  

 
And Dianne’s 2015 fun reading favorites were: 
 The Nightingale by Kristin Hannah 
 The Century Trilogy by Ken Follet 
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November Presentation Recap 
By Logan Michels, Co-Secretary 
 
The November 2015 speaker was Dr. David Campbell who 
presented on the history of psychological testing. Campbell’s 
presentation began with a review of psychological testing and 
included numerous anecdotes and tips, and it concluded with a 
question and answer session. 
 
Campbell reviewed classic psychological tests and testing   
programs starting with the Binet (1908), the Stanford Binet 
(1916), the Army Alpha (1916), the SAT (1926), the MMPI and 
the CPI (1940s), the Iowa Test of Basic Skills (1950s), the ACT 
(1959).  He explained how some of the researchers (Donald G. 
Paterson, Edward K. Strong, and Richard M. Elliott) who had 
worked within the Army Alpha testing program moved to the 
University of Minnesota to continue their research. As a result, 
there was a proliferation of “Minnesota” tests and inventories 
published in Mental Measurements Yearbooks. 
 
David proposed that 90 percent of the progress in testing is 
governed by scoring capabilities. Hand scoring, punch cards, 
and algorithmic methods were the only scoring options in the 
early stages of testing. However, the testing industry attained 
significant progress in the early 1960s when computers, optical 
scanners, and paper feeding devices were merged. This    
allowed for high volumes of tests to be scored quickly and   
accurately. This was especially useful since it overcame one of 
the primary flaws of algorithmic scoring methods – the “flat” 
profile. Flat profiles were essentially a test report that did not 
offer any information and it occurred when scoring machines 
needed to be re-calibrated, which was generally needed on a 
weekly basis.  
 
David discussed his revision to the Strong Vocational Interest 
Inventory – the Strong Campbell Interest Inventory, and shared 
that he was briefly in 1971 seen as the “most chauvinistic    
psychologist in history” for having a blue version for males and 
a pink version for females. That outcry led to another (hasty) 
revision! 
 
Additionally, we learned that prior to the 1960’s, test-takers 
never saw their results. However, the Peace Corps changed 
this when they began using psychological tests for selecting 
candidates and assigning them to projects based on the      
results. When David took over the Center for Creative Leader-
ship, he inherited a former Peace Corps psychologist and they 
decided together to make “firm but kind” feedback a            
cornerstone of CCL’s psychological testing with managers.  
 
Campbell then briefly discussed computer adaptive testing and 
other testing research that has been coming out of Europe and 
suspects that eventually testing will be embedded in many 
forms of technology that we use. In general, he pointed out that 
there are two main reasons for test revisions. First, people 
expect them to be updated; and second, political correctness.  
 
The questions covered a variety of topics, including testing 
norms, IQ test score differences when tests are taken under 
stress, and the novelties at the Center for the History of     
Psychology. When asked who his biggest professional heroes 
were, he listed several including Donald G. Paterson and    
Helen Astin. 
 

 

The Spotlight is On…Brad Buchanan 

By Kristi Noble, Co-Secretary  
 
This month’s spotlight features 
Brad Buchanan, who assists I-O 
practitioners with implementing 
their organizational-specific 
employee surveys. He finds it 
fascinating to work with I-O   
professionals because it is the 
complete opposite of his work 
and he enjoys learning how 
technology can apply to their 
areas of expertise. 
  
Brad has been working in the 
computer technology industry 
ever since he graduated with a 
Business Management degree from St. Cloud State University. 
Brad has 25 years of experience and has seen the industry 
transition from microfiches to cloud storage. 
 
Data Solutions (acquired Questar) is a data-gathering           
company that focuses on process management surrounding 
employee measurement tools, such as surveys and             
assessments, developed for clients. Data Solutions typically 
serves two types of clients; larger Fortune 500 companies and 
consulting firms specializing in human resources or leadership. 
Brad believes the greatest challenge this industry faces is how 
much data is being collected –everything from payroll to       
performance – and finding ways to share that information in a 
meaningful way across business functions.  
 
One interesting aspect of this industry is that data protection 
laws are different in the United States (US) in comparison to 
the European Union (EU) that requires safe harbor compliancy. 
The United States uses a sectoral approach that relies on a 
mix of legislation, regulation, and self-regulation. The EU, 
however, relies on comprehensive legislation that requires, 
among other things, the creation of independent government 
data protection agencies, registration of databases with those 
agencies, and in some instances prior approval before person-
al data processing may begin. As a result of these differences, 
safe harbor compliancy significantly impacts the ability of US 
organizations to engage with international clients in a range of 
trans-Atlantic transactions. 
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Announcements 
 
MinneAnalytics Marketing Analytics Conference is Janu-
ary 22 at Medtronic 

Registration is now open for the second edition of Minnesota's 
premier Marketing Analytics Conference. Hear from leading 
minds in the field and engage with your peers in the analytics 
community.  For more details and to register, go to 
http://minneanalytics.org/mama2/ 
 
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 require-
ments of the Minnesota Board of Psychology, attendance 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.  
 
Minnesota Organization Development Network (MNODN)  

MPPAW benefits include getting the membership rates at our 
“partner” network, MNODN (Minnesota Organizational        
Development Network).  Events are held at the Carlson School 
of Management Executive Center in Minneapolis. Look for  
upcoming events on their web site at www.mnodn.org. 
 
 
 
 
 
 
 
 
 

 
 
 
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://minneanalytics.org/mama2/
https://www.linkedin.com/groups/Minnesota-Professionals-Psychology-Applied-Work-2135932/about
https://twitter.com/mppaw
https://www.facebook.com/MppawMN
http://www.mnodn.org/
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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