
Metropol itan M ilwaukee
Association of Commerce

ESTABLISHING MILWAUKEE AS A GEOGRAPHY OF CHOICE

FOR TOP TALENT WITH AN EMPHASIS ON WOMEN AND

PEOPLE OF COLOR

Prepa red for
Timothy Sheehy, President

Mary Ellen Powers, Executive Vice President
April 20L8

A Leodership Development ComponY

wo rkfo rceexce I le n ce. co m



Workforce
EXGEllElIGE
A I t ¡ttlt't cl,li, l)r !¡ [tttt]tli tll ( ¡)tlli tlttv

Table of Contents

What we know about MMAC 3

Our Philosophy, Project Purpose 4

Project Scope 5-6

Our Approach 7

Focus Groups Directional Content Flow I

Directional Financial lnvestment 9-10

About the CWE team rt-t3

Next Steps L4

CWE Contact lnformation 15



Workforce
EXGEI.TElIGE
A I t,tttlt t./rll, [)r \,t'lí\ttnt'ttl ( ttttt¡)attt\'

Desired State
Milwaukee's business and community leaders are focused on growing the economy, creating jobs, helpíng local

business thrive and enhancing the Milwaukee region. The Blueprint for Economic Prosperity has four critical

objectives:
r' To deliver a talent workforce
,/ Support a thriving economy
'/ Develop a distinctive place to live
r' The success of a diverse population

Achieving these goals requires a total commitment from the entire eco system. lt takes cultural transformation,

societal transportation, workforce transformation, and creating inclusive communities where all top talent and

especially women and people of color can thrive.

Current State
. Milwaukee and the surrounding areas are not known as being a "geography of choice" for top talent
. Organizations are struggling to recruit and retain top talent, especially ethnic/gender cohorts
. Employers are concerned about turnover reaching an unacceptable levelfor one or more

underrepresented cohorts
. Recruiting is being negatively impacted as organizations doing business in Milwaukee are not

positioned as places where people of color or women can experience success
. Succession Planning is being adversely impacted (organization that mirrors the face of the

consumer) combined with the aging workforce and the dominance of the millennials who have a

different mindset regarding work
GAPS

. Deeper analysis must be conducted ín order to understand the levers that are contributing to the
current state

. lnsights from the analysis will inform a strategic framework for business, citizens, and community
leaders

Needs
. MMAC in partnership with business and community leaders want to partner with an organization

with a proven track record for helping organizations and communities become more inclusive;

position themselves as employers and geographies of choice to establish thriving businesses and

inclusive organizations that promote new talent coming in (with an emphasis on gender/ethnicity)

and motivate existing top talent to stay.

What we know about MMAC
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It is challenging to obtain "real" feedback without the use of external resources; whether it is from

current or past employees. We believe that, given a safe environment and expert facilitators, employees

(former or current) will openly share on an anonymous basis the challenges, blockers and barriers to

experiencíng success in an organization as well as the experience of living in a specific geography. These

individuals can also be extremely beneficial in offering practical and meaningful ways to overcome the

blockers of success.

Project Purpose

To identify the barriers and make recommendations to address the barriers that enables Milwaukee's

ability to be positioned as a preferred geography for top talent (emphasis placed on women and

people of color)

Phase I

This proposal offers a three step process to help MMAC and the Milwaukee community and business

leaders identify, develop, and deploy meaningful strategies that will achieve the stated goals. Steps 1 and

2 of this process are pieces of a longer transformational and disruptive phase to come later. ln this initial

phase, the focus will be placed on making the initial connection with senior leaders from Milwaukee

organizations and businesses, followed by a number of focus groups composed of employees (current

and past)that are employed by organizations in the Milwaukee area. ln the first phase, we are

specifically focused on achieving the following:

Understanding the challenges that organizations experience in recruiting, retaining, and advancing top

talent (with an emphasis on gender and ethnicity)

a

Determining what success looks like as a result of partnering with MMAC to establish Mílwaukee as a

geography of choice for top talent (with an emphasis on gender and ethnicity)

. Leverage the insights gleaned from interviewing CEO's and other business leaders to inform and shape

the questions to be used

Method to Collect Data

. Survey

. lnterviews by phone

. Focus Groups (Face to Face)

!

trlrrr Iooo/
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Our Philosophy

Project Scope
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Phase ll

This phase focuses on data collection from current and previous employees from the Milwaukee area to gain

insight on the attitudes and perceptions about the workplace and community experience in the Milwaukee area

