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• Laurel has 21 years of experience developing and implementing HR 
strategies that align the workforce and create a high-performance 
culture. 

• As Vice President of HR for Coleman Natural Foods, Laurel had 
accountability for HR and Safety operations for 2300 associates 
located from coast-to-coast. 

• During the 2009 Swine Flu outbreak, Laurel served on the company’s 
pandemic response team. Later, as Director of HR for the Colorado 
Department of Education, she was called on to prepare the agency’s 
comprehensive Business Continuity Plan.

• Laurel served as President of the Colorado Human Resources 
Association (now Mile High SHRM). She also served two terms as 
District Director for the Colorado SHRM State Council.

HR Preneur provides 
Strategic Business 
Consulting and Interim 
HR Service Delivery. Our 
specialty is supporting 
efficient, effective and 
compliant HR programs 
and practices.
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• Lisa is the author of two books on culture change, and a keynote speaker on 

the Workplace Revolution. 

• Her Mission is “Grow, Serve, Delight.” She is passionate about serving leaders 
in companies undergoing big changes, to restore, preserve, and evolve the 
“special sauce” of their workplace culture.

• Lisa is well-versed in dynamics defining the workplace of the future: Virtual, 
collaborative, fast-moving, constant changing. 

• Since 1998, Ms. Jackson has helped leaders build high performing cultures at 
Merck, AES, GE, Boeing, GlaxoSmithKline, and dozens of entrepreneurial 
organizations following mergers, new CEO, or rapid growth. 

• Prior to her work as a corporate culture consultant, Lisa successfully 
managed two businesses through significant growth and profitability.

• Lisa graduated magna cum laude in Business Administration with a 
Psychology minor, from the University of Colorado.

Corporate Culture Pros 
specializes in helping 
companies navigate 
Cultural Transformation in 
the Digital Era and build 
healthy workplaces that 
foster high performance.
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• Amy has been practicing in the field of labor and employment law for 
her entire legal  career. Prior to starting Hartman Employment Law 
Practice LLC, she was a partner at the Cooley law firm in Colorado and 
Seyfarth, Shaw in Chicago.

• Amy’s vast litigation background has served to enhance her ability to 
counsel employers effectively in how to proactively manage sensitive 
situations and avoid litigation. Amy’s practice includes a significant 
focus on counseling companies on employment matters related to 
emerging companies, financing, mergers, acquisitions, restructuring 
and other transactions, and drafting documentation related to these 
transactions.

• Amy also provides interactive training for managers and employees on 
preventing harassment in the workplace and a wide variety of 
workplace law issues. She conducts ongoing seminars for human 
resources professionals on such diverse topics as ADA and FMLA 
compliance, blogging and the right to privacy in the workplace, and 
telecommuting and other virtual workplace issues.

Hartman Employment 
Law Practice 

specializes in providing 
practical, business-

oriented employment 
law advice and legal 

solutions for 
businesses in every 

phase of development.
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CORE ELEMENTS OF A SOLID BUSINESS CONTINUITY PLAN

Risk Assessment

Business Impact Analysis

Business Continuity Plan

Recovery Strategy



MISSION, VALUES & GOALS 
SERVE AS YOUR FOUNDATION 

“Society expects your companies to respond to the pandemic. 
And your actions as leaders will have a significant impact on 
whether your companies not only survive in the short-term, 
but thrive for the long-haul.” 

Kathy Miller Perkins, (March 2020) Forbes

“3 Fundamentals For Surviving The Pandemic: Immediate Actions For Company Leaders”
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CONDUCT A RISK ASSESSMENT 
TO IDENTIFY POTENTIAL DISRUPTION SCENARIOS
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BUSINESS IMPACT ANALYSIS
ASK YOURSELF:

▪ What functions and processes are essential to the business?

▪ What are the financial consequences of a disruption to operations?

▪ What is the impact on our customers and contractual obligations? 

▪ Which employees are crucial to supporting core business functions?

▪ What machinery and equipment is required to carry out critical processes?

▪ What supplies and materials are essential?

▪ If we must shut down, what are the short and long-term impacts?



DOCUMENT BUSINESS CONTINUITY PLAN
Topic Action

Responsible 
Individual(s)

Resources 
Required

Comments Date Completed

Management Establish a Pandemic Management Team which is responsible for developing the Business Continuity Plan and coordinating the organization's response.  It is important to know in 
advance, who will do what, when and how if business decisions related to the pandemic must be made. (e.g. What could trigger a closure?)

