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I recently read an article noting that 2019 is the 50-year 
anniversary of the iconic television program Sesame Street. 
In a world today in which we emphasize lifelong learning, 
it started for so many preschoolers over the last half 
century with this public broadcasting combination of 
education and entertainment.

In honor, we’ll utilize one of the show’s early staples – the 
Letter of the Day – and declare this BizVoice® to be the “R” 
issue as in:

• Report Card: The biennial Indiana Vision 2025 evaluation measures Indiana against 
the other 49 states in key economic measures. The bottom line is that while our state 
does possess a strong business climate, other states are not standing still in their effort 
to improve. And glaring weaknesses remain – think health care behaviors and 
outcomes. 

• Results, in the form of a long list of 2019 legislative outcomes and which legislators 
voted in support of these pro-jobs, pro-economy measures.  

• Recovery, including rural challenges: Our Indiana Workforce Recovery series 
continues with three entries: enlightening survey results and new resources, fighting 
the opioid epidemic in rural locations and the important programs of one entity in 
northeastern Indiana. 

• Royalty in the world of golf: The Indiana Icons series features Part 1 of a look at 
Pete and Alice Dye. They changed the sport with their devotion to the game, from 
their own accomplishments as players to designing some of the leading courses in this 
state and beyond. Family, friends and colleagues bring their story to life. 

• Resources, as in the HR efforts that are so important to leading our organizations. 
We share the perspectives of many in the industry in addition to advisers and 
consultants. Recruitment, retention and resumés are among the key topics. 

• Rolls-Royce: One might be surprised to learn more Rolls-Royce products are built 
in Indianapolis than anywhere else in the world. Discover the company commitment 
and multi-year expansion that has taken place.

Thank you, as always, for reading BizVoice.

Kevin Brinegar
President and CEO
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Find out how you  
can save up to 5%  
on any Anthem plan.*

Contact Brock Hesler at  
BHesler@indianachamber.com 
1-317-264-7539

You and your employees can save  
big with ChamberCare Savings

*Discount only applied to Chamber members who do not already have Anthem insurance

Life and Disability products underwritten by Anthem Life Insurance Company. Anthem Blue Cross and Blue Shield is the trade name of Anthem Insurance Companies, Inc. Independent licensees of the Blue Cross and Blue Shield Association.  
ANTHEM is a registered trademark of Anthem Insurance Companies, Inc. The Blue Cross and Blue Shield names and symbols are registered marks of the Blue Cross and Blue Shield Association.    

1647931 60942INEENMUB 07 16

And save up to 5% on an Anthem plan!
Anthem Blue Cross and Blue Shield (Anthem) has partnered with the 
Indiana Chamber of Commerce to bring you ChamberCare Savings. 
For small business with 51-99 employees, these plans offer great 
health care coverage with big savings when you use our networks. 

With ChamberCare Savings, you’ll even get discounts on dental, 
vision, life and, long-term and short-term disability coverage, too!
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Drop in.

Better to be alerted  
than alarmed.

Lake City Bank’s Fraud Prevention tools help you get out 

in front of fraud before it happens. Alerts to your email 

or mobile device warn you before unrecognized debits 

clear your account. It’s just one of our technology-driven 

Treasury Management services that help you focus on the 

business at hand, worry free. 

Call (888) 522-2265, select option 3, then 2

lakecitybank.com

CHAMBER REPORT

REPORT CARD TIME 
FOR INDIANA
The biennial Indiana Vision 2025 Report Card was released in June. Nearly 100 
business and community leaders participated in the central Indiana regional 
forum, one of six events taking place thus far with more to come. See the full 
story, including photographs from the forum in South Bend, on Page 30.
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Advanced HR Management Seminar
July 11-12
French Lick Resort
• Among new topics is addiction and the 

workplace
• Essential for those involved in hiring, firing 

and employee relations
• Chamber member discounted price: $499
• List price: $599

Legal Issues Surrounding Unpaid 
Internships: Indiana INTERNnet
July 17
Webinar
• Explore circumstances when unpaid 

internships are OK
• Discover the average hourly wage for 

interns
• List price: $99 per person

Leveraging Summer Internships Into 
Year-Round Experiences: Indiana 
INTERNnet
July 24
Indiana Chamber Conference Center
• Find out how to deepen relationships with 

colleges and universities
• Examine how to use internships as a talent 

development tool
• List price: $249 per person (lunch is included)

2019 Indiana Wage & Hour Law Seminar
July 25
Indiana Chamber Conference Center
• Maintain compliance and avoid fines
• Features wage and hour issues in President 

Trump’s Department of Labor 
• Chamber member discounted price: $399
• List price: $499

OSHA 30-Hour Course for General 
Industry
August 20-23
Indiana Chamber Conference Center
• Learn about the most cited violations
• Evaluate the status of your safety program
• Chamber member discounted price: $899
• List price: $1,099

OSHA 10-Hour Course for General 
Industry
August 20-21
Indiana Chamber Conference Center
• Earn your OSHA General Industry Card
• Explore the scope and application of hazard 

communication
• Chamber member discounted price: $499
• List price: $599

Supervising and Managing People 
Workshop
September 11-12
Indiana Chamber Conference Center
• Acquire knowledge about what’s expected 

of a supervisor
• Learn effective approaches regarding 

performance feedback and apply them in 
mock scenarios

• Chamber member discounted price: $599
• List price: $699

2019 Indiana Wellness Summit
September 17-18
JW Marriott Indianapolis
• Attend Indiana’s largest gathering of 

wellness professionals
• Find out how to measure your return on 

investment
• See ad on Page 16 or visit  

www.IndianaWellnessSummit.com

Harassment in the Workplace: 
Prevention and Management
September 26
Indiana Chamber Conference Center
• Hear about noteworthy cases
• Focus on best practices
• Chamber member discounted price: $399
• List price: $499

Safety Leadership Principles
October 1-2
Indiana Chamber Conference Center
• Improve skills relating to work-site analysis
• Gain a better understanding of decision 

making
• Chamber member discounted price: $499
• List price: $599

2019 Indiana Environmental Conference
October 9
Hyatt Regency Indianapolis
• Access the most up-to-date developments in 

environmental regulation
• Covers ways to best protect your business
• Chamber member discounted price: $399
• List price: $499

2019 Model Employee Policies Seminar
October 10
Indiana Chamber Conference Center
• Identify common weak points
• Part of the Chamber’s human resources 

compliance specialist certificate program
• Chamber member discounted price: $399
• List price: $499

Today’s workplace is much different than it was even a decade ago. The increasing 
number of shootings and other attacks have made it more important than ever to protect 
employees from internal and external dangers.

Equip yourself with valuable strategies at the Active Threats in the Workplace 
conference, presented by Vantage Point Consulting.

The new program will take place at the Indiana Chamber Conference Center. Choose 
from two dates: August 14 or November 13.

Topics include:
• Prevention techniques to keep your business safe and secure
• Indicators that may predict threat behavior
• De-escalation techniques for business owners
• Response to an active threat
• Run. Hide. Fight
• Workplace violence warning signs
• Mental state of mind
• A checklist for attendees to use in their own organization

Register online at www.indianachamber.com/conferences or by calling Nick at 
(800) 824-6885.

Indiana Chamber members receive a discounted registration price of $399. The list 
price is $499.

Don’t assume your workplace is immune to violence. Acquire tactics for identifying, 
addressing and preventing active threats in the workplace.

Workplace Violence: Prepare, 
Protect Your Employees

GO TO IT

Schedule subject to change. To view the latest program listings, please visit www.IndianaChamber.com/conferences 
 
For more information, or to register, call (317) 264-6885, (800) 824-6885 or visit www.indianachamber.com. Group discounts available for many 
Indiana Chamber conferences. All programs take place in Indianapolis unless otherwise noted. 
 
For sponsorships and exhibit opportunities, contact Jim Wagner at (317) 264-6876.
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 *Each transaction over 400 will be charged $0.25, and excludes cash transactions over $40,000.  Member FDIC

1-888-Centier | Centier.com/mybiz

FREE Business 
Checking*

FREE first 400 transactions
FREE balance alerts
FREE online access 

Relationship Banking: The Centier Difference

Member FDIC

Centier Bank will 
always stay locally 

owned and operated 
so we can best serve

 our clients.

You got your start as a small business 

owner because you believe your busi-

ness can perform a task or service better 

than anyone else. You know the best 

way to build a client base is through 

performance excellence and building 

trust over time.
 
Centier Bank’s Business Banking team 
knows this. And we’re here to help.  
We welcome you to experience what 
makes Centier different, our style of 
relationship banking. Centier’s 
business is knowing our clients’ 
needs and finding the best 
banking product to service 
those needs.

                                                                  
Centier Bank is Not For Sale. Not Today.  
Not Ever.  Our Not For Sale Promise
means we’ll be your true, local, commu-
nity partner for generations to come. 
We remain committed to building 

upon our foundation of family banking.

We are invested in this growth as a true 
community banking partner, something 
that is harder and harder to find, and 
banks continue to merge and abandon 
their service areas. Centier Bank will 
always stay locally owned and operated 
so we can best serve our clients.
 
Centier is a company built on family 
     values, community partnership, and 

       business relationships. 

 
          Call us today and speak with an 
           experienced business banker who 
          knows your community and wants       
           to learn more about what makes    
         you – and your business – tick.

Business Bankers know what it means to be a 
true partner in your business’ growth.

Flexibility • Expertise • Local Ownership
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Advanced Benefits 
Administration Guide 
for Indiana Employers
An easy-to-read guide 
offering insights on COBRA 
administration, legal 
implications of wellness 
programs, employer shared 

responsibility under the ADA and so much 
more. Authored by Ice Miller LLP. Price: $149

The Supervisor’s 
Handbook (3rd Edition)
Without an understanding 
of the basic principles 
of supervision as well as 
the rules and regulations 
that govern this process, 
supervisory and managerial 

employees may expose a company to lowered 
staff morale, decreased output and income, 
and possibly even lawsuits. This guide is 
designed to prevent that. Authored by Faegre 
Baker Daniels. Price: $99

Employment Law 
Handbook (14th 
Edition)
A plain-English reference 
guide to every state and 
federal employment law 
that Indiana employers are 
responsible to comply with 

and a source of legal advice on a variety of 
other employment-related topics. Authored by 
Faegre Baker Daniels. Price: $149

Indiana Employer’s 
Guide to Wage and 
Hour Issues (4th Edition)
A simple guide to 
everything employers 
need to know about their 
rights and responsibilities 
in regard to wage and 

hour law both federally and at the state level. 
Addresses the Equal Pay Act, child labor law, 
computer-related wage laws and so much 
more. Authored by Ice Miller LLP. Price: $95

Indiana Employment 
Forms (5th Edition)
This must-have handbook 
for all HR professionals 
includes more than 120 HR 
forms and letters ranging 
from interviewing through 
termination. Authored by 

Ice Miller. Price: $149

Indiana HR Resources Toolkit
This is your one-stop shop for all your HR 
needs including access to more than 15 
Indiana HR online guides, news updates, 
employment forms, discounts on seminars/
conferences and so much more! Visit  
www.HRindiana.com for more information.

RESOURCE: For more information, or to order: (800) 824-6885, publications@indianachamber.com or www.indianachamber.com/publications 

When ordering, please use priority code: BV | Indiana Chamber members receive a 25% discount on select publications.

BUSINESS RESOURCES

NEW 2019 EMPLOYMENT 
POSTER UPDATE IS  
NOW AVAILABLE!
The newly updated 28”x42” all-in-one laminated poster 
includes the recently released Teen Work Hour Restrictions 
posting from the Indiana Department of Labor as well as 
the following required posters: 

• IN Equal Employment Opportunity
• IN Minimum Wage
• IN OSHA
• IN Unemployment Insurance Workforce Development
• IN Workers’ Compensation
• Federal Employee Polygraph Protection Act
• Federal Fair Labor Standards Act
• Federal Family Medical Leave Act
• Federal Equal Employment Opportunity
• USERRA

Price: $48 list | $40 Indiana Chamber member

WWW.INDIANACHAMBER.COM

StateFederalPoster_PromoAd.indd   1 6/14/19   2:56 PM
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IN PICTURES

2019 SPRING 
BOARD OF 
DIRECTORS 
MEETING

Futurist Jack Uldrich (above) and Purdue University President 
Mitch Daniels (right) delivered interesting perspectives for all 
attendees, including board member Todd Etzler (top right).

 ”Relocation Strategies’ planned  
process has far surpassed our  
expectations. By utilizing Relocation Strategies 
Workplace Productivity Analysis® Survey for 
more than 1,000 staff, we knew we were gathering 
the right data to provide the best solution for 
employee retention and attraction.”

R O N  C H R I S T I A N
Executive Vice President 
Vectren

W W W. R E L O S T R AT E G I E S . C O M

3 1 7- 2 0 2 - 0 0 0 0
M S T J O H N @ R E L O S T R AT E G I E S . C O M

O P E N  O F F I C E  S P A C E S  
A R E  N O T  F O R  E V E R Y O N E.

W E  G E T  T H A T .

M E L I S S A  S T.  J O H N 
R I D / N C I D Q
CEO, Owner
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BEST PLACES TO WORK

DON'T MISS 15TH 
ANNUAL BEST 
PLACES TO WORK 
IN INDIANA 
AWARDS DINNER 
April 30, 2020

Celebrations, themed attire, special award presenters, jubilation and more are 
all part of the 2019 event, honoring 125 organizations for their outstanding 
workplace cultures. See more photos on Page 12.

Information on the 2020 program is available at www.bestplacestoworkIN.com. 
Complete details on this year’s winners is in the May-June issue at  
www.bizvoicemagazine.com.
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THANKS TO OUR EMPLOYEES FOR MAKING 

MOSER CONSULTING 
A BEST PLACE TO WORK
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No. 1 major company: Microsoft Corporation

No. 1 small company: JA BenefitsNo. 1 medium company: Moser Consulting

No. 1 large company: Group Management Services

Strutting their stuff: More Best Places to Work winners

BEST PLACES TO WORK
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STEP 1
Results-Driven 
Data Reporting

STEP 2
Next-Level 
Customer 
Service

STEP 3
Programs  
with Benefits

STEP 4
Claims Cost 
Control

STEP 5
Simple, Secure 
Single Sign-On

We Put YOU in the Driver’s Seat  
of Your Employees’ Benefits

5 steps for your HR team to shift your benefits into cruise control

LET’S TALK TODAY.
UnifiedGrp.com

RT @IIB LISTEN: Report Card Shows Continued 
Concerns For Indiana - ow.ly/9som30oTHgf #IIBTV 
@IndianaChamber @GerryDick

Getting to Know: @AllianceBank_IN. HR Manager 
Alyssa Tellez says of the bank’s culture: “I just knew 
that was something I wanted to be a part of.” Read it 
in the current edition of BizVoice: https://bit.ly/2KeLxyX  
#BPTWIN https://bit.ly/2F02yts

Hendricks County has officially been designated as an 
Indiana Healthy Community! Read the details here: 
https://bit.ly/2Iv49rR Congratulations! https://bit.
ly/2WQagk2

It was #anniversary time at the Chamber office today! 
We celebrated employees with a staff luncheon and 
acknowledged our four anniversaries with an "0" ... Jesse 
Brothers (10 yrs), Lisa Green (20 yrs), Glenn Harkness 
(20 yrs) & Greg Wiley (20 years) https://bit.ly/2WlV3CT

ICC's Kevin Brinegar: “We're hearing from a variety of 
members – from all kinds of manufacturers to 
agricultural companies – that this latest tariff war w/
China could have serious business implications for 
them & even throw some into a fight for survival." 
https://bit.ly/2I0GgcJ

@CVRIndy: Best Places to Work Work Work Work 
Work (We know you sang that in your head.) @
IndianaChamber #cvrindy https://bit.ly/2wHWst6

@Eric_Halvorson: Informative and inspiring presentation 
by @purduemitch about Indiana and the brain gain 
initiative. He told members of the @IndianaChamber, 
“Evidence is stronger than it’s ever been ... if we take 
the right steps, the 2020s and 2030s ought to belong 
to us.” https://bit.ly/2wIEWFc

@SenToddYoung: Joined students & representatives 
from @SmokeFreeStJoe and @IndianaChamber in 
South Bend today to make the case for my #Tobacco21 
bill, which would raise the federal minimum tobacco 
age to 21. https://bit.ly/2MBCD1e

@RALIIndiana: Indiana Workforce Recovery unveils 
employer guidelines for drug assistance: https://bit.
ly/2EX9Zl0 @IIB @INDrugCzar @IndianaChamber

@WorkforceIND: Watch the latest EchoChamber 
podcast which featured @CommissnrPayne who talked 
about the keys to an effective workforce system and 
DWD's various programs that help both employers and 
employees: https://bit.ly/2yFmgbQ @IndianaChamber

What’s Chirping on Tweet Street?
The Indiana Chamber has 
over 19,000 followers on 
Twitter. Are you on the list?

TWEET STREET

@IndianaChamber What others are saying to – or about – 
the Indiana Chamber:
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Carmel-based Software Engineering Professionals 
(SEP) was founded by four Rose-Hulman Institute of 
Technology graduates in 1988. Now, another Rose-
Hulman alum is guiding the company after CEO 
and co-founder Jeff Gilbert stepped down this 
spring in a planned transition.

Engineer Raman Ohri has spent his entire professional 
career with SEP – 26 years to be exact. He rose 
through the ranks and previously was named 
president in 2015. Then in April, he officially 
succeeded Gilbert as CEO. 

BizVoice® magazine chatted with Ohri to learn his vision for the 
company and catch up with what’s been going on with one of central 
Indiana’s oldest and largest software firms.

BizVoice: As recently as a decade ago, much of what SEP did 
was in the medical field. What types of software work does 
SEP do today? 

Raman Ohri: “We focus on a type of work and that work is 
usually something where there’s a lot of complexity or regulatory – 
maybe there’s a safety aspect. You don’t need us for simple problems. 
We are tending to work on things that are complex. 

“One example would be in ag tech, where we’ve done a lot with 
guidance systems for tractors – helping them drive themselves. We 
still do quite a bit of medical device work and sometimes that work is 

on the medical device and sometimes it’s on the cloud. 
“How could you build an infrastructure for a lot of connected 

medical devices that are going to be out in the field such that you can 
safely and securely get that data from the patient back into the system 
so it can feed into the caregiver and the medical record and so on. It’s 
the things we expect technology to enable for us now. Also, lots of 
work in aerospace, financial services, building technology.”

What is it about the company that made you want to stay at 
SEP and now lead the company through this next phase? 

RO: “We work on this really broad array of projects, whether its 
different technology platforms or different verticals. We’re always 
solving new and interesting problems. It’s a constant variety and 
challenge that’s really satisfying. Culturally, we do everything we can 
to not have anything that disincentivizes people from doing good work 
and helping their teammates. ... 

“You step in, you’re solving problems and doing good stuff – that’s 
a very rewarding cycle. And then once you cross over into taking on 
some leadership roles (as I did), then if there is something I don’t like, 
it’s my responsibility as one of the many leaders at SEP. … We’re 
constantly turning things over and figuring out how to do those really 
simple things better.” 

Are you going to be putting your own spin on things at SEP, 
or do you view it as more a continuation approach?

RO: “We don’t veer away from our core principals and there are 
things we’ve talked about and how can we set people up, create an 
environment where they can do the best work of their career. That 
hasn’t changed. But the way that we go about it is constantly changing. 
This isn’t a brand-new thing, but the last few years we’ve really made 

EXECCONNECT

By Rebecca Patrick

New Leader Takes Reins at SEP
EDITOR’S NOTE: We introduce a new feature of occasional one-on-one discussions with Indiana business leaders.

Raman Ohri (third from left, with the SEP leadership team) says, 
“We are process nerds. We have a process for everything. We are 
constantly fussing over the processes … how can we do this 
better? So, of course, we had a plan for succession. I know (CEO) 
Jeff (Gilbert) started thinking about this at least 10 years ago.”
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an effort to find those “capital P” policies you 
have in companies and get rid of them when 
they’re not helping us or not providing value. 

“We hire very smart people who want to 
do a great job; they don’t need a dress code. One 
thing Jeff was very good at and we are carrying 
on is every now and then, stepping back and 
saying, ‘Why do we do it that way? We don’t 
need to do it that way.’ We’re constantly looking 
those over. We hire people that do a good 
job; it’s not that complicated. People want to 
be proud of their work at SEP and everywhere 
else. They want to do work they can feel 
good about, go home and say I accomplished 
something. If you keep that in mind, you 
probably don’t need all the silly policies.”

When BizVoice did a feature on SEP 
nine years ago (for the Best Places to 
work issue), the company had just 
started touting its story. How is that 
translating today? 

RO: “It’s not about bragging and more just 
about sharing the cool things that are happening 
here. … We’ve made a real concerted effort 
to be part of a couple different communities; 
one is our technical community. We learn so 

much from everybody else about methods 
and how to build great teams and how to 
build projects well. So, we will speak at local 
conferences, national conferences. There’s 
things we’re learning about. 

“Also, from a giving back perspective, 
anybody who’s been spending a lot of time in 
tech, it’s been a healthy time to be in this 
business. We all feel very lucky and we want 
to give back. Every year we have been amping 
up our community involvement. We love it 
when it involves us actually getting out and 
helping with our hands or our brains. We met 
a high school that has a computer science class. 
We invited them to come over so they can have 
a much more tangible vision of what it would 
be like (to have a career in computer science).

