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A Monthly Publication of the North Texas Society for Human Resource Management 

From Your NTSHRM President! 
 

 
 

2012 has arrived and with it a host of opportunities and challenges. 

Some of us are gearing up to hire while some of us are preparing 

to reduce our workforce. Please keep in mind that we post 

openings on our website. Contact Glenn Jensen for additional 

information.   

 

This will be a busy year for the chapter. We are looking to 

capitalize on the growth we experienced last year and have set a 

goal of increasing our membership by 10%. We also encourage 

everyone to join SHRM as well. The website offers a wealth of 

information and resources. When you join or renew your 

membership, please be sure to list our chapter, #0147 North Texas 

SHRM, as your “home” chapter.  

 

We will be sending out a survey in a few weeks asking for 

everyone’s opinion on what topics are of interest to you. Please be 

sure to make suggestions. We will also be forming committees on 

diversity, college relations, etc. If you are interested in 

participating, please contact Kay Schroeder.  

 

Paola Vizcaino and Kelly Butler have been working on the 

conference for 2012. If you are interested in serving on this 

committee, please contact one of them.  

 

Together we can achieve all our goals. We look forward to 

working together and getting to know our chapter members to help 

make NTSHRM bigger and better.  

 

Have a wonderful 2012!!  

  

Respectfully,  

 

Miriam  
Miriam Calderon, SPHR 

President, North Texas SHRM  
 

Leadership ~ Influence ~ Integrity ~ Credibility ~ Networking ~ Education 

mailto:shrm@shrm.org


  
Remember to mark your calendars for the NTSHRM January meeting taking place on Thursday, January 26

th
 at 

11:30 a.m. Visit our website at www.northtexasshrm.org to register and pay for luncheon. This month’s sponsor is  

LJ Strategies, Inc., an employee training and leadership development firm focused on providing clients with the 

tools and resources needed to capitalize on their greatest asset – the people. For more information on LJ Strategies, 

visit www.LJStrategies.com or go to info@LJStrategies.com. You may also contact Fred Hensley at 940-384-7400 

for additional information.  

 

This month’s speaker is Attorney Shannon D. Norris, of the Norris Law Firm, PLLC. The topic will be Employment 

Law Updates.  

 

We are always looking for companies to sponsor our monthly luncheon so if your organization is interested in doing 

so, please contact Regina Wright at rwright@dentonisd.org or Karla Kotara at karla.kotara@alcoa.com. We 

appreciate your support! Thank you.  

 

 

 

 
From Denton: Take I-35S to exit 465A/Teasley Rd. Make a U-turn and go thru the light and remain on service  

road. Just before you see Johnny Carinos, make a quick right on to 1434 Centre Place Drive, Denton, TX 76205.  

The Holiday Inn will be on your left past the new home construction.  

  

 
 
From Lewisville:   Take I-35N to exit 465A/Teasley Rd. Go thru the light and remain on service road. Just before 

you see Johnny Carinos, make a quick right on to 1434 Centre Place Drive, Denton, TX 76205. The Holiday Inn  

will be on your left past the new home construction.  

 

 

Upcoming Events News 
 

 

 

Interested in sponsoring a luncheon? 

 

If your company would like to sponsor a 

luncheon, contact Regina Wright at  940-369-

0203 or  rwright@dentonisd.org.   

 

A mere $250 gets you the audience’s undivided 

attention for a few moments and table space for 

your company’s information. 

 

What Direction Are You Headed? How About to the Holiday Inn? 

http://www.northtexasshrm.org/
http://www.ljstrategies.com/
mailto:info@LJStrategies.com
mailto:rwright@dentonisd.org
mailto:karla.kotara@alcoa.com
mailto:rwright@dentonisd.org


 

 

Happy Birthday to Our January Birthday Members! 

 

 
 

 

Honoring Dr. Martin Luther King, Jr’s Birthday 
 

Although celebrated on the 3
rd

 Monday in January of each year, Martin Luther King, Jr., Day, January 

19
th,

  is a National Holiday that honors the leader of the modern civil rights movement in the United 

States. King was a Baptist minister from Georgia who, in the 1950s and 1960s, became an outspoken 

critic of racial segregation—the separation of black and white Americans in schools and other public 

institutions. King used nonviolent methods to draw attention to the mistreatment of African Americans. 