Scenario Planning
Plan for several different scenarios, including absenteeism of 50%, as well as a total shut-down of operations. Develop short-term and long-term strategies and controls to overcome 
obstacles and mitigate the impact of those risks. For pandemic planning, it is a good idea to choose flexible solutions that cover a wide range of events, as the pandemic will arrive in 
waves and the true impact will be difficult to predict. 

Essential Functions Identify critical processes and operations and how the loss of these critical elements will affect the business. Collaborate with department leaders to prioritize the business functions 
in terms of the most critical to the organization's survival. 

Essential Staff Identify the employees who are crucial to supporting the Essential Business Functions. A skills inventory is very helpful.

Cross-Training An important strategy is to cross train employees in multiple functions to cover other duties and to help ensure essential functions can continue. It's not too late to develop SOP's. 

Staffing Appoint a person or utilize a system to track absenteeism and which staff members are available to come to work. 

Test Plan Due to the dynamic nature of a pandemic response, this step may not be possible. If time allows, conduct tests of procedures, backup personnel and system recovery to validate their 
operation and effectiveness and reveal any potential weaknesses. 

Legislation Appoint someone to monitor federal and state employment and compensation legislation, and any emergency measures and how they may apply to the business. 

Communications Appoint a person to handle crisis communications. Brief business units and educate employees on the plan. Discuss best method (s) to communicate with employees and customers 
on-site and remotely.

Sick Leave & Family Medical 
Leave

Ensure your leave policies are flexible and consistent with public health guidance. Be sure to make employees aware of policy changes during the pandemic. The company may also 
consider establishing special rules for paid and unpaid leave.  Stress the importance of employees staying home if they, or a member of their family, have symptoms or have been 
confirmed as having Coronavirus. 

Accounting Ensure continued payroll, finances and accounting systems.

Security Discuss security of facilities in the event of a closure. 

Business Commitments Research possible contractual or legal implications for level of services or arrangements for non -performance of business agreements.

Supplies & Materials Source alternate supplier contacts and prepare a contact list of key supply chain vendors. Plan for how business will adapt when other organizations and the community that you rely 
upon are also facing challenges.



RECOVERY STRATEGY
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RISK MANAGEMENT 
FRAMEWORK
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THANK YOU!

Laurel Davies

HR Preneur

Laureldaviesco@gmail.com

720-277-8608

www.linkedin.com/in/laurel-davies/ 



CULTURE AND AGILITY STRATEGIES
TO EMBRACE CHANGE

#BUSINESS_UNUSUAL

Lisa Jackson
Co-Founder & President

Copyright 2020. All rights reserved.
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What is AGILE Culture?

Change
Centered

Team 
Empowered

Open 
Communication

Customer at the center of everything!!
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The Future (of Work) 
Requires Cultural Agility

Companies are in a SYSTEMIC CHANGE 
period … re-imagining: 

Workplace environments

Performance measures 

Communication practices 

Team culture and tribe-building 

The Future of Work:
Creating a place people 

WANT TO BE.

Cultural Agility:
Ensuring Survival
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The Change Gap
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Culture is the most significant self-reported 
barrier to digital effectiveness

Which are your most significant 
challenges?
% of respondents

Source: 2016 McKinsey Digital Survey of 2,135 respondents
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The Choice to Change

3 Lessons for

Cultural Agility
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Lesson 1: 

Change is the One Constant.

REMEDY: CLARITY
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Lesson 2: 
SIMPLIFY

REMEDY:
Reimagine Structure & Process
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Lesson 3: 
Renewal After Disaster

27©2019 Corporate Culture Pros. All rights reserved.

REMEDY: 
COLLABORATION +

FREQUENT COMMUNICATION
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LEADERS: Time to Explore Your 
Relationship to Change

• What is your organization’s relationship with change, 
overall? How ready are you as leaders to embrace constant 
change? 

• Identify top 3 culture “areas of focus” to change,  to 
strengthen Agility principles in your culture. 
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Agile Culture Cheat Sheet

Agile Principle Skills to Cultivate

Future Focus
Aligning leadership (from the top) to agile 
principles 

Embrace CHANGE as the core competency – not just stability and consistency (eg, strict project management 
principles.) Leaders must show people HOW to define and measure based on NEW success criteria:  “What 
are key results” versus “How much time did you spend in the office.”  You have to TRUST people, yet clearly 
define work success. 

Learning by Doing
Empower and trust your people.  

