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There’s no sweeter sound than a workforce in harmony.  
See why UltiPro’s unifi ed, recruitment-through-retirement human capital 

management solutions have struck a chord with some of the most successful 
companies in the world at www.UltimateSoftware.com.

Human Capital Management. Working in HarmonyTM

Ask about our exclusive “HCM My Way”™ design
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WE MEET.
COUNSEL.

HAPPY.
EVERYBODY’S

W
E

THAT’S 1-to-1 BENEFITS GUYS STYLE. Yep, it’s that simple. We meet with your employees 1-to-1 and help 
them understand all their benefi ts—making sure they choose the ones that fi t them best. That’s important. 
Because when your employees make the most of their benefi ts, they appreciate the ones you provide. And that 
will lead to happier and more productive employees. Not to mention a happier you. 

 
© 2010 Colonial Life & Accident Insurance Company. Colonial Life products are underwritten by Colonial Life & Accident Insurance Company, for which Colonial Life is the marketing 
brand. Products may vary by state and may not be available in all states.
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Hold live online training 
sessions with up to 200 
people right from your 
desk – it’s easy.

gotomeeting.com/shrm
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Register at www.ogletreedeakins.com/news  
to receive e-alerts with same-day news  
on labor and employment law.

As companies look to the future,  

the need for a service-focused labor and  

employment law firm with national breadth  

and local presence has never been more critical. 

That’s why Ogletree Deakins helps you determine

where you go now
and the best path to reach your future destination.  

One of the nation’s largest and most respected labor  

and employment law firms, Ogletree Deakins has  

40 locations and serves over half the Fortune 50.

Learn more at www.ogletreedeakins.com.

Ogletree Deakins. Now.
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From the CEO
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L ast month in this space, I said that 2011 
would be characterized as the year of thought 
leadership—the year of embracing and ex-

panding the Society for Human Resource Manage-
ment’s (SHRM) status as one of the premier voices 
for the HR profession.

This month, I want to tell you more about 
what that means for you.

As the moniker “thought 
leader” suggests, we believe 
it’s important for SHRM to 
be a respected authority and 
assertive advocate on the 
major issues affecting your 
organizations. 

It’s true that SHRM’s 
voice has always been valued 
on a broad range of HR mat-
ters by practitioners, academ-
ics, the employer community 
and even government. But 
to be a thought leader today 
means more than speaking 
out for the profession. It 
means being recognized for 
innovative ideas that change 
the way business leaders 
think about their businesses, 

and for having the insight and foresight to know 
and influence what’s next.

For SHRM, this role is not an inheritance; it’s 
an opportunity and an obligation. It begins by 
providing you with the knowledge and resources 
you need to lead your organization. So, we’ve 
resolved to do more to keep you competitive, con-
nected and current—to be your company’s most 
valued futurist and change agent.

Here are some examples of what you can look 
forward to. This year, we’ll:
• Expand our offerings in HR leadership com-
petencies and conduct research on topics ranging 

from generational concerns to corporate social 
responsibility.
• Keep providing you with the best training, 
education and resources through conferences and 
seminars, or “e-development” delivered to your 
computer.
• Give you the global knowledge to be a strategic 
business partner in your organization by offering 
new courses on resource management, equity 
valuation and other topics that will broaden your 
business acumen.
• Expand SHRM’s ability to help you staff up—
or to land a new position yourself. As the key to 
U.S. economic recovery is increased employment, 
our HR Jobs service now enables HR job seekers 
to upload their resumes and recruiters to search 
our resume database.
• Redesign our website with enhanced search ca-
pabilities and a simplified, intuitive home page.
• Expand our presence on social networks and 
improve our own networking tool, SHRM Con-
nect. Already, it includes all 255,000 SHRM mem-
bers and more than 270 networking groups.
• Lead the effort on what’s likely to be the next 
big business issue—workplace flexibility. Flexible 
work arrangements that give employees more 
autonomy regarding where, when and how they 
do their best work could be the next major boost 
to productivity, innovation and a more engaged 
workforce. This issue cuts across several HR dis-
ciplines—retention of top talent, compensation 
and benefits, diversity, and organizational develop-
ment—but it’s really the next business imperative. 
SHRM will be announcing soon—if not by the 
time you read this—a major initiative to help you 
adopt the best work/life policies and practices. 
Stay tuned.

Together, we can all become thoughtful 
business leaders. The future of our profession 
demands it. And that’s why I’m so excited and 
optimistic about the coming year.

By Henry G. Jackson

Thought Leadership: 
What It Means to You
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RETIREMENT SERVICES • INSTITUTIONAL ASSET MANAGEMENT • GROUP INSURANCE

You take care of your
business plan.
We take care of your
voluntary benefits plan.
Prudential makes enrollment
easier and more effective.

More value. Less administration. Prudential delivers end-to-end voluntary
benefits that add attractive plans to your benefits package to help you
compete for talent—without adding costs.

Innovative enrollment solutions. We start by understanding your employees’
specific needs. Then, we guide you in your choice of enrollment activities
with life-stage and educational communications. We also deliver leading-edge
technology solutions, administrative services, and marketing support—
plus toll-free customer service for you and your employees.

Real results. A win-win for all. Employees better understand their Life,
Disability, Long-Term Care and Dental plan benefits and get the
coverage they want and need. And higher participation makes your plans
financially stronger.

Backed by experts. From refining your plans to empowering your employees
with online tools, we support you with knowledgeable consultation and
service—so you can concentrate on running your business plan, not your
benefits plan.

Prudential is The Rock® you can rely on.

Contact
James Gemus, Vice President
Life Product Management,
Prudential Group Insurance
at 973-548-6252.

Download our free report at
www.prudential.com/group

© 2010. Prudential Financial. Group Life, Disability, and Group Long-Term Care Insurance. Group Insurance benefits are issued by The Prudential Insurance Company of America, 751 Broad Street,
Newark, NJ 07102-3777. PRUDENTIAL, PRU and the Rock logo are registered service marks of The Prudential Insurance Company of America.
0184736-00001-00
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Slackers Not Just
HR’s Problem

A s a human resource 
professional with 
30 years of experi-

ence, I respectfully take 
umbrage with the gen-
eral thesis of “Taking 
Up Slack” (December 
2010).

It implies that HR is 
responsible for correct-
ing a “slacker” through performance 
programs and progressive discipline. The 
primary individual who must be respon-
sible for disallowing slacker activity is 
the employee’s immediate supervisor, 
or at the very least the department man-
ager. One will not prevent the problem 
through a better interview process. Inter-
views are not a science; no matter how 
well-structured, interviews may or may 
not identify a good future employee. 

My second point is that there is no 
rule that I know of that says management 
cannot “raise the bar” on expected per-
formance. People tend to perform based 
on expectations. If some are allowed 
(rewarded) to “slack,” others will “not 

rock the boat” and 
will conform to the 
culture. This is espe-
cially true with new 
employees.

HR can assist 
managers and super-
visors in this matter 
through programs and 
processes, but let’s not 
let the biggest slacker 
be the management 

team.
Robert Morehouse, SPHR
Beaumont, Texas

Correction
The January cover story, “11 Initiatives 
for 2011,” misidentified John Rauda-
baugh, a counsel in the Labor & Employ-
ment practice group at Nixon Peabody 
LLP in Washington, D.C.

HR Magazine welcomes letters from readers. 
Submitted letters are subject to editing and are the 
property of the magazine. To submit a letter, visit 
www.shrm.org/Publications/hrmagazine
/Contactus/ContactEditors.
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is the world’s largest association devoted to human 
resource management.  Representing more than 
250,000 members in over 140 countries, the Society 
serves the needs of HR professionals and advances 
the interests of the HR profession.  Founded in 1948, 
SHRM has more than 575 affiliated chapters within the 
United States and subsidiary offices in China and India.  
Visit SHRM Online at www.shrm.org.

Join us on SHRM Connect: Interact with the HR Mag-
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We’ll Help You Go Farther
When you help employees feel confident about the future, they can focus 100 percent on where they 
want to go. At The Standard, we go the extra mile to help you create that confidence. From simplifying 
disability insurance to streamlining retirement plan administration, we’re dedicated to helping you 
deliver strong benefits and control costs. You’ll find we’re easy to reach and quick to follow through. 
We take your business personally. So you and your employees can blaze your own trails.

Insurance, Retirement, Investments and Advice.
standard.com

The Standard is a marketing name for StanCorp Financial Group, Inc. and subsidiaries. Insurance products are offered by Standard 
Insurance Company of Portland, Ore. in all states except New York, where insurance products are offered by The Standard Life 
Insurance Company of New York of White Plains, N.Y. Investment services are offered through StanCorp Investment Advisers of 
Portland, Ore. Product features and availability vary by state and company and are solely the responsibility of each subsidiary.

SI 15336 SI/SNY (9/10)
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HR News®

For the latest HR-related business and government news, visit www.shrm.org/hrnews

I-9 Audits on the Rise 
In Obama Administration 

Immigration raids have decreased and 
the number of I-9 audits has risen 
dramatically in the first two years of  

the Obama administration, according to 
immigration attorneys.

“The Obama administration has 
significantly changed the direction of  
Immigration and Customs Enforce-
ment’s worksite efforts,” Kevin Lashus, 
an attorney with Greenberg Traurig in 
Austin, Texas, told SHRM Online. “The 
Bush administration was interested 
in taking the highest numbers of  
unauthorized workers into custody 
during any time frame. The Obama 
administration, on the other hand, is 
interested in targeting the employers 
that hired them.”

In the Bush administration, 
Immigration and Customs Enforcement 
(ICE) officials locked down buildings 
and herded workers into interro-
gations and ultimately onto planes 
for removal, Lashus said. Under the 
Obama administration, the agency has 
increased administrative fines and paper 
audits, which often result in employers 

being asked to dismiss unauthorized 
workers. Criminal prosecutions of  
employers also have risen under the 
current administration, he added.

“The fines for simple Form I-9 
violations range from $110 to $1,100 
per violation, with the higher range 
applicable to employers with a higher 
percentage of  mistakes. Employers 
with large workforces that fail to 
properly manage the Form I-9 process 
can face fines of  hundreds, or even 
millions, of  dollars,” said Hector 
Chichoni, an attorney with Duane 
Morris in Miami.

Fusion centers have been established 
to facilitate cooperation among 
agencies, added Mary Pivec, an 
attorney with Keller and Heckman 
in Washington, D.C. Wage and hour 
investigators, ICE auditors and tax 
auditors now are all in one place to 
share resources, leverage information 
and pursue top-to-bottom audits.

By Allen Smith, J.D., SHRM’s manager of 
workplace law content.

Labor Board
Proposes Posting
Notices of Rights
The National Labor Relations Board has issued 

a proposed rule that would require employers 

subject to the National Labor Relations Act (NLRA) 

to post notices informing employees of their rights 

under the act. The board estimated that the major-

ity of the United States’ nearly 6 million businesses 

with employees will be affected by the rule.

Many employees protected by the NLRA are 

unaware of their rights, according to the board. The 

act is “almost unique among major federal labor 

laws in not including an express statutory provi-

sion requiring employers routinely to post notices 

at their workplaces informing employees of their 

statutory rights,” the board stated.

In addition, it said that the majority of private-

sector employees are not represented by unions 

and therefore lack an important source of informa-

tion about these rights.

On Jan. 30, 2009, President Barack Obama 

issued Executive Order 13496, which requires 

federal contractors to include in their government 

contracts specific provisions requiring them to 

post notices of employees’ rights under the NLRA. 

The U.S. Department of Labor issued a final rule 

implementing the order effective June 21, 2010. 

The board has proposed adopting the language of 

the Labor Department’s final rule.

–Allen Smith
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Combat Costly Discrimination, 
Employee Fraud, Theft 

Tax Legislation 
Includes Many 
Extensions
Veena Murthy, an attorney with KPMG LLP in 

Washington, D.C., reviewed with SHRM Online

the implications of the Tax Relief, Unemploy-

ment Insurance Reauthorization, and Job 

Creation Act of 2010:

• Section 127 provides a tax exclusion up 

to $5,250 for educational assistance from an 

employer. This exclusion from income includes 

assistance for tuition, fees, books and school 

supplies and has been extended until the end 

of 2012.

• Section 117 extends income and wage 

exclusions for compensation paid to grantees 

for services under the National Health Service 

Corps Scholarship Program and the Armed 

Forces Scholarship Program.

• Federal unemployment benefits are now 

slated to expire at the end of 2011.

• The employer-provided child care credit 

was extended for two years. This credit applies 

to up to 25 percent of child care expenses 

and 10 percent of expenses toward child care 

resources totaling up to $150,000. 

• Tax-free reimbursement for employer-

provided mass transit and parking benefits will 

be permitted up to $230 per month.

• Employers were given an extension on a 

wage credit for active military reservists. 

• The employer adoption tax credit will 

increase to $13,170 for 2011 and then will be 

$12,170 in 2012. The credit allows an income 

and wage exclusion to employees up to the 

caps for employer-provided assistance for fees 

toward adoption.

• The Work Opportunity Tax Credit was 

extended to the end of 2011. 

• A wage credit for services or compensa-

tion paid to Indian tribe members who work 

or live on a reservation was extended until the 

end of 2011. 

—Allen Smith

Employers are forecasting losses for 
2011 attributable to employment 
practices liability lawsuits and 

employee theft.
Nearly one in five respondents to a 

survey published by the Chubb Group 
of Insurance Cos. predicted that an 
employment practices liability lawsuit 
would be lodged against their companies 
in the next 12 months. More than half 
of the 451 respondents (54 percent) 
predicted that employees would steal 
company funds, equipment, inventory or 
merchandise during the next year. 

Discrimination Claims
With the U.S. Equal Employment 
Opportunity Commission reporting 
record-setting numbers of workplace 
discrimination charges in recent years, 
employers are more aware than ever of 
the potential for financial damages, said 
Cathy Padalino, employment practices 
liability product manager and vice 
president at Chubb & Son Worldwide.

Most organizations have grievance 
or complaint resolution programs. “In 
this economy, emphasize fairness. Let 

employees feel they have a voice and can 
get an objective viewpoint,” Padalino 
advised.

Employee Theft
“Whenever there’s an economic crisis, 
there’s a significant uptick in fraud and 
dishonesty,” said Greg Bangs, product 
manager for crime expense insurance 
and vice president at Chubb & Son 
Worldwide.

Typical fraud situations:
• Employees create dummy vendors 

and pay out company funds to fake 
accounts.

• Vendors overcharge for services and 
split the difference with employee 
accomplices.
To combat fraud, Bangs suggests:

• Setting up a hotline for employees to 
report suspicions. 

• Conducting background checks on 
prospective employees. 

• Requiring vacations. If an employee 
isn’t there to manage the fraud, 
someone else may see it. 

By Beth Mirza, senior editor for HR News.

Mobile Workforce: 
Concerns and Benefits
Managing a mobile workforce 
is not without its worries—or 
advantages. Company leaders 
say they are most concerned 
about managing remote 
employees effectively, but 
they value the employee sat-
isfaction and the competitive 
advantage gained from having 
a mobile workforce. In a 
February 2010 survey by Run-
zheimer International, based 
in Waterford, Wis., nearly 100 
respondents identified what 
they worry about as well as 
what they value, as shown on 
the tables at right. 

Executives’ Top Concerns Percent 

Employee management, supervision and 
productivity

46%

Measurement of program success  20

Rising costs  10

Employee satisfaction  9

Too difficult to manage program  8

Other  7

Executives’ Top Perceived Benefits Percent 

Employee satisfaction 26%

Competitive advantage  25

Cost savings  22

Corporate agility  16

Other  11
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When it comes to claims, no one likes pit stops.

 That’s why, if someone’s sick or injured, we pay cash directly — faster than our top competitors. 

Afl ac is like a safety net, helping pay costs that major medical doesn’t cover; and we pay claims in  an 

average of four days, speeding your benefi ts into victory lane. Because when it comes to your employees  

and their families, second place isn’t good enough. Race over to afl ac.com/paysfast and get started.

ACCIDENT | CANCER AND CRITICAL ILLNESS | DENTAL | VISION | HOSPITAL INDEMNITY | LIFE | DISABILITY

Individual coverage underwritten and offered by American Family Life Assurance Company of Columbus. In New York, coverage underwritten and offered 
by American Family Life Assurance Company of New York. Some policies may be available as group policies. Group coverage underwritten and 
offered by Continental American Insurance Company. Policies may not be available in all states. Afl ac pays cash benefi ts direct to the insured, unless assigned. 

Afl ac processes most claims in an average of four days. For Continental American Insurance Company, the average is fi ve days.

q
q
M

M
q

q
M

M
qM

THE WORLD’S NEWSSTAND®

Previous Page | Contents | Zoom in | Zoom out | Front Cover | Search Issue | Next PageHR Magazine

q
q
M

M
q

q
M

M
qM

THE WORLD’S NEWSSTAND®

Previous Page | Contents | Zoom in | Zoom out | Front Cover | Search Issue | Next PageHR Magazine

http://www.qmags.com/clickthrough.asp?url=http://aflac.com/paysfast&id=16270&adid=P15A1
http://www.shrm.org/hrmagazine
http://www.qmags.com
http://www.shrm.org/hrmagazine
http://www.qmags.com


For full versions of these articles and others, visit 

www.shrm.org/rewards.

Benefits Briefs

16 HR Magazine • February 2011

Sponsors of 401(k) and other defined contribution retirement plans 
that offer nonmutual fund investment options face potential dis-
closure problems related to new requirements to inform plan par-

ticipants about investment fees, according to an alert from The SPARK 
Institute, an industry group representing providers of retirement plan 
services.

Under the U.S. Department of Labor’s participant disclosure 
regulations, beginning in 2012 plan sponsors are required to provide partic-
ipants with quarterly reports on fees charged by plans’ investment options, 
using a single chart or similar format to help compare each option.

Under a related Labor Department rule, starting in July 2011 plan 
service providers must begin providing plan sponsors with enhanced 
disclosure of their fees.

However, “many investment managers and providers of nonregistered 
investments, such as bank collective funds, separately managed accounts 

and annuities, may be surprised that they will have to make significant 
new information available in order for plan sponsors to comply with 
the new regulations,” said Larry Goldbrum, The SPARK Institute’s 
general counsel. “Some nonregistered investment providers may not have 
the information readily available, and developing the information and 
cost-effective methods for providing it to plan sponsors and plan record 
keepers could be complex and time-consuming.” 

Plan sponsors face potentially significant fiduciary issues if an 
investment provider is unable or unwilling to provide the information that 
the plan needs to comply with the rule, Goldbrum noted. “Plan sponsors 
should act now to ensure that their nonregistered investment providers are 
preparing the information needed,” he advised.

By Stephen Miller, an online editor/manager for SHRM.

Consumer-Directed Health Plan 
Enrollment Reaches 22 Million 
The ranks of Americans enrolled in high-deductible health 

plans, which are often linked to account-based consumer-

directed health plans, reached 22 million in 2010, accord-

ing to a report by the not-for-profit Employee Benefit 

Research Institute. 

Compared to 2009, enrollment in consumer-directed 

health plans and high-deductible health plans rose 

1 percentage point each to 5 percent and 14 percent 

respectively of the privately insured population. 

The institute’s sixth annual Consumer Engagement in 

Health Care Survey analyzed the behavior and attitudes of 

4,509 U.S. adults ages 21 to 64 with private health insur-

ance coverage. 

401(k) Matches to Be Restored 
More U.S. companies that suspended or reduced contri-

butions to 401(k) and profit-sharing plans because of 

the economy are restoring or planning to restore them, 

according to the Profit Sharing/401k Council of America’s 

2010 401(k) and Profit Sharing Plan Response to 

Current Conditions survey report of 531 companies. Plan 

sizes ranged from one participant to more than 5,000. 

Researchers found that, of the 14.8 percent of respon-

dents that suspended matching contributions during this 

period, 39.3 percent had restored them and 37.8 percent 

were planning to restore them by mid-2011.

Most Remain Uninformed About 
Prescription Medication Costs
The majority of Americans who buy prescription drugs say 

they are concerned about the costs of their medications, 

but most are unaware of how much their new prescrip-

tions cost and whether there are lower-cost options, 

according to a national survey sponsored by the insurer 

UnitedHealthcare. Thirty percent of respondents indicated 

that the high cost of prescriptions had caused them to 

skip doses or not take their medication.

Many investment managers ‘may 
be surprised that they will have to 
make significant new information 
available in order for plan sponsors 
to comply with the new regulations.’

Fee Disclosure 
Requirements Complicated
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Control ‘Superbugs’ in the Workplace

I f antibiotic-resistant “superbugs” were present only in health care settings, then 
only health care employers would need to take precautions. But cases of Methicil-
lin-resistant Staphylococcus aureus infections, known as MRSA, can be found in 

all types of workplaces.
“Every single one of our corporate clients has had at least one significant incident, 

if not several,” of employees developing antibiotic-resistant staph infections, said 
Roslyn Stone, chief operating officer of Corporate Wellness, a national provider of 
occupational health services based in Mount Kisco, N.Y.

Staph bacteria, including MRSA, can cause skin infections that might look like a 
pimple or boil and can be red, swollen or painful or have pus or other drainage. MRSA 
can cause deep skin abscesses that require surgical draining and cause potentially 
life-threatening infections.

The National Institute for 
Occupational Safety and Health 
says MRSA is transmitted by:
• Crowding.
• Frequent skin-to-skin 

contact.
• Compromised skin with cuts 

or abrasions.
• Contaminated items and 

surfaces.
• Lack of cleanliness.

So far, the risk of contracting 
MRSA appears to be slight in 
most workplaces, according to 
Stone. Health care workers, prison guards, police officers, firefighters, veterinarians 
and farmworkers seem to be at higher risk of contracting these infections. But Stone 
has seen cases of employees bringing MRSA infections into banking, telecommuni-
cations, trucking and service industry workplaces, too. 

If you have a workforce of more than 100 people and you don’t think you’ve had a 
MRSA case, “you’re wrong,” Stone said. “It’s across industries.”

By Stephenie Overman, a freelance writer and author of  Next-Generation Wellness at Work (Praeger, 
2009).

Health Reform’s
Nondiscrimination 
Rule Delayed
The Internal Revenue Service (IRS) has announced 

in Notice 2011-1 that compliance with the Patient 

Protection and Affordable Care Act’s nondis-

crimination rules for health insurance plans will be 

delayed until regulations or other administrative 

guidance has been issued. The IRS indicated that 

the guidance will not apply until plan years begin-

ning a specified period after guidance is issued. 

The U.S. departments of Labor and Health and 

Human Services have reviewed the notice and 

agreed with it. 

The nondiscrimination requirement boils down to 

two mandates. First, a new, fully funded health plan 

cannot discriminate in favor of highly compensated 

individuals as to eligibility to participate; adherence 

to the requirement is determined by a numerical 

test. Second, a plan cannot discriminate in favor of 

participants who are highly compensated individuals 

as to benefits that are provided. 

The IRS noted that regulatory guidance is 

essential to the operation of the nondiscrimination 

statutory provisions. The nondiscrimination require-

ments already apply to self-insured plans. Guidance 

will have to specify to what extent insured plans are 

subject to the same statutory provisions that apply to 

self-insured plans, the IRS noted.