His boycotts and marches helped bring about the Civil Rights Act of 1964, which made it illegal to 

discriminate by denying fair employment or public services. That year King received the Nobel Peace 

Prize for his efforts. His work for civil rights continued throughout the 1960s. He also became a vocal 

critic of the Vietnam War. He was assassinated on April 4, 1968. 

Four days later, Congressman John Conyers (D-MI) introduced a bill for a national Martin Luther King, 

Jr. holiday, but it did not become law. For fifteen years, numerous groups and individuals pushed 

congress to pass MLK Day legislation. Finally, in 1983, President Ronald Reagan signed a law making 

the third Monday in January Martin Luther King, Jr., Day. 

In 2006, Presidents George W. Bush and Bill Clinton joined civil rights leaders of all ages and 

generations at Washington’s National Mall to attend the groundbreaking ceremony for the new Martin 

Luther King, Jr. memorial. On the National Mall, the King memorial will join other monuments and 

memorials. The new memorial will feature an arrangement of stones and trees, plus waterfalls designed to 

flow to the cadence of Dr. King’s speaking voice. 

Recognition 



NTSHRM Student Scholarship Winner   

 
Congratulations to Sarah Watson for winning the Roger P. Lette Student Scholarship! Sarah and her husband are 

both from the Wichita Falls area and now live in Jacksboro and stay busy with their two daughters, ages 11 and 2, 

and 5 year old son. Sarah enjoys volunteering in her son’s kindergarten class and working with students who need 

extra help. One of her most rewarding volunteer activities was participating in the 2011 Woman’s Build with the 

Junior League for Habitat for Humanity.  

 

Sarah graduated this past December from Texas Woman’s University with a BBA in Human Resources 

Management and will begin the EMBA program at TWU this semester. She currently serves as secretary for the 

TWU student SHRM chapter. It was through her involvement with the TWU chapter that Sarah was able to attend a 

NTSHRM monthly luncheon, which opened the door for many more opportunities.  

 

Sarah would like to thank NTSHRM for the HRSouthwest Sponsorship this past fall. Attending the conference was 

a wonderful experience and she looks forward to attending again next year. Sarah also would like to express her 

gratitude to NTSHRM for awarding her the 2011-2012 student scholarship which she will put towards her spring 

tuition. Sarah was thrilled and honored to have been selected as the recipient of this award.  

 

   
 

 

NTSHRM University Liais on Spotlights   

 
The NTSHRM Chapter would like to welcome Ashleigh Powell to our chapter as the NTSHRM University Liaison. 

As a way of developing relationships between NTSHRM Chapter Professionals and students attending various 

Universities/Colleges in North Texas, Ashleigh has set the following goals for 2012:  
¶ Unified partnerships with University SHRM Chapters throughout the DFW metroplex and North 

Texas Region 

¶ Maintain these partnerships and gain contacts within each chapter to educate and advise student 

members on the advantages of membership in the Society post collegiate life.  

¶ Facilitate student chapter activities at the professional chapter level and encourage student 

participation by representing the interest of the students to the NTSHRM Chapter. 

¶ Periodically attend student chapter meetings and provide guidance as necessary as to bridge the 

gap between HR practitioners and students.   

¶ Keep the NTSHRM Chapter updated on these partnerships/contacts. 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

Diversity Matters: NTSHRM Diversity Statement 

          
Vision 

¶ To allow our members to be on the forefront of knowledge and practices regarding the continuously 

changing role of diversity.  

 

Mission 

¶ To serve as a resource in fostering an understanding and appreciation of diversity efforts for NTSHRM. 

 

Commitments 

¶ To accomplish our mission and vision through recognition and appreciation of the uniqueness of 

individuals. 

¶ To provide information for the continuous pursuit of education and understanding of diversity awareness 

among all groups of individuals. 

¶ To promote fair and honest treatment of all people. 

 

 

 

 

MISSION STATEMENT  
 

The North Texas Society for 

Human Resources Management 

(NTSHRM) serves as a catalyst 

to facilitate the organized effort 

of professional growth and 

development in the business 

community pertaining to current 

and emerging Human  

Resource issues. 



