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PHRA PRESIDENT’S MESSAGE:

IT IS A GREAT TIME TO BE IN
HUMAN RESOURCES!
By: Janet K. Manuel, MS, SHRM-CP and PHR, PHRA President and
Director, HR & Civil Service and EEO/D&I Officer, City of Pittsburgh

The events and headlines reported in the media and social media: #MeTooMovement,
Legalization of Cannabis and the Workplace, The Opioid Epidemic, Workplace Violence and
the Increase of Active Shooters, More Jobs Available than Workers etc. can seem daunting and
intimidating to those of us that work in the Human Resources profession. Some may question
and consider changing as well as not entering into this Human Resources profession due to
these events and headlines. No other time in the history of the workplace have Presidents/
CEO’s relied/leaned heavily upon Human Resources than in the past several years. If they
are not intimidated by these events/headlines but are turning and looking to us “HR” for
assistance and guidance, we shouldn’t be intimidated either but rather “Capitalize this
Moment.”
How Do You “Capitalize this Moment?” Great question, I am glad you asked!
By being a member of the PHRA, I implore you to get as much out of your membership as
you can to “Capitalize this Moment” to help move your organization forward. Take the
opportunity to review on the PHRA website the upcoming events and commit and schedule
yourself to attend a few before the year concludes. The information that you gain from
attending any event will increase your KSA’s (Knowledge, Skills and Abilities) to improve
processes, update/write a new work policy, gain a mentor/coach who can provide support etc.
As I reflect on recent PHRA events, HR Academy, Engaging Pittsburgh and as I make
membership renewal calls and calls welcoming new members to the association, this
profession that I have worked in my entire career is the best profession in the world! I have
seen this profession evolve from being viewed as “Going to the Principal Office” to “Let’s go
to HR with this Concern for Assistance.” Utilizing the resources within the PHRA to “Capitalize
this Moment,” will equip you to continue to be looked and relied upon by your organization.
It has been said before and I will repeat it, “It is a Great Time to be in Human Resources”!
and I am delighted to be a part of your journey.
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71ST ANNUAL

HR CONFERENCE
& EXHIBITION
Together Towards Tomorrow
PROUDLY PRESENTING

Johnny C. Taylor, Jr., SHRM-SCP

President & CEO, SHRM

OCTOBER 22-23, 2019
DOUBLETREE BY HILTON
CRANBERRY, PA

For info, tickets & updates visit
PittsburghHRA.org/Event/2019

PHRA ANNUAL CONFERENCE:
TOGETHER TOWARDS TOMORROW
Dear HR Professionals,
The Pittsburgh Human Resources Association (PHRA) Annual Conference, Together
Towards Tomorrow provides proven, comprehensive learning that will boost your professional and
personal potential whether you are new to the HR profession, hoping to supplement your workplace
experience with strategic and tactical education, or seeking to increase your competencies for career
growth.
This year we are excited to launch our NEW Solutions Stage. The purpose of the Solutions Stage is
to provoke thoughts and new ideas so that, when it comes time to network, you will find many people
discussing the pros and cons or even offering different perspectives based on their experience or ideas.
The speakers on our Solutions Stage will get you thinking outside the box and envision the changes
you can make in your workplace. If HR professionals want to change the landscape of HR, especially
if we really want to solidify that stance of being a “true strategic partner” then we need to take
advantage of every opportunity out there to uncover new ideas.
No matter how long you’ve been in HR or what position you hold, chances are there is still something
you want to learn. Our comprehensive programs will help you overcome challenges or develop new
solutions and help you make connections that will motivate and energize you. It is our intention
that you find a number of educational opportunities at our Annual Conference, Together Towards
Tomorrow!
With over 30 sessions that encompass the full scope of a well-rounded HR education, from business
essentials to human resources innovations, you will be able to choose the sessions that provide you the
tools and resources you need to achieve your professional and personal goals.
The PHRA Annual Conference is a lot of learning packed into a short amount of time, so have fun,
enjoy learning and networking, and let’s work Together Towards Tomorrow!!

