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What’s an Open-Door Policy (ODP)?

 Can be formal or informal

 Allows employees to bring issues, concerns, or 
ideas forward to leadership, even if it is not with 
their direct supervisor

 Is designed to promote “upward communication” 
between employees and leadership

 When done correctly, can help build trust while 
also helping to mitigate legal risk for both 
employers and employees



When Do ODPs Fail?

 When used to replace (or go around)
the involvement of Human Resources

 When information gathered is not translated into 
meaningful action

 When not applied equitably among employees

 When leadership is not properly equipped or 
trained to support the policy

 When we fail to adapt yesterday’s solutions to fit 
today’s workforce

 When the policy is informal (i.e., not 
documented)



No news is better than evil 
news.

King James I of England, 1616





Instead of ODPs, Use These

 Complaint Resolution Policy

 Integration Check-Ins (30/60/90 Days)

 1:1 Meetings (Managers & Direct Reports)

 Employee Engagement Surveys

 Identify Your “People Leaders”

 Organizational Chart (“Org Chart”)

 Training for leaders on WHEN and HOW to escalate to Human Resources
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Phone: (206) 757-8569

LinkedIn: www.linkedin.com/in/christopher-boccuzzo
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Unboxing Humans

How to attract, motivate, 
and retain the rising 
generation of talent

Danielle Boris



When people love their 
work, they do better work. 





Every person on this planet 
is unique.







Not my dog



That weirdo who 
loves work



My timeline

Born in 1993

Makes me technically a 
millennial but smack dab 
on the cusp of gen z

2016 2016-2020 2020



PurposeIntrinsic 
motivation



Interests



Uncovering our employees' 
unique sets of interests so we 

can attract, motivate, and 
retain them.

1



Aligning employees to the 
projects, jobs, and initiatives 

that match their interests.

2



Projects 



Aligning people in their day-to-day work

Projects



Project arises 
internally

1

Manager selects 
team member

2

Team member 
gets the work 

done

3



Meet Alex
Software engineer



Jobs



Aligning people to the right role

Jobs



Talent needed 
to do work

1

Job posted 
internally and 

externally

2

Someone is 
hired to do the 

work

3



Meet Ivie
Digital marketer 



Initiaves



Connecting people to create impact

Initiaves



Employees want 
to get involved

1

HR creates ESG 
initiaves

2

Only a few 
people show up

3



Meet Jaime
Operations manager



You already have the 
resources you need.





SandboxTogether.com
@SandboxTogether
Danielle@SandboxTogether.com

Danielle 
Boris
Founder & CEO, Sandbox
Author, The Energy of Weirdos



[WO]MANipulation
How My Idea Became Yours



Potential Employees





Current Employees



C – Suite Team



Why don’t we like sales?





Hey girl! I hope you’ve been doing well since high 
school. Your kids are adorable! I own my own 
business now and am looking to help mentor a few 
people I see potential in. Are you looking to make 
more money and finally work for yourself?



















We hate sales 
because we relate it to 

being deceived.







Men and WOMEN 
tend to judge women 

more harshly.



That includes the way 
we feel about 

ourselves.



As a female dominated field, HR 
often plays the supportive role 

instead of the strategic leadership 
role, not because they don’t have the 

right ideas, but because they 
don’t know how to sell them.



We use sales 
every day.





No one was hurt 
during the creation 
of this photo.

Except my ego. 
And my sense 
of hope.



Like it or not, 
we’re all in 
sales now. 



What’s the  Point?



[WO]MANipulation = Sales



Sales ≠ Bad



Everyone is selling 
something.



YOU are in Sales.



Learn how to turn 
your worst “flaw” into 

your best talent. 



Be Her.
Be You.



Know Your 
Stakeholder.







Melissa is often considered daring, bold, and gutsy. She is a risk taker who likes to be seen as an 
individualist. Nothing bores Melissa more than the status quo, things becoming routine, and people 
always agreeing, or pretending to agree. Some would see Melissa as an initiator. She is a 
dominant, forceful and direct person. Melissa’s creative mind allows her to see the “big picture.” 
She wants to be seen as a winner and has an inherent dislike for losing or failing. She tends to work 
hard and long to be successful. She is driven toward goals completion and wants to be in a 
position to set policy that will allow her to meet those goals. She is the type of individual who, under 
pressure, has a tremendous sense of urgency and need to get things done. 

Because she tends to be skeptical, she’s often quick to see the shortcomings of a plan. Others may 
find this harsh or intimidating, and they may be less likely to suggest new ideas for fear of 
rejection. Melissa may also be somewhat skeptical about other people’s intentions, particularly 
if they come across as excessively friendly or enthusiastic.

Melissa





Matt prefers working for a participative manager. He does his best work in this kind of 
environment. He is good at creating enthusiasm in others. He influences most people with his 
warmth. He, as a manager, can use his people skills to build group involvement and increase 
participation from the group. Matt believe is getting results through other people. He prefers the 
“team approach.” His goal is to have an make many friends. At work, he is good at maintaining 
friendly public relations. He projects a self-assured and self-confident image. He is most likely at 
his best in situations where important things, such as values, judgements, and feelings of emotions
are involved. He prides himself on his “intuition.”