Anything new that’s already been 
rolled out by SEP or on the horizon?

RO: “There are so many. We’re always 
looking at the next technology platform – not 
because everything is new and shiny, but 
because we have to be ready to help our 
customers build great products, so we need 
to know whether that’s a method or a 
technology or just a combination. …

“We’ve been steadily building up our 
UX (user experience) practice the last 10 
years. It’s not a separate line of business; it’s 
what we believe is necessary to do this job 
well. To build great software, we need 
designers and developers, and increasingly – 
this is the new part for us – product and 
product-management thinking. 

“How do we validate these ideas? The 
whole world of product management is all 
about trying to figure out what are those right 
ideas and how can you prove them before you 
spend a lot of money building them. We’re 
increasingly rolling that into our teams. We 
think this is what you have to offer to do this 
(business) very well for customers.”

When you are not leading SEP, what 
are your favorite things to do?

RO: “Outside of work, my wife and I try 
to keep up with our sons and their activities – 
school, band, Tae Kwon Do and general pestiness. 
I’m the worst athlete you’ll ever meet, but I 
stay active – running, cycling or whatever 
crazy fitness challenge my friends pull me 
into. What little time remains goes to reading 
just about anything and serious board games.”

RESOURCE: Raman Ohri, SEP, at www.sep.com 
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PRESENTED BY

Register today: www.IndianaWellnessSummit.com

September 17-18, 2019
JW Marriott Indianapolis 
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YOUR TIME IS VALUABLE.
FORUM can provide business service solutions that make 
running a business easy and efficient.

P Treasury Management – including merchant card processing, payroll  
outsourcing, and remote check deposit

P	Business Consulting – including tax planning and preparation

P	Employee Benefits – including 401(k)s, IRAs, and Health Savings 
Accounts.

Visit forumcu.com/Business-Services to learn how we can save you time.
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By Tom Schuman

All Golf All the Time for 
Pete, Alice Dye

COVER STORY

PAIR OF  
ACES

EDITOR’S NOTE: Fourth of a 2019 series on 
people and organizations that have made a dramatic 
impact on Indiana. The story of Pete and Alice Dye 
will conclude in the September-October BizVoice®.

We borrow the words of Golf 
Digest writer Ron Whitten upon 
the death of Alice Dye on February 
1 of this year:

Alice and Pete were a couple for 
the ages. Alice was Bacall to 
Pete’s Bogart, Hepburn to his 
Tracy, Nancy to his Ronald, Ethel 
to his Fred.

Photos on Pages 18, 20, 21 (left) and 23 (top left and right) provided by Chris Wirthwein, author of Crooked Stick Golf Club: A story of the original masterpiece 
from America’s first couple of golf, Pete and Alice Dye.
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INDIANA 
ICONS

Alice, an Indianapolis native, passed away three weeks short of 
her 92nd birthday. She was commonly known as the “First Lady” of 
golf course architecture. Pete, age 93 and suffering from advanced 
Alzheimer’s, is generally regarded as changing the game of golf with 
his unique style and attention to detail. Add in sons Perry and P.B., 
prolific golf course designers in their own rights, and you have 
America’s “First Family of Golf.” 

What better way to tell the story of Pete and Alice Dye – with 
plenty of assistance from family, friends, collaborators and more – 
than through an 18-hole journey through portions of their fascinating 
and impactful lives. We present the front nine here before pausing in 
the clubhouse and returning with the back nine in the September-
October issue. 

No. 1: Birdies and eagles
Chris Wirthwein’s day job is CEO of Carmel-based technical and 

scientific products marketing firm 5MetaCom. He is also the historian 
for Crooked Stick Golf Club and author of the book of that same name 
that contains the subtitle: A story of the original masterpiece from America’s 
first couple of golf, Pete and Alice Dye.

Wirthwein had the opportunity to spend countless hours with the 
Dyes. “I would be in their (Carmel) home (beside the 18th fairway of their 
“baby”). Pete would be in a middle of a story, the phone would ring and 
Alice goes and answers it. She would say, ‘It’s Jack (as in Nicklaus), he 

wants to know what to do with that bunker over on 16.’ ”
Wayne Timberman, who became a lifelong friend, first met the 

Dyes in the mid-1950s when he was 11 years old. His father was the 
golf pro at Meridian Hills Country Club in Indianapolis, where the 
Dyes joined primarily so older son Perry would have access to a pool 
to help him cope with his asthma. Although not in the golf course 
design business yet, their playing reputations preceded them as 
Timberman recalls the board of directors passing a rule that you had to 
be a member for two years before you were eligible to play for the 
club championship.

“The household was unbelievably limited to golf, exclusive to golf,” 
Timberman describes the later years. “I would decide to challenge 
them occasionally, take over some old great movie like To Kill a 
Mockingbird. I would get it started and within 10 minutes they would 
be gone. Pete would be at the dining room table drawing and Alice 
would be doing something else. If you weren’t talking about golf, you 
weren’t talking.”

No. 2: It’s the family business
P.B. Dye, the younger son, talks about his early days near 79th 

Street and Spring Mill Road, where the family owned 40 acres. Milking 
cows and baling hay were part of everyday life. “My dad put a shovel 
in my hand when I was 7, put me on a tractor when I was 8 and put 
me on a bulldozer when I was 9.”

Pete and Alice Dye: Rollins College, 1948, and in 2017 at 
the Riley Children’s Health Sports Legend Experience (The 
Children’s Museum of Indianapolis photo). Son P.B. Dye 
notes the irony of three honorary doctorate degrees for his 
father, who left high school early to enlist in the military.
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Older brother Perry weighs in. “As kids, and with heavy equipment, 
it was like a match made in heaven. My job was to take water to the 
crew (as Crooked Stick was being built). As a young boy, that was huge.

“People work their whole life to get into the golf industry,” Perry 
continues. “People ask me how I got into it and I honestly have to say, 
‘The babysitter didn’t show up.’ ” He formed Dye Designs in 1984 
and has built golf courses in 14 countries. 

P.B., when asked if there was ever any doubt about his career, 
replies, “Wayne Timberman told me that between heredity and 
environment, you didn’t stand a chance. I didn’t enlist for this. I was 
drafted.”

That includes being sent to the Dominican Republic on June 10, 
1971, as a 15-year-old as the Dye dynasty starts to expand beyond the 
United States.

By the way, the story actually begins with Pete’s father, Paul 
“Pink” Dye, designing and building a nine-hole course in Urbana, 
Ohio, in 1922. P.B. went back 70 years later to construct a second 
nine at what is now the Urbana Country Club. 

No. 3: Alice far more than par for the course
As a child, Alice Holliday O’Neal would ride her bicycle to play 

golf at Indianapolis’ Woodstock Country Club. At age 15, she won the 
Indiana State Junior and Woodstock Club championships. Among her 
career accomplishments:
• 50 amateur championships, including nine for the state of Indiana 

and 11 in the Indianapolis city tournament
• Two United States Senior Women’s Amateur Championships and a 

pair of Canadian Senior tournaments
• Played on the U.S. team in the 1970 Curtis Cup, the biennial amateur 

competition between the United States and Great Britain/Ireland
“Think about where my mom was in the game of golf,” Perry 

reminisces. “She was playing golf and promoting my dad. Mom hit the 
ball so straight. It would make your head spin. We would shag balls 
for her and they would all be there together.”

Nancy Fitzgerald is the only woman with more Indianapolis city 
golf championships than Alice, earning her first title (1969) one year 
prior to Alice achieving her final win in that event. A Michigan native, 

After her standout career as a player, Alice was instrumental in the 
formation of the First Tee program that is dedicated to making the game of 
golf available to people of all backgrounds.

Pete (left) with legendary golfer Ben Hogan at Seminole Golf Club in 
the late 1970s.

The Dye family, at Christmas in 1961, and sporting the red plaid jackets that signify membership in the American Society of Golf Course Architects (sons P.B., 
left, and Perry). 
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she was attending Indiana University when 
she came to Indianapolis to watch Alice play. 
The two later became the best of friends.

“We just made a great connect. She was 
probably one of the best thinkers around the 
golf course. Her course management was 
terrific. Once she was locked in, she was 
locked in,” Fitzgerald enthuses. “She loved 
the game. She really loved the game. We 
learned from each other. I helped her a teeny 
bit; she helped me a whole lot.”

While the on-course accomplishments 
were obvious, Fitzgerald says Alice’s 
character set her apart.

“She was extremely humble. Her 
awards, I read about one in the paper. I said, 
‘I live two doors from you and this is how I 
have to find out.’ I’m not sure where she put 
all her trophies. Pete said she threw them in 
the closet with the rest of them.”

No 4: Pete’s playing days 
As a high school junior, Pete won the 

individual title at the Ohio High School Golf 
Championship. In 1957, he qualified for the 
U.S. Open. Although he didn’t make the cut, 
his score equaled that of Arnold Palmer and 
was eight shots better than 17-year-old Nicklaus.

Later that same year, a fundraising exhibition 
at the Urbana course arranged by Pete’s 
father featured Nicklaus, Sam Snead (winner 
of a record 82 PGA Tour events), Pete and 
Bob Ross Jr., the reigning Ohio Amateur 
champ. Final scores on that day: Snead, 70; 
Dye, 71; Nicklaus, 75; and Ross, 76.

Pete won the Indiana State Amateur 

Championship in 1958. As a 57-year-old in 
1983, he had home course advantage in 
making the cut in the U.S. Senior Amateur 
Championship at Crooked Stick. He was 
clearly an excellent player. In 1959, 
however, he was ready to shift gears (both he 
and Alice were successful in insurance sales) 
and begin building golf courses.

Tony Pancake became the head golf pro 
at Crooked Stick in 2003. He tells a story 
from within the last decade.

“Mr. Dye liked to walk. One day, he 
was in his mid-80s with his bag on his 
shoulder. It was 95 degrees, hot and humid. I 
asked him what he was doing, and he said, 
‘You didn’t have any caddies.’ I came in to 
the staff that day and said, ‘We always have a 
caddy for Mr. Dye, even if it means closing 
down the golf shop.’

“We have to take care of this man. He 
took care of all of us.”

No. 5: Where it all began 
Wirthwein’s book reveals the full story, 

beginning in February 1964 when four 
prominent business leaders and Paul “Pete” 
Dye, Jr. – described as a little-known golf 
course designer with 10 courses to his credit 
– conducted a meeting at the Indianapolis 
Athletic Club. The goal: “to build the finest 
golf course in this area.”

He and his family did just that at 
Crooked Stick, but they (the members) 
didn’t necessarily come – at least at first. It 
took a number of years for the club to thrive 
and for the course to gain notice beyond 

central Indiana. That started with hosting 
qualifying events and national championships, 
beginning in the early 1980s.

One who did come on board early was 
Curt Miller, who today serves as chairman of 
the Katz, Sapper & Miller public accounting firm. 

“I used to pay $2 to play the back nine in 
1966, 1967,” he reflects. “In 1967, when the 
club officially formed, Riley Fledderjohn, one 
of the charter members said, ‘Curt, this is 
where you should belong.’ For practical 
business reasons, I wanted to get involved.

“There were 88 charter members. I was 
No. 97.”

Junior, Senior and Mid-Amateur 
tournaments at Crooked Stick preceded the 
1991 PGA Championship. Little known, 
long-hitting John Daly, who entered the 
week as the ninth alternate to gain entry into 
the tournament, overpowered the course in 
what was later selected as the “top moment in 
PGA Championship history.”

Crooked Stick has played host to a number 
of other prestigious events, most recently the 
2012 and 2016 BMW Championships with 
winners Rory McIlroy and Dustin Johnson, 
respectively. They all came to admire and play 
the initial course that launched the Dye legacy.

No. 6: Course classics
Once again, we must condense a lifetime 

of mastery into a few short paragraphs. Here 
is a top six (of the 100-plus courses designed), 
per Perry’s Dye Designs web site:
• Harbour Town (1969) at Hilton Head Island, 

a partnership with Nicklaus (more on that later)

The view from the television tower behind the No. 17 tee at Crooked Stick prior to the 1991 PGA (left) and the famous No. 17 Island Green at TPC Sawgrass. 
Tony Pancake, director of golf at Crooked Stick: “None of us can change the golf course; only Pete and Alice can. I love the way the club honors them.”
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• TPC Sawgrass-Stadium Course (1982) at 
Ponte Vedra Beach, just south of Jacksonville, 
Florida

• The Ocean Course (1991) at Kiawah 
Island, South Carolina, built for the 1991 
Ryder Cup that became known as "The 
War by the Shore"

• The Golf Club (1967) in New Albany, Ohio, 
outside Columbus. Work began there after 
the back nine at Crooked Stick had been 
completed and funds were not available to 
start work on the other nine holes

• Oak Tree Golf Club (1976) in Edmond, 
Oklahoma 

• PGA West-Stadium Course (1986) in La 
Quinta, California

Seventh on that list is the Teeth of the 
Dog course (named so because of jagged 
rocks that resemble canine canines) at Casa de 
Campo resort in the Dominican Republic. 
The Dyes had a vacation home there and P.B. 
has made it one of his favorite locales since 
being sent there nearly 50 years ago. 

Wirthwein was in the Dominican 
Republic this winter when Alice passed away.

“They (the Dyes) are national heroes 
there. On the 18th hole, the flagstick in the 
hole was at half-mast,” he explains. “In 1971, 
there were no highways, no roads. That 
course was created with shovels and 
wheelbarrows. The impact of what they did 
for that country. The highway, the first one 

in the country and it’s only a couple years 
old, goes from the airport to the golf course.”

No. 7: Design influences
A trip to St. Andrews, Scotland, in 

1963, where Pete played in the British 
Amateur Championship, inspired the Dyes. 
Deep pot bunkers (Bury Me in a Pot Bunker is 
the title of an autobiography about Pete’s 
career), Scottish-style mounds and the use of 
railroad ties were among the design features 
they utilized throughout their careers. 

Yes, they brought back the architectural 
style to the United States but Pete “added 
angles to it. He loved to change the rhythm 
on the golf course,” Perry outlines. 

Pete, building a green at Crooked Stick in 1964, “practiced” 
golf course design by digging holes in the family yard. Alice was always ready to assist in any way possible. 

Harbour Town Golf Links was a 1969 collaboration with Jack Nicklaus.
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Here are two of the many facets of Pete and his work.
“My dad was not a golf course architect,” P.B. insists. “He 

literally goes on site and runs the job. He’s a designer, a construction 
manager. We call ourselves ditch diggers. We figure it out as it goes, 
what work needs to be done at that moment.”

All true. Yet Wirthwein tells of a letter Pete wrote about 
improvements needing to take place prior to Crooked Stick hosting 
that 1991 PGA Championship.

“He wrote about what it would look like for a spectator and what 
it would look like on television,” he shares. “He may have been the 
first guy to do that. When you sit on their back porch (at Crooked 
Stick), you’re looking across the 18th fairway. You can’t see the lake 
that is there, just the green. Pete told me he loves the long views. 
Well, there is one on their back porch.”

No. 8: ‘Visible intimidation’
We’ll let the golf authorities weigh in without interruption on the 

mental side of the equation:
• Miller, speaking of Crooked Stick (but potentially many other Dye 

creations): “They wanted it playable for the amateurs, but also 
wanted it challenging for the pros. There is a lot of visible 
intimidation – that was part of the genius Pete had.”

• Pancake provides an example with the addition of water on hole 17 
at Crooked Stick between the two BMW tournaments. 

“The last three holes, he wanted water on each and to alternate it 
right, left, right. He said, ‘I want a big lake left of 17. I want their 
eyes to go right to the lake and scare them to death.’ That’s exactly 
what happens.”

In 2012, the 17th was approximately the 11th-ranked hole in 
difficulty. Four years later, with no changes to the tee or green, it was 
the most difficult hole. “That’s Pete Dye at his best. He gets into your 
head better than anyone I know.”
• Dave Harner, director of golf operations at French Lick Resort, is in 

total agreement. “Pete’s courses are known to be very visually 
deceptive. In other words, if you see the green off to the left a little 
bit, it causes you to want to aim that way when you actually should 
be playing out to the fairway.”

• Wirthwein: “He absolutely does trick you. Many of the hazards he 
puts on golf courses are not there to snag the golfer; they are there 
to make you make a bad decision.”

• P.B.: “He did everything he could to screw with the professional’s 
eyes, to make his eyes lie to him. Be as deceptive visually as you 
can. He does everything he can to make you think. Because we all 
know in golf as soon as you start to think, you mess up.”

No. 9: Straight talker
The previous hole contained a lot of “he” references to Pete’s 

work. But make no mistake, Alice was an integral part of the team. 
She was the first female member of the American Society of Golf 
Course Architects and the first woman to serve as a director of the 
PGA of America.

On a more practical level, Pete was stymied in what to do with 
what became the famous 17th hole Island Green at TPC Sawgrass. 
When Alice suggested he put the green in the middle and fill up the 
big hole with water, Pete balked.

Miller picks up the story. “Pete took out a seven iron, hit it in the 

Susie Bruick
Sales Manager
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middle of the green and said it’s too easy. 
Alice’s response was, ‘It’s easy with 
me and the frog watching. Put 10,000 
people out here and it won’t be easy.’ ” 

The rest, they say, is history.
Fitzgerald and Harner both share 

anecdotes of bunkers on different holes 
that were going to adversely impact 
the tee shots of either some of the 
women or less accomplished players. 
The next time on the course – in 
Harner’s case the next day – the bunkers 
were gone.

At one point in her career, Fitzgerald 
tied Alice for the most Indianapolis 
city championships with 11 each. 

“When it came time to play the next 
year, I said I was done. I liked that we 
were tied, that we could be co-something,” 
she recounts. “This is classic Alice. She 
said, 'That is about the dumbest thing I 
have ever heard.' She would call it like 
it was.” (Fitzgerald later won her 12th 
city title to break the tie).

September-October issue: 
The Back Nine

Pete always emphasized the importance of 
challenging golfers on the final three holes. Here 
is No. 16 at PGA West in La Quinta, California. 
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SUCCESSFUL SESSION
Chamber Helps Build Better Business Climate
The latest collection of legislative victories further 
enhances Indiana’s position as the best state in the 
Midwest to do business. The 2019 Indiana General 
Assembly session produced a number of positive 
outcomes that will assist Hoosier companies and 
their employees.

Bottom line impacts
• The double income tax is eliminated for Indiana companies that sell 

services to out-of-state customers. These businesses will pay only 
one income tax for each sale – to the state in which the delivery of 
service occurs.

• The business personal property tax exemption threshold is twice as 
high as before. That means small businesses that own less than 
$40,000 in machinery and equipment (based on acquisition costs) 

do not have to pay the tax. 
• More companies can take advantage of the Hoosier Business 

Investment Tax Credit. Previously, the credit was only in effect 
when purchasing new manufacturing equipment. New qualifying 
purchases are for “retooled or refurbished machinery," as well as 
equipment to reduce pollution, conserve energy and generate 
renewable energy. 

• A marketplace facilitator (or online platform) is the designated 
responsible party for collecting sales tax from the customer during 
an online purchase instead of the individual businesses. 

• Any employer who fully participates in the new state guidelines for 
substance use and treatment will receive civil immunity protection 
for a negligent hiring. Previously, only those employers without an 
employee assistance program were eligible for the legal protection. 
(See page 38.)

• Defeating a moratorium on new power plants that would have 
resulted in higher energy costs for business and residential 
ratepayers statewide.

Infrastructure improvements
• Greater access to high-speed broadband will be available to businesses 

(and consumers) in unserved and underserved portions of the state, 
making day-to-day operations run more efficiently and helping with 
economic development efforts.

• The Water Infrastructure Assistance Fund (with $20 million 
appropriated annually) and program will promote sustainability of 
water resources and attempt to keep costs as low as possible. The 
Indiana Finance Authority will establish a prioritization system and 
project priority list for the purposes of awarding the money.

• Businesses will no longer be subject to “extraterritorial powers” by a 
city or town in whose jurisdiction they are not situated. This was a 
problem in areas with close-together municipalities that had 
overlapping and different policies, which resulted in confusion and 
regulatory conflicts.

The Indiana Chamber’s Mike Ripley (left) worked with Rep. Steve 
Davisson (R-Salem) to make the new state guidelines for substance use 
and treatment more meaningful for all Hoosier employers.
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State Legislators Fail to 
Prioritize Public Health 

Despite this being a budget year, legislators could not be 
convinced to raise the cigarette tax. Nor could they be swayed 
to increase the legal age to 21 on tobacco products. 

For those keeping score, this is the third consecutive 
session in which legislators completely failed to take any action 
to significantly reduce Indiana’s high smoking rate. It’s really 
nothing short of irresponsible. 

And it’s not as if the public is clamoring, ‘Don’t do it!’ In 
fact, recent polling shows that more than 60% of Hoosiers favor 
a cigarette tax increase and raising the legal smoking age to 21.

The latest national numbers reveal that nearly 22% of 
Hoosier adults smoke, ranking Indiana 44th worst among the 
50 states. That high smoking rate leads to a variety of expensive 
illnesses and premature deaths. It costs our businesses $6.2 
billion a year in increased health care expenditures and lost 
productivity.