Regards,
Liz Lamping
PHRA Executive Director
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GETTING TO KNOW OUR
BOARD MEMBERS
AMY HANRAHAN
2019 PHRA Board of Director

Where do you work and what do you do?
I am the HR Business Partner for TrueSense Marketing. I touch all areas of the TrueSense employee
experience beginning with recruitment and onboarding to conflict resolution and turnover. I work closely
with our Executive Leadership Team to strategize for upcoming growth within the agency.
How has the PHRA benefited you in your career, or personally?
Most of my professional career has been as an HR department of one. The PHRA has given me the
opportunity to lean on my colleagues to brainstorm, ask questions, find innovative solutions and network
with like-minded professionals to not only serve my organization but my own professional development.
What’s the best part of being a PHRA Board Member, or a particular Board initiative you want
to highlight?
Although I was only recently elected, I continue to be surprised with the learning and networking
opportunities the PHRA. Speaking of those opportunities, be on the lookout for some outstanding
keynote speakers at the conference this year! I specifically like being part of an organization with the
ability to learn & expand into every industry in the Pittsburgh region.

Checkout our online events calendar for Coffee Corner: Meet Our Board of Directors
networking event details.
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Upcoming Deadlines
Gallagher

Keeping track of all of the compliance requirements that face employers sponsoring
health and welfare plans is always a challenge. The additional requirements imposed on
employers by the Patient Protection and Affordable Care Act (“PPACA”) has added
significantly to the burden. Each month this article will provide information on deadlines
that are coming up in the next three months for a calendar year plan. Key requirements
for May, June, and July 2019 are listed below.
Dates are based on the timing for a calendar year plan (except as noted); employers
with non-calendar year plans will need to modify dates as appropriate.
Deadlines for May, June, and July 2019
• May – There are no general deadlines for calendar year plans that fall within
the month of May 2019. Non-calendar year plans may have deadlines for
activities such as reporting creditable/non-creditable drug coverage to CMS or
filing Form 5500.
• June – There are no general deadlines for calendar year plans that fall within
the month of June 2019. Non-calendar year plans may have deadlines for
activities such as reporting creditable/non-creditable drug coverage to CMS or
filing Form 5500.
• July 29, 2019 - 210 days after the end of the plan year deadline to provide a
Summary of Material Modification (“SMM”) for changes made in the 2018 plan
year (does not include material reductions which must be communicated
within 60 days after the date of adoption).
• July 31, 2019 – Last day to pay PCORI fees for all plans. The PCORI fee due
on July 31, 2019 for 2018 calendar year plans is $2.45 per covered life. (The
July 31 payment date is the same for all plans – calendar year and noncalendar year.) Unless Congress renews the fee, this will be the last payment
for calendar year plans.
• July 31, 2019 – Last day to file Form 5500 (or Form 5558 for 2 ½ month
extension to file Form 5500) for the 2018 plan year.
• July 31, 2019 – Medical loss ratio reports must be provided by insurance
carriers to HHS for policyholders that will receive a rebate for 2018. (The July
31 date is the same for all policies – calendar year and non-calendar year.)
Rebates must be distributed by September 30, 2019.

©2019 Arthur J. Gallagher & Co. All rights reserved.
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Indexed Medicare and HSA Values
The Medicare Part D parameters for 2019 were released in early April 2018. See our
April 2018 Directions article “Medicare Part D Benefits Parameters for 2019” for more
information (click here). The 2019 indexed dollar values for HSAs were released in April
2018. See our May 2018 article “IRS Releases 2019 HSA Dollar Values” (click here)
Updated values for Medicare Parts A and B for 2019 were released in October 2018.
See our article “CMS Announces 2019 Medicare Parts A and B Values” in December
2018 Directions (click here).
Ongoing Activities (Selected)
Many compliance requirements apply every month. Some of the key ongoing
requirements are:
• Marketplace notices to all newly hired employees within 14 days of hire
• Provide the following materials when an employee becomes eligible for/enrolled
in the health plan:
– Summary of Benefits and Coverage (“SBC”) – upon eligibility
– HIPAA Notice of Privacy Practices – upon enrollment
– COBRA General (Initial) Notice – to employee (& spouse if married) –
upon enrollment
– HIPAA Special Enrollment Rights Notice – upon eligibility
– Medicare Part D certificate of creditable/non-creditable drug coverage –
upon enrollment
In addition to federal requirements, some states have additional requirements such as
reporting on the availability of dependent health coverage. Employers should check with
their state(s) to determine what requirements and deadlines will apply.
Note: We include information about the above required communications indicating
whether the requirement is triggered by the employee’s eligibility or enrollment in the
plan. Exact timing varies by requirement.
Our list focuses on major federal and, in some cases, state requirements that will impact a
significant number of employers. It is not intended to be a comprehensive list.
The intent of this article is to provide general information on employee benefit issues. It should not be
construed as legal advice and, as with any interpretation of law, plan sponsors should seek proper legal
advice for application of these rules to their plans.