Guidance also must take into consideration the 

operation of state health insurance exchanges and 

individual and plan sponsor requirements that take 

effect after 2013, the IRS added.

The IRS is seeking comments on various aspects 

of the nondiscrimination rules. Comments, which are 

due March 11, 2011, should be submitted to Internal 

Revenue Service, CC:PA:LPD:RU (Notice 2011-

1), Room 5203, Box 7604, Ben Franklin Station, 

Washington, D.C. 20224. Submissions may be sent 

electronically to Notice.Comments@irscounsel

.treas.gov, and should include Notice 2011-1 in the 

subject line. 

—Allen Smith

Dealing with An
MRSA Infection
The National Institute for Occupational Safety and Health 

recommends that individuals who have Methicillin-resistant 

Staphylococcus aureus infections or infected wounds: 

• Cover and take care of wounds as directed by a health 

care provider. 

• Clean hands. 

• Avoid sharing personal items.

• Ask a health care provider before returning to work. 
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Executive Briefi ng

Top Performers Boast Analytics over Intuition
Top-performing companies are three 

times more likely to be leading users 
of analytics, according to a report by 
IBM Institute for Business Value and 
MIT Sloan Management Review.

In addition, business leaders at top-
performing companies are five times 
more likely to apply analytics rather than 
intuition across the widest possible range 
of decisions. They are two times more 
likely to shape future business strategies 
and guide day-to-day operations based 
on analytics.

Top performers “turn out to be the 
organizations most focused on improving 
their use of analytics and data, despite 
the fact that they’re already ahead of the 
adoption curve,” says Michael S. Hop-
kins, editor-in-chief of MIT Sloan Manage-
ment Review.

Contrary to popular opinion, business 
leaders in these organizations are less 
concerned with data deluge but feel hin-
dered by traditional management prac-
tices, the researchers discovered. 

The report found that the top three bar-
riers to adopting analytics are a lack of:
• Understanding about how to apply 

analytics to improve the 
business.
• Management band-
width due to competing 
priorities.
• Skills in the line of 
business.

While many leaders 
demonstrate improve-
ment at generating 
insights from information 
and analytics, they face 
difficulties in transferring 
those insights to action. To overcome 
these obstacles, the authors of the report 
identify steps leaders must take, including:
• Tackle biggest challenges first. Lead-
ers often wait for complete data or perfect 
skills before they apply analytics.
• Flip the approach. Many leaders 
start new programs by gathering data 
on a topic and then extracting insights. 
Instead, identify specific insights needed 
to meet business objectives and then 
determine the data needed for answers.
• Adopt appropriate techniques and 
tools. Respondents identified a shift in 
the types of analytic tools that would 

provide value in the next few years. Data 
visualization, simulation tools, and tech-
niques that help them anticipate the con-
sequences of their decisions and explore 
alternative approaches and trade-offs 
came out on top. 

Leaders who use a selective approach 
to analytics are able to focus resources 
and efforts narrowly, generating insights 
that are critical to immediate needs and 
overcoming challenges that keep them 
from turning insights into action.

The study sampled 3,000 executives 
and business analysts from 108 countries 
and 30 industries.

Loyal Employees Or 
Extreme Branding?
More than 500 franchise holders, employees and even some customers sport tattoos of the Anytime 

Fitness corporate logo—a purple stick figure they call “Running Man.” 

“Our commitment to the brand is unparalleled,” says Chief Executive Officer Chuck Runyon. “We 

like to do things a little differently. Having fun is important.”

It all started several years ago when Mike Gelgot, a personal trainer from Indiana, accepted a dare 

to have the Running Man logo permanently inked on his body. Runyon offered to pay for it. 

Since then, hundreds of people have followed. A tattoo artist is commonly found at monthly training 

sessions and annual conferences. The company pays for each tattoo, at $100 a pop. 

Last year, Runyon got one. “I figured it was about time. Leadership is all about walking the walk,” 

he says.
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SCail Morrison, 
vice president 
of franchise 
support for 
Anytime Fitness, 
shows off his 
corporate logo 
tattoo.

By Dori Meinert
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APPLY FOR THE 2011 HR CERTIFICATION EXAMS TODAY.

SPRING

Exam dates*:  May 1–June 31, 2011

Applications accepted:  Jan. 10–Mar. 11, 2011

Late applications due†:  April 15, 2011

Visit www.hrci.org/certified/hrm 
for more information on our HR 
certifications.

and our CERTIFICATION MATTERS BLOG
Web site: www.hrci.org  © 2011 HRCI

FOLLOW US ON

C10-011

* GPHR exams are held May 1–31 and December 1–31, 2011.
† A US$75 late fee will be assessed on applications received after the regular deadline.

“To set myself apart, I pursued the SPHR certification as the key 

differentiation tool. Combined with my HR experience, the SPHR 

certification enabled me to think like a strategic partner of my 

organization. Since then, I have also added the California and  

GPHR credentials to my title.” – Kristi West, SPHR-CA, GPHR

GET CERTIFIED. 
GET NOTICED.

Our certified HR professionals have their HR certification stories to share. Kristi West is one of them. 

Will you have your certification story—Professional in Human Resources (PHR®), Senior Professional 

in Human Resources (SPHR®) or Global Professional in Human Resources (GPHR®) to share?
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Solutions

the unintended consequences of violat-
ing wage and hour employment laws. 
Determine if the job duties need to be 
performed at a set schedule or whether 
allowing some flexibility may be an 
effective way to increase productivity 
and morale.

Review your company policies and 
practices to determine if your organiza-
tion has established policies for flexible 
scheduling, including telecommuting. 
If an employee has difficulty getting to 
work on time or needs to leave earlier 
than scheduled, allowing flextime may 
resolve this issue. Telecommuting may 
help if the reason for tardiness is com-
muting issues.

Find out if the employee has a pre-
arranged religious or Americans with 
Disabilities Act accommodation that may 
explain why he or she is arriving late or 
leaving earlier than the regular schedule. If  
not, let the employee know that if he or she 
chooses not to work the assigned schedule, 
you will charge absences to the employee’s 
leave bank for the difference between the 
time he or she was expected to work and 
the time he or she actually worked. Then, 
issue discipline according to your company 
policy. Reinforce accountability espe-
cially among those who act as if they are 
untouchable and can start and stop their 
workdays at will simply because they are 
exempt employees. 

 —Deb Levine 

 Can we change an exempt employee to hourly status to cure an 
attendance problem? 

 Paying exempt employees for actual hours worked as a means of curbing disrup-
tive and undesirable attendance issues is tempting, but it can create a host of 
problems, including the loss of exempt status. Don’t do it. 

 For a position to be classified as exempt from overtime, the employee in the posi-
tion must meet a job duties test and a salary basis test. U.S. Department of Labor Fact 
Sheet No. 17G states: “Being paid on a ‘salary basis’ means an employee regularly 
receives a predetermined amount of compensation each pay period on a weekly, or 
less frequent, basis. The predetermined amount cannot be reduced because of varia-
tions in the quality or quantity of the employee’s work.”

Employers can impose unpaid suspensions for infractions of workplace conduct 
rules, but the Labor Department has made it clear that this provision refers to seri-
ous misconduct, not performance or attendance issues. The suspension must be 
imposed under a written policy that applies to all employees. Employers will lose 
exempt status for the position if they have a practice of making improper deductions 
from salary.

But employers do have options. When exempt employees say they are entitled to 
come and go as they please, be ready to enforce your attendance standards without 

 Exempt Employee Attendance, 
Fiduciary Duties, Diversity 

Online Resources

For additional questions and answers and 
more information about topics in this 
column, please go to www.shrm.org
/templatestools. For answers to your own 
questions, visit www.shrm.org/hrinfo or 
call (800) 283-7476, option 5.
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What is a fiduciary, and what 
are “fiduciary responsibilities” 
under an ERISA-covered group 
health plan? 
A fiduciary is a person or entity with 
the discretionary authority to control 
and manage the operation and ad-
ministration of a benefit plan covered 
by the federal Employee Retirement 
Income Security Act (ERISA). The 
act establishes minimum standards for 
retirement, health and other welfare 
benefit plans and sets the standards of 
conduct for fiduciaries. Therefore, it is 
critical that employers understand their 
responsibilities under this law.  

Fiduciaries are subject to standards 
of conduct because they act on behalf of 

participants in a group health plan and 
their beneficiaries. Fiduciary responsi-
bilities under a group health plan cov-
ered by ERISA include:  
• Acting solely in the interests of par-
ticipants and beneficiaries.
• Acting for the exclusive purpose of 
providing plan benefits, or for defraying 
reasonable expenses of plan administra-
tion.
• Acting with prudence in carrying 
out duties.
• Acting in accordance with the docu-
ments governing the plan, as long as the 
plan documents are consistent with the act. 
• Holding plan assets in trust. 
• Paying only reasonable plan expenses. 

The duty to act prudently is a key 
fiduciary responsibility and requires 

expertise in a variety of areas. Employ-
ers should ensure that people with 
fiduciary duties have the professional 
knowledge to carry out those functions.

Following the terms of the plan 
document also is an important responsi-
bility because the plan document is the 
foundation for plan operations. Employ-
ers must be familiar with their plan doc-
ument and should periodically review it 
to ensure that it remains current.

Understanding and complying with 
fiduciary responsibilities is critical, as 
failure to follow fiduciary standards of  
conduct may result in personal liability. 
The U.S. Department of  Labor provides 
information for employers seeking more 
information. 

—Theresa Adams

Are diversity initiatives imped-
ed by pre-employment testing? 

They certainly can be, as many pre-
employment tests and checks can 
negatively affect people of certain races, 
women, those with disabilities and older 
workers. Even the best diversity recruit-
ing initiative can be thwarted when se-
lection relies heavily on non-validated or 
unnecessary tests given to applicants, or 
when any test does not focus on the job 
itself. This can lead to the elimination or 
the reduction of applicants in the previ-
ously mentioned categories, throwing 
the initiative into a tailspin. Diversity 
initiatives should include guidance on 
when and how testing will be used.  

The Americans with Disabilities Act, 
the Age Discrimination in Employment 
Act and Title VII of  the Civil Rights Act 
of  1964 prohibit the use of  discrimina-
tory employment tests and selection 
procedures. Whether it engages in 
intentional, disparate treatment discrimi-
nation (such as testing only Hispanic 
applicants for literacy) or unintentional, 
disparate impact discrimination (such 
as a lifting test that tends to screen out 
women), the employer remains respon-

sible for complying with the law, even if  
an outside source has validated the test.

The critical issue, of  course, is what 
constitutes a discriminatory pre-employ-
ment test and how those organizing a 
recruiting initiative can protect against 
it. The U.S. Equal Employment Oppor-
tunity Commission offers guidance on 
this in its Employment Tests and Selec-
tion Procedures document. Further, 
the Uniform Guidelines on Employee 
Selection Procedures details what criteria 
the courts will use to identify a lawful 
employment test. These should both be 
reviewed for the employer’s protection 
when establishing a recruiting initiative. 

In brief, pre-employment tests should 
be: 
• Administered without regard to race, 
color, national origin, sex, religion, age 
or disability. Applicants age 40 and older 
receive protection under the Age Dis-
crimination in Employment Act.
• Validated under the federal guide-
lines.
• Job-related, and the results should be 
appropriate for the employer’s purpose. 

But don’t stop there. Discrimination 
issues can change over time. Have an 
ongoing plan to detect any disparate 

impact due to testing that may develop, 
and make a commitment to implement 
effective, alternative selection procedures 
that have less or no adverse impact. Keep 
job descriptions current, and update 
test specifications accordingly. Commit 
to management training that addresses 
casual selection tests and procedures 
managers may be using without knowl-
edge of  the effect, such as administering 
impromptu math tests during interviews, 
unnecessarily instituting heavy lift-
ing requirements to “protect” against 
workers’ compensation claims, and 
prohibiting accommodations for disabled 
applicants to take tests. 

Finally, while pre-employment tests 
can be effective tools to help determine 
the most qualified applicants, they are and 
should only be one of many components 
used in the selection process. Provide close 
and continued scrutiny of any pre-employ-
ment tests. Ensure that they are closely 
related to the job and not unwittingly 
reducing diversity in an applicant pool. 

—Shari Lau 

 Deb Levine, SPHR, Theresa Adams, PHR, and 
Shari Lau, GPHR, SPHR-CA, are HR knowl-
edge advisors in SHRM’s HR Knowledge Center. 
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PRE-EMPLOYMENT SCREENING

 E mployers face a thicket of state and federal laws that govern pre-
employment background screening. Now, these laws are in flux 
because legislators and policy enforcers are scrutinizing the use 

of criminal records and credit histories in hiring decisions.
  With a law that took effect Jan. 1, Illinois became the fourth state to 

restrict the use of credit histories in hiring decisions. Similar measures 
have been narrowly defeated in other jurisdictions, and the previous 
U.S. Congress introduced a bill on the subject but did not vote on it. 

In November 2010, Massachusetts became the second state, after 
Hawaii, to prohibit private employers from asking job applicants 
about their criminal records on initial written applications. Massachu-
setts already prohibited the question on public-sector job applications, 
as do several other states and more than two dozen cities and counties. 
The laws and policies require employers to wait until later in the hiring 
process to ask applicants about their criminal records.

These examples do not constitute a complete list, and the scrutiny 
is not likely to subside. Behind the debates lie two fundamental values 
that often conflict:

  The author, technology contributing editor for HR Magazine, is a freelance writer 
based in Prunedale, Calif.  

 Use of criminal records 
and credit histories 
in hiring decisions 
is coming squarely 

under the legislative 
and policy-making 

microscope.

 By Bill Roberts 

 CLOSE-UP 
ON SCREENINGSCREENING 
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• Employers’ rights to maintain safe workplaces and to conduct 
 business without interference.
• Individual rights to privacy and to fair treatment in the job
 market.

In this uncertain environment, the best way to avoid legal 
problems is to mind your p’s and q’s—the practices you follow 
and the questions you ask when using criminal records and credit 
histories in hiring decisions.

Perceptions About Credit Reports
Employers commonly use pre-employment screening tools, so 
policy-makers were bound to get involved—especially given 
the pressures they face from constituents who express concerns 
about:

• Privacy and identity theft.
• A proliferation of databases, which are not always up-to-date.
• Incomplete or inaccurate courthouse records.
• The difficulty job hunters have in a weak economy.
• Everyone getting a fair shake.

The pressures are inflated by the Internet, where rumors 
abound about how credit histories are being used—and mis-
used—in hiring decisions. In the past decade, employers have 
increased their use of all types of background checking, but a 
recent Society for Human Resource Management (SHRM) poll 
shows that the use of  credit reports has not increased in the past 
five years. Contrary to public perception, exaggerated by misin-
formation on the Internet, credit histories are mostly used spar-
ingly, legally and wisely in hiring decisions.  

Cover Package

 Improve Practices for Checking Criminal Records and Credit Histories
 Each city department in Boston conducted 
its own criminal background checks until 
2002. Reacting to concerns about unfair 
practices, the city’s HR professionals inves-
tigated and found little consistency among 
departments. 

  “With approval of the mayor, we em-
barked on a path to centralize the function 
for criminal background checks,” says Bill 
Kessler, assistant director of HR. “We put 
through a consistent policy. We now do it 
for all departments with the exception of 
the police, who handle their own. Our office 
reviews the record and determines if there 
would be a problem to proceed with hiring.” 

Practices now include the following: 
• The application does not ask questions 

about convictions.
• Hiring managers do not conduct a back-

ground check until they are ready to 
make an offer.

• Most, but not all, jobs require checks.
• A criminal record does not automatically 

preclude employment.
• If a criminal record is found, an HR pro-

fessional talks to the candidate to make 
sure it is accurate.

• The HR professional decides if the candi-
date is still fit for the job.

• The hiring manager gets a thumbs up or 
thumbs down and is not privy to what’s 
in the record.

“We try to be very sensitive with the kind 
of checking we do,” Kessler says.

Employers conduct pre-employment 
criminal background checks to guarantee 
safe workplaces and to avoid negligent hir-
ing lawsuits. But if employers aren’t careful, 
they can attract attention from the U.S. 
Equal Employment Opportunity Commission 
(EEOC) and state attorneys general.

“The integrity of the process matters,” 
explains Mary Bryan, vice president of HR 
field operations for OfficeMax Inc. 

Procedural consistency is important 
throughout the organization, and criteria 
consistency is important within job groups. 
“Not all janitors are background screened 
the way you screen accountants, but jani-
tors should be screened consistently with 
janitors,” explains Lester S. Rosen, chief 
executive officer of ESR Inc.

HR professionals for the city of Austin, 
Texas, review job groups once a year to 
make sure they apply the right criminal 
check criterion. There’s a higher standard 
for employees working with the elderly, 
youth, people with disabilities or finances 
than for employees working on a main-
tenance crew, says Mark Washington, HR 
director.

“Employers get in trouble when they en-
gage in automated decision-making,” Rosen 
says. “There always should be a human 

review to make sure you’re making the right 
decision.”

Many employers outsource background 
screening. If chosen wisely, a partner will 
help establish protocols and consistent 
practices, and help eliminate inappropriate 
use of results.

“By consolidating with one vendor, we 
got consistency in what we background 
checked for,” says Larry Fultz, chief HR 
officer at Vanguard Health Systems in Nash-
ville, which has 17 hospitals and 35,000 
employees.

Before acquiring a partner, be sure to 
know “the vendor’s ability to maintain com-
pliance with the Fair Credit Reporting Act,” 
Bryan recommends.

The act spells out procedures for con-
ducting credit checks and limits on informa-
tion that can be reported by a screening 
company. Many people don’t know that the 
act also covers criminal background checks, 
Rosen says. The act is specific about the 
procedures an employer must follow if 
denial of employment results from a check.

Rosen says a good background-screening 
partner makes sure the employer is in com-
pliance with the act and other laws, abides 
by adverse action rules, conducts consistent 
checks within job groups, and follows EEOC 
guidelines for using criminal reports.

—Bill Roberts   
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Nevada Private Investigator’s License Number 1377. LexisNexis® Screening Solutions are consumer reporting agency products provided by LexisNexis Screening Solutions Inc. Due to the nature of the 
origin of public record information, the public records and commercially available data sources used in reports may contain errors. Source data is sometimes reported or entered inaccurately, processed 
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registered trademarks of their respective companies. Copyright © 2011 LexisNexis Risk Solutions. All rights reserved.

1. Contact us today for a free demo.

2.   Access our winning combination of 
searches and services.

3.   Get smarter answers with our built-in 
analytics and reports. 

Unlock Better Background Checks
With LexisNexis® Screening Solutions

800.590.8535 (Inside U.S.)

+1 561.999.8624 (Outside U.S.)

screening@lexisnexis.com
lexisnexis.com/screening
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“The perception that employers are ordering massive 
amounts of credit reports is nothing like the truth,” says Lester 
S. Rosen, chief executive officer of ESR Inc., a background-
screening company in Novato, Calif., and author of The Safe Hir-
ing Manual (Facts on Demand Press, 2007).

Nonetheless, employers’ use of credit reports has come under 
fire.

Hawaii, Illinois, Oregon and Washington have laws restrict-
ing the use of credit reports in hiring decisions. Similar bills have 
been or are being considered in other jurisdictions. The Califor-
nia legislature approved a bill that was later vetoed by the gover-
nor. Maryland legislators narrowly voted down a bill twice.

And the Equal Employment for All Act (H.R. 3149), intro-
duced in the last Congress, would have amended the Fair Credit 
Reporting Act of 1970 to further restrict the use of credit reports. 
The latter already mandates a clear process for checking credit 
history that includes candidate authorization and other protec-
tions. For instance, employers cannot use a numerical consumer 
credit score in hiring decisions.

Colleen Parker Denston expects the restrictive bill to be pro-
posed again in Maryland. The HR director at Worcester Prepara-
tory School in Berlin, Md., argues that the measure is aimed at 

a small number of employers that do not follow the better prac-
tices most employers use when they check credit. As the legis-
lative affairs director for SHRM’s Maryland State Council, she 
has testified at Maryland hearings and before a subcommittee in 
the U.S. House of Representatives, summing up the argument 
offered by opponents, including SHRM’s lobbyists.

Are the Laws Really Necessary?
Here’s the gist of that argument: The Fair Credit Reporting Act 
adequately protects against inappropriate use of credit histories. 
Most employers understand that only candidates for positions 
with significant financial or fiduciary responsibility might need 
credit checks, and many employers never check credit. Those 
that do usually wait until after a contingent job offer has been 
made. Most discuss unfavorable reports with candidates to check 
accuracy and understand the context, and most discount debt 
from medical bills, student loans and foreclosures. Rarely is 
credit history cause for denying employment.

Not every employer uses common sense with credit checks, 
but “the majority do the right thing,” Denston insists.

She says only three of her school’s 120 full- and part-time 
jobs would require credit checks—business manager, business 
manager’s assistant and Denston’s position. Even the headmas-
ter would be exempt because “the headmaster has no fiduciary 
responsibility,” she explains.

For some occupations, credit checks are required by state 
agencies, bonding agencies or customers. Police recruiters typi-
cally run them on everyone to ferret out candidates susceptible 
to bribes.

But in places where one might assume they are used, they 
often aren’t. OfficeMax Inc., an office supplies retailer with 
about 30,000 employees, conducts no credit checks, even though 
thousands of its workers handle money, according to Mary 
Bryan, vice president of HR field operations.

Many other retailers similarly do not run credit checks. Even 
though clerks handle a lot of money, they have to balance the cash 
registers at the end of each day, says Laura Randazzo, chair of 
the National Association of Professional Background Screeners in 
Morrisville, N.C., and vice president of global services for Accu-
rate Background Inc. in Lake Forest, Calif. “I don’t have any cli-
ents in retail who do credit histories for store clerks,” she notes.

Randazzo says 95 percent of her clients check criminal 
records but less than 10 percent check credit.

At the U.S. House hearing, Denston says, supporters of H.R. 
3149 were concerned about discrimination against minorities, 
who are more likely to have credit problems because of the reces-
sion. She says secretarial positions also seemed to be a focus of 
concern. Yet according to Denston, Randazzo and others, secre-
taries rarely become subjects of credit checks.

“If any bill passes, it should represent what organizations 
already do,” Denston says.  

 Source: The Implications of Credit Background Checks on Hiring Decisions, SHRM poll, 
August 2010. 

 All job candidates
      No, my organization does not conduct this 

type of background check 
Select job candidates* 

All types of screening have increased since the Sept. 11, 2001, 
terrorist attacks. But based on an analysis comparing 2010 data 
with 2004 data, Society for Human Resource Management (SHRM) 
researchers concluded that the use of credit checks did not increase 
during that period. 

Does your organization, or an agency hired by your organization, 
conduct credit background checks for any job candidates by 
reviewing the candidates’ consumer reports?

 Who Checks Credit Histories? 

 13% 

 47% 

 40% 

 *Those with financial responsibility, those applying for senior executive positions or those 
with access to highly confidential employee information. 

 Source: Background Checking: Conducting Criminal Background Checks, SHRM poll, 
January 2010. 