Questions will be designed to address the following key areas of focus and any other important themes

identified during the collection of data from area business leaders:

o To better understand the key drivers of turnover especially in underrepresented minorities and

women of the Milwaukee workforce, inclusive of recruiting, retention, development, and

adva ncement strategies

¡ To obtain new insight on cultural nuances of the community which may or may not be contributing

to the goal of retaining home grown and acquiring new top talent (with an emphasis on women and

people of color)

To gain insight on ways that the company can make improvements in creating opportunities for

development, adva ncement, a nd retention of u nderrepresented m i norities

To establish benchmarks against which to measure the success of future policy, strategy, and

cultural transformation initiatives

ldentify immediate opportunities to improve talent management practices, employee retention

strategies, and strengthen organizations in the Milwaukee area to reach the goal of creating an

inclusive culture where everyone can contribute at their highest level and one that mirrors the face

of the consumer/client/customer

Assess attitudes and perceptions of living in the Milwaukee area to identify gaps of all citizens and

employees experiencing success

Method to Collect Data

. Focus Groups

. One on one interviews either in person or by phone

Y

a

a

a
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Phase lll
Distribution of Key Findings and Recommendations

Leverage insights gleaned from focus groups, surveys, and interviews to produce a report of key findings

Offer practical and meaningful recommendations to be achieved in 90 to 120 days that address the
findings

Report out to MMAC Steering Committee

Post the Executive Summary

The MMAC would partner with business leaders, business owners, and community leaders to address findings

from report out to MMAC Steering Committee

a
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Confidentiality
Confidentiality is critical when conducting focus groups. Our experience tells us that when a safe

environment is created, and participants have no fear of retribution, they are forthcoming and share in
granular details the components of their experience at an organization and in the community.

The Center for Workforce Excellence maintains a million dollar liability policy but is intent on conducting itself
in a manner that protects the client and the company. Therefore, it is our commitment to return to the client:

. All information collected (no matter the method of collection)
. Notes will be taken by a trained second facilitator that will be submitted to MMAC
. Flip charts used to capture information will be submitted to MMAC
. Email exchanges between client and CWE will be deleted after the collection of data and the final

executive summary is developed
. Executive summary with recommendations will be submitted to client and deleted from CWE

technological devises

The CWE team selected to support this effort will do everything possible to remain neutral throughout the
entire process. lt is imperative that "bias creep" not occur to ensure the accuracy of the data and su bsequent

insights presented.

Focus Group Approach-General

Þ Participant Criteria: Participants in the focus groups/interviews should represent the multiple
dimensions, including, but not limited to:

o Gender
o Age
. Ethnicity

o lncluding members of the dominant group
o Mixed levels of responsibility

o Entry
o Middle
o Senior

Þ Length of each focus group
o LZO minutes

Þ Location of focus groups
. TBD

Þ tength of each phone interview
. 30 minutes

rrl¡rr I
ooo/
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Our Approach
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Welcome

I ntroduce the facilitator(s)

Explain the purpose ofthe session

Provide an overview of the the process that will be used to guide the conversations

Establish Guiding Principles

Remind participants that the session will be recorded via transcripts

Explain that the intent is to capture themes and data, not to associate comments by name

Be your own truth

Honor confidentiality

Demonstrate respect for others

No judging or discounting of others

Don't build on others' thoughts if you have not had the experience yourself

Multiple types of questions will be used

Opening questions (useful in setting the context for the discussion)

Open ended questions

Transitioning questions (which allows the facilitator to connect topics and obtain more granular data)

Summary question(s)

Comments

Open Ended Questions Samples
L. What are the challenges that companies in Milwaukee face in recruiting top talent (especially women and

people of color)?
2. How would you describe the culture at the organization where you work?
3. What do yoú like the most and the least about living in the Milwaukee area?

Transitioning Question Samples
L. Based upon your answer(s) to what is going well within your organization, can you provide specific examples

that support your perception?
2. Based upon your answer(s) on managers' effectiveness in managing and developing across differences, what

specific contributing factors led you to respond in the way that you did?

3. Based upon your answer(s) of providing the description of the business and work culture at the organization
where you work, what would you say are the top three contributing factors that led you to offer that
perspective?

Summary Questions Samples
L. As it relates to the answer(s) that you have provided regarding the business and work culture

where you work would you say based upon your experience that the challenges you

experienced by people who look like you at other companies?,
information sources are you drawing on to form this opinion?