©2019 Arthur J. Gallagher & Co. All rights reserved.
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PRACTICE MAKES PROFICIENT: DEVELOPING YOUR COMPETENCIES
Focus on actions to do your job better today and be prepared for tomorrow.
By Phyllis G. Hartman, SHRM-SCP

The conversation about HR competencies versus HR functions has evolved over the last 10 years.People are finally
beginning to get the ideas and terminology straight.
HR professionals understand, for the most part,that competencies represent the ability to do more than just follow
formulas or repeat facts. They understand that being proficient in a competency means the ability to respond and
perform effectively every day, as waves of change wash over us in HR and business. It’s all about adapting and applying
knowledge toanysituation that comes your way.
There is still some confusion, though.My conversations with many highly qualified and effective peers in HR provided me
with some examples.
When I ask these HR professionals which competencies are most critical in their organizations, they talk about talent
management or total rewards.When I ask what it means to be proficient in a particular competency, say, Leadership,
they describe someone who has a broad knowledge of leadership theories, or who is charismatic, or who operates as
an effective leader. When I ask how that leader became proficient to that level, they focus on the leader’s intelligence or
personality.
These answers reflect a poor understanding of development. “We know it when we see it.”But how do we get there?
What I see is a lack of direction about developing HR competencies. This limits our potential in growing the competencies
that lead to HR professional success.
The key, I believe, is tofocus on actions.
Activities Grow Proficiencies
Competencies go beyond knowledge. They are a combination of knowledge and skills, matched with abilities and
attributes,which allow their application to situations. You can’t just take a class to develop your level of proficiency in a
competency. Knowledge is, of course, still important, because it is the foundation of any competency. But you need to do
more than gain knowledge; you need to actively work on improving skills, abilities and attributes.
So competency development is all about activities.To become fully proficient, you need to know when and how to use a
competency in a business situation. For this reason, competency development requires opportunities to use knowledge,
skills and experience in real-world situations.
Actions Contribute to Success
Take the competency of Communication. One of its subcompetencies is Listening. To develop your proficiency in
this competency, you might do some research to better understand what listening is and how it fits into the act of
communicating.You might learn the technique of “active listening” and practice it. Try out the technique in work
situations; the resulting successes or failures will help you to learn when to use it. By performing these actions, you
further develop your Communicationproficiency. (See a full list of suggested activities below.)

(Cont.)
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PRACTICE MAKES PROFICIENT: DEVELOPING YOUR
COMPETENCIES (CONT.)
The activities you engage in to practicea competencyalso provide you with exposure within your organization, peer group or
community. Theymay provide direct support for your day-to-day job and other stakeholders. In many cases, the activities will qualify for
Professional Development Credits (PDCs) toward recertification of your SHRM-CP or SHRM-SCP. The time you spend on these activities
is not a drain,but a contribution.
Your competency development activities should include getting feedback from peers, management, reports or students.Feedback
allows you to evaluate your level of proficiency and gives you ideas for further development.
Developing Competency in Communication
On the job:
• Ask your boss/co-workers/employees what information they’d like to receive regularly from you. Then tell them what information
you’d like to hear from them.
• Lead a team meeting.
• Summarize notes from meetings. Distribute the summaries to others and ask for their feedback.
• Write an article for your department or organization. Have a skilled editor or your manager review it and give suggestions for
improvement.
• Seek opportunities to speak or give presentationsin front of groups or atmeetings.
• Create and deliver a presentation that communicates the vision of the HR team or the organization.
With a mentor or coach:
• Identify someone in your organization who is recognized as agreat presenter or communicator. Ask to shadow that person to
capture their techniques for effective communication. Have them work with you to develop your communications skills.
• Before making a presentation, practice in front of peers. Solicit feedback and incorporate it into the final presentation.
• Ask a colleague or manager to observe and critique your listening skills when you interact with others. Focus on improving any
deficiencies.
On your own:
• Read articles in professional/technical journals. Summarize the information or write a critique.
• Read books on HR topics. Pick a concept to apply to the job or discuss with colleagues. Suggestions:
–– K. Patterson, J. Grenny, R. McMillan, &A. Switzler, Crucial Conversations: Tools for Talking When Stakes Are High (McGraw-Hill
Education, 2011)
––