 All job candidates
  Select job candidates

    No, my organization does not conduct this 
type of background check 

Does your organization, or an agency hired by your organization, 
conduct criminal background checks for any job candidates by 
reviewing the candidates’ consumer reports?

 Who Checks Criminal Records? 

 73% 

 7% 
 19% 

q
q
M

M
q

q
M

M
qM

THE WORLD’S NEWSSTAND®

Previous Page | Contents | Zoom in | Zoom out | Front Cover | Search Issue | Next PageHR Magazine

q
q
M

M
q

q
M

M
qM

THE WORLD’S NEWSSTAND®

Previous Page | Contents | Zoom in | Zoom out | Front Cover | Search Issue | Next PageHR Magazine

http://www.shrm.org/hrmagazine
http://www.qmags.com
http://www.shrm.org/hrmagazine
http://www.qmags.com


Industry-leading scale. Award-winning satisfaction. 
And turnaround speeds faster than a speeding bullet. 
Our innovative, on-demand solutions will give you the powers 
to efficiently and effectively manage your employment 
screening program and make smarter decisions fast. 

Perhaps that’s why thousands of employers, including 
25% of the Fortune 500, take advantage of our screening 
solutions. And why we’ve received the ACE Award for 
customer excellence three years running. So take the time 
to call HireRight and we’ll help you come to the rescue.

1-800-400-2761   www.hireright.com

I-9 employment eligibility verification
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The Illinois law appears to do just that. It contains exceptions 
that allow credit checks in many situations. “The exceptions 
basically swallow the rule,” says Pamela Devata, a partner in the 
Chicago law office of Seyfarth Shaw LLP.

Rising Number of Complaints
There’s some evidence—though not a lot—that the state laws 
address a real problem.

In 2009, the U.S. Equal Employment Opportunity Commis-
sion (EEOC) received more complaints than in previous years 
about job discrimination due to the use of credit histories, accord-
ing to Chair Jacqueline A. Berrien. An exact number was not 
available, but the total was in the hundreds, she says. The com-
mission has a mandate to investigate these allegations and can 
pursue legal options, usually class-action suits.

    In December 2010, for example, the commission announced 
a class-action suit against Kaplan Higher Education Corp., a 
nationwide provider of postsecondary education, alleging it 
engaged in a pattern or practice of unlawful discrimination by 
refusing to hire a class of black job applicants nationwide. The 
suit alleges Kaplan rejected job applicants based on their credit 
histories and that this practice has an unlawful discriminatory 
impact because of race and is nei-
ther job-related nor justified by 
business necessity.

In another example, the 
EEOC filed a class-action suit 
against Freeman Cos., a Dallas-
based event planner in 2009, 
alleging that Freeman engaged in 
a pattern of discrimination under 

Title VII of the Civil Rights Act of 1964 by rejecting black, His-
panic and female job applicants on the basis of credit histories. 
The case, EEOC v. Freeman, is pending. 

In October 2010, the commission held a public hearing on 
whether credit history has or could have discriminatory impact, 
Berrien says. “Screening is affecting many people because of the 
large number now seeking employment,” she adds.

Some witnesses argued that:
•  The use of credit reports is a growing practice that is unfair to

 workers.
•  Misuse of credit histories could prevent economic recovery 

for millions.
•  Credit reports have inaccuracy rates that are unacceptable for 

 use in hiring decisions.
Witnesses cited studies that purport to show that credit his-

tory does not predict job performance.
Those studies were included in an analysis of research on 

this topic conducted for the EEOC by Michael G. Aamodt, a 
principal with DCI Consulting Group Inc. in Washington, D.C. 
“There is little research exploring the implications of using credit 
checks in employment decisions,” Aamodt told the commission. 
“Any conclusions would be premature.”

SHRM was represented at the public hear-
ing by lawyer Christine V. Walters, SPHR, of 
Westminster, Md., who says, “The problem 
is mostly anecdotal. There is some research 
that there is adverse impact. I think many of 
us—panelists and commissioners—agreed we 
need more research to determine if there truly 
is a validated correlation between use of credit 
and members of groups denied employment. 

Cover Package

Online Resources
To share your experiences and advice 
about background screening and its 
state and federal regulation and for 
more information, see the online ver-
sion of this article at www.shrm.org/
hrmagazine/0211Roberts.

 A Screening Worst Practice
 A Wall Street company was ready to hire 
a candidate for a high-level position but 
discovered an arrest record in the FBI data-
base, a fact the candidate had neglected to 
mention. A private investigator confirmed 
the arrest for breaking and entering years 
earlier in Atlanta, but that’s all the investi-
gator could find. So the investigator asked 
the candidate to explain. 

  When the man was transferred from At-
lanta to New York City, he could not sell his 
house and had to rent it. Later, the tenants 
moved without paying the rent. He flew to 
Atlanta to check on his property, only to find 
that they had changed the locks. While he 

was prying open a window, someone called 
the police, and he was arrested. Being a 
Friday, he spent the weekend in jail before 
he could get legal help. No charges were 
pressed, but the arrest stayed on the record.

“We had to dig deeper to confirm the 
charges were dismissed. Even in Fulton 
County, Ga., you still need boots on the 
ground,” says Ken Springer, the investiga-
tor and president of Corporate Resolutions 
Inc., a background-screening company.

He says relying only on online data-
bases is one of the worst practices.

Even the FBI database, considered the 
gold standard, is incomplete, he adds. And 

the FBI database is only available to certain 
government agencies and to private em-
ployers for conducting background checks 
on candidates in certain professions. Omis-
sions occur because each state reports 
differently. Some only report convictions. 
Some report arrests and convictions. Some 
states expunge misdemeanors; others do 
not. In some, first arrests with no convic-
tions are wiped clean; in others, they’re 
not. 

“Many of the people in these databases 
never go to jail,” Springer advises. If you 
find a record, talk to the candidate. “Don’t 
have an inquisition. Have a conversation.”   
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We also need to look at all those who have stolen, embezzled 
or committed fraud and see whether they had credit problems.”

The next step: Commissioners must decide whether to issue 
new guidance on credit reporting, Berrien says.

Criminal Records: What to Ask, When
Federal and state officials want to know whether asking about 
criminal history on job applications has any discriminatory 
effect. Several public-sector employers think it does and have 
“banned the box,” a reference to removing the check boxes on 
applications that ask if the applicant has ever been arrested or 
convicted of a crime.

The city of Boston, with 17,000 employees, banned the box 
in 2006. Its recruiters do not check criminal records for all jobs. 
“We are telling applicants criminal background doesn’t mat-
ter for large numbers of jobs. So why are we still asking the 
question?” asks Bill Kessler, assistant director of HR. Kessler 
concluded that affirmative answers had “an effect on decision-
making” too soon in the hiring process. He adds, “We don’t 
want a city that creates an underclass or keeps people out of 
work.”

More than two dozen cities and counties and at least five 
states have narrowed questions on their applications to cover 
only felony convictions or have stopped asking entirely about 

criminal history. Some, including Boston, apply the policy to 
contractors.

The city council of Austin, Texas, a city with 12,000 
employees, voted unanimously to ban the box in 2008 in sup-
port of efforts to rehabilitate 25,000 ex-felon residents. The city 
wants every applicant on equal footing at the start of the hir-
ing process. Austin does not check criminal records for all jobs, 
and uses such checks only when the hiring manager is ready 
to make an offer. “There was a desire to remove barriers that 
would prevent ex-offenders from reintegrating into the work-
place,” says Mark Washington, HR director.

Screening experts note that local governments bear the 
financial brunt for the failure to reintegrate ex-felons into soci-
ety. “With ‘ban the box’, applicants can be considered without 
pre-judging,” Rosen says. “From a government point of view, 
it makes sense to get people back to work and to avoid the extra 
costs of social services. Private employers prefer to ask upfront.”

For example, recruiters for Ceridian Corp. in Minneapo-
lis, an HR administration and payroll outsourcer with 8,000 

employees, want to know early if there are felonies. “You can-
not have a crime of theft or of abuse or violence, nor a drug-
distribution type crime” to be considered for employment, says 
John Higgins, SPHR, vice president of talent acquisition.

New Rules, Old Rules
  Private employers in Massachusetts will need to change their 
job applications. They must now comply with the state law 
that prohibits asking questions on an “initial written applica-
tion form” about “criminal charges, arrests and incarceration.” 
Lawyers opine that questions would be allowed later in the pro-
cess, but the law is not precise.

The fact that Massachusetts and Hawaii have ban-the-box 
laws for the private sector and 48 states do not illustrates an 
overarching problem: There is little consistency among state 
laws for the use of criminal records and credit reports in hiring. 
This is one reason most multistate employers hire background-
screening partners. Walters says, “It is a full-time job to stay in 
tune with legislation.”

Maurice Emsellem, an attorney and policy co-director in 
the Oakland, Calif., office of the National Employment Law 
Project, applauds the Massachusetts law. In addition to remov-
ing the stigma of having a criminal record, “it requires employ-
ers to take a new look at their policies.”

Emsellem says he encounters many employers, especially 
large companies, that fail to comply with the Fair Credit 
Reporting Act, Title VII, and federal and state anti-discrimi-
nation laws. “Don’t have blanket policies that someone with a 
felony can’t work,” he advises.

In 2008, the EEOC filed a class-action suit against People-
mark Inc., an employment agency in Grand Rapids, Mich., 
alleging that it discriminated by refusing to hire any person 
with a criminal record, thereby creating a disparate impact on 
black applicants. The case was voluntarily dismissed in 2010 
without explanation. 

In 2010, the New York attorney general’s office settled out 
of court with Radio Shack regarding unlawful discrimination 
against job applicants for rejecting employment applications 
and withdrawing conditional offers based on criminal histories 
without considering several factors required under state law. 
Emsellem urges employers to pay attention to these cases and 
“take a new look at procedures to make sure they are fair and 
not arbitrary.”   

Federal and state officials want to know whether asking about 
criminal history on job applications has any discriminatory effect.  
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 T he top candidate for a physician’s job in a small-town Midwest-
ern hospital seemed to be a shoo-in—until it was discovered on 
Facebook that she liked books on witchcraft.

  While that might not have been an issue in other areas, the hospi-
tal’s chief executive officer didn’t think it would go over well in the 
conservative community the hospital serves. The physician wasn’t 
hired, recalls Van Allen, the recruiter who conducted the search.

“There’s nothing that screams more accurately who you are than 
a Facebook page,” says Allen, owner of The Hire Connection in Lake 
of the Ozarks, Mo.

Most employers, like that CEO, are looking for ways to see behind 
the mask that a job candidate often wears to discover what the individ-
ual is really like. Traditionally, employers have relied on professional 
reference checks to determine whether a potential new hire’s descrip-
tions of his past performance, job skills and integrity are accurate. 
They contact former supervisors or co-workers to help them decide 
whether the applicant would be a good fit with the organization.

However, costly court judgments have prompted many careful cor-

  The author is a senior writer for HR Magazine.

 In an online world 
where people 

can find out who 
your friends are 

in an instant, 
will traditional 

reference-checking
practices prevail? 

 By Dori Meinert 

 SEEING SEEING 
BEHINDBEHIND

THE MASK 
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porate attorneys to limit what HR professionals can say about 
past employees—even good employees who would benefit from 
the exchange. Now, this obstacle appears to be pushing equally 
careful HR recruiters to explore new methods for obtaining infor-
mation, including the legally risky business of searching social 
networking sites. But can recruiters replace the traditional phone 
call?

Obstacles Mount
Pat Lund, SPHR, director of human resources for Total Card 
Inc., knows it’s getting harder to get useful information from can-
didates’ references. Her Sioux Falls, S.D., organization provides 
credit card and call center services, and employs 500 workers. 
She asks each candidate to provide three professional references. 
From that list, “We hope to get one viable confirming reference,” 
she says.

Typically, she continues, the candidate’s past employers will 
only verify the dates of employment, job title and sometimes sal-
ary. “I usually am not able to get a yes or no answer to whether 
they are rehireable,” Lund says. “However, I will find some 
employers who are willing, like us, to just give us a cautionary 
‘Think before you do that.’ We do appreciate that.

“Early in my career, it was very easy,” recalls Lund, a 29-year 
HR veteran. “The technology wasn’t there, so everything was 
done by phone. You would pretty much be guaranteed of getting 
someone because they would answer their phone. … It was more 
of a free flow of information.”

Her experience is common. In a 
2010 Society for Human Resource Man-
agement (SHRM) poll on background 
checking:
• 98 percent of 433 responding 
members said their organizations would 
verify dates of employment for current 
or former employees.
• 68 percent said they wouldn’t discuss 
work performance.
• 82 percent said they wouldn’t discuss 
character or personality.
• 87 percent said they wouldn’t 
disclose a disciplinary action.

While some organizations may be tempted to give up check-
ing references altogether, employment law attorneys recommend 
forging ahead. If an employer doesn’t conduct reference checks 
and an employee harms the company or his co-workers, the 
company could face a claim for negligent hiring, warns Christine 
Howard, a partner with the law firm Fisher & Phillips LLP in 
Tampa, Fla.

If “they document that they attempted to do it, that will show 
a good-faith effort on their part to hire individuals who should be 
in the workplace,” she says.

Despite frequent turndowns, most recruiters still make the 
effort. In the SHRM poll, 76 percent of the respondents said they 
conduct reference checks for all job candidates and 22 percent 
said they check references for select candidates. They most com-
monly check the references of applicants who will have access to 
confidential employee data such as salaries or medical informa-

tion, those who will have financial responsibilities, those who 
will have access to company property, and those in senior execu-
tive positions. Only 2 percent said they don’t conduct reference 
checks at all.

The HR Runaround 
Many HR professionals prefer phoning candidates’ past employ-
ers—as opposed to sending an e-mail or outsourcing the job—
because sometimes they can catch someone who will talk. Many 
try to avoid other organizations’ HR departments with the goal 

of getting the candidate’s former 
supervisor.

Picking up the phone is labor-inten-
sive, acknowledges Cydney B. Miller, 
SPHR, assistant human resources 
director at Clarksville Montgomery 
School System in Clarksville, Tenn. 
However, “the quality of information 
… is better.” Miller is a member of 
SHRM’s Staffing Management Spe-
cial Expertise Panel.

She and others say they learn by 
listening carefully to the tone of some-
one’s voice and noting any hesitations. 
It’s like deciphering code. “There’s 

Cover Package

 Outsourcing Reference Checks 

 Source: Background Checking: General Background Checks, SHRM poll, 
January 2010. 

 Completely 
outsource 
28% Do not 

outsource 
52%  Partially 

outsource 
20% 

If an employer doesn’t conduct reference checks 
and an employee harms the company or his co-workers, 

the company could face a claim for negligent hiring.
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CHANGING THE
ASSESSMENT

INDUSTRY  

FOREVER.
BIG STATEMENT? IT SURE IS.
How do we know? We talked to over 700 consultants, 

coaches and HR professionals…people just like you. 
They told us what they wanted and we listened.

Introducing the new EQ-i 2.0 Experience—making 
you the authority in emotional intelligence. 

BE AMONG THE FIRST
TO EXPERIENCE THE NEW EQ-i 2.0 

For an exclusive sneak peek, be among the first to experience the new  
EQ-i 2.0 at a prelaunch event near you. Please book early as space is limited.

Please see www.mhs.com/LaunchEvents for more information.  
1-800-456-3003 or growyourbusiness@mhs.com.

It’s coming June 2011.  
You won’t be disappointed.
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something about the shift of the tone of the conversation that 
can indicate something may or may not be there,” says Rhemila 
D. Smith, PHR, human resources manager for Balfour Beatty 
Construction’s Florida division in Plantation. “You can feel the 
differential even if they’re only giving you the basics.”

Amy Wellons, HR benefits manager for Salisbury Country 

Club in Midlothian, Va., tries to draw out information by asking 
the same question in different ways. “If they won’t answer one 
question, I just go to the next question and then, if I feel they’re 
starting to open up, I ask again,” she explains. 

The extent of the inquiry depends on the type of business, the 
size of the organization and the job responsibilities. For example, 
in hiring engineers who will have responsibility for infrastructure 
that could affect the lives of thousands of people, the recruiter may 
dig deeper. At Greeley and Hansen, a global environmental and 
engineering consulting company based in Chicago, HR staff mem-
bers usually check at least the past three employers listed by the 
candidate and then will find others on their own, says John Robak, 
chief operating officer and executive vice president. 

At the end, “We might have talked to six or eight people who 
would give us a pretty good picture of somebody’s background, 
plus verification of their licensing and academic background,” 
he says.

“Past performance is really the best indicator of future per-
formance,” Robak says. The company’s thorough background-
checking practices help keep the engineer staff turnover to a low 
3 percent.

Greeley and Hansen outsources the work of verifying aca-
demic degrees, but the HR staff and hiring managers call candi-
dates’ past employers. “I encourage our hiring manager to do at 
least one himself so he can hear firsthand some of the feedback,” 
Robak says. “That can lead to even more powerful results.” Plus, 
the hiring manager can get into the technical specifics of a job 
with the reference.

But organizations should ensure that hiring managers are 
trained, lest the employer get into legal trouble as a result of a 
hiring manager asking inappropriate questions. The same ques-
tions that are ill-advised in an interview are off-limits in a conver-
sation with a reference, says attorney Keith Watts, a managing 
shareholder at the law firm Ogletree, Deakins, Nash, Smoak & 
Stewart PC in Orange County, Calif.

“The more a person is trained in the do’s and don’ts, the bet-
ter off the company will be,” Watts advises.  

 Reference Checking Checklist
 Employment lawyers and HR professionals recommend that 
employers:
• Develop a written policy outlining procedures for checking 

references, and then follow it.
• Restrict the employees who conduct reference checks to HR 

staff or hiring managers trained to ask appropriate questions. 
• Ask each applicant to provide at least three professional 

references.
• Obtain the applicant’s written consent to contact former 

employers.
• Try to contact at least two of the references via phone call, 

e-mail or online survey.
• Document attempts to contact references, and note their 

responses.      

 Source: Background Checking: Conducting Reference Background Checks, SHRM poll, January 2010. 

 To reduce legal liability for negligent hiring 55%
To determine that credentials such as education, position or skills are accurately represented by the job candidate 35
To assess past performance and predict future performance 27
To reduce or prevent theft and embezzlement, other criminal activity 21
To ensure a safe work environment for employees 19
To comply with applicable state law requiring background checks for particular positions such as day care teachers or licensed medical practitioners 19
To assess the overall trustworthiness of the job candidate 16
To determine if salary history is accurately represented by the job candidate 1
Other 5

 Reasons for Checking References 
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Electronic Solutions
Large companies are more apt to outsource reference checks to 
vendors simply because of the volume of hiring they do. Employ-
ers that choose a vendor are “guaranteed that the references 
are going to be checked as opposed to a recruiter forgetting or 
being bogged down,” says Jeff Wizceb, vice president of busi-
ness development for HRPlus, a background-screening company 
based in Chicago. HRPlus staffers phone the references but fol-
low up with e-mail if there is no response.

Koch Industries Inc., with more than 70,000 employees in 
more than 60 countries, contracts with a vendor that sends elec-
tronic forms to references. It saves the HR staff time, says Dionna 
Keels, a member of SHRM’s Staffing Management panel and a 
recruiter for Koch until she left to become a consultant.

According to last year’s SHRM poll, 48 percent of the respon-
dents said they outsourced some or all reference checks, far less than 
the 88 percent that outsourced criminal background checks. 

Some background-screening vendors, such as HireRight in 
Irvine, Calif., offer integrated services that allow employers to 
use their current software to send applicant data to the vendor, 
which completes background and reference checks. The results 
are typically sent back to the employer’s applicant tracking sys-
tem as part of one consolidated background report, says Cath-
erine Aldrich, HireRight’s vice president of operations.

Other employers are turning to online surveys that return 
more comments more quickly. With this method, the recruiter 

sends an e-mail link to the candidate. The candidate then sends 
the link to his references, asking them to fill out the online sur-
vey. Safeguards are built in to prevent candidates from falsifying 
responses. For example, these systems will flag responses sent 
from the same address or domain name. The vendor collects the 
anonymous survey responses and prepares an analysis for the 
employer.

The anonymity encourages past supervisors to open up with-
out fear of legal reprisal, Aldrich says. 

“People are very candid. It’s amazing,” adds Jennifer Susi, 
selection and recruitment manager for Asante Health System 
in Medford, Ore., who recently switched to a web-based survey 
tool offered by SkillSurvey Inc. in Wayne, Pa. Asante is using 
SkillSurvey to screen applicants before they are interviewed, 
eliminating about 8 percent to 10 percent of otherwise qualified 
applicants, she says. The turnover for employees within their 
first three months at Asante has declined from 10.1 percent to 
6.6 percent since the process was implemented. “For me, it 
means we’re doing a better job providing our managers with the 
right folks,” Susi says. 

For a traditional reference check by phone, it takes 76 min-
utes to try to contact three references and reach two, says Yves 
Lermusi, CEO of Checkster, a background-screening company 
in Mill Valley, Calif. His company offers a web-based tool that is 
similar to SkillSurvey’s. Using the tool takes about two minutes 
to trigger the process. Recruiters spend five minutes to read the 
report, he says. A typical customer gets six responses from eight 
references.

Both SkillSurvey and Checkster have increased their client 

Cover Package

 Source: Background Checking: Conducting Reference Background Checks, SHRM poll, January 2010. 

How often do you discover information that is inaccurate–compared to what 
job candidates presented during the interview process–when conducting 
reference background checks on job candidates regarding: 

 Catching Inaccuracies 

Reasons Sometimes  Always
Articles published, speaking engagements 16% 8%
Dates of previous employment 60 6
Past salaries 51 6
Malpractice or professional disciplinary action 23 6
Former job titles 47 5
Government agency record search 25  5
Former job responsibilities 46 4
Driving record check 42 4
Degrees conferred 40 4
Schools, colleges and universities attended 39 4
Former employers 39 4
Certifi cations, licenses 23 4
Military discharge information 16 3 

 When Checks Go Far Afield
 Boca Raton Regional Hospital in Boca Raton, Fla., outsources 
reference checks and academic verifications for most of 
its 2,700 positions, reserving the HR staff for the reference 
checks on high-level positions, says Brian Altschuler, execu-
tive director of human resource operations. Many health care 
workers have received their education in other countries, 
requiring sources in those countries to verify their degrees 
and past employment. 

“Most people don’t realize the complexity of having to 
validate and verify international education,” Altschuler says. 
“If you can work with a company that has folks on the ground 
in those countries, the validity and the turnaround is a lot 
stronger.”

  He adds that workers are changing jobs more frequently 
or working two jobs to stay afloat in today’s economy, further 
complicating efforts to verify past employment.   
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bases significantly in the past several years—possibly a sign of 
the increased popularity of this technology. SkillSurvey has 
gone from 75 to more than 500 clients in three years. Since 2006, 
Checkster has attracted about 150 customers. 

Proceed with Caution
Recruiters for about 45 percent of employers are using social net-
working sites to research job candidates, a jump from 22 percent 
in 2008, according to a June 2009 CareerBuilder.com survey of 
2,600 hiring managers. Another 11 percent plan to start using 
social networking sites for screening. Of those who conducted 
online searches, 35 percent found content on the sites that caused 
them not to hire a candidate, according to the survey. And, in a 
2010 Microsoft-commissioned survey, 70 percent of the 275 U.S. 
recruiters, HR professionals and hiring managers that responded 
said they have rejected candidates based on information they 
found online.