In what may perhaps be the most frustrating turn of events 
this session, legislators couldn’t even come to a meaningful 
agreement for a tax on vaping products – many of which 
contain nicotine. This vice has become a real crisis among 
young people in our middle and high schools. 

One thing should be clear: There needs to be sufficient tax 
on Juul pods, which is driving teenage e-cigarette usage and 
accounts for the majority of e-cigarette-related sales. It’s not 
primarily adult smokers looking to step away from cigarettes as 
the TV ads and industry folks want you to believe. 

Just look at the marketing tools and flavors available; it’s 
geared toward youth and is getting teenagers hooked on a 
drug that could have devastating effects on them throughout 
their life. 

One can only hope that maybe next time legislators will 
think more about the health of young Hoosiers instead of listening 
to those who do not have our state’s best interests as a priority. 

But then again, maybe this entire issue will be resolved at 
the federal level. 

We are very encouraged by 
Sen. Todd Young taking up this 
mantle in the U.S. Senate and 
commend him for recognizing the 
urgency for action (as apparently 
does Sen. Majority Leader Mitch 
McConnell, who has the issue on 
his radar screen). 

Senator Young’s bill would 
increase the legal age for purchase 
and consumption of tobacco and 
vaping products to 21. 

This would absolutely cut down on the number of smokers 
and, in the long term, improve Indiana’s overall health 
rankings, which are already in the bottom 10 nationally and 
unfortunately only getting worse.

As a state, we can’t afford to wait any longer to act on 
smoking reform. We encourage you to contact both your state 
legislators and members of Congress on this critical matter.  

AUTHOR: Kevin Brinegar is president and CEO of the Indiana 
Chamber of Commerce

Entrepreneurism and innovation 
• An investor can now transfer all or part of a Venture Capital Investment 

(VCI) Tax Credit, subject to certain limitations, beginning in July 2020. 
This makes Indiana more attractive to investment capital. Without it, 
the state’s 20% VCI credit on an investment is rendered useless for 
many outside Indiana because they do not have any state tax liabilities.

• The Small Business Investment Voucher allows small businesses to partner 
with Indiana’s colleges and universities (public or private), as well as 
other “authorized” entities for research and development, technology 
exploration, technical development and commercialization services.

• High-potential small businesses (those that receive $4 million or more in 
venture capital) are eligible for a refundable Headquarter Relocation 
Tax Credit (a standard credit is nonrefundable). The credit is available 
for a company contractually agreeing to relocate either its headquarters 
or 80% of its payroll to Indiana.  

• Local communities were given the tools to lure data centers to their area. 
The electricity used by a such a facility is free from the state’s 7% sales 
tax. And local units of government can exempt machinery and 
equipment from business personal property taxes. Data centers can be a 
magnet for high-tech companies in need of that service, so this is a 
significant win both for the tech community and the state’s economic 
development endeavors.

Workforce attraction and development 
• Increase in the state’s investment in the Next Level Jobs training grants 

for employers to retrain their employees in high-growth areas and 
individuals to become knowledgeable in a high-demand field.

• Employer Aid Readiness Network (EARN) Indiana program available to 
high school students in addition to college. EARN Indiana provides financial 
assistance to employers who provide paid internships for qualified 
Hoosier students.

• The state’s expanded pre-K program will allow children from low-income 
families in any Indiana county to participate through an eligible provider.

• A hate crimes law puts Indiana on a level playing field when it comes to 
talent recruitment and retention.  

• Wage assignment covers clothing rental and tool purchases; previously, 
it was only for buying work clothes. Under the arrangement, the 
employer pays all the upfront costs, which are then deducted over time 
from employee wages. This relieves a monetary burden for employees 
and assists employers – namely in the service industries and 
manufacturing – in the hiring process.

• Joining the multistate nurse licensure compact means some hospitals 
should feel relief from the shortage of registered nurses, who no longer 
need separate licenses for each state (in the compact). This is expected 
to be most impactful in the short term for the Indiana-Kentucky corridor.

Indiana General Assembly: Legislative Analysis

Indiana Chamber staff and members (from left: John Thompson, Michael 
O’Connor, Kevin Brinegar, Larry Gigerich and Adam Berry) were out in full 
force to testify about why the state needed a hate crimes law. 

U.S. Sen. Todd Young
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Indiana General Assembly
2019 Legislator Vote Scores

*Legislators with a voting record of less than four years  ***Senator Mrvan was excused from all Chamber votes during the 2019 legislative session 

Indiana 
House

2019 
Score

4-Year 
Agg. %

Indiana 
House

2019 
Score

4-Year 
Agg. %

Indiana
Senate

2019  
Score

4-Year 
Agg. %

Abbott, David* 89% 90% Judy, Chris 79% 82% Alting, Ron 83% 85%
Austin, Terri Jo 64% 64% Karickhoff, Michael 100% 98% Bassler, Eric 89% 94%
Aylesworth, Mike 90% 92% Kirchhofer, Cindy 92% 96% Becker, Vaneta 78% 73%
Bacon, Ronald 90% 94% Klinker, Sheila 66% 64% Bohacek, Mike* 88% 88%
Baird, Beau* 89% 89% Lauer, Ryan* 95% 95% Boots, Philip 73% 83%
Barrett, Bradford* 89% 89% Lehe, Don 89% 95% Bray, Rodric 90% 93%
Bartels, Steve* 95% 95% Lehman, Matt 95% 97% Breaux, Jean 60% 55%
Bartlett, John 47% 50% Leonard, Daniel 92% 97% Brown, Liz 91% 94%
Bauer, B  Patrick 50% 53% Lindauer, Shane* 81% 88% Buchanan, Brian* 89% 91%
Beck, Lisa* 51% 51% Lucas, Jim 85% 91% Buck, James 89% 95%
Behning, Robert 96% 98% Lyness, Randy 92% 97% Busch, Justin* 89% 89%
Borders, Bruce 79% 84% Macer, Karlee 54% 59% Charbonneau, Ed 90% 97%
Bosma, Brian 100% 100% Mahan, Kevin 88% 94% Crane, John* 83% 79%
Boy, Pat* 50% 50% Manning, Ethan* 89% 89% Crider, Michael 84% 91%
Brown, Timothy 92% 97% May, Chris* 92% 91% Doriot, Blake* 89% 93%
Burton, Woody 89% 96% Mayfield, Peggy 84% 92% Ford, J D * 65% 65%
Campbell, Chris* 57% 57% McNamara, Wendy 95% 96% Ford, Jon 88% 89%
Candelaria Reardon, Mara* 41% 54% Miller, Doug 89% 96% Freeman, Aaron* 83% 83%
Carbaugh, Martin 90% 97% Moed, Justin 55% 63% Garten, Chris* 89% 89%
Cherry, Robert 100% 98% Morris, Robert 80% 83% Gaskill, Mike* 80% 80%
Chyung, Chris* 56% 56% Morrison, Alan 78% 88% Glick, Susan 86% 85%
Clere, Edward 100% 95% Moseley, Charles 58% 58% Grooms, Ronald 83% 83%
Cook, Anthony 91% 95% Negele, Sharon 100% 97% Head, Randall 73% 82%
Davisson, Steven 89% 90% Nisly, Curt 63% 71% Holdman, Travis 88% 95%
Deal, Ross* 66% 66% Pfaff, Tonya* 61% 61% Houchin, Erin 88% 89%
DeLaney, Edward 51% 55% Pierce, Matt 58% 53% Koch, Eric* 79% 85%
DeVon, Dale 88% 95% Porter, Gregory 55% 54% Kruse, Dennis 83% 91%
Dvorak, Ryan 43% 49% Prescott, J D * 82% 82% Lanane, Timothy 65% 57%
Eberhart, Sean 89% 92% Pressel, Jim* 90% 92% Leising, Jean 86% 82%
Ellington, Jeff 90% 95% Pryor, Cherrish 50% 49% Melton, Eddie* 61% 57%
Engleman, Karen* 92% 95% Saunders, Thomas 89% 89% Merritt, James 93% 96%
Errington, Sue 52% 55% Schaibley, Donna 92% 94% Messmer, Mark 93% 90%
Fleming, Rita* 59% 59% Shackleford, Robin 53% 53% Mishler, Ryan 87% 92%
Forestal, Dan 46% 57% Smaltz, Ben 89% 94% Mrvan, Frank *** 62%
Frizzell, David 95% 97% Smith, Vernon 27% 46% Niemeyer, Rick 83% 84%
Frye, Randall 84% 92% Soliday, Edmond 96% 98% Niezgodski, David* 69% 62%
GiaQuinta, Philip 55% 57% Speedy, Mike 81% 92% Perfect, Chip 89% 94%
Goodin, Terry 62% 60% Steuerwald, Gregory 95% 97% Raatz, Jeff 89% 95%
Goodrich, Chuck* 89% 89% Stutzman, Christy* 82% 82% Randolph, Lonnie 59% 55%
Gutwein, Doug 90% 94% Sullivan, Holli 90% 95% Rogers, Linda* 91% 91%
Hamilton, Carey* 59% 59% Summers, Vanessa 56% 52% Ruckelshaus, John* 89% 89%
Harris Jr , Earl* 60% 61% Thompson, Jeffrey 95% 96% Sandlin, Jack* 86% 87%
Hatcher, Ragen* 39% 39% Torr, Jerry 97% 97% Spartz, Victoria* 89% 90%
Hatfield, Ryan* 60% 60% VanNatter, Heath 93% 91% Stoops, Mark 55% 48%
Heaton, Robert 92% 95% Wesco, Timothy 82% 88% Tallian, Karen 63% 60%
Heine, Dave* 89% 96% Wolkins, David 83% 91% Taylor, Greg 61% 59%
Hostettler, Matt* 79% 79% Wright, Melanie 53% 57% Tomes, James 71% 74%
Huston, Todd 95% 99% Young, John* 79% 87% Walker, Greg 77% 91%
Jackson, Carolyn* 58% 58% Zent, Dennis 92% 97% Young, Michael 72% 78%
Jordan, Jack* 92% 89% Ziemke, Cindy 100% 99% Zay, Andy* 84% 90%

EDITOR’S NOTE: Full Legislative Vote Analysis at www.indianachamber.com/lva
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INDIANA VISION 2025
By Tom Schuman

Moving Closer to the Horizon

When a statewide task force of business and 
community leaders was developing the Indiana 
Vision 2025 plan during a series of monthly 
meetings in 2010-2011, the 2025 horizon was 
debated as potentially being too far into the future. 
But now, the Chamber's outline for economic 
development released in 2012 is more than halfway 
to its completion.

This is the fourth Report Card analyzing Indiana’s progress against 
the other 49 states. It makes use of 65 metrics to help analyze the 37 
goals. Working to reduce the state’s drug-related deaths – goal No. 37 
– was added since the last evaluation in 2017. That issue was not as 
prevalent during initial plan development as it is today.

Overall, Indiana saw declines in 24 ranks and improvements in 23 
(compared to 2017). Seven ranks were the same, with 11 not 
applicable for comparison. In raw scores associated with each metric, 
the assessment is as follows: 20 decreases in 2019, 30 improvements, 
three unchanged and 12 not comparable.

Some of the key findings of the 2019 Report Card, divided into 
driver areas, are as follows:

Outstanding Talent
Indiana continues to see strong performances on the National 

Assessment of Educational Progress (NAEP) math and reading tests 
taken by fourth- and eighth-grade students. Indiana ranks in the top 12 
in all four of those categories, including an improvement from 15th on 
eighth-grade reading in the 2017 Report Card to sixth this year.

The findings are a little more mixed when it comes to high school 
completion and postsecondary/career preparation. A graduation rate of 
83.8% by federal standards (measuring public schools only) places Indiana 

EDITOR’S NOTE: The Indiana Chamber released the 2019 version of the Indiana Vision 2025 Report Card in early June. Below is the narrative from that analysis. 

Indiana Vision 2025: 2019 Report Card

The series of Indiana Vision 2025 regional forum discussions kicks off with an event in South Bend. A statewide evaluation, regional metric report and 
conversations with local leaders are part of each event. 
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30th among the 50 states. The Indiana 
Department of Education includes private 
school students in reporting a graduation rate 
of 87.1%.

In terms of college readiness, there is no 
comprehensive comparison of state performances 
available although we do provide some 
limited information on remedial enrollment 
for some states. The best indicator is the 
College Readiness Reports from the Indiana 
Commission for Higher Education, which 
show significant improvement in recent years.

Indiana’s achievements in postsecondary 
attainment (credentials in addition to associate 
and bachelor’s degrees) reveal slight gains in 
actual scores and rankings. It is clear, however, 
that the focus in this area needs to continue.

It is worth noting that 10.4% of Hoosiers 
are without a high school diploma compared 
to a 6.9% U.S. average. Indiana’s poverty 
rate nearly matches that of the U.S. as a 
whole at 11.2%.

Attractive Business Climate
Among the 13 metrics in this driver, 

declining performance nearly doubled that of 
improvement in both actual scores and 
rankings. Most of the decreases, however, 

were slight and the state still achieves some of 
its highest ranks in business regulatory 
environment and public pension spending.

A number behind the numbers: While 
Indiana is 32nd in population per unit of local 
government, it is 15th in population per 
dollar spent by local government (not an 
official metric). This suggests a high number 
of local government units with small budgets 
(i.e., townships). This points to a lack of 
efficiency (too many units) within the local 
government system – a reality the Chamber 
has been working to address over many years.

The biggest challenge in this driver 
remains in the area of health care. A variety 
of programmatic efforts have unfortunately 
not been supported by needed policy changes.

Indiana’s adult smoking rate has increased 
to nearly 22%, resulting in a decline from 
39th to 44th worst among the 50 states. An 
increase in obesity levels from 31.3% to 
33.6% in two years is alarming. An improved 
ranking in health insurance premiums – due 
to Indiana’s premium increases being less 
than most other states – only tells part of the 
story as other recent research identifies still 
higher comparative costs within the state for 
various procedures and treatment.

As noted earlier, the one goal addition in 
this Report Card is the inclusion of an effort 
to reduce the number of drug-related deaths. 
Although the goal is new, the historical data 
illustrates the dramatic increase over a 
12-year period. The Chamber's Indiana 
Workforce Recovery initiative is working 
with various state and private sector partners 
to complement their efforts and assist the 
business community.

Superior Infrastructure
Infrastructure, by its very complex 

nature, is a difficult driver in which to move 
the needle. A number of the metrics will 
reveal a consistent pattern of Indiana rankings 
over a period of years.

Previous Report Cards have noted the 
increase in electricity prices that took Indiana 
from among the most affordable states to the 
middle of the pack. The good news is that the 
increases did not continue in the most recent 
analysis. The bad news is there was little 
price change and Indiana’s state comparison 
scores remain in the bottom half of the 50 states.

Indiana continues to fare poorly in 
energy diversity despite seeing a decline in 

Continued on page 34
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‘ENERGIZING’
EXPERIENCE

By Tom SchumanIndustry Leaders Discuss Energy Future
The legacy of former Indianapolis 
mayor and U.S. Sen. Richard 
Lugar will be felt for generations 
to come on a wide variety of 
issues – from foreign policy and 
national security to agriculture 
and bipartisanship, to name a few.

You can add energy to that lengthy list. 
In a 2006 BizVoice® magazine story, we talked 
with Lugar about energy security. In 2013, when 
the Indiana Chamber honored him for the 
second time as its Government Leader of the 
Year (the first being the inaugural award in 
1990), we revisited that topic and asked about 
changes he had seen in that seven-year period.

“What’s most remarkable is the shale oil findings. 
This has led already to production of oil, and possibly 
natural gas, in such dimensions that our dependence 
on the rest of the world has declined by about a third 
since 2006. And every indicator is that it will decline 
a great deal more if we continue those developments. 
That was not seen at the time, that we would be 
able to produce our way through the dilemma. 

“At the same time, we have also as a country 
become much more conservative in the use of 
energy,” Lugar continued. “We have found along 
the way various other alternative sources, renewables, 
that led to a lot more American innovation and 
ingenuity. I’m optimistic – balance of payments 
are down, production in the United States up and 

our foreign policy has changed because of much less 
dependence upon the Middle East and other areas 
that are hostile to us.”

The Richard G. Lugar Center for Renewable 
Energy (LCRE) was established in 2007 to 
address societal needs for clean, affordable 
renewable energy sources while improving the 
nation’s energy security and helping to mitigate 
the negative impacts of climate change. Its 
12th annual spring forum took place in mid-
May with an impressive lineup of presenters. 

The overall theme was “Electric America: 
Will the Grid Evolve or Be Replaced?” In 
recognition of the continuing importance of 
this topic in Indiana and in celebration of 
Lugar’s many contributions, we offer highlights 
from that forum.

Powering up
Peter Schubert, a professor of electrical 

and computer engineering at Indiana University-
Purdue University Indianapolis, is the LCRE 
director. He notes the importance of the 
subject due to Indiana’s well-publicized ranking 
at the top of the 50 states in manufacturing 
intensity. He adds that the state is seventh 
highest in energy consumption per capita.

A sign of the times, Schubert reveals, is 
Indiana having more than 10,000 jobs in the 
solar and wind industries in 2017, compared 
to less than 4,000 in coal. Among Hoosier 
cities, he cites significant energy diversity 
steps in the following:
• Goshen, with plans to be carbon neutral 

by 2025

Chamber Foundation  
Exploring Energy Study

The lack of a clear statewide energy policy in Indiana is a gap that the Indiana 
Chamber Foundation is looking to help fill. 

The Foundation has been producing practical policy research for nearly 25 years. Its 
work has led to significant policy and program enhancements in the areas of education, 
workforce, tax policy, water resources, economic development and more.

The 2014 study, Water and Economic Development in Indiana: Modernizing the State’s 
Approach to a Critical Resource, has led to five years of continued advancement on ensuring 
necessary water supplies in the future. It is expected that an energy study could lead to similar 
results for another important business and community resource. 

Learn more about the Foundation at. www.indianachamber.com/foundation and 
previous studies and reports at www.indianachamber.com/studies. 
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• Evansville, targeting 2050 for city operations to come from all 
renewable sources

• Indianapolis, seventh in the nation in solar power per capita (with a 
recent ranking as high as number two)

Fuel for thought
Keynote speakers include Richard Doying, executive vice president 

of market development for Carmel-based MISO (Midcontinent 
Independent System Operator); and George Bjelovuk, a 30-year utility 
industry leader now with Siemens Digital Grid.

“We’re going to see a very different grid at the bulk level,” 
Doying comments, “and our members are going to see a very different 
grid from the distribution level.” He details 2005 national statistics of 
75% coal use and 10% renewable compared to 2030 projections of 
25% coal and renewables at nearly 30%.

Bjelovuk also points to some “megatrends” coming into play:
• Demographics: 20% of the global population will be over age 60 in 2050
• Urbanization: 70% of worldwide population living in cities by that 

same year
• Globalization: a four-fold increase from 2018 to 2050
• Climate change: a six-fold increase in solar and wind during that 

time period
• Digitalization: 50 billion Internet of Things connected devices next 

year, compared to nine billion in 2012
The two also detail the impacts of DER (distributed energy 

resources). This is solar, wind and other power that can be generated 
by consumers for their own use but also stored and/or made available 
as part of the electric grid. Bjelovuk says “prosumers,” those with the 
ability to consume and generate electricity, will increase from 30% in 
2015 to more than 50% by 2030.

Doying explains: “In the future, we will see the flow moving in 
both directions. Today, it is one way. MISO picks up and drops off the 
power at IPL (Indianapolis Power & Light), for example, and it 
distributes it. Aggregation will be necessary for many of the DERs to 
participate in the bulk power markets.”

The changing landscape potentially leaves the door open for 
disruptors – think Amazon, Lyft, Netflix and others that changed their 
industries. “Our utility members are worried about others 

circumventing the regulations and entering the market.”
But while much of the talk is about the future, Bjelovuk looks 

back and reminds all what it has taken to reach today. “The National 
Academy of Engineering has called the electric grid the greatest 
manufacturing advancement of the 20th century. The grid is the most 
complex machine we have ever built.”

National outlets
Paul DeCotis leads the East Coast energy and utilities practice for 

West Monroe Partners. Previously, he was energy secretary for two 
New York governors and chaired the state’s energy planning board.

He says East Coast utilities are not allowed to own generation and 
function as distribution companies. New York has clean energy 
mandates of 70% by 2030 and 100% by 2050.

“We are nowhere near those targets, and New York state spends 
$1 billion a year.”

When asked for his external view of what Indiana should do, he 
declares, “There doesn’t appear to be any overarching energy policy. I 
would get an energy board and have a federal component as well (in 

Source: Duke Energy
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Indiana Vision 2025: Superior Infrastructure

George Bjelovuk of Siemens Digital Grid emphasizes dramatic changes 
coming to the industry in the next 30 years.
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the dependency on coal – from 95% in 2001 to 73% in 2017. Further 
diversity is encouraged, assuming costs are not passed on to 
consumers, and will likely take place due to cost factors. Coal will, 
however, remain a key energy source for the foreseeable future.

Two areas of continued attention are development of a comprehensive 
water resources plan and expanding broadband services. Narratives on 
both help tell the story better than the numbers. National statistics on 
water resources simply do not exist, while broadband numbers are 
lagging (in one piece of infrastructure where technology and 
expectations are rapidly evolving) and not always the best indicator.