Matt





Utilitarian / Economic
You value practical accomplishments, results, 
and rewards for your investments of time, 
resources, and energy.

The Utilitarian score shows a characteristic interest 
in money and what is useful. This means that an 
individual wants to have the security that money 
brings not only for themselves, but for their present 
and future family. This motivator includes the 
practical affairs of the business world – the 
production, marketing, and consumption of goods, 
the use of credit and the accumulation of tangible 
wealth. This type of person is thoroughly practical 
and conforms well to the stereotype of the average 
business person. A person with a high score is likely 
to have a high need to surpass others in wealth. 



Individualistic / Political
You value personal recognitions, freedom, and 
control over your own destiny and others.

The primary interest for this motivator is POWER, 
not necessarily politics. Research studies 
indicate that leaders in most fields have a high 
power drive. Since competition and struggle play a 
large part in all areas of life, many philosophers 
have seen power as the most universal and most 
fundamental of motives. There are, however, 
certain personalities in whom the desire for direct 
expression of this motive is uppermost; who wish, 
above all, for personal power, influence and 
renown. 



Theoretical
You value knowledge, continuing education and 
intellectual growth. The primary drive with this 
motivator is the discovery of TRUTH. In pursuit of 
this drive, and individual takes a “cognitive” 
attitude. Such an individual is non-judgmental 
regarding the beauty or utility of objects and 
seeks only to observe and reason. Since the 
interests of the theoretical person are empirical, 
critical, and rational, the person appears to be an 
intellectual. The chief aim in life is to order and 
systematize knowledge: knowledge for the sake 
of knowledge.



Cater to your audience.



What are they trying to accomplish?
What are their challenges? 
Photo of someone famous trying to accomplish – Maverick? 
Is their reputation on the line? 
Are they trying to get a promotion?
Are they short on budget? 
What would be best for the company and what would be best for them personally?
Who are their alliances?

Know Their Motivations



What are their goals?



What are their challenges?



What’s their reputation?



What do they need in their career?



What do they need to increase profit?



What language do they speak?



Firearms
TobaccoAlcohol

What are the politics?



Build Your Army.



Lift up your team.



You’re Ready.



Let’s Make Your Idea Theirs.



The Big Picture Guy



The Ladder Climber / Ego-Maniac



The True Believer



The Hater



The Guy That Just Wants Friends



The Only One That Knows What He’s Doing



Every day, in your personal and 
professional life, you’re selling. 

Are they buying what you’re 
selling?



Melissa Koontz, SHRM-SCP

VP, Employee Benefits
HUB International
melissa.koontz@hubinternational.com
(509) 220.9919

mailto:melissa.Koontz@hubinternational.com


Be You. Own Your [WO]MANipulation. 



GIVE APPLICANTS 
THE KEY TO YOUR 
INTERVIEW TEST 

Preparing your 
applicants for success!

JENNIFER GWIN, PHR, SHRM-CP
SHE/HER



TODAY'S 
AGENDAPOINTS FOR DISCUSSION

Rogue Wisdom Why it works

How it works Conclusion



JENNIFER GWIN
MY HR "STREET CRED"

• 20 years of experience in nonprofits

• Emphasis on HR and admin

• PHR and SHRM-CP certifications

• Senior management roles since 2008

• Current Director of Administration for ReBuilding 
Center, a climate justice nonprofit in Portland

• Volunteer Civil Service Commission Chair for the 
East Clackamas County Unified Fire Districts, 
representing Hoodland Fire District #74



CONVENTIONAL VS 
ROGUE WISDOM

NEVER feed applicants the answers 
to interview questions.

02
Rogue Wisdom

01
Conventional Wisdom

Provide applicants for all positions with the interview
questions at least 24 hours in advance.



02

CONVENTIONAL VS 
ROGUE WISDOM

If applicants know what you will ask 
in the interview, they will somehow 
trick the interviewer(s) into hiring 
them.

Rogue Wisdom

01
Conventional Wisdom

When applicants have a chance to think about their
responses to the questions ahead of time, they are not 
evaluated on their ability to come up with an
answer on the spot while under stress.



CONVENTIONAL VS 
ROGUE WISDOM

Applicants will give the most honest 
answers when they don’t know the 
questions in advance.

02
Rogue Wisdom

01
Conventional Wisdom

When applicants have the time to think about their answers in 
advance, they give more thoughtful and genuine answers instead 
of saying whatever comes to mind when they are on the spot. 
Many applicants take the time to write our their responses and 
bring their notes to the interview.



Because we are committed to increasing 
equity in our hiring practice. 

Sharing interview questions in advance is 
considered “best practice” for equitable hiring 
processes. This is just one of the many practices 
we have incorporated into our process to 
continuously improve and increase equity at RBC.