Comments

Are there any additionalcomments (beyond what we
would offer the MMAC leadership team more
alltalent?

Directional Focus Group Content Flow

lf so, why or if
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Key Area of FocusItem # Details

Directional Financial Investment for Project

Sub-Total

#L

#2

#3

#4

*5

Orientation and exploratory
meeting

Develop Proposal

Review Proposal with Key

stakeholders from MMAC via
phone; present to steering
committee via WebEx or skype;

complete agreemenU

Design questions for Business

Leader Su rvey/l nte rviews/Focus
Groups

Engage CEO's/Business Leaders
(determine most appropriate leader
to represent the organization
potentialCHRO)

Leverage insights gleaned in
CEO/Business Leader engagement
to finalize focus group questions

Focus Group Sessions

4 sessions to be held each day

Forecast 2 days

Analyze data collected during focus
groups

Held March 8, 2018 at
Rockwell

Developed and
submitted March 14,

20t8

t hour

4 hours
l facilitator

Forecasting (20)30
minute phone calls

4 hours
1 Facilitator

2 facilitators per

session/2 days
(on site-location TBD)

L day 2 CWE consultants

No charge No charge

No charge No charge

No charge No charge

S425.oo per hour S1,7oo.oo

$250.00 per call S5,ooo.oo

S42s.oo s1,7oo.oo

$6,5oo.oo lead

S4,oooo.oo second

S5,ooo.oo lead

S3,000.00 second

S5,ooo.oo lead

S3,5oo.oo second

s8,o0o.o0

$21,000.00

S8,ooo.oo

s8,50o.oo

s8,ooo.00

S3,ooo.oo

#6

#7

#8

#9

#10

,l

Executive Summary
Analysis of data included in the fees

L daV/2 facilitators
(off site)

Core team report out

Administrative Support/Copy Editor Flat cost
etc.

L daVlL facilitator

* * * Forecasted I nvestment:

S3,ooo.oo

$so,goo.oo
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Directional Financial lnvestment for Project: Special Nefss **'t'

Recommended cohorts (white men, women, young professionals, AA, Latinos, Asians, and if possible,

sexual orientation)

Contingent upon the number of face to face focus groups scheduled for one day, the CWE team would

conduct one on one interviews either face to face or by phone to maximize the investment. lf
additional days are required for one on one interviews, CWE will bill at the same daily rate for two
facilitators as outlined

Final Forecasted lnvestment will be finalized based upon client selection of face to face/one on one

lnterviews

Expenses are billed separately based upon actual receipts

a

a

a



About the Facilitators

Greg Magennis

Greg Magennis is a "South African Canadian" who immigrated to Canada in August

1994, and moved from there to the USA in 2009. He is proud of his roots and stays

connected to Africa through his involvement with AMREF Canada, (The African

Medical and Research Foundation), a primary health care provider in East and

Southern Africa.

He has over 20 years of human resource, assessment, learning and development, and performance

management experience with a diverse group of leading North American organizations. His initial corporate

experience began with SmithKline Beecham Consumer Brands, South Africa, and National Brands Limited,

South Africa.

Greg has helped to grow three private companies since he arrived in Canada and the USA. Most recently,

Greg helped the founder of a private leadership academy to grow his business by over 4OO% in a four-year

period. He is certified in multiple assessments including TED, 360, DISC, and several others.

Robbie Solomon

An organizational development consultant and coach, Robbie Solomon is

committed to achieving strateg¡c goals through innovative leadership and

organizational development. He has organized customized leadership development

programs on five continents and nine different countries.

finishing a Ph.D. in Sociology from George Mason University

Development (ASTD), Society for Human Resource Management (SHRM)

Certified by CCL and Korn/Ferry lntern
assessments

ational to deliver one-on-one feedback for each of their



About the Facilitators

Kristina R. Weeks MHS, DrPH(cl

Krisitna Week is a member of the faculty in the Johns Hopkins School of
Medicine in the Department of Anesthesiology and Critical Care Medicine
and the Armstrong Institute. She is a research scientist with deep and broad

understanding of how to access human experiences.

She is also one of the project managers of the national project On the CUSP: Stop BSl. Ms. Weeks holds a

Master of Health Science degree from the Johns Hopkins Bloomberg School of Public Health. Weeks's

research interests focus on the translation of evidence-based medicine to safe and quality care at the
bedside as well as effective health policy. She is a passionate advocate for equality in healthcare.