Strong private sector investment in broadband continues to take 
place and state government has prioritized progress through several 
initiatives in the effort to solve the rural connectivity challenge.

Dynamic and Creative Culture
This driver sees the largest percentage of improvement (raw 

scores and rankings) in this Report Card compared to 2017.
The biggest changes are net job creation and domestic migration. 

The ranking for job creation in firms less than five years old improved 
from 44th to 28th. A new metric – net job creation at firms six years 
and older – reveals a surge from the bottom five states in 2005 to fifth 
best in this Report Card. 

After several years of net outmigration (more people leaving 
Indiana than coming to the state), there was a significant improvement 
in the net migration score to the positive side and a corresponding 
rank change from 27th to 22nd. 

Another strong improvement came in Indiana employment at foreign-
owned companies with a solid ranking in the teens improving to No. 5. 
Attraction efforts at the state and local levels, as well as expansions for 
existing businesses, continue to pay dividends.

Two metrics (below) always watched closely yield mixed results 
this time.

Although the three-year average of venture capital invested 
declined from the 2012-2014, it improved from the 2014-2016 
timeframe (from 35th to 30th). A focus in this area needs to remain 

with the assignability of the venture capital investment tax credit, 
passed in the 2019 legislative session, a positive sign for attracting out-
of-state capital in the future.

Despite economic momentum and new business creation in 
certain regions of the state, the overall Kauffman ranking for new 
entrepreneurs declines once again – with Indiana’s rank falling from 
44th to 47th. This points to the ongoing importance of regional 
economic development and quality of place initiatives. 

Below are the metrics in which Indiana ranks in the Top 10 (best) 
or Bottom 10 (worst).

Top Overall Ranks (top 10)
3: State Public Pension Spending (previously 3)
5: Regulatory Freedom Index (previously 3)
5: Net Job Creation: Firms 6 Years and Older (NEW)
5: Employment at U.S. Affiliates (previously 12)
6: Mathematics: 4th Grade NAEP (previously 4)
6: Reading: 8th Grade NAEP (previously 15)
7: State and Local Government Spending (previously 4)
8: Reading Gap: 4th Grade (previously 7)
8: Exports as Percent of GDP (previously 10)
9: Reading: 4th Grade NAEP (previously 9)
9: Small Business Policy Index (previously 9)
9: University Business Spinouts (previously 5)
9: Exports per Capita (previously 10)
10: Science & Technology Degrees Conferred (previously 3)

Bottom Overall Ranks (bottom 10)
47: Clean Energy per Capita (previously 47)
47: Clean Energy/Total Generation (previously 45)
47: Kauffman Entrepreneurial Index (previously 44)
47: Total Employment: Firms 0 to 5 Years Old (previously 42)
44: Adult Smoking Rate (previously 39)
42: Urban Industrial Property Tax Rates (previously 44)

New York, three regional boards lead up to a 
state entity). Another key is to try and not 
think parochially.”

On the renewable side of the equation, 
Todd Larsen, executive co-director of Green 
America, offers the following: 2 million solar 
installations now powering 12 million U.S. 
homes and a doubling of wind capacity since 
2010 for a total today of 30 million homes.

Indiana produced
Paul Mitchell is president and CEO of the 

nonprofit Energy Systems Network (ESN). In 
its 10 years, ESN has seen approximately 
$750 million invested in projects. That 
includes, among others, establishment of the 
Battery Innovation Center in Green County 
and involvement in the BlueIndy electric car 
sharing program in Indianapolis.

His guidance for those stymied by rules 
and policies: “Don’t use existing regulations 
as an impediment; change the regulations.”

Examples of some of the changes in 
Indiana’s electricity mix are provided by 
Patrick Maguire, director of resource planning at 
IPL. Between 2016 and 2018, IPL retired 260 
megawatts of coal generation at its Eagle 
Valley facility in Martinsville. It also recently 
converted 630 megawatts of coal to natural gas 
at its Harding Street location in Indianapolis.

All public utilities in the state submit an 
integrated resource plan to the Indiana Utility 
Regulatory Commission every three years. 
Maguire says key uncertainties in that process 
are “technology, policy, the load forecast and 
flat or declining usage due to efficiencies.”

For many years, Todd Richardson has 
represented the Indiana Industrial Energy 

Consumers, Inc. (INDIEC), an association of 
many of the state’s largest energy consumers. 
A lawyer be trade, he points out that his 
comments at the forum are his own.

INDIEC members have a combined 38 
CHP (combined heat and power) sites with 
an installed capacity of 2,300 megawatts. 
Little of it comes from renewables for two 
reasons; “Off-site locations require 
transmission capability and intermittent power 
requires standby resources.

“Many industrial facilities are around-the-
clock operations,” he continues. “Renewables 
fluctuate in output and on-site battery storage 
is not viable. We’re falling behind our 
neighboring states in industrial energy prices,” 
citing a fifth-place ranking for the state in 2003 
compared to near 30 today (28th in the 2019 
Indiana Vision 2025 Report Card).

RESOURCE: Richard G. Lugar Center for Renewable Energy at www.lugarenergycenter.org

Indiana Vision 2025
Continued from page 31
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employers with as few as two employees.

Learn more at 
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If it was easier to make your home more energy efficient, would you do it? 
What if all you had to do was pose the question out loud in your own home 

to receive an immediate answer?
That’s the goal of Indiana Michigan Power (I&M) with new voice technology 

that customers might use to ask – “what’s my bill this month?” – report outages or 
even inquire about job openings at the Fort Wayne-based organization.

I&M Vice President of Finance and Customer Experience Dave Lucas points 
to voice as an “emerging channel” and notes that projections for the number of 
customers utilizing voice-controlled speakers (such as Amazon’s Alexa or the Google 
Assistant) will be over 40 million units in 2019. 

“The voice channel is still early in its development but is seeing significant 
growth in popularity with some customers that are early adopters. Our goal at I&M 
is to meet all of our customers where they want to be met and provide information 
that’s useful to them,” Lucas explains.

Customers can also ask their digital assistants about renewable energy, a wide 
range of questions on billing and energy efficiency, and they may eventually be able 
to pay their energy bills through the voice-controlled devices. 

The technology is being rolled out slowly to customers right now through 
structured user testing and feedback, Lucas offers. 

“We’re working on the voice channel daily. We have a dedicated team at AEP 
(American Electric Power) that the I&M team works with closely to make features 
like bill payment an option in the voice channel,” he notes. 

“In the future, we’ll be exploring functionality like linking the I&M voice 
channel to marketplaces that will allow customers to take immediate action on 
energy tips. The potential for this type of functionality in this channel is very 
exciting for customers.”

The information that I&M will provide to customers via voice is already 
available and can be found on the company’s web site. 

“It opens up another more interactive channel for a customer segment that is 
interested in engaging with their energy company in a different way than through 
traditional channels. I&M now has a new mobile app, social media team, updated 
web site and now voice. We think being engaged in all of these channels is 
essential for us to communicate with our customers and provide the experience they 
now expect from their energy company,” Lucas adds.

An Indianapolis broadband provider has raised 
almost $13 million in a recent funding round, 
expanding the company’s capabilities to provide 
service to customers throughout Indiana – and outside 
the state’s borders. 

Intelligent Fiber Network was founded by 20 
Indiana rural exchange companies in 2002 as Indiana 
Fiber Network. The name was changed last year.

CEO Jim Turner says the new funding round also 
brings on an additional partner: Wabash Valley Power 
Association (WVPA). 

“We have a very capital-intensive business, which 
is not unusual at all depending on the part of the state 
where the build is taking place. So, we made a 
decision as a company in the last year or so that we 
were going to grow and try to grow our network, 
which means raising additional capital,” he explains. 

He reveals the primary purpose of the funding is 
to expand the company’s existing 4,500-mile-plus 
network of broadband fiber, including getting into 
areas that may not have fiber already in place. 

“The second significant purpose will be deepening 
our presence in areas (where) we have fiber today, 
but (we) haven’t really penetrated the customer 
marketplaces as deeply as we think we can to get us to 
additional customers.”

Rural cooperatives (through WVPA) put their 
assets into Intelligent Fiber Network because by 
combining resources they have more control from a 
pricing and service standpoint, Turner offers. 

INFRASTRUCTURE INNOVATION
Powering Customer Knowledge Broadband Provider 

Raises $13 Million

RESOURCE: Dave Lucas, Indiana Michigan Power, at www.indianamichiganpower.com

Indiana Vision 2025: Superior Infrastructure

Indiana Michigan Power customers will soon be able to access information via voice 
assistants.

Intelligent Fiber Network is seeking to enter new territories.
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INFRASTRUCTURE INNOVATION By Charlee Beasor

Traveling from one U.S. coast to the 
other in a matter of minutes sounds like 
science fiction. 

There is a lot of science involved in such 
a feat. And now at the University of Notre 
Dame, the research of hypersonic travel with 
a quiet Mach 6 wind tunnel deflates the 
“fiction” piece. 

There are only three “quiet” wind 
tunnels in America, including one at Purdue 
University and another at Texas A&M. The 
new testing facility is the largest in the 
country, according to Notre Dame. 

The project is an initial step in a 
partnership between Notre Dame and Purdue 
to develop more hypersonic tunnels. And the 
$5.4 million cost was partially funded by the 
Air Force Office of Scientific Research, with 
support from the Office of Naval Research, 
The Boeing Company, Notre Dame’s College 
of Engineering and Notre Dame Research.

Mach 6 refers to the multiplication of 
speed of sound, so the tunnel can move air 
six times the speed of sound. 

Flying from Washington D.C. to Denver 
at Mach 6 could take 15 minutes, while flying 
from the nation’s capital to Los Angeles could 
occur in the same amount of time at Mach 9 
speed. 

“This tunnel’s combination of low noise 
and large size enables previously impossible 
experiments to be carried out,” says Thomas 
Juliano in a Notre Dame press release. Juliano 

is leading the experiments in the hypersonic 
wind tunnel project and is an associate 
professor at Notre Dame. 

Even though the word “quiet” is in the 
name, the wind tunnel itself – weighing nearly 
five tons – is given the moniker because it is 
designed to “minimize acoustic disturbances 
present in conventional high Mach number 
wind tunnels.”

The military interest includes getting 

emergency aircraft to areas around the world 
in less than an hour. But there are challenges 
with getting to those speeds, due to heat and 
friction. To make the hypersonic travel 
possible and safe, researchers need to develop 
thermal protection systems. That’s what 
they’ll study at Notre Dame.

Next steps include building additional 
wind tunnels, up to Mach 10 speeds, at Notre 
Dame’s facilities.

Notre Dame Goes Mach 6

RESOURCE: Jim Turner, Intelligent Fiber Network, at www.intelligentfiber.com

RESOURCE: University of Notre Dame at www.nd.edu

Getting those rural areas connected via broadband is an 
acknowledged economic development challenge, but the company’s 
member owners are taking up that mantle in some cases.  

“People think about fiber in rural areas and worry whether we’ve 
done enough to close the digital divide. Most of our member owners, 
if not all of them, have either extended fiber to the home in their 

particular service areas or have plans to have fiber in the home.
“Access to that high-speed network shouldn’t depend on your zip 

code or where you live,” Turner asserts. 
He says the No. 1 issue of concern for customers at a rural 

electric co-op “isn’t related to electricity. It’s related to broadband.” 

Indiana is the home of advanced wind tunnel testing, with this facility at Notre Dame and another 
at Purdue.
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SOBERING SURVEY
By Charlee Beasor

Challenge in Place; Resources Available

To solve a problem, one must 
truly understand it.

When that challenge is substance 
abuse in Indiana workplaces, 
there is now first-of-its-kind data 
to help analyze the issue. The 
details are courtesy of Indiana 
Workforce Recovery (IWR), the 
initiative launched by the Indiana 
Chamber and the Wellness 
Council (WCI) of Indiana in 2018. 

A survey, conducted in late 2018 and 
early 2019, offers a statewide examination of 
what employers are doing to help employees 
dealing with substance use disorder (SUD) or 
those who are in recovery. Nearly half of the 
400,000 Hoosiers struggling with SUD and 
the 40,000 seeking treatment each year are 
employed. 

Of the survey respondents, 76% indicate 
they believe drug and alcohol misuse is a 
problem within their community. But only 
13% of respondents acknowledge it is a 
problem for their organization. 

That imbalance is emphasized by just half 
of respondents indicating they have a plan in 
place to help employees seeking assistance.

“Which means 50% of employers do not 
(have a plan),” notes Jennifer Pferrer, WCI 
executive director. In addition to the survey 
results, the state has released new guidelines 
for employers to follow to properly assist 
employees and IWR has unveiled an 
accompanying video toolkit and additional 
resources. 

‘We need to do better’
Survey results highlight the impact of 

substance misuse on employers. Almost half 
report increased employee absenteeism as a 
result of the disorders, along with decreased 
productivity and a shortage of workers. 

Employee impacts – including family 
discord, arrest and property loss – are also 
emphasized. Up to 9% of employers reveal 
employees suffering non-fatal overdoses and 
4% report fatal overdoses. 

Pferrer: “Less than 6% (of employers) 
follow best practices when applicants test 
positive for drugs. With workforce shortages 
in our state, we need to do better than that. 
We know employer intervention is effective. 
Individuals that are referred to treatment by 
employers have better outcomes. They stay in 
treatment longer when an employer 
recommends treatment.”

Affordability and access to treatment is 
another survey topic. Less than half of 
organizations agree they have adequate health 
benefits for an employee’s drug or alcohol 
misuse needs. 

Due to state efforts from the Family and 
Social Services Administration (FSSA) and the 
“Know the O” marketing campaign, Pferrer 
adds that 70% of employers understand that 
addiction is a chronic disease. And more than 
half believe treatment works for SUD. 

But, she emphasizes that the current 
reality is that “Hoosiers who fail a drug screen 
for the first time are just as likely to be 
terminated as to be given a second chance and 
seek treatment.”

Providing assistance
The framework to create state employer 

guidelines was passed in 2018 as part of 
House Enrolled Act 1007, or the Indiana 
Substance Use Treatment Law. The goal: To 

incentivize and assist employers to create best 
practice policies and a second-chance 
program for applicants who would otherwise 
be qualified for potential employment but 
test positive on a drug screen. 

Pferrer refers to the ongoing talent 
shortage impacting all sectors of the Indiana 
workforce and points to the second chance 
guidelines as a “partial solution” for 
employers struggling to find workers. 

Eight employer opioid strategy events 
took place around the state earlier this year, 
funded in part by the Anthem Blue Cross and 
Blue Shield Foundation. Rob Hillman, president 
of Anthem Blue Cross and Blue Shield in 
Indiana, refers to the opioid epidemic as “one 
of the most significant public health problems 
we’ve seen in our 75-year history.

“The effects of this epidemic are felt 
throughout society,” Hillman says in a 
provided statement. “From babies born every 
25 minutes suffering from opioid withdrawal 
to businesses having difficulty finding workers 
who can pass a drug test.”

Jim McClelland, Indiana executive director 
for drug prevention, treatment and enforcement, 
shares that feedback from the employer opioid 
strategy convenings – which included more 
than 350 employers participating – contributed 
to the development of the guidelines. 

Continued on page 46

Indiana Workforce Recovery: Yearlong Series

The Wellness Council of Indiana’s Jennifer Pferrer stresses the positive outcomes that result when 
employers help their team members gain needed treatment.
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SUBSTANCE USE
& RECOVERY SURVEY

CONTACT: Mike Thibideau (317) 264-2166 | mthibideau@indianachamber com

Data collection occurred electronically from November 2018 through February 2019  No responses identifying individuals or specific businesses were collected  
Statistical significance was measured at a 95% confidence level 
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By Charlee Beasor

Collaboration is Key in Battle Against Drugs

RURAL 
RISKS

Carol McQueen was delighted to see a familiar 
face working as a server while dining out in 
Connersville recently. 

Though she didn’t get to talk with the young woman, 
who was incredibly busy during her shift at the 
restaurant, McQueen immediately knew who the 
server was: someone she’d once helped get into 
treatment for substance use disorder. 

“She looked awesome! I could not have been more 
proud of her,” relays the Connersville police chief. 

McQueen recalls the beginning of the city of Connersville and 
Fayette County’s efforts to combat the opioid crisis during a spate of 
increased overdose deaths about five years ago. The overdoses got the 
attention of the state, she says, which enabled the community to start a 
countywide drug taskforce. 

“I think we did make a difference. We really worked to get 
people into treatment. We know we can’t arrest our way out of this, 
but we will do enforcement. It was great for the year we had (the 
taskforce) and I think we got some people into treatment,” she 
maintains. 

Don Kelso, executive director of the Indiana Rural Health 
Association (IRHA), notes the rural aspect is challenging in many 

ways, but he’s witnessed increased awareness about opioid use 
disorder (OUD), substance use disorder (SUD) and related issues.

“I think sometimes people overplay the fact that rural is isolated,” 
Kelso asserts. “It is more isolated, but our state is a lot smaller than it 
was a few years ago. (Rural communities) may choose to do nothing 
about it. They may not have the means, the support or even know 
what to do, but they’re a lot more aware than they used to be.” 

In Fayette County, the drug taskforce identified a critical 
community need: a detoxification center before people entered 
treatment. That detox center – North Star Recovery – opened at the 
Fayette County Hospital last summer.  

“It’s working better,” McQueen says of North Star Recovery. “It 
may not be to the grand effect that I think a lot of people were hoping 
for, but it’s working because I have dropped someone off there myself. 
And even if you have to go there seven times, 10 times, they’re on the 
way. It takes more than once most of the time.” 

The county still has a drug taskforce, but it’s a less robust effort 

FEATURE STORY

Indiana Workforce Recovery is 
the Indiana Chamber and 
Wellness Council of Indiana 
initiative to help combat the 
opioid epidemic in the workplace. 

Learn more at www.wellnessindiana.org.

This is the fourth in a yearlong series on the drug and addiction 
issues facing Indiana, as well as efforts to combat the crisis. 
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now. Drug court is another tool that has been 
successful, diverting some offenders there 
instead of incarceration. 

“One thing about a small community: 
nearly every one of us has one. We have 
someone that we love who is addicted. I think 
that helps a little bit. I’m not saying there 
isn’t still a stigma,” she contends. 

Part of a bigger battle
From her perspective in law enforcement, 

McQueen points to the nature of addiction as 
much broader than just one type of substance, 
referring to it as “poly-drug” use. 

Though it seems counterintuitive, a drop 
in opioid overdoses doesn’t mean the 
addiction issue is getting better, she says.

“We’ll often see our (opioid) overdoses 
drop. I don’t think we’ve had one in a week. 
That just means methamphetamine came 
through town at a lower rate (cost). That was 
very difficult for me to understand. 

“It seems great when our overdoses drop 
on opiates, but we still have the addiction,” 
McQueen shares. 

One unintentional development in 
Connersville and the surrounding area that is 
both “good and bad,” says McQueen, is the 
abundance of methamphetamine laboratories 
is less of a scourge today. But that’s because 
drugs are coming in from outside the community. 

Dr. Amnah Anwar, epidemiologist with 
IRHA, has written grants and worked in rural 
communities dealing with the opioid crisis 
and SUD. She is the program director for the 
Indiana Rural Opioid Consortium (InROC), 
which has education efforts in place in several 
rural counties. 

“It took 20 years to get here. We are never 
going to be cured of this disease,” Anwar 

offers. “But federal funding and the CDC (Centers 
for Disease Control) has at least opened up 
that window to begin these conversations.”

Anwar and her team educate health care 
providers about the chronic disease model. 

“This was looked at as a moral failing and 
not as a disease,” she explains. 

Anwar puts it another way. There are 
two types of people she’s encountered in her 
work in rural communities: those that want 
to understand the opioid crisis and SUD, and 
those that don’t. 

“But as this disease has spread so much, 
if there is a person who has been touched by 
it, they want to know more. They have 
known that person before the disease took 
over that person.” 

Removing the stigma from not only the 
disease, but also the remedy, such as 
Medication-Assisted Treatment (MAT), is 
essential to the consortium’s work.

“If you go into rural Indiana and many 
other places, you hear MAT is just replacing 
one drug with the other. That message – that 
this is not replacing one drug (with another) 
– and information needs to be disseminated 
in these populations. This is an approved 
treatment which can help individuals in 
recovery,” Anwar attests. 

Cody Mullen is a policy, research and 
development officer with IRHA and works 
alongside Anwar through InROC. 

A recent survey in participating counties 
garnered strong response (though results are 
not yet available) and Mullen says three 
additional counties have joined the 
consortium since earlier this spring. 

He frames the situation bluntly: “The 
goal of the National Institute of Health is to 
decrease deaths by 40% in the next five years. 

If we hit our target, we’re still losing 40,000 
people a year to overdose (in the country).” 

“I wish people would recognize that 
OUD and SUD is no different than a diabetic 
or cancer patient. If we quit having a debate 
over whether these people are needing of 
help or deserving of help – this is a medical 
disease – that would make our jobs a lot 
easier,” Mullen asserts. 

Good fit for rural America
Other challenges for rural communities: 

a shortage of health care providers and 
behavioral health providers; the struggle to 
get connected via broadband; scarcity of 
resources; and an “out-of-sight, out-of-mind” 
framework. 

The list could go on. But there are some 
bright spots even within that list. 

Telemedicine, for example, is taking off 
in rural communities. In some cases, Mullen 
says, local schools and clinics have 
telemedicine technology readily available to 
help avoid the stigma of getting help in a 
small town. 