 

 

 

 

 

 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

NTSHRM ENHANCES YOUR 

CAREER 
 

North Texas Society for Human Resources 

Management enhances your professional career in 

many of the following ways: 

 

V Monthly speaker presentations 

V Networking opportunities abound 

V Monthly Board Meetings 

V Professional Growth 

V Leadership Development 

V HR Opportunity Job Bank 

V Committee Involvement 

 

Membership Benefits and Services 
 

NTSHRM LEADERSHIP’S 

EXECUTIVE BOARD  
 

Past and Present President 

Miriam Caldero n, SPHR 

Select Energy Services 

(940)668-5713 

mcalderon@selectenergyservices.com 

 

President Elect 

Regina Wright 

Denton Independent School District 

(940)369-0203 

rwright@dentonisd.org 

 

Vice President, Marketing 

Nechelle Harris 

Houghton Mifflin Harcourt  

(972)459-6003  

nechelle.harris@hmhpub.com  

 

Vice President, Finance 

Pam Barnes 

Health Services of North Texas, Inc 

(940)381-1501 ext 110 

pbarnes@healthntx.org 

 

Vice President, Professional Development 

Kelly  Butler  

City of Denton 

(940)349-8345 

kelly.butler@cityofdenton.com 

 

Vice President, Professional Development 

Paola Vizcaino 

Coserv Electric 

(940)369-0203 

pvizcaino@coserv.com 

 

Vice President, Programs 

Kay Schroeder, PHR 

(940)759-2177 

alexandkay@live.com 

 

Vice President, Workforce Development 

Glenn Jensen, PHR 

UNT Career Center 

(940)565-2105 

glenn.gensen@unt.edu 

 
Vice President, Administration 

Paula Drabek, PHR 

Southwest Airlines--Retired  

(214)724-1090 

drabekp@yahoo.com 

 

Vice President, Membership 

Karla  Kotara  

Alcoa Sub-Assembly & Logistics 

(940)243-4491 

karla.kotara@alcoa.com 

 

 

We Need Volunteers!! 
 

Web Page 

Legislative Affairs 

Certification  

Diversity Initi ative 

Membership 

Telephone 

Job Fair 

School-to-Work  

Newsletter 

Social Events 
Seminar Planning 

Salary Survey 

Scholarship 

College Relations 

Workforce Development 

   
Visit our web site at www.northtexasshrm.org.    

  

   

 

 

Community Outreach 

Opportunity  
 

               
 

To support ongoing efforts, the Denton Community 

Soup Kitchen is accepting non-perishable and 

monetary donations. To find out more about the 

organizations’ additional needs this holiday season, 

please contact them at 940-382-5604. 

mailto:mcalderon@selectenergyservices.com
mailto:mcalderon@selectenergyservices.com
mailto:rwright@dentonisd.org
mailto:pbarnes@healthntx.org
mailto:cboydsto@cvscardio.com
mailto:kelly.butler@cityofdenton.com
mailto:pvizcaino@coserv.com
mailto:alexandkay@live.com
mailto:glenn.gensen@unt.edu
mailto:drabekp@yahoo.com
mailto:mcalderon@selectenergyservices.com
mailto:karla.kotara@alcoa.com
http://www.northtexasshrm.org/


 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Membership Benefits and Services, continued… 

www.NTXSHRM.org  
 

For up-to-the-minute information about 

luncheons, chapter happenings, speaker 

information and more, check out our  

web site! 

LEGAL COUNSEL  
 

Attorney Shannon D. Norris 

 

 
 

Mr. Norris  has over 17 years experience in labor 

and employment law. During the time he has 

represented a broad range of clients from Fortune 

100 Companies to small businesses and individual 

employees. His practice includes handling claims 

relating to employment discrimination, sexual 

harassment, wrongful terminations, wage and hour 

disputes, enforcement of non-competes and non-

disclosure agreements, breach of contracts, and 

other employment related matters. Mr. Norris also 

advises clients on the drafting and enforcement of 

employment agreements and human resource 

policies. 

 

Mr. Norris received his Law Degree from: 

Texas Tech University 

Juris Doctor 1993 (magna cum laude) 

Order of the Coif 

 

 

Norris Law Firm , PLLC  

720 S. Denton Tap Rd #200 

Coppell, TX 75019 

214-396-4700 

Email: sdnorris@norrisfirm.com  

 

 

 

 

 

Legal Words from Shannon 
 

EEOC Suggests that Requiring High School 

Diploma Could Violate ADA 
 

The EEOC recently issued an informal discussion letter 

suggesting that requiring job applicants to have a high school 

diploma could violate the Americans with Disabilities Act.  