P. M. Buhler, & J. D. Worden, Up, Down, and Sideways: High-Impact Verbal Communication for HR Professionals (SHRM, 2013)

• As you read, look up and learn unfamiliar words in the dictionary. Use them regularly.
• Listen to an HR audiobook. Write a summary or discuss themain ideas with others.

(Cont.)
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PRACTICE MAKES PROFICIENT: DEVELOPING YOUR
COMPETENCIES (CONT.)
In the profession and community:
• Network online with other HR professionals via the SHRM Connect platform.
• Discover whatthoughtleadersare saying about how to be successful in HR by reviewing SHRM reports and updates.
• Write an article or technical report related to your field, and submit it for publication.
• Teach a communication skills course at a local college.
• Join Toastmasters International
• Speak at a local school or professional or community organization. Talk about what you do, or a timely topic of interest.
Courses and conferences:
Tip: Don’t just listen to lectures. Make sure there are opportunities for application and practice.
• Professional associations:
––

Society for Human Resource Management (SHRM)

––

Association for Talent Development (ATD)

––

American Payroll Association (APA)

––

International Society of Certified Employee Benefit Specialists (ICEBS)

• Dale Carnegie
• Free college courses online through Coursera or OpenCourseWare.

Phyllis Hartman, SHRM-SCP, is an HR consultant in Freedom, Pa. She is the author of several books for the profession, including A
Manager’s Guide to Developing Competencies in HR Staff (SHRM, 2017).
This article was previously published on Jan 24, 2019, in SHRM Certification Update.
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A FRAMEWORK FOR INTENTIONAL CULTURE
Corey Hollemeyer, chollemeyer17@gmail.com, Graduate Student at Indiana University of Pennsylvania

According to Deloitte’s report Global Human Capital Trends 2016,
only 28% of executives understand their organization’s culture.1
Given that leadership generally comes from the top down in most
organizations, this leads to the conclusion that many organizational
cultures are haphazard and unintentional. Most of human culture
is not intentional. The pervasive nature of culture has a profound
impact on the lives of people and is mostly learned from a young
age. As such, it is viewed as what is “normal,” and how things are
done.
One example of this is money. Money and the economy are not
physical entities—they exist as social constructs. Social constructs
are ideas that are created and accepted by society. Money only
has value because we all agree with this system of trade. I can go
to the store and trade pieces of decorative paper and get food in
return. Or maybe I do not even trade paper, but some numbers get
changed from my bank account to the seller’s bank account on a
server somewhere.
This is an example of a collective belief in a system that people live
by, which is passed on from person to person. This is how culture is
transferred, and it means that an organization’s culture lives in the
people who are associated with the organization. Given the number
of hours that employees spend at work, the organizational culture
is bound to affect their dispositions, their levels of engagement, and
subsequently their productivity.
How can intentional culture change take place? Some key elements
to ponder include mission and vision, policies, and most importantly
the employees. According to Gallup, “70% of the variance between
lousy, good and great cultures can be found in the knowledge,
skills and talent of the team leader. Not the players, but the team
leader”.2 First line supervisors have a tremendous impact on the
culture of the organization, because they represent the organization
as the main point of contact for most employees. Since culture
is transmitted from person to person, the supervisor is key in the
dissemination of the organizational culture.