For more than a decade she has dedicated her efforts in health services research towards understanding

health systems related to patient safety and health disparities in the clinical environment. She has

contributed to publications on access to care, quality of care at the end of life, and patient safety.

Kim Smith

Kim Smith is recognized as a pioneer in the technology industry. She spent 34 years

working in various roles at Texas lnstruments. She was one of the first female
engineers at the organization. She is known as a champion of diversity and inclusion

but also for pushing toward the next great innovation. Kim Smith lives in the eye of
a hurricane.
Swirling around her are the demands of a high-profile, white-knuckles job as

director of globalization and company-level digital marketing (think long hours, lots

of overseas travel and multiple high-stakes projects crucial to Tl's business success).

Also in the mix are the many passions she holds dear - helping women succeed in the workplace, fighting for
the rights of underprivileged children, promoting science, technology, engineering and math (STEM)

education, and pursuing her love of running.

Kim Smith was recognized as one of 14 women who are, "breaking barriers, overcoming obstacles, achieving

heights and helping others succeed." Kim was recognized as a STEM (science, technology, engineering and

math) influencer for her tenure as the chair of our Women's Diversity Network, partnership with the
Scouts of America, volunteerism with STEM exploration camps and her work with Big

Girls. lnc, and a women's crisis shelter. The website Working Mother said, "NAFE is in

achievements in building the force of women in STEM."

Kim recently retired from Tl and is working to pursue her passion
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Trudy Bourgeois
Founder and CEO

The Center for Workforce Excellence

Trudy Bourgeois is one of America's leading experts on transformational leadership and

a highly regarded leader in the field of leadership and diversity and inclusion. An expert

at developing managers and leaders how to unleash the greatest potential of every

employee, Bourgeois is a highly sought-out resource. She is the founder and CEO of the

Center for Workforce Excellence and has been leading the organization for nearly two

decades.

Dollars and Sense Magazine honored Bourgeois as one of the "Best and Brightest Women Leaders." ln her

various roles as authot speake¡ teacher and researcher; Bourgeois continues to utilize her superb

management and interpersonal skills. Known as the "truth teller", Bourgeois has a rare ability to tackle very

difficult subjects such as race and bias without stirring negative emotions, She operates from a principle that

"everyone has something to learn" on the journey to accepting each other across differences and building

workplaces that are truly inclusive.

Trudy has authored four leadership books, HER CORNER OFFICE: A Guide to Help Women Find a Place and a

Voice in Corporate America and Her Corner Office (2nd Edition) and THE HYBRID LEADER: Blending the Best

of Male and Female Leadership Styles, and has just released her latest book entitled, EQUALITY: Courageous

Conversations About Women, Men, and Race To Spark a Diversity and lnclusion Breakthrough available now

She has also written numerous articles and white papers, and she contributes regularly to educational

materials for corporations, associations and trade groups. She is a frequent Huffington Post blogger' Trudy

serves on a CEO Roundtable Board in Europe in the Consumer Package Goods industry as an advisor to drive

gender equality over the next decade in conjunction with the nonprofit group- LEAD. Trudy is also on the

board of advisors to the nonprofit organization Women of Color in Pharma. This organization is dedicated to

improving representation for women of color in the pharmaceutical industry.

ln 2016 The Network of Executive Women honored Bourgeois for her tireless efforts in advancing women's

leadership in the consumer goods, retail and service industries.

She has been married to her husband for 38 years and is the mother of two. The family welcomed a son in

law in 2017. Trudy resides in Prosper Texas.

¡¡¡¡
About the Facilitators



A Leodership Development ComPonY

Plan

1.

2.

Proposal Acceptance

Determine method (s) of data collection
. Agree to financial compensation

Define specific goals and timelines for Stage I (MMCA/Consultants)
. (Align key stakeholders to project purpose, roles, and responsibilities)

ldentify timeline for Executive Summary (with recommendations)

3

4.

Next Steps
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Thank you for considering
The Center for Workforce Excellence as Your Strategic Partner

The Center for Workforce Excellence

Building lnclusive Leaders To Create lnclusive Cultures to Drive Better

Business Results

426L East University Drive

Suite 3O-#L73

Prospel TX 75078

P 469.6L7 .3L5L t 469.6L7.3L44

Wo rkfo rce Exce I I e nce. co m

WBENC #-2005L26989

MBE#- DLO9737

Sol utions @workforceexcel lence.com