“The clinic can give routine care and you 
can drive to the clinic for a 10:30 
appointment and they have telehealth 
equipment,” he explains. “It also breaks down 
the stigma. You’re not going to a behavioral 

Indiana Workforce Recovery: Yearlong Series

“I don’t know what we need to fix it. I 
know we can’t arrest our way out of 
it. I’m hoping the answer is in 10 
years we don’t have as many addicts 
because there aren’t as many opioids 
available to our young people. That 
elementary kids are seeing a 
prevention, and we’re hoping they 
won’t get addicted.” 
– Connersville police chief Carol McQueen

Police officers, shown here in a training exercise in Warsaw, are on the frontline when it comes to 
drug use challenges in all areas of the state. 
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health provider, you’re going to the clinic.”  
Treatment also can be expensive and 

doesn’t always work the first time (or the 
first several times). 

One possible solution is for health care 
providers and employers to partner for what 
Kelso refers to as “narrow networking,” or 
employers working directly with a health care 
provider or local hospital. 

“Basically, bypassing insurance 
companies in some cases to provide whatever 
the employer needs,” he offers.

Anwar adds that employers can also step 
up and provide opportunities for employees 
to get into treatment and recovery.

“Being more inclusive and open about 
this problem, then providing the employees a 
chance to live a life in recovery while being 
employed, specifically when talking about 
policy changes, is one of the big things,” she 
maintains. 

“It’s really difficult to get back into the 
workforce (after a drug issue). You need to 
have regular means to survive, need to have 
that shelter. That’s something (employers) 
can look into and probably provide a better 
working environment for individuals.”

Come together
Above all else, the big “C” for rural areas 

is collaboration. 
“I think we’re seeing communities come 

together. Multi-sectoral, multi-regional 
response and collaboration, which is always 
strongest in the local communities. The 
sheriff, with the jailer, with the hospital CEO, 
with the school principal. And they’re 
discussing other health crises that society is 
facing. It’s sad that it came due to tragedy, 
but it is coming, nonetheless,” Mullen 
expresses. 

McQueen says that while there may be 
fewer resources available in a community like 
Connersville, she believes the collaboration 
among local leaders is special. 

“For months and months we met with 
the hospital, department heads and (more) to 
push the detox center through. I don’t think 
you get the sheriff, the police chief, etc., in a 
bigger city,” McQueen ponders. 

“We have the ability to work 
collaboratively. It does get things done, 
because we’ve got a detox center. We’ve got 
a women’s recovery house that stays full. We 
are missing some pieces.”

Not all local employers have come on 
board with employing those struggling with 

OUD or SUD, she says, but others – 
including some companies outside of town, as 
well as the local McDonald’s – are taking 
those steps and offering another chance. 

“I don’t know what we need to fix it. I 
know we can’t arrest our way out of it. I’m 
hoping the answer is in 10 years we don’t 
have as many addicts because there aren’t as 
many opioids available to our young people. 
That elementary kids are seeing a prevention, 
and we’re hoping they won’t get addicted.” 

Speaking of children
Reid Health President and CEO Craig 

Kinyon believes issues with substance use 
disorder are manifestations of Adverse Child 
Experiences (ACE), as identified by a Kaiser 
Health study from the 1990s. Those adverse 
experiences include forms of abuse and 
neglect, witnessing domestic violence, living 
with a mentally ill member of the household 
and more. 

“I don’t know if there’s any community 
that’s immune to these (issues),” Kinyon 
acknowledges. 

“Sixty-four percent of us have at least a 
score of one. Nobody’s perfect. But if you 
have one, there’s an 87% chance you’re more 
likely to have a second one, as life goes on 
from birth to age 18. These are strong 
predictors of not only future issues – whether 
it’s alcoholism, drug abuse, smoking – but 
also chronic diseases.”

Of eight categories, Indiana is in the 
highest quartile on five, Kinyon notes. 

“As a state, that’s not good. If you 
follow that through, not only mental illness 
and drug issues, but also other chronic 
disease, this is a challenge for overall health in 
Indiana. The numbers are not where we want 
them to be,” he adds. 

He also shares that people with an ACE 
score of at least six die 20 years earlier than 
those without an ACE score. A score of four 
means a person is 10 times more likely to use 
illicit drugs. 

“The toll it takes on your physical and 
mental condition will take 20 years off your 
life,” Kinyon stresses. 

His goal is to continue the conversation 
about the “how” and the “why” when people 
turn to drugs or alcohol. 

“This is clearly a 20-year commitment 
project to try and do this. It’s not where 
we’re currently focused. To me, it’s an all-
hands-on-deck revelation to take another look 
at what’s driving these issues from birth on 
and start to determine what solutions we can 
put into place from those sources,” Kinyon says.

“It’s put a totally different spin on the 
issue. There are still people that look at it as a 
personal behavior issue, and there’s a lack of 
understanding.”

Health care systems must be an integral 
piece of the solution, he conveys. 

“We all have to get angry at the problem 
and at the source of the problem. … Until 
this country becomes angry, motivated and 
unified, we won’t be able to substantially 
change this problem.”

RESOURCES: Craig Kinyon, Reid Health, at www.reidhealth.org | Carol McQueen, Connersville Police Department, at connersvillecommunity.com | 
Don Kelso, Dr. Amnah Anwar and Cody Mullen, Indiana Rural Health Association, at www.indianaruralhealth.org

Despite the picturesque setting around the Reid Health facility in Richmond, the region (and others 
in the state) faces a variety of health care challenges.
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YOUR JOURNEY BEGINS HERE
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Dedicated to helping employers and communities navigate the well-being conversation through: 
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By Symone C. SkrzyckiBowen Center On Call to Help

ADDICTED –  
BUT NOT 
ALONE

“No man is an island …”

Traumatic life experiences can take place anywhere. 
At any time. To anyone.

In some instances, genetic predispositions make 
people more vulnerable to drug addiction.

What happens when one or both scenarios lead to 
destructive behavior impacting all facets of life – 
including the workplace?

Bowen Center, a non-profit community mental health care 
services provider, partners with employers on employee assistance 
programs (EAPs). In 2018, it established an opioid treatment program 
in Fort Wayne called the Bowen Recovery Center (BRC).

“Retention is a very big deal. Valued employees can remain 
valued employees as long as they’re able to get health care for what is 
a chronic, but treatable illness,” asserts Dr. Carolyn Greer, BRC 
medical director.

Bowen’s philosophy is to treat the entire person.
“In mental health or in psychiatry, there was always a division 

between mental health and addiction recovery,” Greer explains. “It’s 
sort of like (if the same mentality was applied) in internal medicine. ‘I 
only take care of high blood pressure, but I don’t take care of 
diabetes.’ You would never see that. That doesn’t make any sense.

“People with high blood pressure often also have diabetes. Well, 
people with mood disorders such as depression and anxiety often also 
have a substance use disorder.”

Reelcraft Industries, based in Columbia City, is a global 

manufacturer of hose, cord and cable reels.
“The biggest thing is understanding there’s a partnership there,” 

declares director of human resources Robin Longenbaugh. “Bowen 
Center is there as a resource to help the total employee. It’s not just 
about the work they perform while they’re here during their shift. It’s 
about the employee as a whole. As a human being. Bowen Center has 
a large commitment to that. With their help, we’re able to touch 
people and make them the best version of themselves they can be.”

Intervening and assessing
The city of Warsaw has 200 full-time employees. It conducts a 

variety of workshops with Bowen.
“I arranged to have Bowen Center come in to do a three-part 

series specifically geared toward police and fire (staff) to recognize the 
stressors in their job and how that can translate going back home for 
their family members too. I wanted to make sure our police and fire 
(personnel) knew that there are resources out there for them,” reveals 
human resources director Jennifer Whitaker.

Other training events are designed for department leaders and 
front-line supervisors to help them cope with daily stress and 
recognize triggers with subordinates.

In addition, employees and their family members have access to 
four free counseling visits.

“They can go in and talk to Bowen about anything and 
everything,” Whitaker points out. “It could be drug abuse. Stress. 

Bowen Center
• Largest community mental health center in Indiana
• Based in Warsaw, it covers 21 counties in northern Indiana
• Provides outpatient, inpatient, home-based, community, 

employee assistance and student assistance programs

Indiana Workforce Recovery: Yearlong Series
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What’s impressive is that if you’re not 
comfortable going to Warsaw because you’re 
fearful that somebody may find out, you can 
go anywhere in the state.”

Fort Wayne Community Schools (FWCS) 
began collaborating with the Bowen Center in 
2006. It includes approximately 4,000 
employees, 30,000 students and 50 buildings. 

“They’ll go out to a building and work 
with students and teachers,” comments Ashley 
Pitzen-Walker, manager of compensation and 
benefits.

“If a Bowen person needs to be in a 
building or on-site, we’ll make that happen. 
Because life happens.”

Bowen’s student assistance program at 
FWCS encompasses youth life skills, expectant 
mothers, homeless grants and drugs/alcohol.

“Students are a big part of not only the 
school district but our community as well. 
They’re going to be the future leaders of our 
community and we want them to be happy 
and healthy,” Pitzen-Walker stresses.

Discretion, flexibility
The stigma associated with mental illness 

and substance misuse often serves as a 
deterrent to seeking treatment. 

Reelcraft, which has a global workforce 
of approximately 260, tries to allay those fears.

“I’m very open with my employees that 
if you have a problem and you come to me, 
we’ll get you help,” Longenbaugh relays. “It 
won’t affect your job. Just come tell us. 
Allow us to help you.”

She recalls how two workers – within 
two months of one another – told her they were 
suicidal. Longenbaugh reached out to Bowen.

A few months later, “The first gentleman 
came to my office and literally broke down in 
tears, telling me how much he appreciated 
me stopping what I was doing to get him 
help. (Employees who utilize the EAP) tell 
us, ‘You guys really care about your employees.’ 
That’s true. And I’m glad they see that.”

Pitzen-Walker highlights confidentiality. 
Each month, she receives a report from 
Bowen containing the number of employees 
taking advantage of its services.

“I don’t ever see an employee’s name. I 
don’t ever see a family name. It’s completely 
confidential unless somebody tells me they’re 
going,” she remarks. “So, it encourages all of 
our employees with behavioral, personal or 
emotional problems to seek help and know that 
they’re not going to be penalized for that or 
judged. Nobody’s going to know they’re going.”

Whitaker has spent more than 20 years 
in human resources. She’s observed a shift in 
perceptions about mental health.

“There’s all sorts of moving pieces in 
their (employees’) lives. We as an employer 

and – I believe other employers – are now 
maybe trying to tailor some of our benefits to 
give more of that work-life balance. Many of 
the homes are dual-income providers and if 
our employees want to take a little bit of time 
off to go to a soccer game (for example), 
we’ve encouraged the comp time.

“When department heads and 
supervisors are hired, I always remind them 

that their life is outside and it’s not just about 
this place. We appreciate everything you do, 
but you have to stay strong for your family.”

Detecting the problem
Theft and poor performance are tell-tale 

signs of substance abuse.
Reelcraft has partnered with Bowen 

primarily on alcohol-related issues. There 

The Bowen Center provides a breadth of services. Educating employers on treatment options is a 
vital community awareness strategy.



46 BizVoice/Indiana Chamber – July/August 2019

“Everyone understands that substance use in the workplace can be a problem. 
But there’s a big opportunity here. We know that businesses need a healthy 
workforce and we also know that people in recovery from a substance use disorder 
need jobs,” McClelland offers. 

ROI of recovery
Only one in three organizations responded in the IWR survey that their 

organization can support employees in recovery for drug or alcohol misuse. 
Research shows, however, that treatment yields better sustained recovery when 

initiated by an employer. And the National Safety Council points to a one-year company 
cost savings of over $3,200 for employees who recover from substance use disorder.

IWR Director Mike Thibideau speaks often of his personal story of recovery from 
alcohol and drug use. He emphasizes the impact of being employed during his treatment. 

“My employer worked directly with me as I did five days of in-patient 
detoxification, 45 days of residential treatment and then from there as a I transitioned 
into out-patient care. My employer allowed me to move back to 30 hours a week so 
that I was able to access the necessary services.” 

Thibideau says he’s seen others successfully navigate treatment and recovery 
without being employed, but it’s much more difficult without that job stability. 

“These guidelines will provide employers with the ability to navigate the treatment 
process to an even greater extent than my employer was able to do at the time. We’re 
going to help more people find recovery sooner and with more stability,” he concludes.

The survey results, including a one-page infographic summary (Page 45), guidelines 
and toolkit are all available at www.wellnessindiana.org/recovery. 

also have been a few methamphetamine-related cases. Warning signs 
included absenteeism, nearly falling asleep while standing up and 
workplace injury.

Similarly, Greer cites behavioral changes.
“I get a lot of referrals in my outpatient office from employers 

and often it’s, ‘I’ve been a loyal employee for 30 years. (But) I had 
something traumatic happen in my life – whether it be a divorce, an 
illness in the family, an injury where I couldn’t work. Something that’s 
a financial concern. Something happened and I’m not myself anymore.’ ”

BRC administers methadone as a medication to treat opioid use 
disorders. Another hallmark is the range of services. It offers resources 
ranging from employment, insurance and housing to food and 
transportation.

“Sometimes in early recovery, that’s what you need,” Greer 
comments. “You need to be seen every day. You need to have access 
to more than just medications. This is all out-patient treatment. We 
see people every day. Even on Saturdays and Sundays. We’re seeing 
people seven days a week.”

Stimulants versus opioids
When asked what substances are most prevalent in the region, 

Greer identifies a growing trend.
“Up until about a year ago, it was very heavy on opioids, prescription 

pills and then heroin and fentanyl. We’ve seen a gigantic uptick in 
stimulants – prescription stimulants or methamphetamine. I think that 

reflects the fact that we have treated opioid use disorders so effectively. 
It also reflects the fear of using heroin, because heroin turns into fentanyl 
and fentanyl is deadly. People are scared of it – and they should be.”

In Allen County, for example, Greer notes that – over the last 
three quarters – there have been more drug poisonings with 
methamphetamines than fentanyl and heroin.

“Methamphetamines are easier to get,” she divulges. “They’re 
more pure. They’re more potent. They’re very inexpensive now.

“The workplace actually sort of lends itself a little bit more to a 
stimulant – meaning, ‘I can work harder. I can work longer.’ We’re 
struggling with that because misuse of stimulants sometimes results in 
aggressive behavior. Unpredictable behavior.”

Whitaker praises the Bowen team.
“Bowen’s doing a great job. The more we continue to get the 

word out that this is available, numbers (of people seeking help) can 
only increase. And that makes for a better environment for everyone.”

Tess Ottenweller is director of addiction recovery and family 
services at the Bowen Center. 

“There’s one really important piece about Bowen Recovery Center 
that I want to make sure is out there and that’s the rapid access,” she 
emphasizes. “One of the things we’ve learned is that when people 
need help, they need help now! Bowen Recovery Center has walk-in 
access for new patients Monday through Friday. 

Greer passionately concurs: “If you’re ready, you’re ready. We’ve 
got to help you.”

RESOURCES: Tess Ottenweller and Dr. Carolyn Greer, Bowen Center and Bowen Recovery Center, at www.bowencenter.org | Jennifer Whitaker, 
city of Warsaw, at warsaw.in.gov | Ashley Pitzen-Walker, Fort Wayne Community Schools, at www.fwcs.k12.in.us | Robin Longenbaugh, Reelcraft 
Industries, at www.reelcraft.com 

Workforce Recovery Survey
Continued from page 38

RESOURCES: Rob Hillman, Anthem Blue Cross and Blue Shield, at www.anthem.com | Jim McClelland, state of Indiana, at www.in.gov/recovery | 
Jennifer Pferrer and Mike Thibideau, Wellness Council of Indiana, at www.welllnessindiana.org/recovery
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and investors – representing over four million Hoosiers – to achieve the mission of 
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ROLLS-ROYCE
Sky is the Limit

Address: 450 South Meridian Street, 
Indianapolis, IN 46225
Telephone: (317) 230-2000
Web site: www.rolls-royce.com
Management: Tom Bell, President-Defense 
and Chairman & CEO of Rolls-Royce North 
America; Phil Burkholder, President, 
Defense Programs

“Rolls-Royce is really well known in the aerospace industry and we have products 
in use all around the world. To a certain extent (though), we’re less well known in 
our hometown,” muses George McLaren, vice president, marketing and 
communications, Rolls-Royce Corporation.

It’s true. Sometimes, we aren’t fully aware what’s going on in our own backyard, 
especially the sheer scale of what’s taking place.

Headquartered in London, Rolls-Royce Corporation is a 
global business with a major U.S. presence – one that is 
anchored by the Indianapolis operations. 

Worldwide, it has $20 billion in annual revenue and more 
than 50,000 employees. Some 6,000 work across North 
America, with 4,000 of those in Indianapolis. The acquisition of 
Allison Engine Company in 1995 enabled Rolls-Royce to inherit 
a deep tradition in the Hoosier state.

There are a dozen facilities around Indianapolis, with the 
two main locations being the manufacturing facility on the west 
side at Tibbs Avenue and Raymond Street, and the Meridian 
Center on the near southside of downtown. A training complex 
is housed at the airport and various smaller manufacturing sites 
dot the metro area.

Andrew Baker, vice president of government relations – 
Indiana for the Rolls-Royce Corporation, is proud of the 
“breadth and capabilities we have here. These are high-tech, 
high-skill, high-paying jobs that we bring to Indianapolis, and 
we’re developing really exciting technologies here in the state.” 

Strong partnerships with local and state government, as 

By Rebecca Patrick

MEMBER SPOTLIGHT

An MV-22 Osprey arrives at the Purdue University Airport to 
celebrate the dedication of the Purdue Research Park Aerospace 
District in 2017. The aircraft, with a Rolls-Royce engine, is part 
of the Marine Helicopter Squadron One that serves the president 
of the United States (Purdue Research Foundation photo).

Rolls-Royce designs and builds high-tech engine components at its advanced 
manufacturing facilities in Indianapolis. “There are a lot of proud Hoosiers that 
come to work here every day, happy to do what they do and happy to support 
our customers, especially on the military side,” shares Rolls-Royce spokesperson 
George McLaren.
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well as education institutions, play a big role 
in the business’ continued success, he emphasizes. 

One such endeavor is with Purdue 
University. In the spring of 2017, Rolls-
Royce officially joined the Purdue Research 
Park Aerospace District, which includes a 
55,000-square-foot facility in West Lafayette. 
There, the company conducts research and 
development for jet engine components.

The relationship also feeds the talent 
pipeline.

“A lot of those people then become 
Rolls-Royce interns and go into our graduate 
program or get hired directly into Rolls-
Royce. We employee hundreds of Purdue 
engineers here,” McLaren says.

Sweet rides
While civil air and space is the biggest 

segment for Rolls-Royce globally, from a 
local perspective, the U.S. Department of 
Defense is the top customer.

“But it’s not just one specific niche; we 
have engines for light helicopters, military 
transports, fighter aircraft, which allows us to 
spread our portfolio out,” McLaren conveys. 

Rolls-Royce Indianapolis engines power 
a varied fleet, including:
• The U.S. Air Force Global Hawk, the largest 

unmanned aerial vehicle in the world 
today. It has the wingspan of a Boeing 737 
and it can stay aloft for over 30 hours.

• The C130-J, a medium-sized military 
transport aircraft used by the U.S. and 
allies around the world. The design goes 
back to the mid-1950s. McLaren notes that 
“every engine for that model ever made 
was made here.”

• The V-22 Osprey takes off like a helicopter 
and once in flight can convert to a 
turboprop airplane capable of high-speed, 
high-altitude missions. “It gets Marines in 
and out of places really fast and they like 
that aircraft a lot. It’s been in operation 
with the Marine Corps over 10 years now,” 
McLaren offers. 

• The MQ-25 is a new single-engine 
unmanned aerial vehicle and the only one 
in the world that will take off from an 
aircraft carrier and serve as a refueler. It’s 
a U.S. Navy program order, with Boeing 
recently winning the contract to build and 
Rolls-Royce supplying the engines.

In February, Rolls-Royce also announced 
it was competing for the engine contract of 
the iconic B-52 U.S. Air Force bomber. A 
decision by the U.S. government is expected 
by the end of next year. Should the company 
win the job, it will bring 150 new jobs to the 
area, according to Baker.

Rolls-Royce Indianapolis does have a 
hand in commercial endeavors, too – supplying 

engines for the helicopters used by all the 
local television stations in the Circle City, as 
well as for regional jets like the Embraer 145, 
which is used all over the world.

Ironically, one of Rolls-Royce’s landmark 
innovations isn’t an engine. It’s the LiftSystem 
component that provides a helicopter-like 
function for today’s most advanced fighter 
jet, the F-35B Lightning II. The technology 
allows the aircraft to lift off vertically – 
without the need for a runway – enabling fast 
takeoffs and landings. This gives American 
and British forces another stealth option in 
engagement. 

All work on this line – both production 
and repair – occurs at the Rolls-Royce facility, 
LiftWorks, in Plainfield.

Top secret unit
“When (the company) bought Allison in 

the mid-90s, there was so much Department 
of Defense work going on, so to reassure the 
government that this would be under the 
control of U.S. citizens, we set up a separate 
unit which we later called LibertyWorks,” 
McLaren describes.