Raymond Lee, CEO of Careerminds in Wilmington, Del., 
warns job seekers that come to his firm for career counseling that 
employers are trolling the Internet, specifically 
Facebook and LinkedIn, for information about 
them. “We’ve actually heard employers asked 
for their user names and passwords,” Lee says. 
“It’s getting pretty aggressive.”

Balfour Beatty’s Smith finds a “direct corre-
lation” between the upswing in employers using 
social networking sites and the dearth of infor-
mation they can get from traditional reference 
checks. But, she says, “I’m not sure that’s the route they should be 
following. I have a Facebook page, and I tend to keep that private.”

Recruiters at Greeley and Hansen use the Internet and social 
networking sites as sources “just to give us some additional 
insight or information in terms of someone’s cultural fit for our 
organization,” Robak says, adding that the recruiters follow legal 
advice in doing so. Sometimes the information reflects a positive 
development, such as when a candidate posts a speech or confer-
ence presentation.

Lawyers caution employers to tread carefully when using 
the Internet, particularly social networking sites, to check out 
job candidates. If an employer uncovers facts via a candidate’s 
Facebook page that weren’t disclosed in the interview—a battle 
with cancer, for example—the company could face a discrimi-
nation claim if the person isn’t hired, warns Hope Goldstein, a 
partner at the law firm Bryan Cave LLP in New York City. The 
employer could also be subject to privacy claims or run afoul of 
state laws. Or, if a recruiter asks a friend or even a child to log 
onto Facebook for him or her, it could be seen as a violation of 
the federal Electronic Communications Privacy Act of 1986. 

Many of the same guidelines offered for traditional reference 
checks apply to searching Internet and social networking sites, 
lawyers say. At a minimum, employers should revise their poli-
cies to limit people who can perform searches to HR staff, who 
can shield those making hiring decisions from information that 
can’t be legally used, such as health problems. Include a list of 
objective job-related criteria to follow, Goldstein says, and ask 
for the candidate’s written consent.

Hiring managers who aren’t 
properly trained should be warned 
against conducting such searches 
because they may turn to the Inter-
net by instinct. “We all know poli-
cies are nice, but most people don’t 
read them,” says Reid Bowman, 
general counsel for San Francisco-
based ELT, which specializes in eth-

ics and compliance training.
In the end, experts say, checking references isn’t just about 

digging up dirt on a candidate. It’s about finding the right candi-
date for the job.

   Consultant Wendy Bliss, J.D., SPHR, author of Legal Effec-
tive References: How to Give Them and Get Them (SHRM, 2001) 
concludes that “A real thorough reference check is giving you 
someone else’s perspective on that person’s ability to do a job 
well and their suitability for your organization.”   

 Source: Background Checking: Conducting Reference Background Checks, SHRM poll, January 2010. 

 Inaccuracies Uncovered by Reference Checks Likely to Block a Job Offer 

 64% 

 25% 
 49% 

 Dates of previous employment
Degrees conferred

Past salaries
Schools, colleges and universities attended

Former job responsibilities
Former job titles

Articles published, speaking engagements
Certifi cations, licenses

Malpractice or professional disciplinary action taken against job candidate 

 18% 

 10% 
 11% 

 3% 
 2% 

 1% 

Online Resources

For more survey results on refer-
ence checks, see the online ver-
sion of this article at www.shrm.org/
hrmagazine/0211Meinert.
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Shining 
Light

                         on the 
HR Profession

What has been the effect of the recession on the HR function in organizations? There 
is speculation about how it has affected HR departments, but not much data exist on 
what happened to HR professionals’ power, strategic role and effectiveness. Let’s 
look at two scenarios that describe what might have happened and then look at some 
data suggesting that one scenario seems to have occurred most frequently.

When the recession began, HR professionals were struggling with what seems 
to be a perpetual credibility and status problem. The popular press was continuing 
to characterize the HR function as ineffective, an obstacle to change, overly bureau-
cratic and failing to add strategic value. Yet for the previous two decades, HR leaders 
had responded to critics by trying to become business partners who add value and 
help implement business plans.

Negotiating layoffs, furloughs and salary freezes during 
the recession likely enhanced HR professionals’ strategic 
role, power and effectiveness for the long term.
By Edward E. Lawler III, Jay Jamrog and John Boudreau

Business Leadership
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Negative Impact
Because of the way HR professionals responded to the recession, 
it would not be surprising if the impact on HR professionals’ sta-
tus and effectiveness has been negative. For example, HR leaders 
may have made it difficult for organizations to cut labor costs 
and to make other changes that managers sought to deal with the 
economic downturn. As a result, HR leaders may have added to 
the function’s reputation as an obstacle to change. HR leaders 
also may have failed to provide good answers to the tough talent 
management questions the recession raised and, as a result, be 
seen as poor business partners.

Meanwhile, HR functions in many companies were subject 
to significant cost reductions and may not have been able to per-
form as well as they did before the recession. In short, as a result 
of how they reacted to the recession, HR professionals in many 
organizations could well be seen as less credible, powerful and 
effective today than when the recession began.

A Positive View
There is a more positive scenario, however. The recession cre-
ated a situation where executives in a large number of orga-
nizations developed new competencies and capabilities and 
changed their strategies. Then they needed to make correspond-
ing changes in the compositions and sizes of their workforces. 
The changes needed to adapt to the recession were changes that 
HR professionals could lead and contribute to. Who better to 
realign the strategy, talent and competencies of an organization 
than HR professionals? As Sadie Stern, senior director of human 
resources at LG Electronics MobileComm U.S.A. Inc., reflects, 
“The recession provided many obstacles for our business and 
many opportunities for our HR team.”

If HR leaders stepped up to the plate in the way they 
responded to these changes, they could have been operational 
drivers who helped reduce costs and strategic drivers who helped 
reshape their organizations’ business strategies. HR executives 
may have taken advantage of opportunities to demonstrate their 
value and to significantly improve their reputation and credibil-
ity as well as that of the HR function.

What Happened
To assess how the HR function has been affected by the recession, 
and practitioners’ response to it, we distributed a survey answered 
by slightly less than a thousand HR executives and other types of 
managers in U.S. corporations that range in size from 1,000 to 
more than 100,000 employees. We asked how the HR functions 
have changed in their organizations as a result of the recession 

and what steps HR professionals took to deal with the recession.
The results of the survey paint a positive picture of what hap-

pened to the HR functions in most organizations. HR executives 
were asked how the HR functions in their companies changed as 
a result of how they responded to the recession. In only a small 
percentage of companies did the recession result in a decrease in 
the strategic role, power and effectiveness of the HR function. In 
most organizations, HR professionals’ ratings either stayed the 
same or increased in these areas. HR gained power and status, 
became more strategic, and improved effectiveness in more than 
a quarter of the companies surveyed.

In short, the data strongly suggest that the HR function was 
more likely to see an increase in power, effectiveness and stra-
tegic role than to see a decrease as a result of how HR execu-
tives responded to the recession. But—and it is a big but—these 
data come from HR managers who may well be guilty of wishful 
thinking rather than being accurate reporters of what happened. 

To assess HR executives’ credibility, we need to look at what 
other managers in their organizations report. The findings from 
this second group are similar to the results from HR executives. 
Thus, there seems to be consensus that the HR function was 
more likely to improve effectiveness than to decrease it as a result 
of what practitioners did during the recession. The high level 
of agreement among HR executives and other executives is an 
important finding. It suggests—despite what is often said—that 
HR executives know what goes on; they are not out of touch. 

HR Changes
To get a sense of what HR professionals did to improve their sta-
tus and effectiveness, we asked how the HR functions changed 
operations. Our analysis shows that a number of changes 
are strongly related to the degree to which HR departments 
improved their effectiveness during the recession. There are no 

Recession Impact
As reported by HR executives:

No Change 
  or Stayed 
 Decreased the Same Increased

Power and status of HR function 14.9% 58.2% 26.9%
Strategic role of HR function 14.0 47.1 38.9
Effectiveness of HR function 8.8 54.9 34.9

Recession Impact 
As reported by managers:

No Change
  or Stayed
 Decreased the Same Increased

Power and status of HR function 7.4% 67.6% 25.0%
Strategic role of HR function 2.9 67.6 29.4
Effectiveness of HR function 14.4 59.4 26.0

Source: Future of HR, Marshall School of Business, University of Southern California, Los Angeles, May 2010.

Edward E. Lawler III is director at the Center for Effective Organizations and a 
professor at the Marshall School of Business, University of Southern California, 
in Los Angeles. Jay Jamrog is senior vice president of research at the Institute 
for Corporate Productivity in St. Petersburg, Fla. John Boudreau is research 
director at the Center for Effective Organizations and a professor at the Marshall 
School of Business.
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surprises here, but there are some reminders of what HR profes-
sionals need to do.

Many changes that led to HR professionals improving their 
positions and functions involve practices and strategies that HR 
leaders said they want to put in place and have been advised to 
do for decades. Let’s briefly review the changes most strongly 
related to improvements in the effectiveness of the HR function.

Talent management. Changes in talent management are 
most strongly related to improving effectiveness. HR executives 
who report that their organizations made stronger commitments 
to talent management and improving the quality of their talent 
management decisions showed the most improvement in the 
effectiveness of their HR functions. This provides one more con-
firmation that HR leaders must be expert talent managers.

Qualcomm is an example of a company whose HR profes-
sionals increased their focus on talent. According to Tamar 
Elkeles, vice president of learning and development, Qualcomm 
has redesigned its leadership development suite of programs to 
strengthen its leadership team and build a pipeline.

The survey results also confirm the importance of perfor-
mance management. Respondents who reported a greater focus 
on performance management were likely to see improvements in 
the status and effectiveness of the HR function. No wonder: Hav-
ing a performance management system that produces accurate 
data about the condition of an organization’s talent is fundamen-
tal to making many of the decisions that leaders need to make 
during economic change and turmoil.

Analytics and metrics. HR leaders who emphasize numbers 
tended to see the biggest gains in the power and effectiveness of 
their HR functions. Therefore, to be seen as a credible function, 
HR leaders need data and analytics that show how effectively 
the HR organization operates and how talent management sys-
tems perform.

Innovation. There were strong relationships between willing-
ness to change and improvements in the status and effectiveness 
of the HR function. HR organizations whose leaders reported 
increased willingness to try innovative HR activities showed 
large gains in status and effectiveness. Given the customary criti-
cism of HR professionals for not being willing to innovate, these 
findings represent a confirmation of the reality that HR profes-
sionals need to be open to new practices.

3M Co. provides an example of an organization that made 
changes during the recession. “Our employee engagement initia-
tive has been really helpful in opening up the channels of com-
munications. We have been recreating and rethinking everything 
from total compensation to our employment brand,” says San-
dra K. Tokach, senior vice president of HR talent solutions.

Regarding innovation, we asked about two kinds of changes 
that HR professionals could make: We questioned the use of 
short-term fixes to solve HR problems created by the recession, 
and we asked about practices that had clear and tangible results. 
The data show that short-term fixes such as freezing wages had 

relatively little impact on the power, status and effectiveness of 
the HR function. Those organizations where HR professionals 
emphasized short-term fixes gained slightly more than those that 
didn’t, but it wasn’t a strong relationship. The stronger relation-
ship was associated with increasing the use of practices that have 
tangible results. The more HR professionals focused on practices 
producing tangible results, the more they gained in power, status 
and effectiveness.

One change was unrelated to the effectiveness of the HR 
function: spending more time on administration. The types of 
changes that organizations need to make in recessions cannot be 
accomplished this way. Good administration is needed to imple-
ment change, but there are more important and higher areas of 
payoff that HR leaders should focus on to increase their status 
and effectiveness.

Not Limited to Recession
Our results are good news for the HR profession. They suggest 
that the HR function has improved its position in many organi-
zations as a result of how practitioners responded to the reces-
sion. They also indicate the paths that HR leaders need to follow 
to continue to improve effectiveness. The results strongly suggest 
that a commitment to talent management, use of analytics and 
metrics, and the willingness to try new practices should be part 
of HR functions in the future.

A note of caution: It is possible that the practices that led to 
the HR functions being more effective in this study are only good 
in times of recession. However, this seems highly unlikely. Our 
view is that they are good for all seasons. They should become 
part of the competencies and capabilities of HR leaders, regard-
less of the economy. They are just the capabilities that managers 
have been calling for HR professionals to develop for decades 
and that critics have said are missing. Our data on the reaction of 
HR professionals to the recession provides evidence that if HR 
leaders embrace talent and performance management, analytics 
and metrics, and innovation, they are likely to gain considerably 
in power, status and effectiveness.

Finally, note that many HR leaders were able to increase their 
performance management, analytics and talent development 
activities despite companywide budget cuts. The fact that they 
were able to do so shows that business leaders consider these 
activities priorities. Post-recession, this suggests that there may 
be increased financial support for human resources if HR leaders 
commit to strengthening performance management, analytics 
and talent development activities.

In only a small percentage of 
corporations did the recession 
result in a decrease in the 
strategic role, power and 
effectiveness of the HR function.
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2010 for “wellness manager” returned 
2,245 jobs posted within the previous 
30 days. 

  A New ‘Calling’
  “The increase in emphasis on employee 
wellness certainly is creating a new 
‘calling’ for human resource profession-
als,” says Bob Merberg, founder of  the 
Employee Wellness Network and well-
ness program manager at Rochester, 
N.Y.-based Paychex Inc., a payroll and 
HR services company with $2 billion in 
revenues. 

  Merberg, author of The Health Seeker’s 
Handbook (Well Lit Books, 2003), 
launched the network in April 2010 as a 
privately held social media website for 
employee wellness professionals. It main-
tains a jobs board that aggregates well-
ness job posts from around the Web.

  The site also seeks to connect the 
growing community of wellness pro-
fessionals so they can network and 
exchange ideas, he says.

  “The absence of adequate networking 
opportunities is not only an impediment 
to the career growth for wellness profes-
sionals,” he says, “but also an impedi-
ment to the expansion of our knowledge 
about what works and what doesn’t 
work.”

  While the network does not collect 
data on the number of wellness jobs, 
Merberg says he sees an increase in man-
agerial jobs in the wellness field.

  Who Are They?
  Wellness leaders go by many titles—
wellness manager, health and wellness 

  By Susan J. Wells

  As employers expand and formalize their focus on employee health and wellness, 
the need for qualified corporate wellness leaders is growing in tandem. The 
trend, experts say, is quickly creating new, complementary career paths and ad-

vancement opportunities for HR and benefits professionals.
  Job prospects are strong, according to data from the 2010-11 edition of the U.S. 

Bureau of Labor Statistics’ Occupational Outlook Handbook.
  Federal officials use the term “health educator” to describe people who promote 

healthy lifestyles, including those targeting employee wellness. Employment for 
health educators is expected to grow by 18.2 percent through 2018, faster than the 
10 percent average for all occupations. The bureau attributes the growth to the rising 
cost of health care—and employers’ quest to curb it.

  Evidence in the job market confirms the rising demand. The online job site 
CareerBuilder, for example, had a 17 percent increase in wellness job listings from 
April to October 2010, says spokeswoman Jennifer Grasz. A search in December 

  There’s a healthy job market for helping to keep employees healthy.

 New Calling: Wellness Officer

  The author, a contributing editor of HR Maga-
zine, is a business journalist based in the Washing-
ton, D.C., area. 
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manager, well-being 
director, wellness co-
ordinator, wellness 
specialist and wellness 
champion are com-
mon. Most wellness 
hires report to a compa-
ny’s top HR or employee 
benefits executive.

  While wellness profession-
als have many duties, they’re gener-
ally defined as the management-level 
individual who leads a company’s 
wellness efforts—defining the wellness 
mission in an organization and work-
ing to improve health and well-being 
companywide. Increasingly, wellness 
initiatives are linked and integrated with 
employee benefits plans. 

  “Many times, wellness responsibil-
ity logically and naturally falls to HR 
and benefits folks,” says Gary Kushner, 
SPHR, CBP, president of Kushner & 
Co., a Portage, Mich.-based HR strat-
egy and employee benefits consulting 

and administration firm. 
“Small to mid-size orga-
nizations are generally 
less likely to create sep-
arate jobs for wellness, 
while large companies 

may be more likely to 
do so.”
  In some organizations—

especially those that operate an on-site 
clinic or health services component—
wellness managers have a background 
that combines HR, benefits and health, 
either academically or clinically, with a 
background in medicine, nursing, nutri-
tion or physical fitness. 

  Many HR professionals who take on 
wellness duties tend to have considerable 

Healthy Dose of Earnings Potential
Strength in the wellness job category is leading to healthier salaries, according to data from 

the 2010/2011 Survey Report on Human Resources Personnel Compensation conducted by 

Towers Watson Data Services, part of New York-based global professional services com-

pany Towers Watson, in conjunction with the Society for Human Resource Management.

Wellness program managers were among the top 20 HR positions with the highest 

percentage increase in compensation from 2009 to 2010, according to the report. Those 

surveyed earned median total cash compensation of $71,100 in 2009 and $79,400 in 2010, 

chalking up an annual increase of 12 percent even in a tough business climate when salary 

budgets were tight.
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experience in planning and managing 
their companies’ benefits strategies. It’s a 
logical fit, given that wellness programs 
often tie into employee benefits plans.

  Lisa Reimer, benefits and wellness 
manager at Foremost Farms USA, a 
dairy cooperative business based in 
Baraboo, Wis., with $1.6 billion in 
sales, grew into the role. With a degree 
in business administration with HR 
emphasis, she started working at the 
1,100-employee cooperative in 2000 as 
an HR coordinator performing HR 
generalist duties. 

  Always heavily 
involved in the plan-
ning and coordination 
of employee benefits, 
including health insur-
ance, Reimer and the 
HR team offered health 
risk assessments and 
on-site biometric screen-
ings to salaried employees in 

2004, and expanded the benefit to hourly 
manufacturing employees at 13 locations 
soon after.

  “Our wellness programming started 
slowly but has steadily grown more 
intense,” she says. As a result, Reimer 
was named benefits and wellness man-
ager in 2009. Reporting to the corporate 
director of HR, her responsibilities 
include day-to-day administration, plan-
ning and communication of all employee 
benefits—retirement benefits, health 
benefits, soft benefits and wellness pro-
gramming.

  “As wellness grew, so did my inter-
est,” Reimer says.

  The cooperative’s commitment to 
employee well-being provided her with 
resources and time to take an aggressive 
approach. She attended seminars and 
conferences, read, and worked with ben-
efits consultants to learn what’s new.

  Reimer’s efforts to promote and 
expand employee health and wellness 
earned Foremost Farms a 2010 Well 
Workplace Gold Award from the Well-
ness Council of America, an Omaha, 
Neb.-based not-for-profit with 3,200 
member organizations.

  ‘Hard Skill Set’ Wanted
  Along with the backgrounds they bring 
to the job, wellness professionals must 
possess the “hard skill set” necessary to 

drive results, Kushner emphasizes.
  “There is an altruistic side 
of wellness, but there’s a 

financial side, too,” he 
says. “Wellness isn’t 
all about soft HR. It’s 
about the hard science 
of wellness.”

  Whether it’s logging 
improvements in health 

and well-being, increasing 
productivity, reducing absen-

teeism and presenteeism, or reducing 
overall health risk, it’s about analyzing, 
benchmarking, measuring, tracking and 
return on investment, Kushner explains. 
“The really good HR practitioner has 
that skill set.”

  Paychex’s Merberg—whose back-
ground includes health coaching, train-
ing, and a graduate degree in community 
health and exercise science—shares that 
view. “My concern is that employee 
wellness is perceived as simply a fun 
job,” he says. “It is fun, but it also is 
dependent on broad knowledge and on 
strategic methodologies.” 

  Credentials Important
  For HR professionals looking to take 
on the role of  wellness manager—or 
looking to hire one—a growing crop of  
professional credentials can help estab-
lish credibility and demonstrate hard 

skills and current knowledge in the field, 
experts say.

  In fact, more companies now require 
or strongly prefer their wellness profes-
sionals to have a nationally recognized 
certification in health and wellness, says 
Beth Taylor, a consultant and a certified 
wellness program manager for Intercare 
Insurance Solutions in San Diego, an 
insurance brokerage and consulting firm.

  “Wellness certification provides a 
tool for the employer to measure exper-
tise,” Taylor says. “But not all certifica-
tions are created equal, and the field 
of available wellness certification pro-
grams narrows when the goal is to find 
one that incorporates employee benefit 
concerns.”

  Some certification programs, for 
instance, focus on the clinical aspects of 
wellness; others concentrate on interven-
tion services like health coaching, nutri-
tion or fitness. The type of certification 
that best supports your company’s stra-
tegic goals is “one that takes a total well-
ness program management approach.” 
This approach should include:
•   Information on types of  wellness 

program offerings.
•   Information on design of  health risk 

identification, such as risk assess-
ments and screenings.

•   Implementation instruction.
•   Evaluation and results techniques.
•   Communication strategies, including 

incentives.
  The following certifications garner 

favorable reviews from wellness profes-
sionals interviewed for this article. All 
strive for academic preparation, breadth 
of professional leadership experiences, 
and commitment to continuing educa-
tion and professional development.

  Certified Health Education Special-
ist. Offered by the National Commission 
for Health Education Credentialing in 
Whitehall, Pa., this certification requires 
that candidates pass an exam on health 
educators’ responsibility and is aimed at 
entry-level professionals with at least a 
bachelor’s degree. Applicants must com-
plete 75 hours of approved continuing 
education courses or seminars during a 
five-year period to maintain certification.

  Certified Wellness Practitioner. 
Offered by the National Wellness 
Institute in Stevens Point, Wis., this 

‘Goals and methods of employee 
wellness are not quite like conventional 
health promotion. …It’s an unusual and 
fascinating hybrid.’
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The SHRM Compensation Data Center gets you the right information to evaluate 

your compensation plan by providing the most accurate, affordable and up-to-date 
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you to evaluate information according to organization size, revenue size, geographic 

area and profi t status. 

By collaborating with Towers Watson Data Services, renowned global provider of 

compensation data, you are receiving information you can rely on and use when 

establishing your fi nancial goals.

Some of the Online Compensation Reports Available Through the SHRM 

Compensation Data Center Are:

To align your compensation strategies with your business 

goals, visit www.shrm.org/compensationdata.

designation is geared toward wellness 
professionals who have demonstrated 
excellence. It’s based on a point-ranking 
system of qualifications, knowledge and 
documented leadership. 

  Certified Worksite Wellness Pro-
fessional. Also offered by the National 
Wellness Institute, this program uses 
best-practices solutions to help worksite 
wellness professionals, benefits managers 
and HR administrators get the skills and 
information they need to design, imple-
ment and evaluate programs. Offered 
in partnership with WebMD, a medical 
information website, the multilevel cer-
tification requires two days of training, 
four small group projects and an exam.

  Well Workplace Practitioner.
Offered by the Wellness Council of 
America, this multilevel certification 
and webinar series is known as Well 
Workplace University and focuses on 
skills and benchmarks needed to deliver 
a results-oriented workplace program. To 
date, more than 1,200 worksite wellness 
practitioners and business leaders have 
completed the Well Workplace Univer-
sity curriculum. 