Public reaction has been hostile, with many commentators 

citing this as an example of regulatory overreach.  

 

At first glance, it might seem unreasonable to suggest that an 

employer could be liable for requiring applicants to meet 

such a basic educational standard.  But in fact, the EEOC’s 

position is not a significant departure from existing 

interpretations of the ADA. 

 

For purposes of the ADA, requiring applicants to possess a 

high school diploma is no different than requiring them to 

satisfy any other qualification standard.  All qualification 

standards, including the requirement for a high school 

diploma, must be job-related and consistent with business 

necessity.  If the requirement has the effect of screening out 

individuals with a disability, the employer must show that 

the employee cannot meet the standard, or perform the job, 

with a reasonable accommodation. 

 

In its discussion letter, the EEOC notes—quite correctly—

that some persons have learning disabilities that prevent 

them from obtaining a high school diploma.  Because of this 

fact, requiring applicants to have a diploma could have the 

effect of screening out individuals who could not obtain a 

one due to a learning disability. 

 

The real question, then, is whether a high school diploma is 

actually job-related and consistent with business necessity.  

The EEOC argues that an employer cannot satisfy this test if 

a person without a diploma can easily perform the job 

functions.   

 

As with most questions involving the ADA, the best 

approach is to focus on the actual job requirements and the 

individual applicant’s abilities.  It would obviously be 

problematic for an employer to impose a fifty-pound lifting 

requirement for a desk job that required no lifting.  It would 

be equally problematic to require academic credentials that 

are not actually necessary to perform the job. 

 

While some jobs do require academic credentials, arbitrarily 

requiring applicants to have a high school diploma could 

screen out disabled applicants who are in fact qualified to 

perform the job.  Employers are doing themselves a favor—

and avoiding potential problems—by making sure that the 

job requirements actually fit the job. 

 

Shannon D. Norris 

January 2012 

 

http://www.ntxshrm.org/
mailto:sdnorris@norrisfirm.com


 

 

Why Pursue Certification? 
Á Professional certification establishes credibility. Earning the SPHR or PHR credential shows that a person 

has mastered the HR body of knowledge and has remained current on HR developments through the 

recertification process. 

Á Certification recognizes professional achievement. It is a visible reminder to coworkers and senior 

management of the holder’s expertise. 

Á Certification elevates the status of the HR profession. As the number of certified HR professionals grows, 

so does the status and prestige of the certification. 

Á Certification allows you to make a greater contribution to your organization’s success. The knowledge 

and visibility you have gained provides you with an opportunity to make a difference in your organization 

Á Certification provides a sense of personal satisfaction. A sense of satisfaction results from undertaking 

and succeeding in a difficult endeavor. Many newly certified HR professionals say, “I did it for myself.” 

Á A highly valued certification gives you a distinct advantage in the job market. Similarly, when you are 

hiring, a certified candidate gives you an extra measure of confidence in a candidate. 

Á Certification is portable across different companies and positions. It moves with you as you change 

companies and careers. And, for many federal employees, certification helps them make the transition 

from public to the private sector. 

 

Human Resource Certification Institute (HRCI) 

The HRCI exists to enhance the professionalism of HR practitioners, researchers, and consultants through 

its certification process. HRCI, an affiliate of SHRM, has a separate board of directors from SHRM and is 

operated as an independent nonprofit entity.  Human Resource Certification Institute (HRCI) 

Website:  http://www.hrci.org/  

Reminder, if you also passed either the PHR, SPHR or GPHR Exams, please let us know so that you, too, 

can be recognized for your accomplishment.  NTSHRM would like to extend a big “thank you” to 

everyone who volunteered their time to help make this possible.   

 

201 2  REGISTRATION & TESTING  INFORMATION  

Spring  

 
Testing Dates  Application Acceptance Period  Late Application Period  

PHR/SPHR May 1 st ï June 30 th   Jan 9 th  ï March 9 th   Mar 10 th  ï Apr 13 th   

GPHR/CA May 1 st ï May 31 st  Jan 9 th  ï Mar 9 th   Mar 10 th  ï Apr 13 th   

201 2  PHR/SPHR EXAM FEES  

  PHR  SPHR  GPHR  PHR - CA/ SPHR - CA  

Price  US$300  $US425  US$425  US$325  

SHRM Member Price  US$250  US$375  US$375  US$275  

*A US$75.00 nonrefundable late fee is applied to all applications submitted during this time.   