Having a clearly defined mission and vision provide the foundation
for the organization’s culture. Organizations need to ensure that
the mission and vision permeate the entire workplace and that
employees individually understand how their work relates to the
mission and vision. This is the starting point of an intentional and
unified culture. A mission statement should not be a mere platitude.
If the mission and vision make up the guiding compass and
foundation of the organization and its culture, then every employee
needs to understand the role that they play in the grander
scheme. This has the added effect of giving employees a sense of
belonging (a basic human need) and satisfaction due to performing
meaningful work that provides a sense of purpose.
The next opportunity to disseminate organizational culture is
policy. The policies that govern the organization strongly impact
employees, and they contain underlying beliefs and attitudes that
are unspoken. For example, some organizations have an unlimited
vacation day policy. First, this tells the employee that the employer
trusts them to use proper discretion in taking time off work. Second,
it says that the employer wants employees to have a harmonious
work-life balance. This exemplifies how just one policy can signal to
employees that they are valued and trusted, which helps to shape a
positive culture.
Finally, the most important part of the organization’s culture are
the people who collectively hold the culture within themselves.
The people are the creators of the mission and vision statements.
The people are the creators of the policies. The people actively
contribute to the culture and are impacted by the culture, too.
What would be a systematic and familiar way to approach
culture change? Plenty of research is out there discussing how
implementing Six Sigma has changed many organization’s cultures,
but no examples of using Six Sigma as a framework to intentionally
create culture change were found in my research. As someone
with a background in anthropology and knowledge of Six Sigma, I
propose that organizations use Six Sigma as a general systematic
framework for restructuring to an intentional and unified culture.
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A FRAMEWORK FOR INTENTIONAL CULTURE (CONT.)

The steps of Six Sigma are known as DMAIC, which stands for
define, measure, analyze, implement, control. Because we are
talking about people, this is not identical to a typical process
improvement, but it can be done utilizing social science methods
already in use by many employers.
Step 1: Define. The first step of the process is to define what
culture changes are desired. Will this definition come with
employees’ input or will it come from organizational leadership?
How this question is answered in and of itself has a huge impact
on the work culture. Having cultural changes handed down
by leadership prevents employees from participating in and
contributing to a process of changing something that impacts
them daily.
The next consideration is the foundation—the mission and vision
of the organization. Does the organization have mission and vision
statements? Are they relevant anymore? Are they connected to
something bigger, like serving a purpose for the greater society?
What would the desired culture look like on an average day (overall
and specifically in each department)? What is the desired outcome
of the changes?
Step 2: Measure. There are a couple of considerations here.
The first decision is what will be measured. This will eventually
reflect whether the desired cultural changes are happening. Some
recommended measures include employee satisfaction surveys as
well as rates of absenteeism and turnover. Employee satisfaction
surveys include pulse surveys, as well as bi-annual and annual
surveys that would glean more in-depth information. As team
leaders are the key disseminators of culture, questions regarding
their effectiveness should be included. Second, a baseline of these
measure must be taken before implementing any changes in order
to have a frame of reference for comparison later.
Step 3: Analyze. After completing baseline measures, the data
should be studied to determine where problems exist. While it
may seem cumbersome, someone might actually need to walk
around the workplace doing what anthropologists call participant

observation. To get to the root causes of culture problems, it will
likely yield the best results if time is taken to have real conversations
with employees about their thoughts. However, this will probably
need to become a routine occurrence, because trust needs to be
established. If an HR person just shows up one day asking for
people’s opinions, people may become confused, suspicious, or say
what they think they are “supposed to say.” Information shared
should be treated as confidential and recorded as soon as possible
after obtained. Inviting employees to share anonymous feedback
would also be beneficial. This is an important part of getting to the
bottom of an undesirable organizational culture. All information
gathered should be compiled and solutions identified.
Step 4: Implement. This phase includes team leader training,
employee education, and new policy rollouts. Team leaders will
need to be trained to interact with employees in a way that reflects
the new cultural ideals. Many people become managers because
they are subject experts, not communication or psychology experts.
Depending on what the surveys and discussions turn up, this
will determine what other training managers need. At the same
employees should be informed of what conclusions were reached
(assisted by their input) and made aware of the coming changes.
If new mission and vision statements are created, then employees
need to know how their work connects to that. In conjunction
with these two parts, any policy changes should be rolled out
simultaneously. This creates a “cultural reset.”
Step 5: Control. There are a few ways to maintain the
implemented changes. The most important is manager
accountability. Managers must be the main ambassadors of the
organization’s culture. When new policies are created, consideration
of the effect it will have on the culture should be given. Surveys and
impromptu discussions with an HR representative should continue
to happen on a regular basis. It takes continuous improvement to
maintain a positive organizational culture, and complacency will
ruin prior efforts at big change.