  Certification in Wellness Expertise.
Newly added to the lineup of certifica-
tions offered by the National Association 
of Health Underwriters in Arlington, 
Va., this continuing education course is 
targeted to employee benefits profession-
als who want comprehensive guidance 
on program implementation, compli-
ance, incentives, return on investment 
and evidence of the business case for 
wellness. Certification is achieved fol-
lowing completion of the course and an 
online exam.

  Health Promotion Director. Offered 
by The Cooper Institute in Dallas, 
this curriculum-based testing course is 
meant for professionals establishing or 
enhancing their worksite health promo-
tion program. Topics include planning, 
needs assessment, evaluation strategies, 
marketing tactics, and building support 

and direction. Those who complete the 
course and pass written and practical 
exams earn a certificate.

  An Evolutionary Revolution
  As HR professionals continue to accept 
and pursue opportunities in health pro-
motion leadership, they would be wise 
to keep in mind that corporate wellness 
roles are still evolving. 

  The employee wellness profession still 
lies in “uncharted waters,” Merberg says. 
“The goals and methods of employee 

wellness are not quite like conventional 
health promotion or like other HR ini-
tiatives. It’s an unusual and fascinating 
hybrid. This is just one of the reasons it’s 
such an exciting field.”  

Join us on SHRM Connect: Interact with 
the HR Magazine and online editorial staff 
at the SHRM Publishing and E-Media 
Group. Go to http://community.shrm
.org/?q=node/1416 and click on “Join 
this group.”

Online Resources

See the online version of this 
article at www.shrm.org/
hrmagazine/0211WellnessAgenda for 
links to wellness certification programs.

q
q
M

M
q

q
M

M
qM

THE WORLD’S NEWSSTAND®

Previous Page | Contents | Zoom in | Zoom out | Front Cover | Search Issue | Next PageHR Magazine

q
q
M

M
q

q
M

M
qM

THE WORLD’S NEWSSTAND®

Previous Page | Contents | Zoom in | Zoom out | Front Cover | Search Issue | Next PageHR Magazine

http://www.qmags.com/clickthrough.asp?url=www.shrm.org/compensationdata&id=16270&adid=P49A1
http://community.shrm.org/?q=node/1416
http://www.shrm.org/hrmagazine/0211WellnessAgenda
http://www.shrm.org/hrmagazine
http://www.qmags.com
http://www.shrm.org/hrmagazine
http://www.qmags.com


MindLeaders Talent Development Solution was
purpose-built for impact, not administration.

We provide:

.
.

q
q
M

M
q

q
M

M
qM

THE WORLD’S NEWSSTAND®

Previous Page | Contents | Zoom in | Zoom out | Front Cover | Search Issue | Next PageHR Magazine

q
q
M

M
q

q
M

M
qM

THE WORLD’S NEWSSTAND®

Previous Page | Contents | Zoom in | Zoom out | Front Cover | Search Issue | Next PageHR Magazine

________________

http://www.qmags.com/clickthrough.asp?url=www.mindleaders.com&id=16270&adid=P50A1
http://www.shrm.org/hrmagazine
http://www.qmags.com
http://www.shrm.org/hrmagazine
http://www.qmags.com


February 2011 • HR Magazine 51

Training & Development Agenda

IL
LU

S
TR

A
TI

O
N

 B
Y

 M
IK

E
 A

U
S

TI
N

consulting firm Towers Watson and 
co-author of Manager Redefined (Towers 
Watson, 2010), agrees. Often, “manag-
ers in the middle are treated as if they 
are superfluous. But that isn’t the case. 
Directly and indirectly, the supervisor-
employee relationship makes a lot of 
difference” in employee engagement and 
retention, he says.

  Curtis Powell, vice president of HR 
for Rensselaer Polytechnic Institute in 
Troy, N.Y., says middle managers con-
nect the dots for front-line employees. 
“A well-trained middle manager who is 
capable of clearly articulating the vision 
and mission of the organization and is 
capable of clarifying the strategies of the 
organization’s top leaders will minimize 
the ‘us vs. them’ mentality and improve 
the overall morale and satisfaction of the 
workgroup,” he explains.

  How can HR professionals support 
middle managers, and what type of train-
ing is needed? HR professionals should:
•   Address the needs of  new and vet-
eran managers.
•   Reduce barriers to training.
•   Create opportunities for middle 
managers to network with one another 
and learn about different aspects of  the 
organization.

  Tailor Training 
  “People leave managers, not compa-
nies,” advises Alexis Balkum, SPHR, 
vice president of  learning and develop-
ment for Turner Broadcasting System 
(TBS) in Atlanta. “Position those man-
agers for success and you’ll be better po-
sitioned to retain your employees.” 

  But first HR professionals must 

  By Kathryn Tyler

  Deb Williams highly values the monthly training Elkhart General Hospital offers 
to middle managers. At the acute-care 300-bed hospital with 2,300 employees 
in Elkhart, Ind., she’s the manager of  respiratory care. One of  the sessions she 

found most useful was about dealing with difficult employees.
  “You find you are not alone,” she says. “I was able to take information back and 

put it into immediate use.” 
  Williams represents one of the most crucial, yet underappreciated, segments of the 

workforce: the middle manager. Long neglected and squeezed by expectations from 
the top and bottom, these important people are rising to the forefront as linchpins that 
hold together customer-facing employees and upper executives. 

  “Middle managers are the link between your mission and execution,” says Kurt 
Meyer, vice president of HR and support services for Elkhart General Hospital. “They 
turn our strategy into action and get everyone on the same page.” 

  Tom Davenport, senior practitioner in the San Francisco office of global HR 

  Support middle managers’ ability to focus on 
direct reports, executives and colleagues.

 The Strongest Link

  The author is a freelance writer and former HR 
generalist and trainer in Wixom, Mich. 
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understand the diverse needs within the 
management population. New manag-
ers and veteran managers have different 
skills gaps, for instance. 

  The historical model of simply 
promoting a front-line employee into 
a supervisory role without providing 
appropriate preparatory training is no 
longer prudent, Powell warns.

  Statistics show that, without training, 
middle managers new to their roles aren’t 
successful at transitioning from subject 
matter experts to people managers, Bal-
kum adds. Hence, TBS “recently built 
a more comprehensive, seven-month 
program around two components: under-
standing the policies and procedures 
around managing a team, and leadership 
skills to help them achieve their business 
goals,” she says.

  The Management Essentials program 
combines webinars, classroom training 
and e-learning. It covers the life cycle 
of an employee, hiring, performance 
management, company policies and 
procedures, delegating, time manage-
ment, transitioning from an individual 
subject matter contributor to a people 
manager, team development, and resolv-
ing interpersonal conflict. The program 
also provides opportunities for managers 
to connect with their peers.

  TBS piloted the program in Febru-
ary 2010. The first class graduated in 
November. New managers are required 
to complete the program; this year, the 
company plans to adapt it for veteran 
managers.

  The University of Texas Medi-
cal Branch, in Galveston, also tailors 
training offerings to the needs of three 
management populations: new manag-
ers, veterans and those who supervise 
middle managers, says Douglas G. Stark, 
director of organizational and workforce 
development.

  The university’s Emerging Leader 
Program serves individuals who have 
little experience in leadership and focuses 
on communication and team building. 
“We have modules on giving and receiv-
ing constructive feedback, emotional 
intelligence, and building relationships,” 
Stark says. 

  A Leader Orientation course for vet-
eran managers covers hiring, coaching, 
recognition, discipline, communication 

and delegation. “Many middle manag-
ers have knowledge of these issues but 
got little guidance on how to do them,” 
Stark says. 

  The Manager Certification course is 
for individuals who lead other leaders. 
That course focuses on getting things 
done through multiple levels while 
engaging the staff.

  Overcoming Obstacles
  Once HR professionals understand their 
target populations, they must overcome 
common training obstacles, particularly 
relevance, time and funds.

  Relevance. “If an organizational 
leader says he needs training in X, what 
he is really looking for is a solution to 
some problem related to X,” Powell says. 

“It is your job to determine if training is 
the appropriate remedy.” 

  Training can only improve gaps in 
employee knowledge and skills and, 
perhaps, influence attitude, he explains. 
Training cannot address resource issues 
or workflow problems, for example. 

  “Usually the request for a training 
class is not what we end up doing. Many 
times, we work with the group to clearly 
define roles and processes first,” Stark 
says.

  Time. “With all of their other pri-
orities, getting managers to spend time 
on their own development is difficult,” 
Meyer says.

  When and how training occurs makes 
a difference. For example, every quarter 
Scottrade, an online brokerage firm, flies 
20 to 25 managers to the company’s St. 

Louis headquarters for the three-day 
Achieving Manager course. Topics 
include personal attitudes, power man-
agement, communication style, manager 
involvement and interpersonal relation-
ships. New managers attend within 60 
to 90 days after promotion to a manage-
ment position, and veteran managers 
cycle through every three or four years. 
The course became mandatory two years 
ago, says Mike Jacobs, director of train-
ing.

  In addition, Scottrade, with 3,400 
employees and 500 branches, offers 10- 
to 12-minute online modules so manag-
ers don’t have to find blocks of 60 to 90 
uninterrupted minutes to work through a 
training course, Jacobs explains.

  Money. Training and development 

can be costly if 
you use outside 
consultants, 
Meyer says. One 
cost-effective solu-
tion: Partner with local 
instructors.

  For example, Lincoln Financial 
Group, headquartered in Radnor, Pa., 
launched its middle management train-
ing in 2009—the middle of the recession. 
The company partnered with the Univer-
sity of Pennsylvania’s nearby Wharton 
School to develop courses for middle 
managers. The courses cover project 
management, presentation skills, busi-
ness leadership and coaching. The result 
was a huge increase in the number of 
learning opportunities: 1,300 in 2009 vs. 
fewer than 200 in 2007. 

  Lincoln’s leaders asked, “ ‘What can 
we do to make the workplace experience 
even better during a tough time?’ The 
response to learning and development 
was critical,” recalls Lisa Buckingham, 
chief HR officer. 

  Davenport advises HR professionals 
to use training dollars to help middle 

Online Resources

For additional information about train-
ing middle managers, see the online 
version of this article at www.shrm.org/
hrmagazine/0211TrainingAgenda.

Training and development can 
be costly. One solution: Partner 
with local instructors.
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G
ive your employees access to a quality 
online education. American Public 
University offers more than 100 degrees 

and certificates in a wide variety of specialties. 
Our costs are far less than other top online 
universities, helping you stretch your tuition 
benefit dollars even further.

Learn more about one of the best values in online 
education at www.studyatAPU.com/degrees

The more your employees know, the more your organization will succeed.
And you’re one click away from making it happen.

Transportation and Logistics // Business // Information Technology // Management // Security Management

Text “APU” to 
44144 for more info. 
Message and data 
rates may apply. 

American Public University

managers with performance manage-
ment and navigation of their organiza-
tions.

  Peer Support
  Networking is one of  the most ef-
fective outcomes of  training—and 
it is inexpensive. Middle managers 
crave the empathy, camaraderie and 
“been there” solutions offered by their 
peers. An example: A Silicon Valley 
technology company’s leaders asked 
managers, “ ‘What would make your 
job easier and better?’ The No. 1 thing 
they said was ‘More connections with 
other parts of  the company to build 
skills,’ ” Davenport says. “Let manag-
ers connect.”

  HR professionals can foster opportu-
nities for discussions between managers. 
The venues may be as simple as regularly 
scheduled brown bag lunches with rotat-
ing topics or as sophisticated as catered 
question-and-answer lunches with formal 
executive panels.

  “I appreciate the opportunity to 
listen to other managers and hear 
their challenges and how they worked 
through them to reach positive out-
comes,” says Alison Gratzol, manager 
of the center for cancer care at Elkhart 
General Hospital.

  Her employer focuses managers’ 
training on leadership, mentoring and 
understanding different perspectives. 
At the hospital’s Leadership Academy, 
hospital leaders teach middle managers 
about business topics. In the Day in the 
Life mentoring program, “each manager 
spends two to four hours with an internal 
customer or key stakeholder,” Meyer 
explains. “We have had very positive 
feedback.” 

  At TBS, middle managers take online 
courses and discuss them. “People love 
to share their learning across the organi-
zation,” Balkum says. “The opportunity 
to learn from others is really effective.”

  Davenport notes that better managers 
spend less time on administrative tasks 

and more time engaging people, brain-
storming with employees about how 
to improve processes, networking and 
learning new things. 

  Full Plates
  “When budgets are being cut, the ten-
dency in some organizations is to reduce 
training and professional development,” 
Powell says. “Ironically, it is during 
these times of  tribulation that the knowl-
edge and skills available for middle man-
agers is crucial.”

  When managers are pulled in many 
directions, they risk losing their effective-
ness, Meyer says: “People tend to cut 
corners in order to survive. We need 
them balanced and healthy or our gains 
will diminish.”

  Middle managers are the key to 
employee engagement, retention, satis-
faction and productivity. One of the most 
crucial tasks for HR professionals, then, 
is to support middle managers and keep 
them energized.  
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More Visitors, More Visible
With more people visiting corporate ca-
reers websites for jobs information, and 
with recruiters emphasizing those sites 
as recruiting and employment branding 
tools, making your site easy to find, ap-
plicant-friendly and rich with information 
about current employees, work culture, 
benefits and development opportunities 
may be more important than ever. 

According to Potentialpark Com-
munications, an international web 
recruitment research company based in 
Sweden, nine of  10 candidates go online 
to find career-related information. Of  
those, about two-thirds trust the informa-
tion on corporate careers sites.

In many cases, human resource leaders 
who initiate a redesign of their companies’ 
careers sites are responding to a desire 
from candidates for organizations to move 
beyond the “public relations speak” of the 
past and provide a more realistic, behind-
the-scenes portrayal of work life—which is 
often given by actual employees.

Starbucks is one company that has 
answered the call. The Seattle-based 
coffee company recently revamped its 
careers site to improve ease of  use and 
provide engaging content. An informa-
tion architect hired in 2009 to study how 
candidates use the site discovered trou-
bling patterns, according to Lacey All, 
director of  strategic talent initiatives.

The number of  “clicks needed to get 
to key jobs information was too high, and 
people were often navigating away from 
critical content and getting lost,” All says. 
“The content on your site can be great, 
but if  the user experience isn’t equally 
good, you have a problem.”  

Redesigning Your Careers Website
Make it easy for candidates to view and apply to job postings.

A fter Maureen Solero perused her company’s careers website through the eyes 
of a potential job applicant, she knew changes were in order. Solero, global 
head of staffing for health care solutions company Novartis, concluded that 

17 clicks were far too many to require of candidates who wanted to find specific 
jobs and apply. Three million job seekers visit the Novartis careers site annually. 
Solero was concerned that the difficulty of navigation would create unacceptably 
high drop-off rates as candidates grew frustrated and left the site.

So Solero created a cross-divisional group of human resource, communications 
and hiring managers to brainstorm ways to redesign the site to make it easier to use, 
to accelerate candidate access to jobs information, and to provide more-engaging 
messages about the Novartis work experience. The redesign group worked with 
information technology colleagues for several months on enhancing system plat-
forms and site navigation to revamp the careers portal—with impressive results. 
Pilot redesigns of the company’s careers sites in Russia, China and Brazil will fol-
low. As a result, “We are now able to deliver our career messages globally with less 
than half of the navigation previously required by users. We have taken some of the 
‘clicks’ out of recruiting,” Solero says. 

By Dave Zielinski

The author is a freelance writer and editor in Min-
neapolis.
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Improving navigation paved the way 
for content changes. Redesign team 
members said the site did a good job of  
explaining Starbucks’ “green apron” 
experience and selling the benefits of  
working in retail positions. But messages 
about working in business units such as 
supply chain management, marketing 
and information technology were not as 
strong, they concluded. 

“Those are big growth areas for us, 
and we wanted to do a better job of  tell-
ing the story of  what it’s like to work 
in those functions,” All says. So six 
function-specific web pages were cre-
ated featuring “day in the life” videos of  
employees talking about their work, as 
well as short profiles of  workers at dif-
ferent career levels explaining why they 
chose the company and why they enjoy 
the work culture.

These pop-out pages avoid the previ-
ous problem of  pulling visitors away 
from content focused on culture and 
work environment. “We don’t want to 
draw people away from what life is like in 
Seattle, the unique qualities of  our work 
culture and the value proposition of  
being an employee here,” All says.

London-based assurance, tax and advi-
sory services company Ernst & Young 
also revamped portions of its careers site 
to improve the user experience, says Dan 
Black, director of campus recruiting for 
the Americas. Students applying for jobs 
through the company’s applicant tracking 
system said that the process took too long. 
So designers separated that process into 
two steps by reducing the number of fields 
candidates had to fill out on initial appli-
cations and asking for additional informa-
tion once applicants made it to the next 
stage, Black says. People “didn’t want to 
spend 30 minutes filling out applications,” 
he notes.

To create a cohesive, global feel for its 
careers site, recruiters at software giant 
Microsoft Corp. completed a redesign 
in 2010 that integrated more than 100 
country careers sites into a single, one-
stop site for worldwide Microsoft job 
opportunities. 

“Integration allowed us to create 
more-consistent branding, streamlined 
navigation, and made it easier for can-
didates to find and apply for worldwide 
jobs with a single search,” says Margie 

Medd, Microsoft’s director of  employ-
ment branding.

A common denominator among 
careers website redesigns: Those leading 
the effort seek a variety of  contributions 
from line partners and users before mak-
ing changes. Solero’s team at Novartis, 
for example, began by soliciting feedback 
from job candidates, recent hires, hiring 
managers and Novartis recruiters. 

“Our recruiters in particular use these 
tools each day and were very helpful to 
us in shaping design priorities and deliv-
erables,” Solero says.

Enter Here
You can’t attract the best talent, of course, 
until job seekers know how to find your 
company online, so many organi-
zations drive traffic to their 
careers portals through 
search engine optimi-
zation strategies, via 
links from social 
networks such as 
Facebook and Linke-
dIn, and by tweeting 
about job opportuni-
ties. 

“We don’t want 
to leave our fortunes 
to whether job candidates 
just happen to stumble upon our 
careers site online,” Black says.

Ernst & Young also uses its Facebook 
page to proactively address rumors or 
inaccuracies about career opportunities 
circulating on social networks. 

In 2010, for example, Black used 
Facebook to address rumblings online 
that the company may be cutting back on 
hiring plans and recruiting visits to cam-
puses. He confirmed that hiring practices 
hadn’t changed and invited people to 
pose questions to him on Facebook dur-
ing a two-week period. 

“I logged on three or four times a day 
to answer specific questions college stu-
dents had about hiring, the number and 
kinds of  positions that were open, tips on 
how to get a job here, and much more,” 
Black says. 

Starbucks extends its reach into social 
media through the use of  a web “widget” 
that can be downloaded to Facebook. 
The application serves as a mini careers 
site of  sorts. “A Facebook user can tell 

the widget he or she is interested in 
marketing or communications jobs at 
Starbucks, and will be linked directly 
to those positions on our site,” All says. 
“Facebook friends can literally pull the 
widget off  of  a friend’s page and place it 
on their page, and customize it for their 
own areas of  jobs interest.”

Some recruiters have strategies for 
drawing passive job seekers to careers 
sites as well. Passive job seekers include 
those who aren’t online with the express 
purpose of  exploring jobs at given com-
panies, but who might be drawn to a 
careers site with the right appeal.

Ernst & Young, for example, has a 
presence on Pandora, the online radio 
station, “not because we love music, but 

because it’s another place that poten-
tial job applicants spend time,” 

Black says. 
At Starbucks, the 

recruitment team uses 
the company’s in-store 
digital network to get 
employment messages 
in front of passive 
candidates. When cus-

tomers sign up for free 
Wi-Fi connections in 

Starbucks stores, employ-
ment messages pop up during 

sign-on that link to the careers site. 
“If  we can reach potential candidates 
where they play, if  you will, and place a 
jobs message in front of them, we think 
they’ll begin to consider Starbucks in their 
employment vernacular,” All says.

Building Virtual Relationships
When redesigning careers websites, many 
HR professionals strive to give candidates 
greater insight into the people, culture, 
work environment and future develop-
ment opportunities at their companies. 
They begin building virtual relationships 
and making candidates feel as if  they’re 
already among potential friends or in a 
culture that aligns with their preferred 
work styles or values. 

Such insights often take the form 
of videos where employees talk about 
their jobs or the corporate culture, short 
text-and-photo biographies of workers at 
different levels in departments, or virtual 
tours of office spaces. Some recruiters 
give the videos greater exposure by post-
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Professionals studying for HR certifi cation exams have access to the most 
relevant and up-to-date prep materials available with the SHRM Learning 
System—the #1 PHR/SPHR certifi cation preparation program that consis-
tently helps professionals beat the national pass rate. Updated for 2011, 
the SHRM Learning System will provide you with cutting-edge content and 
more audiovisual content. 

Choose from 4 Easy Ways to Learn

10
-0

76
1

The 2011 SHRM 
Learning System®

The #1 PHR/SPHR Certifi cation Prep Tool

Position Yourself for Success

Try the Free Demo at www.shrm.org/learning.
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Online Professional Development
—for as Little as $27 per Course

Whether for junior staff, or professionals in need of a refresher, SHRM e-Learning’s online HR 
courses offer a convenient and budget-friendly training opportunity. Partner with us today and take 
advantage of:

Bulk buying power — Discounts for organizations and individuals
Convenience — 24/7 online access
Tracking — Monitor employees’ progress or your own
Earn while you learn — PHR/SPHR/GPHR recertification credits

Learn more:  elearning.shrm.org/pd 
elearning@shrm.org 
703-535-6420

10
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ing them on the company’s YouTube 
channel. 

“Convey what your company is 
really like to work for through the voice 
of  actual employees,” says Microsoft’s 
Medd. Micro soft’s JobsBlog contains 
employee blog posts and day-in-the-life 
videos.

Accenture, the global management 
consulting, technology services and out-
sourcing company in New York City, is 
set to roll out a redesigned careers site in 
early 2011 that incorporates extensive user 
feedback for an interactive experience, 
says John Campagnino, global director of  
recruitment. 

The site will quickly match candidates 
by background, skill sets, interests and 
geographic preferences to the right jobs. 
“You’ll also see even more of the human 
face of Accenture and a focus on things 
that are important to us beyond work,” 
Campagnino says.

Ernst & Young employs multimedia 
functions to offer do’s and don’ts for job 

interviews, to highlight flexible work-
schedule options and to help candidates 
determine where they best fit in the orga-
nization. One such tool, called Picture 
Yourself, asks candidates questions about 
their education and interests and then 
directs them to matching job opportuni-
ties that might emphasize travel, work 
with companies of  a certain size or a mix 
of  project types. 

“In a big organization like ours, it can 
be hard for applicants to find their place 
or the right fit on the site, and we think 
these tools aid in the process,” Black 
says.