WHY DID RBC 
START DOING 
THIS? 



05What's left

01

02

HOW 
DOES IT 
WORK?

Phone interview scheduling invitations include the questions I will ask
during the call. Usually I set my appointment availability to give the
applicants at least 24 hours before we speak. Sometimes I forego this step if
I call applicants directly instead of scheduling phone screens.

Phone Interview

For in-person interviews, applicants are emailed an
interview confirmation with details a PDF of the
interview questions and the job ad. This email goes
out at least 24 hours in advance of the interview.

A printed copy of the questions 
is provided during each 
interview. Follow up questions 
can still be asked even if not 
sent in advance.

In-Person



WHAT ARE THE 
DRAWBACKS?

We can’t add last minute questions to interviews 
(follow up or clarifying questions are ok). 

Set in stone(ish)

Having a 24 hour period for applicants to 
prepare can slow the hiring process.

Time Intensive

Sometimes we have to sit through a full 
interview despite knowing we won’t hire 

someone within the first 5 minutes.

A Little Awkward...



DOES RBC 
RECCOMMEND 

THIS PRACTICE?
Heck yeah we do! My job is easier because of this 
practice and it has led to some of the best hires of 

my 20 year career.



Applicants are looking up common 
interview questions and answers online 
already.

We aren’t trying to conduct a stress test 
during the interview.02
This starts the employment relationship 
with a foundation of trust, respect, and 
transparency.03

01

04
By incorporating this and other equitable 
hiring “best practices” we have increased 
the quality and diversity of our hiring pool.



ANY 
QUESTIONS?



THANK YOU FOR 
YOUR TIME!

FEEL FREE TO REACH OUT TO ME

Jennifer@rebuildingcenter.org

www.linkedin.com/in/jennifer-andersen-gwin-5b3224b

503-542-5052     3625 | N. Mississippi Ave, Portland OR 97227



The Recruitment Gamble

Mike Butler



Racing Scene
 Haphazard and intuitive 
 Confusing 
 Emotional roller coaster
 Structured / systematic
 False information
 Professional gamblers work 

towards gaining some measure 
of control over activities

 Structured approach in an 
unstructured environment 

 Competition for talent
 Judging too soon
 Unconscious bias
 Flawed Job description
 Too many applicants
 Too few quality candidates
 Professional Recruiters use a 

structured approach 

Recruitment Scene



Paddock

Betting 
Ring

Form 
Guide

Tipsters

Weather

Information

SOURCES OF INFORMATION



Race track
Data Analysis

Recruitment Analysis

Race cards Resume – Lists recent roles

Parade ring Look at ‘ how the candidate is presented’
Course condition & 
weather

State of the job market – supply & demand 
of candidates

‘Horses for 
Courses’

Culture Fit

Betting ring Candidate’s most recent experience
Tipsters References
Rise in class Candidate’s willingness to learn
Race Pattern Candidate’s work style



The Search for Value
Horseracing If the bookmaker is offering 

odds which are better than your 
estimate of the true odds, you 
have found “value” and have a 
good betting situation.

Recruitment A lower-priced candidate who 
can perform.



© 2022 Clark Nuber all materials included 
Seek permission for republishing

32-Hour Workweek
Tracy White, SPHR, SHRM-SCP
Chief Human Resources Officer



© 2022 Clark Nuber

What Are the Benefits of a 32-Hour Workweek

• Decreased Turnover
• Engaged Leadership
• Increased Efficiency
• Fewer Distractions
• Improved Morale
• Reliable Attendance
• Expanded Innovation
• Increased Job Satisfaction
• Enhanced Work-Life Balance
• Teams Become Closer
• Helps the Financial Picture for Employees and the Company



© 2022 Clark Nuber

Implementing a 32-Hour Workweek

• Trial basis or not to trail basis
• Coordinate with your co-workers, your teams
• Deliver a policy on the way toward the 32-hour workweek

• Seasonal Summer Fridays
• Compressed 4-10 Monday – Thursday or 9-80 
• Every Friday afternoon off

• Consider an accountability chart in place of an org chart
• Track your progress
• Cut meetings in half
• Change up your communication policies
• Part-time People 



© 2022 Clark Nuber

Cons of the 32-Hour Workweek

• Non-Exempt Employees (no more overtime)
• Business Might Suffer
• Not All Industries Are Equal



© 2022 Clark Nuber

• www.4dayweek.com

Additional Information 

Andrew Barnes presents a radical, 
convincing case for a sustainable, 
profitable future in which we work less, but 
are more productive, engaged, and 
satisfied.



© 2022 Clark Nuber all materials included 
Seek permission for republishing

Salary Transparency 
(WA EPOA)

Theresa Chow, Senior Recruiting Manager



© 2022 Clark Nuber

What to do?

• Create salary/wage ranges
• Other states will follow, time to get ready!

• Educate your staff
• Who does offer and offer negotiations?
• Know your compensation analysis

• Honest discussions
• Know your candidates and what is important to them, remind them
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