“We do a lot of development there, 
advanced technology for various programs. 
We have a whole team of people working on 
things – most of which we can’t even talk 
about because it’s so sensitive for the government. 
But this (unit) allows us to be very quick and 
agile in developing technology fast.”  

Once the highly confidential work is 
proven, it then moves from LibertyWorks 
(on the west side) to production in the plants. 
The LiftSystem invention is one example. 

In addition to the Department of 

Defense, LibertyWorks technology is used by 
NASA, Lockheed Martin, Boeing and the 
Defense Advanced Research Projects Agency 
(DARPA), among others. 

LibertyWorks is also the creative hub for 
Rolls-Royce to run with its own ideas. In 
May, the company announced significant 
milestones for a capability called directed 
energy, which involves advanced power and 
thermal management that is required for 
thermal laser systems.

“We just completed about a decade of 
research that creates a highly capable, 
compact unit that will power those laser 
systems,” McLaren shares.

“It takes a lot of power to create a laser 
beam and it creates a lot of heat. So, you not 
only have to create the power, you have to 
control the heat that comes out of it. That’s 
the thermal management part of the project. 

“We feel like the technology we’ve 
developed is way out in front of the industry 
on this because we’ve been working on it for 
a long time already. In fact, we just won our 
first contract as part of an industry team for 
the U.S. Army on a laser project.” 

Another LibertyWorks venture centers 
on infrared suppressors, which are designed 
to enhance military aircraft safety.

“If you can diminish the amount of heat 
that’s visible at the back of aircraft, it makes 
it harder to target with ground-to-air 
missiles,” McLaren begins. “We’ve got that 
out in field operations already and have for 
years. Now, we’re redesigning it (the 
company received a contract from the Air 
Force last year).” 

Andrew Baker encourages Hoosiers to visit the Rolls-Royce museum that is open to the public. 
“From a STEM standpoint, we’re really proud of this and school groups that we have come through 
– trying to capture that spark of innovation for kids.”
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Making a statement
During the company’s centennial celebration of the Indianapolis 

operations in 2015, a five-year $600 million investment was 
announced for the manufacturing hub located on the west side. 

The impetus: to ensure Indiana continues as a leader in the 
aerospace industry for decades to come. 

When the project is completed, Rolls-Royce will have an 
ultramodern and optimized facility – one as state-of-the-art as any 
Rolls-Royce has in the world, McLaren reports. 

The makeover includes razing the part of the structure from the 
1940s that has become more of a repository than actual worksite. Baker 
says this section with a wooden roof “was best described to me as a 
temporary structure built during the war. It’s time for it to come down.”

What will happen to this sizable portion is still to be determined, 
but Baker notes that the remainder is still gigantic at 1.5 million square 
feet and “has all the skills and capabilities that we need.”

McLaren stresses that the project is “more about efficiency than a 
major leap in productivity, but we will definitely be more productive 
… saving money on utility costs (with the smaller footprint) … it will 
make us much more competitive in the marketplace. 

“We can keep our costs down and pass that on to the customers. 
We’ve been excitedly telling them about this for years – how great 
this new facility is going to be, and more efficient.”

Baker states everything “is on schedule, on budget – a fantastic 
success to date; we’ve had no major customer disruptions.” 

The Indianapolis investment is the largest by Rolls-Royce in the 
United States since the purchase of Allison Engine.

The company is also cementing its place as a good corporate 
citizen. Last year marked Rolls-Royce’s inaugural community care 

week, in which more than a quarter of the local employees – 1,200 of 
them – volunteered around the city at multiple locations. 

“It felt like we had a big impact. We were at schools and food 
banks and homeless shelters all week,” McLaren recalls.

Rolls-Royce is looking to replicate those efforts this September.
Baker remarks, “We’ve always given back to the community, 

but this was all about leveraging our collective workforce here and 
doing something in a coordinated fashion, which ultimately is more 
beneficial.” 

Your legal partner should care about 
your business as much as you do.

With a background in business and corporate law that 
spans over a century, Stuart & Branigin is a trusted partner 

to businesses and organizations across Indiana. Our team is 
knowledgeable, willing and able to counsel your organization’s 

complex legal needs in their entirety.

STUARTLAW.COM

The Rolls-Royce LiftSystem enables vertical lift, allowing the fighter jet to 
deploy quickly.



July/August 2019 – BizVoice/Indiana Chamber  51

SEASON 2

Season two of the EchoChamber continues. The Indiana Chamber 

podcast brings you new conversations every two weeks. Check out 

some of our recent episodes, with more great guests to come.

CONVERSATIONS
THAT REVERBERATE AND RESONATE

SUBSCRIBE on iTunes, GooglePlay or wherever you get your 

podcasts. Please rate and review us on ApplePodcast.

Jack Mansfield Susan Brooks Fred Payne

EchoChamber_BizVoiceAd.indd   1 6/13/19   9:07 AM
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HR EVOLUTION
By Rebecca Patrick

Tackling Today’s Top Topics

Five years isn’t that long in the 
grand scheme. Yet, it’s really a 
matter of perspective.

That time span may seem like 
another lifetime ago for those 
involved in human resources. 
Changes rooted in showing more 
respect to employees, as well as 
what is no longer tolerated, have 
reshaped the industry. 

To provide a flavor of what’s going on in 
the modern HR world in Indiana are:
• Brian McDermott, office managing 

principal, Jackson Lewis P.C. 
(Indianapolis), at www.jacksonlewis.com 

• Tim O’Malley, human resource manager, 
FileWave (USA), Inc. (Indianapolis), at 
www. filewave.com 

• Cara Silletto, president and chief retention 
officer, Crescendo Strategies (Jeffersonville), 
at www.crescendostrategies.com 

• Pam Warmoth, human resources 
coordinator, Boone REMC (Lebanon), at 
www.bremc.com

Quick takes
McDermott, a labor employment 

attorney, comes at the recent trends from a 
compliance standpoint, whether it’s 

counseling employers before something 
happens or in litigation after it takes place.

The #MeToo movement immediately 
springs to his mind. 

“We see the headlines of the big-name 
celebrities or high-level executives, but it’s 
also trickled down into normal, good 
companies like the ones in Indiana as well. So 
that’s forced people to recognize that it’s a 
problem. It’s forced employers to look at 
their policies and really up their game in 
training employees,” he says. 

 “The second area is pay equity. It’s a 
huge issue, trying to make sure that we’re 
paying employees fair wages, but more 
importantly in a nondiscriminatory way – 
whether it’s male or female or majority 
versus minority employees.”

Both O’Malley and Warmoth cite the 
recruiting rush.

“The shift from employers having their 
choice of candidates versus, at this point, where 
it’s the employee’s market … just being 
attractive (as a company) to the talent that is 
out there is the tallest task,” O’Malley reports.  

“I would say 60, 70% of my time right 
now is going to be spent on recruiting. … 
Probably a couple of years back, that number 
was 40%.”

Warmoth shakes her head in complete 
agreement and adds, “For instance, even being 
involved in job fairs and that kind of thing, 
that was not anything we had to do before.” 

Silletto encourages her clients to 

illustrate the turnover problem by looking 
beyond the annual occurrence and examining 
the last five years. 

“What every one of them finds is that 
the length of tenure for new hires is getting 
shorter and shorter every year, and that that 
is really where the problem lies – with the 
revolving door that’s getting faster and faster, 
and it’s putting more work on the (HR 
professional’s) plate.”

She links the trend to a “different employer-
employee relationship” that exists today. 

“(Increasingly), there are two buckets (of 
employees). There are those that have been 
there forever. They have all these great benefits 
and the pension for long-term employment. 
But those under 35 don’t ever think they will 
see pension dollars, even if it’s promised.”

Social connections
Whether it’s using Twitter, Facebook or 

other platforms to promote an organization 
or making sure employees aren’t doing 
anything on their own accounts that will 
reflect poorly, social media has become a real 
factor for the HR professional and companies.

Being proactive and not reactive is what 
Silletto preaches, but acknowledges the latter 
is where she most often gets inquiries. 

“ ‘How do I respond to somebody on 
Glassdoor that bashed us and they were just 
disgruntled? They said things that weren’t 
even true about us.’ … But it’s really 
understanding the capabilities that social 

ROUNDTABLE
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media brings to you and the value that it can 
bring if you stay ahead of it, versus treating it 
in a reactionary situation.”

Warmoth notes, “For us, it’s been 
especially helpful in educating about what’s 
an electric cooperative, so we’ve used social 
media for that benefit.”   

On the legal side, McDermott outlines a 
possible scenario with a supervisor who is on 
her best behavior in the workplace and with 
her professional communications, but strays 
from that approach on her own time.

“She makes an off-color joke or comment 
on Facebook. Then, she ends up terminating 
somebody at work; they know about this 
comment out there and it ends up in the 
workplace anyway.

“I see harassment, discrimination issues, 
confidentiality issues. People will put things 
on Facebook or other social media outlets 
that they shouldn’t from a confidential 
standpoint. Defamation claims have increased 
as well over the years for social media.”

Companies are also turning to social 
media for an HR advantage. 

“(It can be) for discipline of employees 
when they’re off on a leave of absence, for 
instance, but yet they’re posting on Facebook 
they’re down in Cancun having a good time,” 
McDermott explains. “There are a lot of cases 
like that out there where employers have 
searched that social media to their benefit.”

The forum also has its place in the hiring 
process – to learn more about a possible 
candidate, positively or negatively – acknowledges 
O’Malley.

“Because of the labor market and where 
it’s at from a recruiting standpoint, you’re 
doing yourself a disservice if you don’t use it 
and every avenue possible.” 

Studies have been done that repeatedly 
show that employees are going to be online at 
work, whether it’s social media or browsing 
the web.  

“(Most) companies don’t care if you’re 
shopping on Cyber Monday to get the best 
deals as long as you’re still going to get your 
job done that week,” Silletto offers. 

“You just need to limit yourself. Don’t 
go down the rabbit hole for an hour and a half.”

Warmoth says her cooperative tends to 
put the focus on results. 

“If our employees are getting their work 
done, it’s fine. Though sometimes I am 
concerned about an hourly employee that’s in 
the break room at lunch and they’re answering 
email on their lunch break, or in the evening 
or on the weekend. So, I’m always trying to 
make sure that we’re not crossing a line that 
way (because of the policy being too lenient).” 

McDermott responds, “Most companies 
recognize the dichotomy between salaried 
exempt and hourly. They’re going to put 
more restrictions on hourly just because the 
risks are so significant. You could have a class 
or collective action for working off the clock, 
and it really cost the company a lot of money.”

Diversity and inclusion
First, the “great thing” about the topic.
“What we have going for us now is that 

the younger workforce only sees a lack of 
diversity versus not wanting diversity,” 
Silletto declares. “They will notice when it is 
a whole room of white people. So that’s 
going to change things, as more of the folks 
that are under 40 get into more of these 
leadership positions, more of the hiring 
positions.”

Most of her clients, she says, equate 
race, gender, ethnicity and LGBTQ with 
diversity, but it can also be age/generational 
or diversity of mindset between someone 
from a rural area as opposed to a city.

“And I believe today, when we talk 
about inclusion, that we really need to do a 
lot more training on tolerance and seeing 
others’ perspectives. Whether they look like 

you or don’t look like you, or sound like you 
or don’t sound like you, that inclusion is 
really just about being curious instead of 
being critical. 

“There’s so much judgment in today’s 
workplace. If you don’t dress the way I do 
and come in at the time I come in and work 
the way I do, you’re not doing it right. So, to 
me, there’s a lot more training needs in that 
space for building empathy, building 
tolerance, understanding and being able to 
see both sides of any spectrum of diversity 
that would exist,” Silletto concludes.

O’Malley chimes in: “To your point, in 
terms of ongoing training on unconscious 
bias, I think that will be very helpful going 
forward.”

McDermott sees much momentum in 
this area. 

“It’s not only the right thing to do, to 
support D and I (diversity and inclusion), but 
also it’s good for business. Clients want to 
see that you’re tolerant, that you’re treating 
people fairly, that you’re like them. … I 

“Things only change if we know 
about them. That’s the piece of 
(harassment) I tend to harp on when 
I’m going through training. Treat 
people the way that you want to be 
treated, but if you’re not being treated 
that way, you need to please be 
comfortable and come forward and 
let us know, with the faith that it’s 
going to be handled appropriately.”

– Tim O’Malley

Special Section: Human Resources Today

“What I’m seeing is the more 
successful organizations and the more 
successful leaders are shifting from 
visibility at the office, at your desk, 
does not equal productivity any 
longer, and they are shifting over to 
results-oriented leadership and 
organizational expectations.” 

– Cara Silletto
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think that’s why you see good companies 
having roles like the chief diversity officer and 
creating important roles within the organization 
so that that initiative can have (greater) impact.”

Burnout and work-life balance
They are opposite sides of the same coin, 

but where do we stand in 2019? 
“Many years back I think that the badge 

of honor was the number of hours that you 
put in. So, burning the midnight oil was 
something you did proud and right. But it’s 
come to a head,” O’Malley asserts. “Maybe (it 
was) Gen Xers seeing millennials dig in their 
heels against it, (and wonder), ‘Well, why 
the hell am I doing it?’ ” 

Silletto concurs and contends, “If we are 
honest, we would look back and admit that 
we put too much work on a lot of salaried 
workers’ plates over the last 10 to 20 years 
and that Generation X got the raw end of 
that deal. 

“Baby boomers told the Gen Xers you 
stay until the job gets done, and you’re great 
so I’m going to give you more. You’re great, 
I can count on you, so I’m going to need you 
to finish this extra thing,” she describes. 

“(Now) Gen Xers have had enough and 
the millennials who watched it say it’s not 
going to happen to me, plus baby boomers 
want to slow down a little bit. So, everyone 
is starting to push back and say, ‘I’m not 
going to work somewhere that does not let 
me go home for my kid’s game if I need to 
leave at 4:30 or 5:00, or even just at the end 
of my shift.’ ”

O’Malley stresses employees need to be 
able to speak candidly with their manager 
(and HR) about their workload. 

“If there is too much on their plate, how 
to prioritize some of the tasks – projects that 
they have in front of them … so that the 
work doesn’t suffer, so the employee doesn’t 
suffer. Otherwise, no one is any good if they 
are losing sleep, sick, calling in and all of the 
things that become symptomatic of burnout.” 

In tandem with workers having these 
shifts in mindset, achieving a work-life 
balance became paramount. It must remain a 
high priority for employers and something 
they continue to cultivate, says the panel.

That said, it can be challenging for small 
businesses to deliver on.

“From (their) standpoint, it’s still a 
concerted effort to find solutions that are 
mutually beneficial,” O’Malley remarks. “I 
would say (work-life balance) is commonplace 
to the point that I think employees expect it, 
understandably so. And, employers certainly 
want to provide it, understandably so. It’s 
just a matter of resources.”

Overall, McDermott believes that 
employers are looking for ways to accommodate, 
but they’re “somewhat hamstrung by the 
service that they provide.”

It’s about looking for opportunities for 
what you can do as an employer versus what 
you can’t, according to Warmoth. 

“Is there an opportunity where we can 
provide more time away, paid time away, 
that may offset where we can’t make a certain 
accommodation (elsewhere)?”

Winning mentality
McDermott has noticed that the HR 

professionals who succeed in their work are 
the ones “who really get to know the business 
and also where that business fits within the 
industry. If you get that background, you can 
actually provide more value (to the company) 
as an HR professional.” 

For O’Malley, the connections are what 
stand out. 

 “I do take a personal stake with everyone. 
I want to see them happy with their role, 
growing with their role,” he begins. “To the 
point that – and, again, it’s been an 

experience with smaller organizations – if 
you outgrow us and you’re ready for the next 
step, take the experience and the knowledge 
that we have given you and Godspeed.

“If things open up and you want to come 
back, absolutely. … They can become your 
(company’s) champion on the outside.”

Silletto, a speaker and trainer, relishes 
the impact she’s able to have as a storyteller. 

“Just tapping into the emotions of 
today’s leaders and explaining to them why 
the new workforce is so different than the 
traditional mindset that we had for many 
years,” she shares. 

“It’s very powerful for me when I have a 
more traditional or old school kind of leader 
that comes up after a program and says, ‘You 
know, I always thought it was ridiculous that 
people told me to thank my staff for showing 
up, because that’s why they get a paycheck 
… I shouldn’t have to award them for 
mediocrity.’ But they say. ‘Today you 
changed my mind. I realize that I am truly 
grateful for the people who show up and do 
their job well, and I’m going to start thanking 
my people more.’ ”

“I want to share what our history is 
because to me that’s value, and the 
more value you can put in your 
occupation hopefully the happier 
employees will be. So being that 
historian, being that storyteller and 
getting them excited about it too, 
that’s really important.” 

– Pam Warmoth

“I’ve seen a lot more state legislative 
activity and enforcement (of the labor 
policies) across the board. Employers 
that have operations in multiple states 
really have to stay up on top of all 
these changing landscapes, and that 
can be a daunting task.”

– Brian McDermott
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“Job fit” has a similar effect.
• The person selected for the role gets to use his or her 

natural strengths without much adaptation
• The company experiences valuable productivity from 

the person right away
• The person chosen for the role feels confident about 

the impact he or she can have on the broader team 
and the mission of the organization

Over the past several decades, you’ve likely seen a 
lot of hiring trends and technologies that have come and 
gone. What hasn’t changed is the importance of 
objectively determining job fit in the hiring process. 
Today, job fit is even more critical than ever because of 
a full workforce and a new generation of workers who 
value meaningful work, flexibility and access to 
development over all else. 

No longer is it just about whether someone has the 
background, skills and experience to do the job. Job fit 
today must be evaluated on several levels. This article 
briefly looks at The Head, The Heart and The Briefcase 
to assess fit in the hiring process.

The Briefcase
Often in the hiring process, we focus on what 

someone has “in their briefcase.” That is, the 
knowledge, skills, abilities and experiences they can 
document on paper from their work history and 
education. While these are important to unpack, they 
are far less critical in many roles than one’s cognitive 
agility, native behaviors (i.e., what comes naturally 
when you’re not consciously trying to adapt) and 
personal values. 

Why? The world is changing too quickly. To 
succeed in just about any role, you need to be able to 
learn quickly, adapt to change, rotate on and off 
dynamic teams, and be productive in remote and 
flexible work environments.

The Head
So, what do we mean by the head and the heart? 

The “head” part of determining fit involves objectively 
assessing a person’s hardwiring or natural strengths. 
The combination of behavioral and cognitive assessment 
data from an individual is the most powerful predictor 
of on-the-job performance. 

Before collecting assessment data from candidates, 
the careful, valuable work of benchmarking and 
validating the requirements for success must be 
completed. With an accurate job target in place, you 
can use assessment data to design an interview 
experience that effectively illuminates fits and gaps 
among people who all have the right stuff in their 
briefcase.

The Heart
The heart piece of hiring involves understanding 

what an individual is passionate about and what they 
care about deeply. I’m not suggesting we delve into 
personal things like religion and politics, but I am 
indicating we understand people’s needs and aspirations. 

I’m asserting that finding the right culture and 
team fit has everything to do with one’s work values 
and who they are as a human being. Remember, 
though, that you can’t assess how well someone aligns 
with your company core values and culture if you 
haven’t clearly defined and communicated those things.

To summarize, hiring for fit involves defining job 
requirements and company culture, and objectively 
assessing candidate fit on three levels – the head 
(behavioral and cognitive), the heart (values and 
aspirations) and the briefcase (knowledge, skills, 
abilities and experiences). This approach will improve 
productivity and employee engagement from day one.

AUTHOR: Heather Haas 
is president of ADVISA and 
spends her time helping 
companies develop their 
leaders and optimize their 
talent. Learn more at  
www.advisausa.com

Hiring for Fit
Go Beyond the Skills and Abilities

When you buy clothing, you try things on to see if they fit. Clothing that fits is typically 
comfortable (i.e., it feels right) and ready to wear without alterations (i.e., no extra time or 
money required to experience value). Clothing that fits can also make us feel more 
confident about doing whatever it is we do in those clothes.

Heather Haas
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HR RESILIENCY
By Symone C. Skrzycki

Lessons on Embracing and Adapting

Sudden change. Fear of the unknown. Adversity.

Disruptions are daunting. But they also can be 
empowering.

Take it from Kathy Parry, an author and corporate 
energy expert who delivered the opening keynote at 
the Indiana Chamber’s 55th Annual Human 
Resources Conference & Expo in April.

Her presentation – “Rubber Band Resilience: How HR Professionals 
Can Stretch Without Snapping” – drew upon her childhood, career 
and experiences as a mother (she has four children, one of whom has 
special needs). 

Bright green rubber bands adorned the table centers in the large 
conference room. But not for long.

“What’s professionally stretching you?” she asks attendees, before 
instructing them to pick one up and expand it to represent their stress levels.

At her cue, they aim their rubber bands at the ceiling and release 
them.

“There’s a specific name for what this stretch represents,” Parry 
confides. “Potential energy. A rubber band that wasn’t stretched 
wouldn’t have reached the ceiling.”

In much the same way, life crises allow people to stretch. Disruption 
can be the beginning of greatness.

Fortitude and flexibility
When Melissa Fronckowiak unexpectedly became unemployed 

two years ago (due to her employer’s financial woes), she was 
apprehensive about the future.