13

A FRAMEWORK FOR INTENTIONAL CULTURE (CONT.)

Some people may not like the new culture. There may be some employee losses, but also positive gains. At first, there might be an
“unnatural” feeling to things, but this is just because it is new. Given time, the new culture will feel less artificial and yield many great
results. While this is a very abbreviated summary of just a few ideas and a plan for change, hopefully it serves as a starting point for better
work cultures.
1 Bersin, J., Geller, J., Wakefield, N., & Walsh, B. (2016). Global human capital trends 2016 (pp.
1-18, Publication). Deloitte University Press. doi:https://www2.deloitte.com/content/
dam/Deloitte/be/Documents/human-capital/gx-dup-global-human-capital-trends-2016.pd
2 Clifton, J. (2017, April 27). Are You Sure You Have a Great Workplace Culture? Gallup, Inc.
Retrieved March 1, 2019, from https://www.gallup.com/
workplace/236285/sure-great-workplace-culture.aspx
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FOCUSING THE FIND: HOW STAFFING FIRMS WORK WITH HR
DEPARTMENTS TO SUPERCHARGE RECRUITING
David Lockhart, Executive Vice President, Nesco Resource

Human resource management is a complex endeavor that often requires HR managers to make difficult decisions
about which tasks to prioritize, says David Lockhart, Executive Vice President at Nesco Resource.
“When you work in HR, you must deal with compliance issues, employee benefits, performance management and
workplace safety, among other important matters that pertain to existing employees,” Lockhart says. “This makes
it very difficult to devote meaningful time to one of the most important functions of a business — recruiting new
employees.”
A growing number of companies are turning to staffing companies to boost HR departments’ ability to recruit
efficiently. “Staffing companies can help HR managers identify qualified candidates, do the preliminary screening and
testing and then present the client with a select group of candidates for a final review,” Lockhart says.
“These are professionals who understand client staffing requirements and can manage the other components of this
process that clients can’t perform as quickly or efficiently.”
Smart Business spoke with Lockhart about the role staffing firms can play in recruiting, as well as other roles to help
HR departments operate more effectively.
What risks can be minimized by working with a staffing company to make new hires?
Companies are often unaware of the policies and procedures that need to be followed when it comes to conducting
background checks, drug tests, interviews and other screening processes that occur during the recruitment. When the
rules are not followed, it can create legal problems for both the HR department and the business.
However, this is what staffing professionals do for a living. Not only are they recruiting on a continuous basis to
identify qualified candidates, but they are also constantly aware of government requirements regarding how those
rules are changing. This includes questions that cannot be asked during an interview and screening that either
can or cannot be done. It is not the staffing company’s role to make sure a client is compliant. Rather, the staffing
company is a consultant that can point out areas where there might be an issue and help the client partner with an
employment law specialist who can ensure compliance.
With regard to the actual recruiting, staffing companies can help HR departments identify characteristics for an ideal
candidate and then find only qualified matches. If an HR manager goes out on their own to recruit for a position, he
or she will likely post an ad and get a number of candidates who aren’t qualified for the open position. This manager
will waste a great deal of time reviewing candidates who aren’t a good fit for that company. The role of a staffing
provider is to meet with the client, understand its needs and do all of the other functions in the background.
Why are some companies reluctant to outsource the recruiting process?
Many employers aren’t aware that they have issues. They are hiring people the same way that they have been for
years without realizing their process has serious problems. For example, a lot of companies use other people in the
organization to conduct interviews either out of necessity or a desire to have the candidate spend time with other
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FOCUSING THE FIND: HOW STAFFING FIRMS WORK WITH HR
DEPARTMENTS TO SUPERCHARGE RECRUITING (CONT.)
people in the business. This presents a risk, as mentioned earlier, that inappropriate questions may be asked during
the interview. Staffing companies handle the pre-screening and qualification process, but they can also guide those
individuals who are conducting the interviews and seek to avoid these trouble spots. Their presence also frees up time
for the HR manager to potentially sit in on the interviews and make sure they are conducted correctly.
What about companies that are concerned about the cost of outsourcing these services?
In most cases, businesses find that outsourcing recruiting and other HR functions is a more cost-efficient option.
Staffing companies have access to all the major job boards and have experienced recruiters on staff. Hiring and firing
is very expensive. The fact that these firms can identify a viable candidate and utilize them in a position to ensure fit
before the person is hired on a full-time basis with benefits can be of significant value to companies.
David Lockhart
Executive Vice President
David Lockhart is the Executive Vice President for the Commercial Division. David demonstrates his extensive background in the
staffing industry while growing the commercial division.
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ANNUAL GOLF &
BOCCE OUTING
FRID A Y , JUNE 7 , 2019
8:00 AM to 2:30 PM
Montour Heights Country Club
1491 Coraopolis Heights Road
Coraopolis, PA 15108
TICKETS:
Golf + Lunch: $160 PHRA Member | $175 NonMember
Golf Foursome: $600
Bocce + Lunch: $75 PHRA Member | $90 NonMember
Lunch Only: $50 PHRA Member | $70 NonMember
Tee Sponsor + Bocce Ticket: $400
Tee Sponsor + Golf Ticket: $500