Optimizing for Mobile Use
With more people accessing careers por-
tals via smart phones, and with industry 
analysts predicting that use to grow rap-
idly in coming years, HR professionals are 
modifying their companies’ sites for use 
on hand-held mobile devices. If  not opti-
mized to display on the smaller screens of  
smart phones, most careers sites end up 

looking jumbled. Adaptation for mobile 
devices usually focuses on displaying text 
or essential jobs information while leav-
ing out graphics. Or, companies may use 
pre-made mobile templates to create com-
pletely separate versions.

Making relevant information easily 
accessible and readable via smart phone 
is a current focus at Ernst & Young, says 
Deborah Compagner, marketing com-
munications leader for recruiting in the 
Americas. 

As hiring needs inevitably pick up, 
keeping your careers website fresh, 
engaging and user-friendly will take on 
even greater importance.  

For links to resources on redesigning 
your careers website, and for links to the 
Novartis, Ernst & Young, Microsoft and 
Accenture careers websites, see the on-
line version of this article at www.shrm
.org/hrmagazine/0211Zielinski.

Online Resources

q
q
M

M
q

q
M

M
qM

THE WORLD’S NEWSSTAND®

Previous Page | Contents | Zoom in | Zoom out | Front Cover | Search Issue | Next PageHR Magazine

q
q
M

M
q

q
M

M
qM

THE WORLD’S NEWSSTAND®

Previous Page | Contents | Zoom in | Zoom out | Front Cover | Search Issue | Next PageHR Magazine

________________

http://www.qmags.com/clickthrough.asp?url=http://elearning.shrm.org/pd&id=16270&adid=P58A1
mailto:elearning@shrm.org
http://www.shrm.org/hrmagazine/0211Zielinski
http://www.shrm.org/hrmagazine
http://www.qmags.com
http://www.shrm.org/hrmagazine
http://www.qmags.com


The Nation’s Top HR Program
“MOST PUBLISHED & CITED HR FACULTY...”

The Rutgers Master of Human Resource Management program is a great choice for a wide range of individuals. 
Whether you are an experienced HR professional looking to advance your career, a prospective graduate student 
in search of a highly regarded program, or an individual seeking to broaden your knowledge of cutting-edge HR 
research and practice – the Rutgers MHRM program is the place for you!

Top Ten Reasons
to get your Master’s in Human Resource  
Management from Rutgers:

1. It’s the home of the nation’s most published and cited HR faculty

2. It’s a great investment in higher earning potential

3. You can build an international HR network

4. It’s a great location for convenience and job opportunities

5. The degree is HR strategy focused

6. There is flexible scheduling for both P/T and F/T students

7. The curriculum has a strong business foundation

8. The professors are approachable and care 
 about your success

9. You’ll interact with students from a variety 
 of backgrounds and perspectives

10. Mentoring from successful MHRM alumni

mhrm.rutgers.edu/topten
Rutgers, The State University of New Jersey

individual seeking to broaden your knowledge of cutting-edge HR 
rogram is the place for you!

Human Resource
gers:

st published and cited HR faculty

earning potential

HR network

ence and job opportunities

ed

both P/T and F/T students

iness foundation

e and care

m a variety
s

M alumni

“““

Th R M

Congratulations 
to RU SHRM 

on their 2009-10 
Outstanding 
Merit Award!

For more information, 
visit our website or contact: 

Dave Ferio, Graduate Director

732-445-0862
ferio@smlr.rutgers.edu
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Court Report
New cases are posted online each week. Visit www.shrm.org/law.

Court Affirms Injunction Reinstating Striking Workers
Overstreet ex rel. NLRB v. El Paso Disposal LP, 5th Cir., No. 09-51006 (Nov. 4, 2010).

In an appeal of a district court’s injunc-
tion reinstating former striking work-

ers, the 5th U.S. Circuit Court of Appeals 
agreed that such injunctions were rare 
but that this one was appropriate. The 
5th Circuit affirmed the injunction be-
cause the district court possessed reason-
able cause to believe that the employer 
violated the Labor-Management Rela-
tions Act (LMRA).

The employer, El Paso Disposal 
LP, runs a garbage collection and dis-
posal business headquartered in El Paso, 
Texas. The International Union of Op-
erating Engineers, Local 351, AFL-CIO, 
was certified as the exclusive bargaining 
representative for El Paso Disposal’s 
maintenance unit employees on Sept. 28, 
2006, and for El Paso Disposal’s drivers 
unit employees on Oct. 12, 2006.

The union’s first negotiation sessions 
with El Paso Disposal began in January 
2007. Between that time and late No-
vember 2007, the union and El Paso Dis-
posal held 14 bargaining sessions; each 
lasted for about five hours. Because the 
union and El Paso Disposal could not 
resolve issues about management rights 
and three other noneconomic areas, the 
union informed El Paso Disposal that 
members had voted unanimously to 
strike. The union started an unfair labor 
practices strike on Nov. 21, 2007. 

Before the strike began, El Paso 
Disposal called a meeting—without 
union representatives present—and told 
its drivers that if they joined the strike 
they would be permanently replaced. In 
December 2007, El Paso Disposal in-
formed union officials that it considered 
the strike to be an economic one, that all 

strikers were permanently replaced, and 
that no vacancies existed.

In January 2008, Regional Direc-
tor Cornele Overstreet of the National 
Labor Relations 
Board (NLRB) filed 
an administrative 
complaint against 
El Paso Disposal 
alleging unfair labor 
practices under the 
LMRA. In July 
2009, with the pri-
mary complaint still 
pending, Overstreet 
asked the district 
court to issue an injunction ordering El 
Paso Disposal to:
•  Cease and desist from alleged unfair 

labor practices.
• Recognize and bargain in good faith 

with the certified union. 
• Rescind unlawful unilateral changes in 

working conditions. 
• Offer to reinstate the former strikers.

After the district court granted the 
injunction, El Paso Disposal appealed 
to the 5th Circuit. The company argued 
that the lower court lacked subject mat-
ter jurisdiction because the petition 
was filed by Overstreet, not the NLRB. 
But the 5th Circuit pointed out that the 
board delegated Overstreet and other 
general counsel the final authority to file 
such a petition and to act on behalf of 
the board.

The 5th Circuit took this opportunity 
to discuss the U.S. Supreme Court’s re-
cent and controversial ruling in New Pro-
cess Steel LP v. NLRB. In New Process Steel, 
the Supreme Court “held that when only 

two members of a three-member [NLRB] 
delegee group remain, there is not a quo-
rum and the group loses the authority 
delegated to it by the board.” Yet the 5th 

Circuit noted that a 
delegee who is not 
a member of the 
board, like Over-
street, “may con-
tinue to function 
after the board’s 
membership dips 
below three.”

In the end, the 
5th Circuit affirmed 
the district court’s 

injunction because the record contains 
a significant amount of evidence sug-
gesting that El Paso Disposal failed to 
meet its responsibilities as a negotiating 
partner. During negotiation, for ex-
ample, El Paso Disposal “did not meet 
at reasonable times, delayed the initial 
bargaining session for four months and 
refused to negotiate for more than five 
hours a day.”

The court also took issue with the fact 
that El Paso Disposal’s representatives 
often left those meetings early to catch 
flights out of town and attended only 14 
bargaining sessions during a 13-and-one-
half month period, for a total bargain-
ing time of 60 hours. This left the 5th 
Circuit and the district court with more 
than enough evidence to conclude that 
El Paso Disposal engaged in bad-faith 
bargaining.

By Chris W. McCarty, an attorney at Lewis, King, 
Krieg & Waldrop PC in Knoxville, Tenn. 

Professional Pointer
Terms such as “unionization” 
and “collective bargaining 
agreement” may cause many 
employers to have sleepless 
nights, but they cannot ignore 
the law. When union certification 
occurs, good-faith negotiation is 
required, not optional.
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Applicant Fails to Show Racial Hiring Bias
Norman-Nunnery v. Madison Area Tech. College, 7th Cir., No. 09-1757 (Nov. 8, 2010).

The 7th U.S. Circuit Court of Appeals affirmed summary 
judgment for the defendants where the district court cor-

rectly held that the plaintiff produced insufficient evidence 
of race discrimination.

Judy Norman-Nunnery, along with 76 other applicants, 
applied for the position of disability services administra-
tor at Madison Area Technical College in Wisconsin. The 
hiring committee developed five criteria for assessing the 
candidates and assigned a point value to each. Norman-
Nunnery had scored lower than the 
interviewed applicants in the depth-and-
breadth categories for higher education 
and experience with people with dis-
abilities. The college hired a Caucasian 
woman for the position; the successful 
candidate possessed 30 years of relevant 
experience in the disability field and a 
master’s degree.

Norman-Nunnery sued the college and three employees 
involved in the hiring process. She alleged that they discrimi-
nated against her because of her race and retaliated against 
her because of her marriage to a lawyer who had previously 
been involved in filing a frivolous lawsuit against the defen-
dants. The district court granted summary judgment in favor 
of the defendants. Norman-Nunnery appealed.

The 7th Circuit found that Norman-Nunnery’s claims 
for race and marital association discrimination failed. The 

court found that Norman-Nun-
nery failed to demonstrate that the 
defendants’ stated reason for not 
hiring her—that she scored lower 
than the other candidates—was a 
pretext.

By Amy Onder, general counsel of iXP 
Corp. in Cranbury, N.J. 

An employee successfully sued a hos-
pital for race discrimination, saying 

he had been discriminatorily placed on 
probation by a racist supervisor set on 
railroading him out of his position.

The hospital controlled the Southern 
Illinois Regional Emergency Medi-
cal System, where Archie Thompson 
worked as a paramedic. Thompson was 
the only black paramedic in the system.

Thompson performed his job well, 
but one day he failed to follow protocol 
to call in a certain procedure after admin-
istering it to a diabetic patient, whom he 
had just revived. When Thompson got 
back to his base, the supervisor on duty 
told him he should have made the call. 
Thompson said he 
would do so in the 
future. The next 
day, Thompson 
went out on a simi-
lar call for another 
diabetic patient and 
correctly called in 
the procedure.

Concerned that 

Thompson hadn’t known about the pro-
tocol, the on-duty supervisor asked other 
paramedics about their experiences. The 
supervisor came to believe that the proto-
col had not been distributed or publicized 
among paramedics, and that it was not 
being followed by paramedics, including 
but not limited to Thompson. The su-
pervisor raised this concern with middle 
manager Paula Bierman.

Bierman apparently thought that 
one black paramedic was one too many. 
She allegedly had made comments of 
that nature to Thompson and others, 
particularly that she believed that black 
employees did not have the same abilities 
as white employees. Bierman had re-

cently administered 
a difficult quiz to 
the paramedics, in-
cluding Thompson, 
and Thompson had 
missed most of the 
responses.

Importantly, 
Bierman did not 
have the authority 

to put Thompson on probation. She had 
to bring her concerns to the hospital’s 
medical director, Dr. Daniel Doolittle. 
Bierman gave a lopsided account of the 
facts to Doolittle: that probation was 
needed because of Thompson’s low quiz 
score and because he hadn’t followed 
protocol with the diabetic patient. Doo-
little asked Bierman whether she knew of 
other employees who had not followed 
this protocol, and Bierman said “no”—
even though she did.

The 7th Circuit upheld the jury 
verdict, finding that the hospital was 
responsible because Bierman controlled 
the decision, even though Doolittle was 
technically the one “in charge.” The 
employer got a small victory when the 
7th Circuit cut Thompson’s award of 
$500,000 to $250,000; however, the hos-
pital incurred expenses of trial and ap-
peal and potential negative publicity.

By Whitney R. Brown, an attorney with Lehr Mid-
dlebrooks & Vreeland PC, the Worklaw® Network 
member firm in Birmingham, Ala.

Employer Liable for Race Discrimination
Thompson v. Memorial Hospital of Carbondale, 7th Cir., Nos. 07-2249, 07-2296, 07-2297 (Nov. 3, 2010).

Professional Pointer

Decision-makers like next-level 
supervisors or HR professionals 
must reach independent 
conclusions for employers 
to reap the benefits of that 
distribution of authority.

 Professional Pointer
Employers should ensure that 
they have documentation 
that establishes the business 
necessity of their hiring 
practices.
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Boston.jobs 

CustomerService.jobs 

Engineering.jobs

Phoenix.jobs 

Accounting.jobs 

Sales.jobs 

Marketing.jobs 

Nursing.jobs 

Atlanta.jobs 

USA.jobs

Texas.jobs

Finance.jobs
InformationTechnology.jobs

Manufacturing.jobs

Consultant.jobs

Hospitality.jobs

Energy.jobs

NYC.jobs

Maryland.jobs

NewYork.jobs

Government.jobs

Technology.jobs
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California.jobs
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Visit www.Free.jobs or call 
(866) 268-6206 toll-free

© 2011 DirectEmployers Association, Inc., a nonprofit consortium of leading global employers

List your jobs for FREE!

FIND OUT
HOW
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Legal Trends
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The author is an attorney with Duane Morris in 
Miami. 

Different Versions of I-9
U.S. Citizenship and Immigration Ser-
vices (USCIS) makes Form I-9 available 
in English and Spanish.

The English version must be retained, 
while the Spanish version can be used for 
translation purposes only. The exception: 
In Puerto Rico, employers may retain and 
use either version. 

Form I-9 has undergone several revi-
sions during the last two decades, with the 
first occurring in 1991. Subsequent 2007 
and 2009 revisions primarily updated the 
number of acceptable forms for estab-
lishing identity and work authorization, 
and eliminated unsecure or out-of-date 
documents. 

During 2009, Form I-9 was revised 
twice. Important changes included a 
mandate that employers accept only unex-
pired documents, updates to List A and 
List C, and the addition of “non-citizen 
national of the United States” to the 
employee’s attestation box in Section 1. 

It is critical that employers use the 
proper Form I-9, available at www.uscis
.gov/i-9, and complete it correctly.

All new employees must complete 
Form I-9 if they were hired on or after 
Nov. 7, 1986, regardless of citizenship. 

Filling Out I-9s
On or before the employment start date, 
employers must provide a new hire with 
Form I-9, its instructions and the lists of  
acceptable documents to establish identity 
and work authorization. Ensure that the 
new employee legibly and properly com-
pletes Section 1 of Form I-9 and signs the 
form or acknowledges the signature no 
later than the first day of hire.  

S ince enactment of the Immigration Reform and Control Act of 1986 more than 
two decades ago, employers have failed to fully appreciate the importance of the 
law in terms of Form I-9 compliance. With the federal government cracking down 

on noncompliant I-9s, employers need to take immediate steps to get their houses in 
order. 

Officials with the U.S. Department of Homeland Security, specifically U.S. Immigra-
tion and Customs Enforcement, know that most U.S. employers are not fully compliant, 
so employers are at the center of the crackdowns. The agency’s strategic plan through 
2014 states it will continue targeting employers by pursuing “effective worksite enforce-
ment.” This includes civil and criminal enforcement.

By establishing and maintaining effective Form I-9 compliance policies, employers can 
prevent potential liability and mitigate many potential violations. Employers should imple-
ment effective I-9 procedures that result in accurate, consistent and uniform preparation, 
maintenance and, ultimately, disposal of the forms. 

In addition, employers must, in the context of Form I-9 compliance, assess their legal 
exposure, educate managers on legal risks, and adopt HR practices that identify and 
prevent liability.

By Hector Chichoni

Attention to detail is critical in filling out and 
checking eligibility-to-work documents.

I-9 Compliance Crackdowns
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An employer cannot request a Social 
Security number when the employee is 
completing Section 1 unless the employer 
is registered for and using E-Verify. The 
employee must provide a physical address, 
not a post office box. The new employee 
has three business days from the employ-
ment start date to present the necessary 
documents to establish his or her identity 
and employment authorization. USCIS 
has not issued a clarification on how to 
calculate the three business days for I-9 
purposes. According to instructions for 
E-Verify, the date of hire is counted as day 
zero, not day one. But the safest approach 
is to count the date of hire as day one.

Moreover, employers should require 
employees who indicate on Form I-9 that 
they are “aliens authorized to work” to 
identify specifically their status and clas-
sification on the form.

The employee chooses which docu-
ments to provide. Although this specific 
requirement has been in place since 1986, 
it is often neglected.

Employers are responsible for 
completing Sections 2 and 3 of Form 
I-9. The new employee must provide 
either one original document from List 
A or one original document from List 
B (regarding identity) plus one original 
document from List C (regarding work 
authorization). Further, if  an employee 
provides a document from List A that 
meets the requirements, the employer 
should neither request additional docu-
mentation nor complete any portion of  
the List B or List C parts of  Section 2 of  
the form.

One important distinction: Employers 
registered for E-Verify must, when an 
employee presents a document from List 
B, require a document with a photograph.

Employers are responsible for 
reviewing acceptable unexpired orig-
inal documents and for comparing the 
information on the documents to that 
in Section 1. When reviewing originals, 
confirm that they reasonably appear to be 
genuine and relate to the new employee. 

Examine them carefully for obvious 
errors.

Employers can compare documents to 
pictures found in USCIS’ Handbook for 
Employers (M-274) or Guide to Selected U.S. 
Travel and Identity Documents (M-396) for 
obvious errors relating to font, seal, photo-
graph alignment and document presen-
tation. Employers registered for E-Verify 
must use the information contained on 
Form I-9 to conduct a query on the newly 
hired employee. Therefore, it’s important 
to ensure that the form is correct.

When an employee’s work authoriza-
tion expires, the employer must reverify 
his or her employment eligibility. If  
Section 3 has been already used, use a 
new Form I-9 by writing the name of the 
employee in Section 1 and completing 
Section 3 of  the new form. The new 
form must be attached to the original 
form. The employee must present a docu-
ment that shows either an extension of  
employment authorization or new work 
authorization. If  an employee is unable 

MEMBER
EXCLUSIVE

Sample Documents Database
Develop important HR documents more quickly by 
modifying a sample in SHRM’s Sample Documents 
Database. Find hundreds of policies, forms, job 
descriptions, mission statements and more.

Choose from:
Form: Ergonomic Workstation Evaluation
Policy: Succession Planning
Job Description: Director of Information Systems

See more sample documents at 
www.shrm.org/freesamples
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Sample HR Documents … We Got Em’
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With the 2011 Spring SHRM Education Series

Improve. Advance.Succeed.

SHRM is committed to making you better, smarter, more competitive and more informed. Whether 
you’re a newcomer or seasoned HR professional, these courses will challenge you and help your 
career grow. SHRM has trained thousands of HR professionals worldwide and knows what goes 
into succeeding in this complex profession. The SHRM Education Series programs are designed by 
qualifi ed experts, HR professionals and legal counsel to be the most up-to-date and accurate out there. 
SHRM goes to great lengths to ensure that everyone who takes a course gets the most out of every session.
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   SHRM CERTIFICATION PREPARATION

PHR/SPHR Certifi cation Preparation
March 21-23
San Diego, Calif.

March 28-30
Atlanta, Ga.

April 4-6
Chicago, Ill. 

April 6-8
Alexandria, Va. 

April 11-13
Orlando, Fla.

May 9-11
Dallas, Texas 

May 11-13
Alexandria, Va. 

June 1-3
Alexandria, Va. 

GPHR Certifi cation Preparation
March 28-30
Atlanta, Ga. 

May 2-4
Alexandria, Va. 

California Certifi cation Preparation
March 22-23
San Diego, Calif.

   EXECUTIVE EDUCATION 

Coaching HR Professionals
March 9-11
Colorado Springs, Colo.

June 1-3
Colorado Springs, Colo.

Business and Human Resources: Leading 
HR and Your Organization into the Future
May 9-12
Chapel Hill, N.C.

Leadership Development for 
HR Professionals
August 1-5
Colorado Springs, Colo.

   HR-SPECIFIC SKILLS

Human Capital Analytics: Using HR 
Metrics to Drive Business Results
April 5-6
Chicago, Ill. 

April 11-12
San Diego, Calif.

April 14-15
Alexandria, Va.

May 24-25
Boston, Mass.

SHRM® Diversity & Inclusion Strategic 
Management Program
March 9-10
Alexandria, Va.

May 24-25
Boston, Mass.

Diversity Practitioner of the 21st Century: 
What a New Practitioner Needs to Know
April 13
Alexandria, Va.

August 15
Alexandria, Va.

Health Care Reform: Impacts on 
Employers and Employees
March 7
Alexandria, Va.

March 21
San Diego, Calif.

May 25
Boston, Mass.

June 6
Alexandria, Va.

Building Business Strategy
April 6
Chicago, Ill. 

Base Compensation
March 29
Atlanta, Ga.

Managing Individual & Organizational Change
March 22
San Diego, Calif.

   GENERAL HR COMPETENCIES

SHRM Essentials® of HR Management
July 25-26
Atlanta, Ga.

August 18-19
Alexandria, Va.

HR Generalist
March 2-3
Alexandria, Va.

March 21-22
San Diego, Calif.

March 29-30
Atlanta, Ga. 

April 5-6
Chicago, Ill. 

April 12-13
Orlando, Fla. 

May 10-11
Dallas, Texas

May 24-25
Boston, Mass. 

Strategic Human Resources: Delivering 
Business Results 
March 23-24
Alexandria, Va.

April 11-12
Orlando, Fla. 

May 9-10
Dallas, Texas

May 23-24
Boston, Mass. 

*Dates and locations are subject to change
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Master of 

Science in  

Employment 

Law (M.S.)

Onl ine

Earn your >>

Do you want to advance 
your career?

Do you want to earn your 
master’s degree online  
while working and raising 
your family?

You can do it,  
and we can help!

Visit
www.nsulaw.nova.edu/HRmag 
for more information on earning 
your M.S. in Employment Law 
through NSU’s Shepard Broad 
Law Center. 

Nova Southeastern University admits students of any race, color, sexual 
orientation, and national or ethnic origin. Nova Southeastern University 
is accredited by the Commission on Colleges of the Southern Association 
of Colleges and Schools (1866 Southern Lane, Decatur, Georgia 30033-
4097, Telephone number: 404-679-4501) to award associate’s, bachelor’s, 
master’s, educational specialist, and doctoral degrees. 11-118-10NOM

to show current work authorization by 
providing a document from List A or 
List C, the employer cannot continue to 
employ the individual. 

Employers can also use Section 3 when 
rehiring an ex-employee within three years 
of his or her departure. However, doing 

so makes it more difficult to keep track of  
the expiration of documents. An employer 
rehiring an ex-employee within three years 
should use a new Form I-9 to ensure that 
the latest list of acceptable documents is 
being used.

One important I-9 rule is the “receipt 
rule.” An employer may accept a receipt 
in lieu of a document from List A, B or 
C if  the receipt is for a replacement of  a 
lost, stolen or damaged document. In this 
case, the receipt is valid only for 90 days 
from the date of  hire, or, for reverifica-
tion, until the date that the employment 
authorization expires. Receipts cannot 
be accepted if  employment is to last less 
than three days. When the employee 
provides an acceptable receipt, record the 
document in Section 2 of  Form I-9 and 
write down the word “receipt” and its 
document number in the “Document #” 
space. When the employee returns and 
presents the actual document, cross out 
the word “receipt” and the number, write 
the actual document’s number, and initial 
and date the change.