Agile culture expects problems.  (the opposite of the CYA mentality in legacy organizations.)  Allow teams to 
figure out “how” to achieve well-defined goals, to experiment freely and learn.  Reduce hierarchy in favor of 
networked, connected teams. 

Constant Experimentation
Fostering change as a capability, 
NOT a series of events

How” can this be done faster, leaner, better? Eliminate or revamp rigid policies and procedures to support 
faster completion cycles. 

Actively Stimulate 
Collaboration
To share knowledge 

Eliminate mindsets of authority, power, “turf”… by discussing HOW you will communicate shared goals and 
encourage more cross-functional transparency.  This could be as simple as inviting other department 
employees to attend the first 2 minutes of your meeting, and offer a brief introduction. 

Team Success
over Individual Success

Shift part of your reward, recognition, measurement and promotion systems to team-centric versus 
individual centric. Even if you target non-tangible compensation (gift cards, trophies, certificates of 
appreciation) – celebrations and rewards given to the whole team, are crucial to generate more team 
creativity and innovation.



LEADING CHANGE?
NOW OFFERING FREE VIRTUAL KEYNOTES!

CONTACT LISA: 303-898-3920

Visit

CorporateCulturePros.com/Lisa-Jackson-Keynotes

lisa@corporateculturepros.com

©  2020 Corporate Culture Pros. All rights reserved.

https://www.corporateculturepros.com/lisa-jackson-keynotes/
https://www.corporateculturepros.com/lisa-jackson-keynotes/
mailto:lisa@corporateculturepros.com


Laser Legal Update
The CARES Act

Amy Hartman
Hartman Employment Law Practice LLC



FFCRA & CARES ACT UPDATES
➢FFCRA – Paid Sick Time and Enhanced FML
➢ https://www.dol.gov/agencies/whd/pandemic
➢ Posters 
➢ Fact Sheets
➢ Announcements

➢ FAQs https://www.dol.gov/agencies/whd/pandemic/ffcra-questions

➢ Updates on intermittent leave and use of ER PTO during FML

➢Enhanced Unemployment Benefits
➢$600 per Week up to 4 Months in addition to state UI
➢+ 13 Weeks (total 39 wks of UI in CO)
➢ Available soon for Self-Employed, Independent Contractors

https://www.dol.gov/agencies/whd/pandemic
https://www.dol.gov/agencies/whd/pandemic/ffcra-questions


CDLE 
UMEMPLOYMENT 

FLOWCHART

https://www.colorado.gov/pacific
/sites/default/files/worksheet-

extended-benefits%20FINAL.pdf

https://www.colorado.gov/pacific/sites/default/files/worksheet-extended-benefits%20FINAL.pdf


CDLE 
UMEMPLOYMENT 
FLOWCHART (2)



CARES ACT UPDATES
➢Payroll Protection Program (PPP Loan) (2/15-6/30)—2.5 x avg monthly 

payroll costs
✓Group health care benefits, retirement contributions, vacation, leaves, payroll 

taxes, etc.

✓ Salaries (up to $100,000), commissions, or similar compensation, but not 1099

➢Loan Forgiveness & Deferral (6 months)
✓ Loan amounts may be forgiven for above payments made by the borrower 

during 8-week period beginning on date of loan; can’t use more than 25% for 
non-payroll costs

✓ Forgiveness reduced if EEs terminated or salaries reduced > 25% during loan 
period are not reinstated by 6/30/2020



CARES ACT UPDATES

➢Economic Industry Disaster Loan (EIDL)
✓ Advance of up to $10,000  w/in 3 days even if loan 

not ultimately granted

✓ Can have PPP loan + EIDL but not for same reason

✓No forgiveness
✓ Ease of application for loans up to $200,000



CARES ACT UPDATES

➢Deferral of Employer Social Security Contributions through 
December 31, 2020 ➔ payable 50% in 2021 and 50% in 2022

➢Employee Retention Credit Program
✓ 50% credit up to $10,000 per EE that is paid while either:

1. The operation of the business was fully or partially suspended during any 
calendar quarter during 2020 due to orders from an appropriate government 
authority resulting from COVID-19, or

2. The business remained open, but during any quarter in 2020, gross receipts 
for that quarter were less than 50% of what they were for the same quarter 
in 2019. 



QUESTIONS?

THANK YOU

Amy Hartman

amy@hartmanhrlaw.com

http://www.hartmanhrlaw.com/Articles.html

mailto:amy@hartmanhrlaw.com
http://www.hartmanhrlaw.com/Articles.html


HR FORUM ON COVID-19

Join us for Session #4

April 15, 2020 