 

Certification Corner  

Certification Exam Schedule & Fees 

http://www.hrci.org/


 
Creating Metrics for Senior Management 

By Drew Robb, California-based freelance writer and author who specializes in technology, engineering 

and business. 

To be effective, HR leaders need to become an active part of the management decision-making process, 

not simply contributors to the expense of doing business. This means providing metrics in terms business 

leaders can understand. 

 

"Historically, HR has grown up in a void of unaccountability," says Al Adamsen, founder and managing 

partner of People-Centered Strategies LLC in San Francisco. HR leaders "have not been held accountable 

for delivering metrics that show the value of their programs or investments."  

 

But no more: Better tools for assembling workforce metrics, combined with tighter coordination between 

HR and operations, allow HR professionals to deliver meaningful business information.  

 

HR professionals are "starting to deliver business value, clearly showing the connection between what 

they do and the outcomes of the business," says Nicholas Garbis, strategic workforce planning leader for 

GE Energy in Minneapolis.  

Tools to Use 

 

HR professionals in many companies probably don't need to purchase additional software to create valid 

metrics. "A decade ago, if some clients looked for turnover rate by performance category, it could be a 

two-week project," says Haig Nalbantian, senior partner for Mercer in New York City. "Now, most large 

global organizations have that data" in real time. 

 

The trick is knowing where to look and how to extract the data. Human resource information systems 

typically have reporting tools. Learning management, performance management and financial systems 

and tools are additional sources.  

 

"Step zero is data integrity and quality. Many organizations don't even know how many people are 

working there," says Rishi Agarwal, a partner in Deloitte's Human Capital Practice in Atlanta.  

 

A lack of records is not the only potential problem. HR and payroll personnel may be operating on 

different ideas of who to count as an employee. There is an initial step of getting agreement on what 

counts as a valid measurement and then making sure the data match the definitions. "Figure out who is 

measuring what, how they are doing it and how to corral all the information," Garbis says. "Get everyone 

to follow this new approach or common definitions. It is a combination of business intelligence and 

change management." 

 

Then data often need to be brought into a data warehouse to be analyzed and manipulated to gain insight. 

The challenge lies in getting all the data sources working together to gain a picture of what is happening 

and what will happen if certain actions are taken.  

 

It may be possible to use tools that come with human resource information systems for data analysis. For 

example, embedded predictive analytics come with Oracle Fusion HCM and the Oracle Fusion Workforce 

Predictions module, and more than 600 HCM reports and 90 key performance indicators come with the 

Legislative Updates 



SAP ERP and the SAP BusinessObjects Strategic Workforce Planning software.  

 

Analysis products from companies such as Peoplefluent, SuccessFactors, HumanConcepts, 

KnowledgeAdvisors and others can aggregate data from multiple sources. Even common tools such as 

Excel can be used for data analysis.  

 

But no tool replaces the value of human insight. 

Don't Be Sidelined 

 

If HR professionals don't measure their function's effectiveness, someone else will, Adamsen says, 

explaining that "If operations isn't getting the data they need from HR, they will build the capability they 

need, often working with finance. HR could be left on the sidelines."  

 

Jennifer Triumph is compensation analyst for the Northern Indiana Region of the Franciscan Alliance, a 

group of 14 hospitals. In her region are five facilities with about 5,000 employees. Triumph, located in 

Hammond, Ind., faces the challenge of attracting and retaining employees from the higher-paying 

Chicago metropolitan area. She says data has become key to obtaining resources necessary to recruit and 

retain high-value talent.  

 

For example, sometimes her team will propose new employee benefits such as discounted tickets or 

higher tuition reimbursement. "By showing that we are attracting and retaining high talent, and that 

employees like these benefits, we can keep these costly benefits," she says. "We can show that the cost of 

these benefits is less than the cost of losing the quantity of employees who would leave if you take away 

the benefits." 

What to Measure 

 

Senior executives make decisions based on facts, not feelings or opinions. 

 

When selecting metrics to track and analyze, HR leaders use two categories of data: standard HR 

statistics, such as head count and time-to-fill, and workforce analytics that show how workforce 

characteristics affect production, income and profitability. 

 

"HR is the function, and workforce is the people," Garbis says. "On the HR side, you are aiming at 

optimization and impact; on the workforce side, it's about business results." 