The Immigration Reform and 
Control Act allows, but does not require, 
employers to make a copy of Form I-9 
documents. If  the employer copies docu-
ments for one new employee, it must do 
so for all new employees. Copies of  docu-
ments should be attached to Form I-9 
for audit purposes. Federal officers have 
informally commented that they prefer to 
see a copy of the documents when going 
through audits. Having the copies readily 
available can go a long way to show that 
an employer has complied with the act’s 
verification process in good faith. 

I-9 Audits
Employers that audit their I-9 forms can 
use those audits to review, revise and cor-
rect their written policies. It is therefore 
important that employers assess their legal 
exposure and conduct internal audits of  
the forms. If an audit uncovers incorrectly 

completed forms, take steps to address the 
deficiencies, but don’t backdate any cor-
rections or amendments to forms. Instead, 
conspicuously initial and date changes 
when remedial steps are taken.

If deficiencies are found in Section 
1, the employee must sign and date any 
corrections. The employer must suspend 
or terminate any employee discovered to 
be working without authorization. It is 
wise to consult with an attorney before 
suspending or terminating an employee, as 
wrongful termination could lead to charges 
of discrimination and other claims. 

Substantive Violations
Federal agents or auditors often inspect 
I-9s. The purpose is to identify violations 
that might lead to criminal prosecution 
as well as substantive or technical viola-
tions that might result in issuance of  ad-
ministrative fines or warning notices.

Since the 1996 amendment to the 
Immigration Reform and Control Act, 
the federal government distinguishes 
between technical errors and substantive 
violations.

Examples of technical or procedural 
violations include failure to:
• Ensure that an individual provides her 
maiden name, when applicable, or his or 
her address or birth date in Section 1 of  
the I-9. 
• Ensure that the individual dates 
Section 1 at the time employment begins.
• Provide the document title, identifi-
cation numbers and expiration dates of  
proper List A documents or proper List B 
and List C documents in Section 2 or 3, 
but only if legible copies of the documents 

If an audit uncovers incorrectly completed 
forms, take steps to address the 
deficiencies.
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SHRM 2011 ANNUAL CONFERENCE & EXPOSITION

June 26–29, 2011
Las Vegas, Nevada

INNOVATIVE
SOLUTIONS
TODAY... 
FOR WHAT’S 
NEXT IN HR

We know you need to stay ahead of the
changing needs of your business and that’s
why you turn to SHRM, the very best ed-
ucational programs, resources, and net-
working at its 2011 Annual Conference &
Exhibition. SHRM’s events go beyond
what others offer and feature the largest

number of practitioners,
business management and
health care sessions in the 
industry. We’ll provide in-

teresting topics that high-
light the opportunities and

challenges for your organization and sup-
port it with content that is relevant, practi-
cal and applicable immediately. So join us
for the 2011 Annual Conference and
equip yourself to face the future of HR.

LEARN FROM
SOME OF THE
MOST SUCCESSFUL
PEOPLE IN THE
WORLD

SHRM welcomes Sir Richard Branson,
Michael J. Fox, Barry Rand and Tony
Hsieh, four individuals who continue to
innovate their professions and champion
their causes. 

PREPARE TO BE INSPIRED!

Register Today
annual.shrm.org

Sir Richard Branson          

Michael J. Fox

Tony Hsieh

Barry Rand
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are retained with the forms and presented 
at the I-9 inspections.
• Provide the title, business name and 
address in Section 2.
• Provide the date of rehire in Section 3.

The federal government must provide 
employers at least 10 business days to 
correct technical violations after noti-
fication. If  an employer fails to correct 
violations on time, it will be subject to 
fines.

Examples of  substantive violations 
include failure to: 
• Prepare or present Form I-9.

• Ensure that the individual provides his 
or her printed name in Section 1.
• Ensure that the individual checks a 
box in Section 1 attesting to whether he is 
a citizen or national of  the United States, 
a lawful permanent resident, or an alien 
authorized to work until a specified date.
• Ensure that an alien authorized to work 
provides his or her alien number in Section 
1, if the number is not provided in Section 
2 or 3, or on a legible copy of the document 
that is retained with the I-9 form. 
• Ensure that the individual signs the 
attestation in Section 1.
• Review and verify a proper List A 
document or proper List B and List C 
documents in Section 2 or 3. 
• Sign the attestation in Section 2.
• Date Section 2 within three business 
days of  the date the individual begins 
employment or, if  the individual is 
employed for three business days or less, 
at the time employment begins. 
• Sign Section 3.
• Date Section 3 not later than the date 

that the work authorization of the indi-
vidual hired expires.

Penalties
Employers may be subject to fines for 
substantive and uncorrected technical vi-
olations. U.S. Immigration and Customs 
Enforcement has the power to determine 
if  an employer knowingly hired or con-
tinued to employ unauthorized workers. 
If  so, the employer may be fined and, 
in certain situations, may be prosecuted 
criminally. Debarment is also possible. 

Procedural consistency is critical to 
protect the company from discrimina-
tion claims that may arise as a result of  
an untrained employee going beyond the 
procedural and substantive I-9 rules.

Accuracy is of  extreme importance 
for purposes of  Form I-9 compliance. 
Employers often complete forms but fail 
to pay attention to detail. Proper comple-
tion requires knowledge of complex and 
often confusing rules and diligence to 
maintain accuracy and uniformity.  

How and how long should you retain pa-
per and electronic I-9s? For guidance on 
retention and other information, see the 
online version of this article at www.shrm
.org/hrmagazine/0211Chichoni. For other 
resources on employment law, visit www
.shrm.org/LegalIssues.

Online Resources

Succeed Beyond Boundaries

SHRM Global Learning System®

The #1 GPHR Certifi cation Prep Tool
10

-0
8

0
2

As communication and transportation continue to advance and the world 
becomes smaller, more and more companies are realizing the benefi ts of going 
global. Businesses continue to expand abroad, creating a greater demand 
for HR professionals who have knowledge and experience in managing an 
international workforce. 

Meet this demand by earning your GPHR® credential. Prepare for the exam by 
using the SHRM Global Learning System—the #1 GPHR Certifi cation Prep Tool.

Choose from four easy ways to learn:

Try the free demo today at www.shrm.org/learning/global
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The SHRMStore’s Great 8 of 2010!
Each year the SHRMStore announces its top-selling 8 products based on customer sales. Following are 2010’s Great 8!

Health Care Reform
Member $239.00
Nonmember $249.00

 101 Tough Conversations 
to Have with Employees
Member $16.95
Nonmember $18.95

 Auditing Your Human 
Resources Department
Member $45.95
Nonmember $49.95

 Sexual Harassment: A 
Commonsense Approach
Member $169.00/ Manager/Employee 
Combo $315.95
Nonmember $189.00/ Manager/
Employee Combo $345.95

 2600 Phrases for Effective 

Member $9.95
Nonmember $10.95

 Emotional Intelligence 2.0
Member $17.95
Nonmember $19.95

 101 Sample Write-Ups 

Member $29.95
Nonmember $35.00

 Supervisor’s Guide 
to Labor Relations
Member $11.95
Nonmember $14.95

 The Essential Guide to 
Workplace Investigations, 
2nd Edition
Member $38.95
Nonmember $44.99

 Performance Appraisal 
Source Book
Member $47.95
Nonmember $59.95

 The Essential Guide to 
Federal Employment Laws
Member $35.99
Nonmember $44.99

 Solving the 

Member $35.95
Nonmember $41.95

 HR Competencies
Member $22.95
Nonmember $26.95

 SHRM 2010-2011 Human 
Capital Benchmarking
Member $695.00
Nonmember $800.00

 I Love HR Lapel Pin 
Member $2.95
Nonmember $3.95

 I Love HR Sticky Note Cube 
Member $7.95
Nonmember $9.95

 I Love HR Teddy Bear
Member $8.95
Nonmember $10.95

 I Love HR Water Bottle 
Member $8.95
Nonmember $9.95

Great 8 Accessories

Plus, order between February 1 and March 15 and receive 15% off your order of $25 or more. Visit www.shrmstore.shrm.org and 
enter promo code FEG-8 at checkout to watch the savings add up!*

*Cannot be combined with any other offers. Limited to one discount per customer. 11-0002

 SHRM Logo Lapel Pin
Member $4.95
Nonmember $5.95 

 Balmain Ball Point 
Pen with SHRM Logo
Member $21.95
Nonmember $24.95

 SHRM Blue Coffee Mug
Member $10.95
Nonmember $15.95

 Black Padfolio with Handle 
Member $21.95
Nonmember $24.95

Great 8 SHRM-Published Books

Lisa Guerin, J.D.

Workplace  
Investigations

How to Handle Employee Complaints & Problems

The Essential Guide to 

N O LO

Free Legal Updates at Nolo.com

The SHRMStore
The World’s Largest HR Bookstore!
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Performance Reviews 

Compensation Puzzle

________________

for Documenting Employee 
Performance Problems

Department of One
Member $143.95
Nonmember $159.00

 Employer’s Guide to  2011 Complete Guide to 
Human Resources and the Law
Member $179.00
Nonmember $189.00

 Managing an HR 
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Inside SHRM
www.shrm.org/hrnews/insideshrm

Assessment Exam Launched for HR Students

T he Society for Human Resource 
Management (SHRM) is launching 
an assessment exam for graduating 

college students in May.
Hiring managers “should rely on 

this as the universal benchmark to show 
that recent graduates have acquired the 
minimum knowledge to be a successful 
HR practitioner,” said Nancy Woolever, 
SPHR, director of academic initiatives at 
SHRM.

The four-hour assessment will be 
restricted to students who have taken 
requisite HR courses. Passing the 
assessment will:
• Demonstrate that a student has the 

knowledge required for entry-level 
HR work.

• Help HR students who pass the 
exam to differentiate themselves in 
the marketplace. 

• Help universities meet their 
accrediting body’s assurance-of-
learning requirements.
The test will consist of 160 multiple-

choice questions that will cover 18 HR 
content areas. 

Study materials will be available 
in March and will include practice 
questions, an answer key and test-taking 
tips, Woolever said.

Registration for the exam opened in 
January. The computer-based exam will 
be administered at Prometric test centers 
around the world, in English only. 

It will be conducted during three test 
“windows” of May 15 to June 15, July 15 
to Aug. 15 and Oct. 15 to Nov. 15.

The American Institutes for 
Research, in conjunction with SHRM 
staff, will be responsible for preparing 
the exam and tracking quality assurance, 
performing psychometric analyses and 
scoring, developing support materials 
for the test, and setting performance 
standards of the test.

By Kathy Gurchiek, associate editor for HR News.

Flexibility Needed to Recruit, Retain Older Workers
Public policy should provide employers with a flexible framework so that 

they can develop programs that address the needs of businesses and older 

employees, a member of the Society for Human Resource Management 

(SHRM) told the U.S. Equal Employment Opportunity Commission.

Phased retirement still poses a hurdle for employers, Cornelia Gamlem, 

SPHR, told the commissioners. It’s a concept that interests many organiza-

tions and employees, but the Pension Protection Act leaves important legal 

questions unresolved, she said.

However, there are practices that organizations can adopt to recruit, 

retain and manage older workers. A 2010 survey of HR professionals found 

that offering part-time positions and hiring retired employees as consultants 

or temporary workers are popular strategies. The survey was conducted 

by SHRM and AARP and polled nearly 400 HR 

professionals.

Gamlem is a former member of the SHRM 

Board of Directors and a former chair of SHRM’s 

Workplace Diversity Committee. She is the 

co-author of two books on affirmative action and 

has more than 25 years of HR experience.

—Kathy Gurchiek

Online Resources

Information on the student assessment 
exam’s background and purpose, con-
tent areas covered, how to prepare for 
the exam, eligibility, and registration can 
be found at www.shrm.org/
assuranceoflearning/index.html.

Cornelia Gamlem
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Staffing Conference 
Name Change Addresses 
Employee Life Cycle

T he 2011 Society for Human Resource Management (SHRM) Talent & 
Staffing Management Conference is set for April 11-13 in San Diego. 

Formerly known as SHRM’s Staffing Management Conference, the 
conference underwent a name change for 2011.

That change reflects “the economic times, but mostly is a reflection of the 
importance of the talent investment,” said Lisa Block, SHRM’s director of 
meetings and conferences.

“We expect that in some 
sectors there will be more hiring, 
while others will be stuck in the 
no- or slow-growth mode that 
many employers have experienced 
during the recession,” she said.

In addition, the new name 
better addresses the employee 
life cycle—engagement as well 

as recruiting and staffing, said Letty Kluttz, SPHR, SHRM’s manager of 
conference planning. 

Sessions will cover topics such as global staffing, immigration, coaching 
basics, social media strategies and the changing benefits landscape; two 
sessions will focus on recruiting veterans.

Employment Law & Legislative Conference
“Bridging the Divide: Connecting the Workplace and Washington” is the 
theme for the 2011 SHRM Employment Law & Legislative Conference 
slated for March 14-16 in Washington, D.C. 

Issues before the 112th Congress that will impact the HR profession include 
efforts to:
• Overhaul the nation’s immigration laws.
• Require employers to offer paid leave.
• Restrict the use of credit reports in the hiring process.
• Provide new civil rights protections in pay discrimination claims. 

Attendees can also meet with their elected officials to talk about workplace-
related legislation that affects HR professionals.

—SHRM Online staff

Online Resources

See www.shrm.org/conferences for more 
information and to register for the 2011 
SHRM Talent & Staffing Management 
Conference and the 2011 SHRM Em-
ployment Law & Legislative Conference.

Members 
Honored By 
National Academy
Three members of the Society for Human Resource 

Management (SHRM) have been recognized by the 

prestigious National Academy of Human Resources.

Bonnie C. Hathcock, Gary P. Latham, Ph.D., and 

Charles G. Tharp, Ph.D., were inducted Nov. 4, 2010, 

as members of the 19th class of fellows in New York 

City. Tharp was named a distinguished fellow, the 

academy’s highest honor.

“Each of these human 

resources professionals 

have made sustained and 

exemplary contributions to 

the broad field of human 

resources,” academy chair 

Mirian Graddick-Weir said 

in a press release about the 

following:

• Charles G. Tharp was 

elected as a fellow in 1998. 

He serves as executive vice 

president for policy of the 

Center On Executive Com-

pensation.

• Bonnie C. Hathcock is 

senior vice president and 

chief HR officer of Louisville, 

Ky.-based Humana Inc., a 

Fortune 100 health solu-

tions company. 

• Gary P. Latham, a 

member of the SHRM Board of Directors, has served 

since 1990 as Secretary of State Professor of Orga-

nizational Effectiveness in the Rotman School of 

Management at the University of Toronto. 

—SHRM Online staff

Bonnie C. Hathcock

Gary P. Latham

Charles G. Tharp
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Inside SHRM

CHAIR
Jose A. Berrios

BTG: The Berrios Talent Group LLC

IMMEDIATE PAST CHAIR
Robb E. Van Cleave, SPHR, IPMA-CP

Columbia Gorge Community College

DIRECTORS
Melvin L. Asbury, SPHR

Asbury Consulting LLC

The HR Group Inc.

Jeffrey M. Cava

Starwood Hotels & Resorts Worldwide Inc. 

Calvin W. Finch, CPA

CPP Inc.

Bette J. Francis, SPHR

Wilmington Trust Wealth Advisory Services

Carolyn Gould, SPHR, GPHR, CCP

PricewaterhouseCoopers LLC

James A. Kaitz

Association for Financial Professionals

Gary P. Latham, Ph.D.

University of Toronto, Rotman School of 

Management

Virda M. Rhem, SPHR

Texas Property and Casualty Insurance

Guaranty Association

Gabrielle Toledano

Electronic Arts Inc.

Upcoming

March
 2-3 HR Generalist, Alexandria, Va.

 7  Health Care Reform: Impacts on  Employers and Employees, Alexandria, Va.

 14-16  2011 SHRM Employment Law &  Legislative Conference, Washington, D.C.

Graduate Student Wins Meisinger Fellowship

H uman resource professional Mar-
garet Linnehan, PHR, has won 
the second annual Susan R. Meis-

inger Fellowship for graduate study, a 
$10,000-a-year award given by the Soci-
ety for Human Resource Management 
(SHRM) to develop the next generation 
of HR leaders.

Named after former SHRM 
President and Chief Executive Officer 
Susan R. Meisinger, SPHR, the 
fellowship assists HR professionals 
who have demonstrated leadership in 
human resources, significant HR work 

experience, community involvement 
and undergraduate achievement. The 
fellowship is endowed by SHRM, 
the HR Certification Institute and the 
SHRM Foundation. 

Linnehan is studying for a master’s 
degree in organizational dynamics at 
the University of Pennsylvania while 
working as a human resource specialist 
at the Simkar Corp. in Philadelphia. She 
holds a bachelor’s degree in business 
administration from Gwynedd-Mercy 
College in Gwynedd Valley, Pa. Her 
HR experience includes roles at Johnson 

& Johnson and Blommer Chocolate in 
Pennsylvania. 

“Being awarded the Susan R. 
Meisinger Fellowship is one of the most 
exciting moments of my life,” Linnehan 
said. “I feel honored to be chosen and 
excited over all the opportunity that this 
award represents.” 

In her application, Linnehan noted 
that she had received her bachelor’s 
degree “by attending class part time [in 
the] evenings while working full time 
and raising two children,” and that 
she is currently taking only one class a 

year in the master’s program because of 
financial difficulties.

Applications Now Open
SHRM is now accepting applications 
for the 2011 Susan R. Meisinger 
Fellowship from members and 
HR professionals with certification 
from the HR Certification Institute. 
Applicants must have earned a 
minimum undergraduate grade-point 
average of 3.5 overall out of a 4-point 
grading scale; must have a minimum 
of 10 years of work experience, with 

a minimum of five years in HR; 
and must have been accepted into a 
qualified master’s program within or 
outside the United States. Please visit 
www.shrm.org/meisinger for more 
information.

—SHRM Online Staff

Margaret Linnehan, PHR: Getting there 
one graduate class a year, working 
full time, raising two children.

SHRM Board of Directors
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Where HR Professionals Find HR Professionals

SHRM’s HR Jobs
www.shrm.org/jobs

10-0716

This morning I received a call from Amanda Lombardi, an 

HR pro who’s tops in her field. Seems she’s ready for a new  

challenge, and wants me to sniff out the best job for her.  

She’s very picky…this is going to be a tough case to crack.   

So I’ll scout out SHRM’s HR Jobs, the alpha dog in the HR 

search game. Last year they listed houndreds of the 

best jobs in the HR business. They always produce 

the best canine-adates for me. And now, with SHRM’s 

HR Jobs’ new resume database, all Amanda has to do is 

post her resume and the jobs will come to her! 

Shrmlock Holmes here.
Top dog in the job search game...

THE CASE OF: Overqualified / Underemployed
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Management Tools
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stereotypes that everyone in finance likes 
analysis and everyone in HR likes people. 
Powerful strategy tools and engaged 
employees are both vital. 

Make a Connection
To be useful, management tools need to 
abstract from reality, making generaliza-
tions and assumptions. But organizations 
are not machines. They are full of excep-
tions.

If you are data-biased, resist the 
impulse to make everyone fit into the 
same hole like a machine. In theory, 
that would make the outputs work more 
effectively. In reality, that treatment stifles 
creativity and passion.

A people-driven manager is more likely 
to blame the tools for ineffectiveness. But, 
once you’ve determined that certain man-
agement tools are potentially useful, apply 
them to the problems you face knowing 
that adapting the outputs will be necessary. 

Both types of managers should proac-
tively build relationships between people 
and analysis. Embed the tools in the 
organization’s routines. Weave analytics 
into the fabric of everyday meetings and 
conversations. The more your employees 
realize that applying tools to manage-
ment situations is intended to save them 
time, help them succeed and make the 
company more successful, the more will-
ing they will be to accept and apply the 
outputs of tool-based analysis. 

You will benefit from the marriage of  
logic and passion, connecting your orga-
nization’s head and its heart.  

Connect the Head and the Heart
Recognize your bias toward analysis or people to devise 
overall strategies and make them stick. 

People have strong opinions about strategy tools. Some managers apply manage-
ment frameworks and tools liberally, confident that their analysis will define a 
clear path. Other managers believe tools distract people.

So which is it? Are tools, such as option evaluation grids and cost curves, the best way 
to win against the competition? Or is it better to hire a terrific team of employees? Think 
about where you stand on the tools vs. talent debate: 

Are you persuaded by a quantitative worksheet or a passionate leader? Which has a 
better chance of being implemented, a well-researched recommendation based on strong 
quantitative analysis or a grassroots call to action? If you voted for “people first,” then 
personalities, stories and incentives feature prominently in your vision. Employees are the 
ultimate source of competitive advantage. If you voted “tools,” then data-driven analyses 
underpin your proposals. Information is the source of competitive advantage. 

In some cases, great analysis compensates for an unskilled workforce, resulting in a 
preference for strong analysis. In other cases, a creative workforce finds ways to make the 
right competitive moves in spite of weak but well-intentioned analysis, resulting in a higher 
value on talent. In the best-case scenario, brilliant analysis moves a talented workforce. 

To connect the two, know your bias and the biases of others. Move beyond the 

By Trish Gorman Clifford

The author is managing partner at Wilton, Conn.-
based Clifford Strategic Services, which helps compa-
nies adapt strategies to solve business problems. She 
is co-author of  What I Didn’t Learn in Business 
School: How Strategy Works in the Real World
(Harvard Business Review Press, 2010).
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What’s New

Compensation and Benefits
Paycor has announced the release of its 
Custom Web Reporting software. The 
software is designed to help employers 
generate and distribute reports on labor 
distribution, overtime, employee benefits, 
reconciliation of health benefits costs and 
workers’ compensation. This reporting 
tool can provide access to data across 
multiple calendar years, locations and 
companies. The software is compatible 
with major Internet browsers and can be 
adapted for organizations of any size.
(800) 381-0053
www.paycor.com |  info@paycor.com

The new website myNQDC.com provides 
resources on non-qualified deferred com-
pensation. It features the Deferral Choices 
Comparison Calculator, a modeling tool 
designed to help employees, executives 

and financial advisors analyze effective 
methods for deferring an individual’s com-
pensation. The tool shows the differences 
between deferring compensation and re-
ceiving compensation immediately. Users 

Corporate Social Responsibility
PR News has published and released the Guide to Best Practices in Corporate Social Re-
sponsibility & Green PR. The guidebook features insights on the best corporate practices 
for social responsibility and green initiatives, as well as policies and practices from a 
range of organizations including Campbell Soup Co., Harvard University and United 
Parcel Service. It provides checklists, step-by-step guides and online resources that can 
lead to ideas for your own organization’s corporate social responsibility programs.
(888) 707-5814 | www.prnewsonline.com | info@prnewsonline.com

will receive results in easy-to-understand 
graphs and tables. They will also have the 
ability to adjust variables, including length 
of deferral and rate of return, on invest-
ments placed in a deferred compensation 
account or in a brokerage account. 
(617) 734-1979
http://myNQDC.com
info@mystockoptions.com

Retirement
The Keane Organization has an-
nounced the creation of Risk 
Compliance Performance Solutions 
LLC. The new company will focus 
on developing tools and solutions 
to help employers manage active 
and terminated benefits plans pro-
tected by the Employee Retirement 
Income Security Act (ERISA). Services 
offered include locating missing partici-

pants, designing custom outreach 
and communications, providing call 
center support, solving un-cashed 
check problems, and ensuring com-
pliance with ERISA when terminat-
ing a benefits plan.
(610) 828-1888
www.rcp-solutions.com
info@rcpsolutions.com

Staffing
ScreeningInterviews.com has an-
nounced an innovative way for em-
ployers to evaluate job candidates 

for mid- to senior-level positions. Recruit-
ers and hiring managers can now listen to 
candidates’ job screening interviews on 
secure and mobile Amazon Kindle de-
vices. ScreeningInterviews.com provides 

the devices to clients with pre-loaded job 
applicant interviews. This allows recruit-
ers and managers to evaluate candidates 
without being tethered to a network. Can-
didates give permission to be recorded. 
The screen displays the resume.
(312) 952-1777
www.screeninginterviews.com
screeninginterviews@parconresearch.com

Workplace Management
Smart Clock has released two models of  
its time and attendance terminals. One 
model features a reader for magnetic-
stripe work badges. The process is similar 
to how credit cards hold data. When 

swiped, the magnetic stripe is read and 
the data is sent to the terminal. The other 
model features a fingerprint and biometric 
reader. This system requires a validated 
fingerprint before employees can clock in. 
The system can store up to eight finger-
print templates per employee, helping to 
eliminate false-reading problems common 
with other biometric time clocks.
(909) 664-9980
www.smartclock.com
service@smartclock.com

Product manufacturers and developers 
provide information for What’s New. 
Inclusion in this sample of products does 
not necessarily imply endorsement by 
SHRM or HR Magazine. For an online 
directory of new products and services by 
category, please visit www.shrm.org
/publications/hrmagazine/whatsnew.

http://myNQDC.com

www.smartclock.com
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Training & Development Buyers’ Guide

HR
VENDOR

DIRECTORY

SHRM HR Vendor Directory
1800 Duke Street
Alexandria, VA 22314
703-535-6289
Fax: 703-535-6468
hrvendordirectory@shrm.org
http://www.shrm.org/buyers
Find the right HR product or service 
right away. The premier vendor 
directory for HR professionals, 
SHRM's HR Vendor Directory 
highlights more than 2,000 of 
the foremost companies offering 
products and services to the human 
resource profession. Post your 
online listing on our site today!