“Basically the end of 2017/early 2018 was my crazy, ‘stretched 
rubber band phase,’ ” she remarks. 

A short time later, she started a life-changing job with Markey’s 
Rental & Staging as an HR generalist. She didn’t have HR experience. 
But she did possess optimism and the inclination to take a chance.

Her willingness to bend led to a job she thoroughly enjoys.
“I’ve fallen in love with human resources!” she declares. “(I embrace) 

any opportunity I have to gain that knowledge. This event is my first 
real chance to network with other people within the industry.”

‘Pauses have power’
How do you initially react to a crisis?
According to Parry, that’s the first step in one’s journey to 

becoming rubber band resilient.
Maybe you’re stoic, dramatic or a “fixer.” On second thought, 

perhaps you’re optimistic or pessimistic.
Heather Baumgartner is an HR associate at Bi-County Services. 

The Bluffton non-profit assists special needs individuals.
“I like the idea of looking at the way people react to stress, sort of 

figuring out if that is beneficial to your team or not and then making 
the changes,” she notes.

Eva Hillman, human resources director at the Indiana Minority 
Health Coalition, is seated at the same table as Baumgartner. She 

Special Section: Human Resources Today

Rubber band launch: Kathy Parry, keynote speaker at the Indiana Chamber’s 55th Annual HR Conference & Expo, engages attendees with a hands-on exercise.
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classifies her typical reactions to disruptions 
as calm.

“For me, you have to kind of remain 
calm to determine what to do next,” she 
reflects. “You also have to listen to whatever 
the fire is and make sure you figure out the 
best way to handle it.”

That’s exactly what Parry recommends: 
Pause prior to taking action.

“Pauses have power,” Parry asserts. 
“When you’re faced with a disruption, it’s 
OK to say, ‘I don’t have an answer right 
now. I don’t have a reaction. Can you give 
me a day? Can you give me an hour?’ ”

Changing perspectives
Parry contends that the second stage in 

becoming rubber band resilient revolves 
around reframing problems – looking at the 
obstacle in a different way.

Luncheon keynote speaker Andrea 
Butcher, president of HRD Advisory Group, 
shares similar themes. Her presentation 
focuses on HR challenges and conquering 
feelings of being overwhelmed.

Butcher asks attendees to draw a straight 
line on a piece of paper, explaining afterward 
that everyone operates either “above” or 
“below” the line. 

Examples of above-the-line traits are a 
belief that learning and growing are more 
valuable than being right. By contrast, those 
below the line are committed to being right. 
They assign fault and blame to others.

“You, at your best, is NOT you below 
the line,” Butcher stresses.

“How can you stay above the line? Reframe 
challenges and conversations. One strategy is 
to replace below-the-line questions such as ‘why’, 
‘who’ and ‘when’ (they often incite defensiveness) 
with, ‘Help me understand.’ ‘I’m confused 
about.’ And  ‘I’m struggling with … ’ ”

Taking control
Ethan Lee, director of HR with the city 

of Fishers, has spent 11 years with the 
government organization. He’s part of an HR 
team of three serving approximately 500 
employees.

When asked what stretches him 
professionally, he says it’s not daily challenges 
such as budget matters, recruiting and 
retaining talent or keeping up with 
regulations. It’s the “curveballs.”

“I can plan for the other things and know 
what to expect,” he reflects. “It’s the 
unexpected (that’s most overwhelming).”

Conversely, HR manager Marsha 
Nicholas says crises come slowly at Bi-County 
Services. “It’s not like all of a sudden, you’ve 

got a bombshell. A lot of times, we do have 
time to think about things and figure out 
what to do.”

Although she acknowledges, “Every now 
and then, we get a real surprise!”

Re-energizing helps prevent “snapping,” 
Parry contends. It includes identifying ways 
to control some aspect of the situation. She 
describes how her passion for nutrition eased 
her anxiety when her daughter Joy was 
diagnosed with a mitochondrial disease (as a 
toddler) that prevented her body from turning 
food into energy. Doctors credit a large 
portion of Joy’s success (she’s 18 years old) 
to Parry’s nutritional knowledge.

It inspires Baumgartner.
“I liked how she talked about picking the 

one piece (of an overwhelming stressor) – the 
nutrition piece – that she could focus on.”

Micaela Hill traveled from Springfield, 
Missouri, to attend the HR Conference. She’s 
vice president of human resources at Tomo 
Drug Testing, which also has locations in 
Indianapolis and Evansville.

“I love how she talked about being stretched 
not only professionally, but also being stretched 
personally,” Hill comments. “That’s huge.”

Butcher stresses in her session that 
individuals always have 100% control over 
their mindset and their actions/reactions.

A positive, proactive mindset has guided 
Fronckowiak’s smooth transition at Markey’s. 
The organization has locations in eight states.

“Right now, there’s the marijuana laws,” 
she cites as an example of stressful HR issues. 
“We have Colorado, which is totally different 
than some of the others. Working between 

“The fact that what stretches us 
can make us stronger by building 
the muscle – I love that.”

Melissa Fronckowiak 
HR generalist 

Markey’s Rental & Staging

Continued on page 61

“Good energy!” declares Micaela Hill of Tomo Drug Testing (left) when describing the opening 
session of the Chamber conference. Hill, who traveled from Missouri for the event, connects with 
Bi-County Services’ Marsha Nicholas and Heather Baumgartner.
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Kayla Dragstrem, Tilson (Greenwood)
BV: What do you like about HR? 
KD: “I went to a small college and studied business and knew I 

wanted to help people. I fell into HR from an employee referral at 
Tilson and absolutely loved it.” 

BV: What is the biggest challenge facing the HR profession?
KD: “I would say the biggest issue for me is almost empathy 

burnout. Because a lot of times when employees are coming to you, 
it’s an issue with emotional reasons behind it. You are taking all that 
in and being empathetic, but also realizing there are regulations and 
laws behind the scenes that you also have to abide by. Balancing and 
handling all that can be exhausting.”

BV: What is something you wish employers knew 
about HR? 

KD: “We’re not the bad guys! I think a lot of people just think 
about the negative things, ‘Oh, HR’s here, we’re going to get in 
trouble.’ Really, we can be a great resource for a multitude of things.”

‘WE’RE 
NOT THE 
BAD GUYS!’ 

By Charlee Beasor

And Other Things HR 
Pros Want You to Know

People go into a profession for any 
number of reasons. A lucky few decide 
early on what they want to do for a living. 
Others happen into their line of work 
through life or job changes, or after deciding 
what they don’t want to do for a career. 

No matter how one enters the human resources 
profession, the qualities and characteristics of the people 
who manage the “human” elements of an organization 
are similar: an enjoyment of working with others and a 
desire to help people be their best. 

That’s borne out by the responses BizVoice® collected 
from attendees and speakers at the 55th Annual Human 
Resources Conference & Expo, hosted by the Indiana 
Chamber. 

BizVoice spoke to a number of professionals during 
the event and asked about the biggest challenges in the 
world of HR today, the impact of the desperate need for 
talented workers, what they wish others knew about the 
HR profession and more. 

Kimberly Turk, American Senior Communities (Indianapolis)
Kimberly Turk is the HR director for the therapy division at American Senior 

Communities. 
BV: What do you like about HR? 
KT: “I love it. I like to be able to fix problems and I like the people. For me, 

a lot of people go into HR haphazardly or happen into it. I was very intentional 
about it. I just enjoy being able to deal with people.”

BV: What is the biggest challenge in HR? 
KT: “Dealing with people. These people are changing. Society is changing. Things 

are changing and that has an impact on your talent and the way the workforce is. A 
lot of people say you come to work, you leave your feelings at home, but that 
couldn’t be further from the truth. All of that is coming with people. Those stressors. 
Being able to have a place where we understand what’s happening on the planet, at 
home and being able to be sensitive to what is required for performance.” 

BV: How do you focus on retaining and recruiting employees in a 
competitive environment? 

KT: “As an organization, it’s a top priority for us. In health care, it’s always a 
priority. You want your residents to have consistency and feel safe. Nothing feels 
less safe than when things are rocky and folks aren’t staying.”

Special Section: Human Resources Today



July/August 2019 – BizVoice/Indiana Chamber  59

Melissa Mitchell, Wessler Engineering 
(Indianapolis)

Melissa Mitchell is vice president of administration for 
Wessler Engineering. 

BV: What do you love about HR? 
MM: “I love the people. I just enjoy working with 

different people and being a problem solver for not only the 
company, but for the employees … having the best interest 
for both parties and helping to make that workday and the 
work environment the best for everyone involved.” 

BV: What would you want others to know 
about HR? 

MM: “We really do have your best interest at heart. 
Some people hear the word ‘HR’ or ‘human resources’ 
and they’re nervous about it. They think we’re only there 
to keep the employers’ best interest at heart. And I just 
think that we really are friendly and most of us are in it 
because we do like the people and we really do want to 
help. You spend a lot of time at work and that’s a lot of 
hours not to be happy. But me, personally? I want you to 
be happy. I want you to enjoy what you do and if I can 
help (with) that, I absolutely want to.”

Steve Heckman, Stanz Foodservice (South Bend)
BV: What do you enjoy about HR? 
SH: “I think we have an opportunity to influence a broad application 

at our business and I assume that’s the same for everybody. We touch 
almost everything (in a company). I also do safety, so there’s the risk part 
of it too. Some just do (HR) because they do it, but there’s an 
opportunity to make a difference.” 

BV: What is the biggest challenge in HR today? 
SH: “Clearly the standard answer for everyone now is the hiring 

process. The job market has improved substantially, but the availability of 
good candidates has decreased. It’s really very ugly for everybody.” 

BV: What message would you like to get across to others 
about the HR profession? 

SH: “If it was somebody within our organization or in an 
organization, I would encourage them to look at us as the resource, not as 
the bad guy. Because they don’t want to come to us because they fear 
we’re going to tell them ‘no’ or limit what they prefer to do. We want to 
help them, but just the right way. There is a right way to do it, with legal 
or compliance issues (taken into consideration).”

Brian Hartsell, town of Brownsburg
Hartsell, interim town manager, says he doesn’t work in human 

resources each day, but it is one of his current overall responsibilities. 
BV: What do you enjoy about the HR-related piece of what 

you do? 
BH: “One of the things I like is employee engagement and getting 

them more involved and excited about their workplace, as well as ensuring 
the organization has a benefits package that helps retain quality employees. 
Also, one of the things I enjoy about human resources is helping our 
employees get better with continuing education and to help them learn how 
they can grow and progress within their careers.”

BV: What’s the biggest challenge facing HR in the town of 
Brownsburg? 

BH: “I think sometimes in local government, which is the arena I work 
in, people don’t know that’s an option or an opportunity for them. They 
might not know we have a need in our wastewater or water department for 
employees, technicians and laborers. Or that those careers even exist. 

“I think one of the challenges for us is to ensure we’re helping the next 
generation and that the graduating new workforce understands that there 
are careers they should consider, and the public sector is a great option.”
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Crissie Brackney, Saint-Gobain (Plainfield)
BV: What do you love about HR? 
CB: “The learning. And really, I do want to help the 

people and not just the employees, but the management and I 
want to try and bridge that gap. We’re all the same company 
and we are all trying to achieve the same goal. And I want to 
help bridge that.”

BV: What is the biggest challenge in your role? 
CB: “Hiring and retention, which is a shame because it 

takes away from so much other stuff. But it really is time 
consuming to find (talent).”

BV: What do you wish others knew about the 
HR function? 

CB: “We’re there for a reason. We’re there to be a 
partner. We’re not a silo. That’s the one thing that I want 
people to know. You have to insert yourself into every part of 
the organization, not just your day-to-day HR activities and 
that way you can be a better partner and assist everyone.”

Sarah Turner, CPA, The Faurote Group (Indianapolis)
Sarah Turner is a principal at The Faurote Group and was a speaker at the 55th Annual 

HR Conference & Expo. 
BV: Talent is such a critical ingredient in a healthy workforce. What’s the 

emphasis today on getting the right people in the role versus 10 years ago, for 
example?

ST: “In the last couple years, I’ve had several industries reach out with a goal to help 
with attracting talent. Right now, we’re in kind of a unique economy, which allows for 
people to have some choices that other times in our history didn’t exist. It’s a very difficult 
spot for the employer to be in and they’re asking us: ‘How do we create that vibe that 
allows us to be an employer of choice?’ Which, that is truly a needed and wanted thing, 
but how you get there is a difficulty. 

“What we often tell people is that you have to create an anomaly that’s positive in 
your space to be seen as someone who is a magnet to talent. Then, just like the ‘good to 
great’ mantra, (if) you get the right people on the bus, you’ll find the right seat for them. 
We totally believe that. To be unique, be that anomaly in a positive way.”

BV: What do you wish other people knew – employers or employees – 
about the function of HR in the workplace? 

ST: “I have always believed in the concept of powerful partnerships. There is not one 
person, one department, one focus within a company that can be the only impactful place 
where value comes. HR is a conduit between all of that and they’re one of the most 
consistent, powerful partners of every single group, of every single person.” 
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RESOURCES: Kathy Parry, corporate energy expert, at www.kathyparry.com | Andrea Butcher, HRD Advisory Group, at www.hrdadvisorygroup.com

states and making sure that everything is 
cohesive, and the fact that we’re growing so 
quickly is so exciting. Yet it also offers that 

opportunity for growth and that opportunity 
for stretching that Kathy was describing.”

Zack Warfield is a customer service rep 

manager at PRP, a printing equipment 
supplier in Indianapolis.  

“We’re a small company and we actually 
don’t have an HR department. That’s why 
we’re here (at the HR Conference),” he 
observes. “Getting our feet wet and seeing 
where we need to start.”

Currently, Warfield is among staff that 
handles HR issues. He’s been with the 
organization for nearly 20 years.

“That’s what we’re trying to determine: 
Do we really want to get into having a 
dedicated HR professional? Who might that 
be? Is it an outside hire? Is it someone we can 
develop from within?

“We’re just a family-owned business 
doing our thing, but trying to take care of our 
employees. And we think there’s a lot more 
that we can offer.”

And, like others, potentially stretching 
to meet challenges and doing what one can to 
stay above the line.

On ways to enhance access to HR resources: “We’re just a family-owned 
business doing our thing, but trying to take care of our employees. We think 
there’s a lot more we can offer.”

Zack Warfield (left), customer service rep manager, PRP

PERFORMING THE WORK 
TODAY THAT LEADS TO 
A BETTER TOMORROW 
FOR INDIANA

BROCK HESLER
Vice President, Membership and Foundation Relations 

(317) 264-7539 | bhesler@indianachamber.com
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What was clear to us is that Indiana is a very 
attractive place to live, work, raise a family and start a 
business. After years of executive recruiting and HR 
advisory work, we feel it is one of the best career 
decisions we could’ve made. However, what continues 
to surprise us is the recurring statewide “brain drain” or 
loss of high-end talent. 

Don’t they see what we see in Indiana? According 
to Mitch Daniels, who has started the Purdue Brain 
Gain Initiative, “A few years ago, Indiana reached the 
top tier in every ranking of good business climate, but 
the one category where we lag is in having sufficient 
human capital.”

Indiana has many of the finest educational institutions 
in the country. Yet, at a time when more are migrating 
into the state, the majority of the most talented and 
highly educated leave for the bright lights of Chicago 
and the big cities in California, Florida and Texas, according 
to research conducted by the Joint Economic Committee 
of Congress. In fact, for years the running joke has been 
that higher education is a leading Indiana export.

Company approach
Daniels, along with the Indiana Chamber, other 

leaders and statewide organizations are working to make 
Indiana a more attractive place for businesses and careers. 
They have been making progress. However, what can 
Indiana businesses do to build on this movement? After 
all, staying or relocating is ultimately an individual 
choice. Candidates may be sold on the state, but what 
about the companies and career opportunities here?

According to Glassdoor, while compensation is a 
factor, a better culture is ultimately most attractive to 
highly educated and high-earning talent. In hundreds of 
our own candidate surveys, “company culture” is by far 
the No. 1 motivation for making a career move. We 
often see candidates willing to take 20%-25% cuts in 
base pay for a better company culture, work-life 
balance, continual learning and development, and a path 
to their future goals.

Alignment to your company’s values and culture is 
a key component in attracting and retaining talent. 
Culture is the always present “secret sauce” that makes 
companies successful and attractive to candidates – 
especially the best and the brightest you want to have 
work for you.

A question we often ask candidates is: “Describe 

the workplace culture where you feel you would be 
happiest?” Answers we receive include: “One where I 
am valued and recognized”; “a collaborative team 
environment” and “one where I am engaged and 
challenged.” 

When asked about their current company’s values, 
vision and purpose, most weren’t sure what they were 
or if they even existed. This is inexcusable for any 
business today and it is no wonder these people are 
looking for a change. Don’t we all want to know that 
our work has meaning and purpose? 

Letting them learn
Learning and development programs are also 

proven ways to attract talent, boost engagement and 
increase retention. Talent leaves because they don’t see 
the career opportunities they’re seeking. They may 
have higher expectations, need guidance and 
mentorship, or may just be bored. In a recent Udemy 
“Workplace Boredom Report,” 46% of employees are 
looking to leave their companies because of a lack of 
opportunity to learn new skills. 

Do you offer continuing education, seminars, training 
and developmental programs that will keep your employees 
learning new skills? There is a measurable ROI to 
upskilling your employees in the form of productivity 
gains and reduced turnover. In Indiana, those who have 
been educated here are seeing more opportunities to 
develop their skills elsewhere. It is up to Hoosier 
companies to show that these employees can learn just 
as much or more and thrive in their own backyard. 

According to Denise Moulton, VP of Talent and 
Research at Bersin, Deloitte Consulting LLC, “Employees 
are looking for more than a paycheck. They are looking 
for meaningful work and an opportunity to grow their 
skills. Employees want a career path and need to 
understand what success looks like today and in the 
future.” 

Offer your top people new and interesting 
projects, promote different skills, and let them know 
that you and the organization want them to grow.

Here are the five C’s of Indiana and your company 
that you may want to share and position with prospective 
candidates: pro-business and growth climate, lower cost 
of living, culture and values, continual improvement 
and career advancement. When we put it all together, 
the brains will come back home again.

AUTHOR: Chris Cimaglio 
has 30-plus years of 
managerial and consulting 
experience. He is currently 
a managing partner at 
BEST Human Capital & 
Advisory Group, an Indiana 
executive search and 
human resource consulting 
firm. Learn more at  
www.besthumancapital.com

Reversing the Drain
How to Bring the Brains Back Home Again

I am an Illinois refugee. 

In 2017, I sold my share of the suburban Chicago company I managed, sold my home, 
and my wife and I moved to Indiana to start a new business with partners who had lived 
here for years. I was tired of the five C’s of Illinois: cost of living, congestion, corruption, 
poor business climate, and crippling debt and taxation. Though we miss family and friends, 
we had looked out at the horizon and it became evident we needed another C: change.

Chris Cimaglio
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LEVERAGE BUSINESS SUPPLY SAVINGS WITH THE 

INDIANA CHAMBER

www.indianachamber.com/staples | 317.264.6890

SAVE ON ALL BUSINESS SUPPLIES

Indiana Chamber members now have access to 
national contract pricing.

Through the Staples Advantage Program, you can 
save on cleaning and breakroom supplies, office 
furniture, technology, promotional products and 
print solutions!

15%-30% off Staples’s already low prices

Best buy list of 2,000 most purchased items

Savings in all business categories

Pri nt Savings:  Black & White Copies $.02 (retail = $.09) 
Color Copies $.23 (retail = $.49)

One Source
One Invoice
One Partner

SAVE
up 
to

Per Employee
$400

StaplesChamberAd_BizVoice.indd   1 4/21/16   1:43 PM
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NEED FOR SPEED
By Symone C. Skrzycki

Alternatives to Attracting New Hires

You’re at the store unloading a 
cart of groceries in the checkout 
line.

Your phone rings. ‘Yes!’ you think, 
upon seeing the number. It’s the 
human resources person who recently 
interviewed you for a new job.

A second later, your elation is 
replaced with anxiousness. This 
isn’t the time or place to solidify a 
positive impression with your 
prospective new employer. But 
you don’t want to ignore the call.

Companies like FORUM Credit Union 
are offering an alternative: text recruiting.

“We love the ability to reach the 
candidates quickly,” emphasizes vice president 
of human resources Anne Wiseman. “They 
can ask questions back. We can start a 
conversation. From that regard, it allows us 
to get in front (of the competition).”

Qualifi, an Indianapolis-based start-up, 
helps recruiters begin the process with a new 
approach.

“You see numbers and stats that point 
toward the phone interview being the part of 
the hiring process that takes up the most time 
if you look at all of the different evaluation 
methods,” relates co-founder and CEO Darrian 
Mikell. “It actually adds six to eight days to a 
hiring process and the best candidates tend to 
be off the market in 10 days – give or take a 
few days.

“Now, recruiters are able to create a 
great experience – and a fast and engaging 
experience – because they’re able to pre-
record their sets of questions and customize 
them for each job and each interview that 
they want to send out to candidates.”

As technology evolves, where do resumés 
– traditionally a hallmark of the application 
and hiring process – stand in today’s job market?  

That depends on who you ask. The 
responses below may surprise you.

One thing is undebatable: Employers are 
hungry for talent. They’re experimenting and 
innovating to attract workers.