The raw data need to be translated into plans that advance business purposes. 

In deciding what to measure, include metrics that show actions taken to produce results, not just end 

results. "Don't look at just outcome metrics. The key is to get to the driver metrics," says Mercer's 

Nalbantian.  

 

Metrics kept and reported on differ by organization, depending on culture and business needs.  

 

At the Franciscan Alliance, "We need to present data that show our human capital strategy is effective 

and that we are acquiring, developing and deploying the proper talent," Triumph says.  

 



 

Metrics she tracks include:  

¶ Percentage of performance goals met or exceeded, which show whether the company is meeting 

the performance goals aligned with its mission. 

¶ Percentage of employees rated at the top performance appraisal level who are paid above the 

average salary. 

¶ Percentage of top-performing employees who resigned for compensation-related reasons. 

¶ Turnover percentage of low-performing managers and employees within one year of receiving a 

low performance rating. 

¶ Percentage of employees in any performance management program who improve at least one 

level within the year. 

¶ The rate of involuntary turnover in key jobs. Tracking this metric provides the trend and shows 

whether actions are being effective in reducing the rate. 

¶ The rate of involuntary turnover in key jobs. Tracking this metric provides the trend and shows 

whether actions are being effective in reducing the rate. 

"A lot of people look at total employee turnover, but we look at key jobs or hot jobs and weight high 

performers heavily compared to average or poor performers," Triumph says.  

If top performers are leaving, the organization may need to adjust compensation or benefits. If 

management is lacking, line managers may need training or may have too many direct reports. If poor 

performers are leaving, it could be that employees are not offered enough development assistance. 

 

Triumph uses Halogen Software, but the canned reports don't always provide the data she needs. In 

addition to the metrics that come from Halogen, she runs reports on compensation and turnover that come 

with a PeopleSoft human resource information system. Sometimes, she uses the Halogen and PeopleSoft 

systems together. 

 

The systems "communicate with each other and populate the user center," she says. "Then, through the 

performance reviews and other talent management processes that we use, we can build metrics off of 

those using the Halogen reports." 

 

The real value comes in translating metrics into action. The raw data need to be translated into plans that 

advance business purposes. 

 

"Analytics is the act of coupling metrics with experience and knowledge to develop insights with the 

express purpose of doing something with the insights," Garbis says. "Analytics requires people with 

specific talent for uncovering relationships and driving the right actions." 

Story Time 

 

It's up to HR professionals to interpret workforce data in a way that gives clarity and meaning to the 

business issues at hand.  

 

"Execs will never walk away from a meeting with reams of data points," Nalbantian says. "They will 

always walk away from that meeting with a compelling and credible story that you have been able to 

make those data tell." 

 

HR's metrics don't have to connect all the way to the bottom-line result. For example, in a retail setting, if 



HR professionals can show that a training program speeds up cashiers, others can extrapolate that to 

lower payroll, higher profits and customer retention. If HR can show that its actions lead to greater 

engagement, others can envision how this drives down the cost of hiring. But the presentation has to be 

done properly and, ideally, live.  

 

"HR professionals may understand what we are trying to portray, but the executive team also needs to see 

what we see," says Triumph. When presenting to senior leaders, she often uses Halogen to run ad hoc 

reports on her desktop as needed to answer questions. 

 

"There are some instances where we have to take time to re-analyze the data and bring it back, but the 

majority of the time we can revamp the reports on the fly," she says. When senior executives ask for 

specific data, she can create reports on the spot.  

 

Triumph says HR leaders should present information quarterly so executives stay apprised of HR's value. 

But the most important meetings happen during the annual budget process, and impromptu meetings may 

be necessary to address situations such as an unanticipated increase in patient load.  

 

"We can be called up at any time to give any type of metric, and it is great to have software systems that 

can provide rich data," Triumph says.  

 

The Franciscan Alliance takes in patients without regard to ability to pay. Given the economic climate 

and increased demand for charity care, it is up to the HR department to find ways to get greater value out 

of existing staff. So, Triumph recently showed senior executives that it was more important than ever to 

attract and retain the best staff. 

 

"The equation is that high performance equals better patient outcomes, which equals lower admittance 

costs, which equals higher profitability," she says. "We are a nonprofit, so our bottom line is always zero, 

but we still need to be profitable so we can expand our organization and provide better services." 