HR TECHNOLOGY

Epicor
707 Seventeenth Street, 
Suite 3800
Denver, CO 80202
800-477-3287
Fax: 303-595-9970
epicor.com/hcm 
Epicor, a leading provider of global 
ERP solutions, and SPECTRUM, a 
Web-based human resource and 
talent management company-
decided to combine their respective 
expertise and resources. Now, as 
Epicor HCM, they offer the most 
integrated HRIS-all built upon a 
solid foundation of global reach and 
leading-edge HR innovation. Visit 
epicor.com/hcm

HR TECHNOLOGY

Ultimate Software
2000 Ultimate Way
Weston, FL 33326
800-432-1729
Fax: 954-331-7300
ultiproinfo@ultimatesoftware.com
www.ultimatesoftware.com
Ultimate Software is a leading 
provider of unified human capital 
management SaaS solutions 
for global businesses, offering 
award-winning UltiPro® as SaaS 
to manage a worldwide workforce. 
Web-based features include 
recruitment, onboarding, benefits, 
payroll, performance and learning 
management, business intelligence, 
compensation planning, time and 
attendance, and self-service. 

HUMAN CAPITAL MGMT

Ultimate Software
2000 Ultimate Way
Weston, FL 33326
800-432-1729
Fax: 954-331-7300
ultiproinfo@ultimatesoftware.com
www.ultimatesoftware.com
Ultimate Software is a leading 
provider of unified human capital 
management SaaS solutions 
for global businesses, offering 
award-winning UltiPro® as SaaS 
to manage a worldwide workforce. 
Web-based features include 
recruitment, onboarding, benefits, 
payroll, performance and learning 
management, business intelligence, 
compensation planning, time and 
attendance, and self-service. 

BENEFITS

The Hartford Financial 
Services Group, Inc. 
One Hartford Plaza
Hartford, CT 06155
1-860-547-5000
www.thehartford.com 
The Hartford’s Group Benefits 
insurance products help companies 
offer employees smarter ways 
to prepare for the unexpected 
and remain financially strong. We 
offer disability insurance, life and 
accident insurance, and retiree 
health insurance to organizations 
of all sizes. We are no. 1 in fully-
insured disability sales1 and are 
the founding sponsor of the U.S. 
Paralympics. Learn more at www.
thehartford.com/groupbenefits.
1LIMRA 2010 new fully-insured group life 
and disability sales.

BENEFITS COMMUNICATION

Colonial Life
1200 Colonial Life Boulevard
Columbia, SC 29210 
803-798-7000
www.coloniallife.com
Colonial Life is the benefits 
counselor for working Americans. 
We design benefit programs that 
fit the personal insurance needs of 
employers and their employees, and 
spend time with each to provide 
simple, straightforward advice 
about the benefits they have — 
and those they need to fit their 
individual lifestyles and budgets.

EMPLOYMENT LAW

Ogletree Deakins
191 Peachtree Street, N.E., 
Suite 4800
Atlanta, GA 30303
404-881-1300
Fax: 404-870-1732 
clientservices@ogletreedeakins.com
Ogletree Deakins is one of the 
nation's largest management labor 
and employment law firms. The 
firm offers representation in every 
aspect of labor and employment 
law, represents a diverse range of 
clients, and has 40 offices across 
the country. Employers & Lawyers, 
Working Together.

GLOBAL HR

NuView Systems, Inc.
200 Brickstone Square, 
Suite 303
Andover, MA 01810
978-296-6600
Fax: 978-475-1771
info@nuviewinc.com
www.nuviewinc.com/HRmag.html
NuViewHR® is a global HRIS 
and Payroll solution that enables 
business strategy through our 
advanced HR technology. This 
award-winning product suite 
addresses all HR functions, 
including HR & Benefits 
Administration, Compensation, 
Recruiting, Training Administration, 
Performance, Succession, Employee 
& Manager Self-Service, Metrics, 
Time Entry, Payroll and Reporting. 
License and SaaS/Hosted options. 
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TRAINING & DEVELOPMENT

MindLeaders
5500 Glendon Court, Suite 200
Dublin, OH 43016
800-223-3732
events@mindleaders.com
MindLeaders-ThirdForce provides 
business-solution software and 
services that enable learning-and-
content-driven talent development. 
More than 2,500 organizations trust 
MindLeaders-ThirdForce solutions 
to help them develop their learners 
and align their organization’s goals 
through performance-focused talent 
management and award-winning 
learning and coaching resources, 
more than 4,000 online courses, 
and comprehensive compliance and 
e-assessment solutions.

VOLUNTARY BENEFITS

Colonial Life
1200 Colonial Life Boulevard
Columbia, SC 29210 
803-798-7000
www.coloniallife.com
Colonial Life is the benefits 
counselor for working Americans. 
We design benefit programs that 
fit the personal insurance needs of 
employers and their employees, and 
spend time with each to provide 
simple, straightforward advice 
about the benefits they have — 
and those they need to fit their 
individual lifestyles and budgets.

SHRM Seminars

SHRM Seminars
1800 Duke Street
Alexandria, VA 22314-3499
703-535-6265
Fax: 703-535-6477
Toll Free: 800-283-7476
Laura.McConchie@shrm.org
www.shrm.org/seminars
SHRM seminars feature programs 
for “newcomers” to the profession 
and “veteran” HR professionals 
alike. Developed by qualified 
experts, HR professionals and legal 
counsel, our programs meet the 
highest possible standards and 
deliver the latest information and 
solutions for your most pressing 
business challenges. For training 
you can trust, turn to SHRM. 
Contact Laura McConchie for more 
information.

SHRM’s

SHRM HRJobs
1800 Duke Street
Alexandria, VA 22314
800-283-7476 ext. 5499
Fax: 703-535-6468
hrjobs@shrm.org
www.shrm.org/jobs
Looking for your next job? Find 
your next job with the most 
comprehensive one-stop access 
to the best job in HR. The top HR 
recruiters post on HR Jobs–the 
best. HR job board is only a click 
away.

LEGAL SERVICES

Ogletree Deakins
191 Peachtree Street, N.E., 
Suite 4800
Atlanta, GA 30303
404-881-1300
Fax: 404-870-1732 
clientservices@ogletreedeakins.com
Ogletree Deakins is one of the 
nation's largest management labor 
and employment law firms. The 
firm offers representation in every 
aspect of labor and employment 
law, represents a diverse range of 
clients, and has 40 offices across 
the country. Employers & Lawyers, 
Working Together.

BACKGROUND SCREENING/INVESTIGATION TRAINING & DEVELOPMENT

MHS-EI
CONTACT: Negin Neghabat, 
Marketing Manager: 
growyourbusiness@mhs.com
MHS is proud to publish the 
EQ-i, the first scientifically 
valid emotional intelligence (EI) 
assessment tool in the market to 
accurately predict behavior and 
drive performance. Stay tuned for 
announcements surrounding the 
release of the EQ-i 2.0, a whole new 
experience that will make you the 
authority on EI with your customers. 
Join our LinkedIn Group, The 
Emotional Intelligence Connection 
for updates.

SHRMStore
1800 Duke Street
Alexandria, VA 22314
703-548-3440 or 800-444-5006
shrmstore@shrm.org
http://shrmstore.shrm.org
SHRMStore–the world's largest 
bookstore for HR professionals. 
With thousands of the most relevant 
titles spanning compensation and 
benefits to recruitment and hiring, 
the SHRMStore provides you with 
the targeted and timely collection of 
HR books you need to stay ahead in 
your field. For a catalog, check us 
out online.

ONLINE TRAINING SOFTWARE

Citrix
www.gototraining.com
1-866-962 -6491 
GoToTraining online training 
software lets you hold interactive 
training sessions with up to 200 
people – right from your desk. It 
takes minutes to learn and costs a 
fraction of what your travel budget 
would be. So relax and focus on 
what's important: your session. 
Get a free 30-day trial at www.
gototraining.com. 

Training & Development Buyers’ Guide
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 To place an ad contact the SHRM HRJobs team at 1.800.283.7476 x 5499, fax 703.535.6468, www.shrm.org/jobs
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Positions Available

Louisiana
New Orleans
HR Director
Louisiana State University Health Sci-
ences Center in New Orleans, a leading 
health care institution dedicated to 
teaching, research and patient care 
functions state-wide, is seeking a 
dynamic, resourceful, visionary and 
experienced leader for the Director of Hu-
man Resources position. The successful 
candidate will direct, plan and oversee 
all functions associated with human re-
sources. Adaptability and excellent com-
munication skills are an expectation to 
developing positive working relationships 
and handling a diverse range of employee 
needs and issues.
Job requirements:
Bachelor’s degree in business adminis-
tration, human resource management, 
management, public administration, 
health care management or related 
field with 10 years of progressively 
responsible human resource manage-
ment experience in a public or private 
sector, two years of which are in a senior 
administrative capacity. Demonstrated 
skills in computer applications, software 
and automation technology are essential. 
Master’s degree in a related field and/or 
experience in an academic health center, 
university or large health care enterprise 
are preferred.
LSUHSC-New Orleans is an Equal Op-
portunity/Affirmative Action Employer 
that offers competitive salaries and a 
comprehensive program of benefits. For 
more information about LSU Health Sci-
ences Center-New Orleans, please visit 
www.lsuhsc.edu.
Interested applicants are invited to 
electronically submit a cover letter and 
resume to Gary McMillen at 
persglm@lsuhsc.edu.

Michigan
Dowagiac 
Bilingual (English/Spanish) 
HR Manager
Lyons Industries Inc.
The Human Resources Manager will 
manage all functions related to human 
resources. The position requires experi-
ence of the policies, procedures, laws, 
rules and regulations of personnel man-
agement. The following is a portion of 
tasks assigned to this position:
• Candidate must be fluent in Spanish, 
both verbal and written communication. 
• Selects and assigns staff, ensuring 
equal employment opportunity in hiring 
and promotion. 
• Manages employee benefits programs 
such as performance appraisal; service 
awards; incentive plans; medical, dental, 
and vision insurance; 401(k); and more. 
• Ensures that proper labor relations and 
conditions of employment are maintained. 
• Maintains records, prepares reports, 
and composes correspondence relative 
to the work. 
• Manages the processing of personnel 

transactions, time keeping, payrolls, and 
personnel record-keeping, insurance, 
longevity, retirement, and disability 
management. 
• Manages the overall personnel admin-
istration, including promotions, transfers, 
demotions, suspensions, layoffs and 
dismissals. 
• Applies the laws, regulations and prin-
ciples of equal employment opportunity 
to personnel situations such as with EEO, 
AAP, ADA, FMLA, ERISA, FLSA, COBRA, 
HIPAA, OSHA and MIOSHA. 
• Counsels management and employees 
on grievances and other complaints origi-
nating from individual work situations or 
work environments. 
• Conducts training sessions, work-
shops, conferences and seminars on a 
specific area. 
• Performs related work as assigned 
and not limited to description details 
contained above. 
• Answers directly to the president. 
Job requirements:
Spanish fluency is absolutely necessary 
for this position. Minimum of 2 years’ 
experience in human resource functions. 
Experience with the policies, procedures, 
laws, rules and regulations of personnel 
management. Word, Excel and Pow-
erPoint. Work environment consists of 
minimal exposure to noise and hazardous 
materials.
Apply online: http://lyonsindustries.com

New York
New York
HR Director
Hearst Television Inc.
The Senior Director/Vice President, Hu-
man Resources, will report to the Senior 
Vice President, Finance, and will be 
expected to build and maintain partner 
relationships with the Hearst Televi-
sion corporate executive team, Hearst 
corporate legal team, station senior man-
agement, functional VPs (News, Sales, 
Engineering, Advanced Media) and other 
business leads to ensure a proactive ap-
proach to employee relations, training and 
development, talent acquisition and man-
agement, and internal communications.
The Senior Director/Vice President, 
Human Resources, will be expected to 
set the strategic direction of human 
resources, ensuring alignment with 
Hearst Television’s mission and vision 
and its key strategic and business 
objectives.
The Senior Director/Vice President, 
Human Resources, will provide leader-
ship and guidance to corporate and 
station management, business manag-
ers, and functional leaders in the areas 
of the employee relations, interpreta-
tion and application of human resource 
policies and procedures including 
performance management, EEO/FCC 
compliance, diversity initiatives and 
succession planning. This will be a 
New York-based position.
Job requirements:
• Minimum of 10 years’ professional 
progressive human resource leadership 
experience, ideally with experience in 

the broadcast and media industry. Some 
exposure to union environments desir-
able but not required.
• Bachelor’s degree; master’s and/or 
PHR designation preferred.
• Strong interpersonal skills and leader-
ship/executive presence.
• Strong communication skills and abil-
ity to build partnerships and alliances.
• Proactive track record and keen 
understanding of employee relations, 
employee and leadership development, 
training, organization effectiveness, and 
recruiting.
• Ability to build and maintain executive 
management relationships across all 
levels of an organization.
• Flexible and adaptable to a fast-paced 
environment. 
• EOE M/F/D/V
Contact: htv.careers@hearst.com

North Dakota
Valley City
Human Resources Faculty-Tenure 
Track
Valley City State University
Teach human resources and business 
courses in undergraduate business 
administration program; lead in revising 
HRM major; recruitment and advising; 
assessment and planning programs.
Job requirements:
Required: Master’s degree in human 
resources or related field, and SPHR or 
GPHR certification.
Preferred: Doctorally qualified in HR; 
teaching/training experience; relevant 
work experience; involvement in profes-
sional organizations; experience with HR 
information systems, SAP, technology 
use; instructional technologies.
Apply online: 
www.vcsu.edu/jobopenings/

Ohio
Hilliard
VP of HR
Great things are happening at e-Cycle LLC
Columbus Business First named e-Cycle 
to its Fast 50 list for Ohio. Inc. magazine 
ranked e-Cycle number 763 in its 2010 

Inc. 5000 list and eighth among the na-
tion’s environmental services companies.
As a key member of the Leadership 
Team, the VP of HR’s job is to create and 
implement HR programs and policies 
and to manage every aspect of associate 
development and relations. Responsi-
bilities include recruiting and staffing, 
performance management, benefits and 
compensation administration, organiza-
tional development, associate advocacy, 
training, and adherence to labor laws.
Job requirements:
Bachelor’s degree in human resources or 
related field. Firm understanding of labor 
laws. Ten-plus years of experience in HR 
role. Must walk the talk. 
Please send resume and salary informa-
tion to careers@e-cycle.com.

Vermont
Burlington 
Recruiting Manager
Fletcher Allen Health Care
Interested in utilizing your passion for 
recruitment to make a difference? At 
Fletcher Allen, we’ve brought humanity, 
hope and healing to the people of Ver-
mont for over a century. As the Manager 
of Recruitment, you will set the vision 
and lead the day-to-day operations for an 
amazing recruitment team that fills more 
than 1,000 jobs annually. The employees 
we hire make miracles happen!
Fletcher Allen is an academic medical 
center affiliated with the University Of 
Vermont in Burlington, where you can 
enjoy the culture of city living surrounded 
by the natural beauty of Lake Champlain 
and the Green Mountains.
Job requirements:
The successful candidate will have ex-
perience in recruitment and leadership, 
with a proven ability to think critically and 
creatively. Bachelor’s degree required. 
SPHR or PHR preferred.
Apply at www.fletcherallen.org to posting 
#8922 or e-mail 
karen.vincent@vtmednet.org for more 
information.

For more job listings, visit

www.shrm.org/jobs

Where HR professionals 
find HR professionals

q
q
M

M
q

q
M

M
qM

THE WORLD’S NEWSSTAND®

Previous Page | Contents | Zoom in | Zoom out | Front Cover | Search Issue | Next PageHR Magazine

q
q
M

M
q

q
M

M
qM

THE WORLD’S NEWSSTAND®

Previous Page | Contents | Zoom in | Zoom out | Front Cover | Search Issue | Next PageHR Magazine

___________

_____________

__________

__________

http://www.shrm.org/jobs
http://www.shrm.org/jobs
http://www.lsuhsc.edu
mailto:persglm@lsuhsc.edu
http://lyonsindustries.com
mailto:htv.careers@hearst.com
http://www.vcsu.edu/jobopenings/
mailto:careers@e-cycle.com
http://www.fletcherallen.org
mailto:karen.vincent@vtmednet.org
http://www.qmags.com/clickthrough.asp?url=www.shrm.org/jobs&id=16270&adid=P79A1
http://www.shrm.org/hrmagazine
http://www.qmags.com
http://www.shrm.org/hrmagazine
http://www.qmags.com


80 HR Magazine • February 2011

IL
LU

S
TR

AT
IO

N
 B

Y
 A

LI
C

IA
 B

U
E

LO
W

Future Focus

 Planning for Population Shifts 

 D ata from the U.S. Bureau of Labor Statistics show that the proportion of people 
younger than age 24 in the U.S. labor market is lower than at any other time since 
participation rates were first tracked more than 60 years ago. At the same time, the 

data show that workers age 50 and older are being employed longer—many working well 
into their 70s—than at any other time during those 60 years. 

 The large proportion of young people out of the workforce and the greater number 
of older employees will have wide-ranging economic and social implications. These de-
mographic trends could influence how HR professionals conduct career, leadership and 
workforce planning in the coming decade.

Job seekers of all ages have endured a tough job market throughout the recession. But 
some patterns are different for each age group. For example, federal data show that while 
older workers were less likely to lose their jobs during the recession, younger job seekers 
spent less time being unemployed.

Lower labor force participation rates for young people are likely to be related to a 
number of factors. Graduating or entering the labor market in the midst of one of the 
worst recessions in U.S. history has made it extremely difficult for first-time job seekers 
to gain a foothold in the workplace. Many are further delaying their entrance into the job 
market by obtaining more education in an effort to be more competitive. 

High rates of unemployment among young people have weighed down the economies 
of many European nations during the past decade. The United States may now be experi-

 By Jennifer Schramm 

encing similar stagnation, with potentially 
comparable social consequences likely to 
ensue. For example, the differences in the 
experiences of younger vs. older job seek-
ers during the recession may result in gen-
erational differences within the workplace 
that influence workforce planning. 

There is some evidence that HR profes-
sionals in the United States are now get-
ting more focused on workforce planning 
as the economy improves and the first 
Baby Boomers begin to retire. A Novem-
ber 2010 Society for Human Resource 
Management-AARP poll found that: 
•  53 percent of the respondents conduct-
ed, or plan to conduct, a strategic work-
force planning assessment during 2010-11 
to identify skills gaps, compared with only 
38 percent that did so in 2008-09. 
• 42 percent of HR professionals said 
they have analyzed, or by the end of 2011 
plan to analyze, the impact of the retire-
ment of workers age 50 and older on their 
organizations. 
• 39 percent of respondents said they are 
just beginning to examine internal policies 
and management practices to deal with 
potential shortages of younger workers 
when older workers retire.  

 National U.S. demographic and em-
ployment data suggest that there may be 
many younger job seekers eager to secure 
stable positions in the coming years. But 
a large number of these job seekers may 
have little work experience. Helping these 
young people succeed will be critical for 
businesses and for the U.S. economy.   

The author is manager of  the Workplace Trends 
and Forecasting program at SHRM.

For survey research on succession 
planning, see the online version of this
article at www.shrm.org/hrmagazine
/0211Schramm.

Online Resources
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THE CLEAR INSIGHTS WEBINAR SERIES PRESENTS

Is tobacco cessation buried in your wellness program? It’s tempting to believe that one 

program can help everyone, but when it comes to quitting tobacco, the “one-size-fits-all” 

approach to wellness just doesn’t cut it.

Join Dr. Schroeder and Dr. Hughes as they address the unique challenges of nicotine 

addiction and why a specialized, evidence-based approach is essential for generating 

positive outcomes. They will discuss the tools necessary to overcome tobacco 

dependency as well as what to look for when choosing a successful tobacco cessation 

program for your organization.

This webinar is complimentary and will be presented 

. Register today at 

© 2011 Alere. All rights reserved.

Carving Tobacco 
Cessation Out of 
Wellness:
Learn How to Make a Real Impact on 

Tobacco Use in Your Organization

Professor of Addiction Psychiatry  
at the University of Vermont and  
co-founder and past president 
of the Society for Research on 
Nicotine and Tobacco and the 
Association for the Treatment of 
Tobacco Use and Dependence

Distinguished Professor of Health 
and Health Care at the University 
of California, San Francisco and 
former CEO of the Robert Wood 
Johnson Foundation
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 © 2010 Ceridian Corporation. All rights reserved.

What every top HR or payroll person needs, and then some.

Welcome to Ceridian KnowHow a proven approach that uses years of historical data from organizations 
just like yours to recommend HR best practices solutions for payroll and compensation, benefi ts admin-
istration, compliance, employee health and wellness, tax fi ling, recruiting and more. Ceridian KnowHow 
is valuable, reality-based thinking no one else can deliver and it takes the guesswork out of making the 
absolute best decisions for your bottom line. Can we bring you out a box? Just call 877.552.5669 or visit 
ceridian.com/KnowHow and we’ll be right over.
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