Register & Learn More at
PittsburghHRA.org/event/GB19
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PRESS RELEASE
Washington D.C.

Mariah Passarelli Named to the LGBT Bar
2019’s Best LGBTQ+ Lawyers Under 40
Cozen O’Connor Labor & Employment attorney Mariah Passarelli was
honored by the National LGBT Bar Association as a LGBTQ+ legal professional (practicing lawyers, law professors, corporate counsel, members of
the judiciary, politicians, etc.) under the age of 40 who has distinguished
themselves in their field and has demonstrated a profound commitment to LGBTQ+ equality. Passarelli was one of 40
honorees selected from more than 100 nominations of qualified, outstanding young LGBTQ+ attorneys. Awardees will
be recognized during a special awards lunch at the 2019 Lavender Law® Conference and Career Fair in Philadelphia.
Passarelli, a member in the firm’s Pittsburgh office, focuses her practice on a variety of labor and employment law matters, from employment contracts to complex litigation. Passarelli handles matters in administrative proceedings, state,
and federal courts. She has represented employers in claims under Title IX, Title VII, 42 U.S.C. § 1981, PHRA, ADA, ADEA,
FMLA, FLSA, NLRA, FCRA, and OSHA and she has defended universities, hospitals, and oil and gas companies in statewide class and collective actions. Passarelli also counsels companies on litigation avoidance, anti-discrimination, and
anti-bullying and she reviews and drafts employee handbooks and personnel policies. Passarelli served as deputy attorney general in the Civil Litigation Section of the Pennsylvania Attorney General’s Office. During that time she represented
the members of the State System of Higher Education located in the Western District of Pennsylvania in all aspects of
employment law defense for more than four years. She earned her undergraduate degree from Duquesne University and
her law degree from Duquesne University School of Law.
About Cozen O’Connor
Established in 1970, Cozen O’Connor has more than 700 attorneys who help clients manage risk and make better
business decisions. The firm counsels clients on their most sophisticated legal matters in all areas of the law, including
litigation, corporate, and regulatory law. Representing a broad array of leading global corporations and middle market
companies, Cozen O’Connor services its clients’ needs through 28 offices across two continents.
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THINKING OF OBTAINING THE SHRM-CP OR SHRM-SCP CREDENTIAL?
Sign up for the PHRA’s SHRM Prep Class!
Lenore Seifer, Director of Personal Development, lseifer@srsnodgrass.com, S.R. Snodgrass, P.C.
Whether you are new to the world of Human Resources or have been actively involved for years, the SHRM credential (either SHRMCP or SHRM-SCP) is an important step in your career and personal development. To receive the credential, you must pass a four-hour
exam consisting of 160 questions, both knowledge (approximately 60 percent of the exam) and situational judgment (the remaining
40 percent of the exam) in one sitting at an official testing site.
But how do you ensure you’re ready for the exam? How can you best prepare?
Before describing the three study options that I evaluated prior to making my decision, the non-negotiable was accessing the
SHRM Learning System. It’s an online learning tool that walks you through exam topics, which are explained in four modules (HR
Competencies, People, Organization, and Workplace). Each of those modules is then divided into smaller segments, such as Leadership
& Navigation, HR Strategic Planning, Structure of the HR Function, and U.S. Employment Law & Regulations. The Learning System has
an overall assessment, sample test questions for each of the smaller segments, and a practice test, all of which help you learn the
material and why an answer is correct or incorrect. There are additional materials, tests, and flashcards available as well.
Option 1
The most obvious option is self-study using the SHRM Learning System. The fact that you create your own schedule and set your own
pace is both a pro and con. While this can be useful when balancing other priorities, including home and work life, you need to be
aware of the volume of the information. Recovering from any unplanned detours from studying would be daunting, to say the least.
Option 2