Fair game
Wes Winham, founder and CEO of 

evidence-based developer hiring platform 
Woven, doesn’t mince words: “The traditional 
resumé is obsolete in software development.”

Woven builds online, real-world 
engineering scenarios.

“We’ve only been doing this for about a 
year. One-third of our customers’ hires are 
people they would have screened out in the 

resumé phase. There are great people out 
there that are undervalued, and we get to find 
them jobs. These are people that deserve this 
job and they can do it and they’re great at it, 
but they wouldn’t have even gotten a chance 
(based on a resumé alone). It’s not a fair 
world. If we can make it a little more fair and 
benefit both sides, it feels really good.”

The simulations don’t replace face-to-
face or online interviews.

“Woven’s job is to deliver more candidates 
who are going to pass our customers’ existing 
interview process,” Winham remarks.

Video interviews are another way of 

Special Section: Human Resources Today

Using Qualifi’s innovative phone screening technology, recruiters can pre-record interview questions. 
This spring, the start-up participated in gBETA Indy, which provides seven weeks of training and 
networking opportunities. Pictured (top) is Qualifi co-founder and CEO Darrian Mikell.
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broadening the circle of applicants.
FORUM, which employs approximately 

350 people, counts Facetime or Skype 
interviews as part of its recruiting toolbox.

“Especially if a candidate is relocating or 
because we have our headquarters in Fishers 
and we have branch locations throughout the 
Indianapolis area,” Wiseman comments. “It 
also works well for college students who are 
looking for summer opportunities or are 
going to be home for the summer but aren’t 
local at the moment.

“We do still utilize phone screens as part 
of our process as well, but it’s (video 
interviewing) a little bit more personal.”

Resumés are preferred, but not mandatory. 
Candidates without one enter basic 
employment information into an applicant 
tracking system.

“It’s a simple, mobile-friendly application,” 
Wiseman conveys. “One of the things we’ve 
found – and that a lot of employers have 
found – is that if the application takes too long 
or it’s not mobile friendly, the candidates will 
drop off. And if it’s not mobile friendly, it 
doesn’t really benefit us either.”

Nudged out by LinkedIn?
Headlines touting the demise of resumés 

have been more prevalent in recent years.
Chris Schrader, director of government 

affairs at HR Indiana SHRM, challenges that 
notion, but acknowledges that the resumé’s 
popularity is waning.

“I’m quite confident they’ll be around 
for quite some time,” he contends, “but 
there’s no doubt that the use will continue to 
drift downward. I don’t think it will fall off a 
cliff; it’s just going to be a downward slope. 

“The thing that has really dented resumés 
is the heavy move to LinkedIn. That’s had the 
biggest impact. Now, if somebody applies for 

a job, you go to LinkedIn. If the person has 
done a good job, you get a lot more out of 
that quite frankly.”

Whereas the rule of thumb is to restrict 
resumé content to one page (or two at most), 
LinkedIn removes that limitation. In addition, 
recruiters can easily see past employers, 
recommendations and even the applicant’s 
photograph. 

“Generally speaking, LinkedIn is more 
trusted because it’s public,” Schrader affirms 
with a chuckle. “If you say dishonestly (for 
instance) that you have a master’s degree on 
LinkedIn and there are people that know you, 
that’s probably dangerous. But if you lie 
about it on a piece of paper, you might get 
away with it!”

PurpleInk is a Carmel-based full-service 
HR consulting firm.

Owner Jodee Curtis asserts that the 
majority of clients utilizes resumés. She observes 
a change, however, related to blue-collar positions.

“They need to find people and they need 
to find them fast, and they want to make it as 
easy as possible for people to be as connected 
with or contacted about the position,” she 
expresses. “There was always more of a trend 
for no resumés for blue collar (jobs), but that 
definitely has increased.

“We still recommend to most of our clients 
that they’d still get an application form done 
later; it just may not be in the initial process. 
You can see some kind of trend of, ‘What 
have they done before? Have they been in the 
construction industry or manufacturing (for 
example)? Do they know what it means to 
work in the heat or stand on your feet all day?’ ”

Person behind the paper
Hopebridge Autism Therapy Centers 

strive to improve the quality of lives of 
children and families touched by Autism 
Spectrum Disorder (ASD). Headquartered in 
Indianapolis, the organization has several 
locations throughout Indiana. In addition, it 
operates in Georgia, Kentucky and Ohio, 
with more states planned this year.

When HR manager Morgan Geer joined 
Hopebridge nearly three years ago, its 
workforce was approximately 200. Today, 
that number has swelled to almost 1,400. 

“We definitely consider resumés to be 
valuable,” she reflects. “Certain types of 
experiences are important to us, but it doesn’t 
cancel them out from being hired. While we 
use the resumé to look at past experiences 
and dig down and ask questions deeper into 
those experiences, we don’t necessarily think 
of it as a determining factor to hire.

“We look to see what hobbies they have. 
What kinds of things they do outside work. 
And maybe they have a personal relationship 
with someone who probably would be taking 

Continued on page 67

At Woven, work simulations not only assess applicants’ skills, but also deliver feedback on ways to 
improve and learn.

Founded in 2005, Hopebridge Autism Therapy Centers provide diagnostic assessments, applied 
behavior analysis therapy, insurance support and more.
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Timing is everything.
With instant pay apps, workers control when – and how much of their 

earned money – they’re paid. DailyPay, based in New York and established 
in 2015, is one of the first.

Among the features/feedback:
• Compliant in all 50 states
• Compatible with any bank account or payroll card
• Workers utilize the service an average of 1.5 times per week
• Businesses fill positions 52% quicker
• Reduces employee turnover by 41%

In addition, 73% of DailyPay users report a greater motivation to go to 
work.

According to a written response from DailyPay, “For the employee, the 
value comes in the form of financial security when they don’t have to worry 
about missing bills or waiting for the typical week or two-week paycheck to 
deal with unexpected expenses that may fall between pay periods. DailyPay 
benefits employers by providing a no-cost, quick and simple solution to 
reducing employee turnover and increasing employee engagement.

“The platform has been known to increase the bond between employee 
and employer.”

The technology provides an easy way for employees to track their 
estimated real-time earnings within each pay period. Those living paycheck 
to paycheck can access funds quickly, which helps them to pay bills on time 
and prevent late fees.

Among the customers are Burger King, Taco Bell, BrightSpring Health 
Services and more.

DailyPay shares via email how the service positively impacted a person’s 
life, told through the eyes of one of its customers: Sprinkles Cupcakes. It 
was founded by Candace Nelson, a judge on the television show Cupcake 
Wars, and her husband. The company has 30-plus locations nationwide.

“An individual at one of our bakeries called in sick to work because 
their car broke down,” recounts the head of HR. “And I received a ‘thank 
you’ note from this individual about DailyPay because instead of having to 
wait until that next paycheck, they were able to immediately withdraw funds 
from the hours they had worked and they could get their car fixed that day.” 

A proposed federal rule will alter the lives of 200,000 
foreign citizens living and working in the United States, 
their families … and potentially the U.S. economy.

In 2015, certain eligible spouses of H-1B visa holders 
were granted work authorization under the Obama 
administration. That status is now in jeopardy as those 
spouses, who hold the H-4 visa, may soon be banned from 
seeking employment in the United States. Proponents 
argue that the H-4 visa holders take away jobs from 
Americans. Opponents contend that eliminating the permit 
will lead to talent going overseas.

“We’ve got record low unemployment. The EAD 
(employment authorization documents) we grant to these 

limited visa holders – it’s 
not infinite,” remarks 
Jenifer Brown, partner at 
Ice Miller. “There are 
already a lot of restrictions 
in place. I am concerned 
about keeping the bigger 
picture in mind here with 
respect to what our 
national economic needs 
are and making sure we 
have an immigration policy 
that matches up with that.”

Each fiscal year, 
85,000 H-1B visas are 

awarded. While the fiscal year kicks off on 
October 1, the application process can start six 
months prior.

“All 85,000 are gone the first day of filing,” 
Brown comments. “Immigration has confirmed 
it has now completed its random lottery of 
selecting the 85,000 H-1B visas to be awarded 
from the more than 200,000 applications 
received.”

One group in particular will be impacted.
“This rule change will disproportionately 

affect Indian women – because most of the 
people who qualify for the H-4 EAD (based on 
the extensive backlogs and waiting times on green 

card allocation) are from India. The gender (im)balance of 
H-1B tends to be men.”

Brown also points to the financial and emotional stress 
created when there is only one working spouse.

“They’re both trying to assimilate to this country and 
there are tremendous personal and family pressures 
associated with navigating the immigration process. Work 
is such a tremendous way to assimilate people. I’m a little 
worried about what we’re doing to families with this 
proposed rule change.”

RESPONDING TO TALENT TOPICS
Paving the Way to Payday Blocking Visas for  

H-1B Spouses

RESOURCE: Jenifer Brown, Ice Miller, at www.icemiller.comRESOURCE: DailyPay at www.dailypay.com

Special Section: Human Resources Today

Employers can implement DailyPay without modifying their current payroll process.
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RESPONDING TO TALENT TOPICS By Symone C. Skrzycki

What happens to an individual’s 401(k) retirement account 
savings when he or she changes jobs?

People with small amounts often leave them behind or cash them 
out. The problem? Employers are responsible for inactive fees and 
employees incur early withdrawal penalties.

“There’s a lot of people falling into this situation – whether it’s an 
employer who’s downsizing or it’s just employees job hopping,” 
observes Lisa Frazzetta-Manning, agent, owner and partner at Frazetta 
Financial Strategies in Warsaw.

A proposed rule by the U.S. Department of Labor would help 
address these challenges.

The rule would allow Retirement Clearinghouse (RCH) to transfer 
small 401(k) balances (less than $5,000) into individual retirement 
accounts when employees leave a job. Once they start their new 
position, the money is transferred to that employer’s retirement plan.

RCH’s web site also spotlights the dangers of unnecessary cash-outs.

“Even small-balance cash-outs matter – particularly when they 
occur early in a career. For example: When a 30-year old with a 
$1,679 balance cashes out, they’ll net $1,175 in cash, after taxes and 
penalties. That same participant who avoids cashing out and 
consolidates their balance into a new 401(k) could end up with 
$17,926 at retirement.”

Frazzetta-Manning says the idea of automatic portability is a “win-win.”
“The employer wins as far as it keeps their fees down that they’re 

paying and then it looks like a really nice benefit that they’re providing 
to their employees. The past employee wins too, as far as it keeps 
their retirement fund intact, if you will, if that’s what they want. If 
they want to cash it out, that’s up to them. But if they want to 
maintain that and slowly move it to their next place of employment, 
it’s a good way to take care of that.”

As of early June, the proposed bill had passed the House in 
Congress and was slated for a vote in the Senate.

Big Impact for Small 401(k) Amounts

RESOURCES: Lisa Frazzetta-Manning, Frazetta Financial Strategies, at www.frazzettafinancial.com | Retirement Clearinghouse at www.rch1.com

advantage of our services. We want to know 
more about them as individuals. Also, we 
look at doing some job assessments as well 
that really look at what the work drives are.”

Mikell shares a similar sentiment about 
Qualifi’s purpose in the recruiting process.

“This is just one touch point. It’s not 
necessarily the end all, be all, but it helps you 
get to those people that are truly qualified for 
the position. And get to them much faster 
than you would have before. 

“What we’re telling our recruiters is that 
we’re helping to give candidates a voice 
beyond the resumé – because the resumé can 
only tell you so much and there’s a human 
being behind it. To evaluate somebody on 
paper alone is a tough thing to do.”

Share. Share. Share.
Social media is a powerful recruitment 

strategy that not enough businesses are using, 
Curtis stresses.

“To me, social media is a no brainer because 
guess what? It’s free! Not only should the 
company be posting, but the company employees 
should be posting. Many companies have 
employee referral bonuses, so what a way to 
write a job ad for your company? Maybe the 

HR person is writing the ad and posting it for 
the company. Tell your employees to re-post 
it. Retweet it. Reshare it on social media.

“You can’t wait for them (prospects) to 
reach out to you. You have to make yourself 
available to them.”

Winham seconds that.

“In an increasingly competitive hiring 
market – the lowest unemployment rate in 
however long – it’s no longer possible to just 
wait around and use the old methods. It’s too 
competitive. The greatest candidates have too 
many other options, so you can’t do the same 
things that everyone else is doing.” 

RESOURCES: Anne Wiseman, FORUM Credit Union, at www.forumcu.com | Morgan Geer, Hopebridge Autism Therapy Centers, at www.hopebridge.com | 
Jodee Curtis, PurpleInk, at purpleinkllc.com | Darrian Mikell, Qualifi, at qualifi.hr | Wes Winham, Woven, at www.woventeams.com | Chris Schrader, 
HR Indiana SHRM, at indianashrm.org

Need for Speed
Continued from page 65

“Really having that passion to either work with children or to provide these services to better the 
lives of families is a determining factor and something we look at (in hiring decisions),” stresses 
Hopebridge HR manager Morgan Geer (not pictured).



68 BizVoice/Indiana Chamber – July/August 2019

Reframing conversations with incumbents and potential 
successors to focus on “what’s next in life” can smooth 
out this process. A closer look at individual goals and 
plans – and how the job does or does not support them – 
leads to a productive exchange of information and ideas.

Rather than a snapshot in time of candidates and 
their progression, succession planning can be part of a 
broader talent management process that fosters the next 
generation of leaders. The question is how to transition 
from succession planning to talent management.

Identify and define roles
Members of the board often prompt succession 

planning as part of their oversight of risk mitigation, 
including covering key executive roles in the event of a 
quick exit. Although C-suite and other prominent 
positions are typically accounted for in the plan, there’s 
an opportunity to more effectively manage talent 
succession and reduce risk by including as many roles as 
the organization can afford.

This exercise requires clearly identifying not only 
the roles to fill, but also their requirements and drivers 
of success – including core competencies, skills and other 
criteria related to the organization as well as the specific 
role. Forecasting near-term and long-term workforce 
needs and considering significant influences will produce 
better results. Some of the more relevant factors to 
evaluate are plans for retirement, turnover trends, employee 
engagement and satisfaction, compensation competitiveness, 
management training and employee readiness.

The output of this process may include leadership 
competency models, updated job descriptions and a list 
of roles to include in the succession plan from the C-suite 
on down. At the outset of planning, it’s important to 
define and communicate the scope of the identified roles, 
and who will do the evaluating and planning. Employees 
should have a clear understanding of these process details.

Make good use of data
A basic nine-box matrix for succession planning 

has been used for years to evaluate past performance 
and leadership potential. While this simple concept is 
easily applied, it has some drawbacks when used alone. 

More complete, data-driven approaches introduce 
past performance appraisal ratings, a 360-degree 
assessment and interviews with incumbents that create a 
comparative profile of their strengths, areas for 
improvement and career goals. An analysis of all inputs 
forms a sharper picture of future placements that are 
likely to be the best fit. Findings also inform specific 
and constructive suggestions for progressing people to 

the next level – by helping them stay put or realigning roles.
Organizations can increase planning efficiency 

through technology investments. With cloud-based 
programs, leaders’ transition and development plan data 
is easily updated and shared across the globe.

Data for individuals should cover the position 
description, scope of responsibility, leadership work 
history, leadership style dimensions, age and other 
demographics. Plans for retirement, performance and 
development priorities, and long-range personal and 
professional goals for advancement complete the profile. 
Automation is another important capability because it 
allows for a flexible, fluid process where nothing is set 
in stone. Assessments and ratings can change, interests 
may shift and organizational needs always evolve.

Institutionalize talent development
As a critical element of talent development and 

career well-being, succession planning contributes to 
the stability of the organization’s future by shaping a better 
employee experience and workplace culture. Individualized 
support for planning and achieving goals helps 
employees match their experience to their expectations.

CEOs establish the environment for talent development, 
and as business leaders they’re uniquely positioned to 
inspire its success. However, while top leadership 
defines and conveys the organization’s commitment to 
this cultural priority, HR facilitates progress by 
providing the right structure and tools along the way. 

Another relatively new approach identifies executive 
talent pools that show C-suite potential. The overall 
advantage is a better line of sight across the organization 
into individuals whose aligned capabilities are a fit – 

GUEST COLUMN

AUTHOR: Genevieve 
Roberts is managing 
director & service line 
leader, HR & leadership 
consulting, for Gallagher. 
She specializes in helping 
organizations manage and 
develop their talent through 
services that include 
leadership development, 
organizational 
development, executive 
coaching and assessment 
tools. Learn more at  
www.gallagherhrcc.com

Building for the Future
From Succession Planning to Talent Management

Succession planning is a formal, proactive and deliberate process that determines the key 
people who will be most qualified and ready to move into vacated positions. Although this 
ritual is important for smooth transitions and ongoing organizational well-being, decision 
makers may be tempted to avoid it.

Genevieve Roberts

Continued on page 72
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FOUND ELSEWHERE

RESTAURANT REPORT

 Indiana U.S.  Indiana U.S.  Indiana U.S.

Average Daily Transactions Average Daily Ticket Size Average Daily Sales Revenue

0

10

20

30

40

50

$0

$5

$10

$15

$20

$25

$30

$35

$0

$500

$1,000

$1,500

$2,000

INDIANA VS. U.S.

 Weekday Weekend  Weekday Weekend  Weekday Weekend

Transactions Ticket Size Revenue

0

10

20

30

40

50

$0

$5

$10

$15

$20

$25

$30

$35

$0

$500

$1,000

$1,500

$2,000

INDIANA: WEEKDAY VS. WEEKEND



July/August 2019 – BizVoice/Indiana Chamber  71

INDIANA AT THE PLATE (daily averages)

TRANSACTIONS

41%
National Rank: 26

TICKET SIZE

$28
National Rank: 40

SALES REVENUE

$1,171
National Rank: 35
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Indiana (shown) Fares Similarly to National Average
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including leadership competency, technical skills and strategic capacity. 
The visibility these pools create also makes it easier to uncover qualified 
prospects who may have been overlooked because they haven’t had 
face time with executives.

Communicate with transparency
Culture dictates the degree of transparency to use when notifying 

people of where they land on the list of succession candidates – or if they 
don’t fit into the plan. To the greatest extent possible, managers should be 
direct with feedback, support development plans and manage expectations. 

Above all is the importance of celebrating successes. Promotions 

are opportunities to have in-depth, productive conversations that either 
encourage high-potential candidates to stay or support talent with other 
opportunities to work more purposefully toward reaching their goals.

Integrating succession planning into ongoing talent management 
enhances efforts and results. Development plans customized with programs 
like mentoring, coaching and stretch assignments fortify organizations with 
resilience to change by strengthening employees with the readiness to 
take on their next career phase. When enough time and intention are 
put into a workforce plan, one that’s openly discussed and regularly 
updated, succession planning becomes a welcome proposition and a 
highly valuable investment.

Building for the Future
Continued from page 68

Policy Development and Advocacy
The Indiana Chamber of Commerce is the leading 
broad-based advocacy association in the state, with 
numerous education and workforce public policy victories. The 
organization’s Indiana Vision 2025 plan, featuring the Outstanding 
Talent driver, sets the long-range goals and helps drive the initiatives 
to achieve progress.

Foundation Research
The Indiana Chamber Foundation has 
been producing practical policy research 
since 1981 to improve the state’s economic climate. An annual 
workforce survey identifying the pulse of the business community is 
accompanied by in-depth study and analysis on the most relevant issues. 

Indiana INTERNnet
Developed as a result of Foundation research, 
Indiana INTERNnet establishes internship 
connections between students and employers on a statewide basis. The 
program has been managed by the Indiana Chamber since 2006 – with 
nearly 90,000 students and more than 8,400 businesses utilizing the service.

Wellness Council of Indiana
The Wellness Council, a part of the Indiana 
Chamber since 2011, is one of the largest 
organizations of its type in the country. It focuses on the important topics 
of workplace and community well-being, providing resources, expert 
guidance and assessments for employers and community leaders.

Indiana Workforce Recovery
Established in 2018, in conjunction with Gov. Holcomb as part of the 
state’s response to the opioid epidemic, Indiana Workforce Recovery 
is leading the fight against drug addiction in the workplace. Strategies 
include communicating best practices to support workplace prevention, 
early identification, treatment and recovery.

Education and Training
Two new training series in 2019 – ADVANCE (focused on leadership) 
and BOOST (soft skills emphasis) – will help provide employees with 
the skills they need for increased productivity in today’s workplaces. 
These complement the longstanding employee training conferences 
and regulatory compliance publications that benefit both workers and 
their companies throughout the state.

Achieve Your Degree
A partnership with Ivy Tech Community 
College offers a 5% tuition rebate for employees of Indiana Chamber 
member companies. Employees can begin or finish their postsecondary 
education, helping to address company needs and bolster the workforce.

Best Places to Work in Indiana
The program honoring outstanding workplace cultures 
began in 2006. Honorees are recognized, using the 
designation to enhance recruiting and retention efforts. 
All participants receive value feedback from their 
employees and a benchmark comparison to other leading 
organizations.

RESOURCE: Jason Bearce at (317) 264-6880 or jbearce@indianachamber.com

The Institute for Workforce Excellence is dedicated to helping businesses attract, develop and retain the 
talent that will drive a highly skilled and productive workforce. The Institute brings together tools and 
resources to assist in building your talent pipeline. These currently include:
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