Another option is a three-day in-person educational program offered locally by the PHRA (spring and fall) or at various national
locations through SHRM. The course consists of three full days in a classroom with instructors who go through the subjects, as well as
access to the online SHRM Learning System and a set of books (see below for more information on the books). As you can imagine, it’s
fast-paced and there’s a lot of information to learn and retain in a short timeframe.
Option 3
The third option is the 12-week class offered through the PHRA, which is what I participated in last fall. The class meets at the PHRA
office each week on Monday evenings at 6:00 p.m. for approximately 3 to 3.5 hours. As part of the course, all participants receive
access the online SHRM Learning System for 18 months. Additionally, the course provides actual books, one for each of the four
modules (HR Competencies, People, Organization, and Workplace). Each of the books is further divided into different subjects, which
correspond with the online SHRM Learning System. But there’s so much more to this option.
Each class was taught by a member of the PHRA community who covered one or two of the subjects/chapters in the SHRM books. The
instructor was someone who has earned the SHRM-CP or SHRM-SCP designation and who is not only thoroughly vetted, but also a
subject-matter expert in the topic of the class discussion. Additionally, as a group, their professional backgrounds were diverse, which
aided in the participants’ learning. Each instructor walked through the materials in a professional manner as expected; however, each
instructor also brought “more” to the class. Sometimes the “more” consisted of distributing additional handouts, such as relevant
news or articles. But it was ALWAYS the additional insight that each instructor brought to class that was the most helpful. The real-life
examples and stories that they told helped bring the material “to life” by connecting the dots between learning and applying what
you’ve learned. And that’s a key component of the SHRM test—it’s not just memorizing facts, figures, and processes. It’s about the
actual application of the knowledge that you’ve learned.
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For example, one of our instructors helped the class understand the four boxes of Perlmutter by giving examples of companies that
fit into each of the boxes (much different comprehension and retention rate than the provided SHRM examples). Another instructor
helped the class understand various leadership theories, including Blake Mouton’s managerial grid, Hersey-Blanchard’s Situational
Leadership Theory, and others, as well as practical study tips. Another stressed that there’s no exception to knowing the SHRM U.S.
Employment Law & Regulations section inside and out. And while I could easily tell you about each of the instructors and what each
one helped all of us learn, the key takeaway is that the instructors taught the material in a meaningful, memorable way.
Another extremely beneficial component of the class: the discussions. While the instructors had diverse backgrounds, my classmates
did, too; and I learned from them. Through their stories and experiences, they helped me gain insight into practical application in all
areas. One of the most helpful aspects of the class environment was when we went through the “Progress Check” questions in the
book as a group. Doing this led to further discussions and insight that I would never have gathered on my own.
In the fall of 2018, there were 14 participants, and over the course of 12 weeks, we helped each other understand concepts.
Additionally, we helped each other walk through how we solved various questions and situational judgments within the SHRM
material. We developed our own lexicon, and I distinctly recall thinking of those terms and discussions during the exam. The others
in the class became more than “just acquaintances” and have expanded my network of HR professionals in the area. Outside of the
class, I have had the opportunity to see them at seminars, classes, and other events.
Approximately one month after the classes end, there is a one-day, full-day Saturday review session, which is typically led by two to
three instructors. It’s an interactive day that covers parts of every section of the SHRM module. All of the work is done in groups, which
is beneficial for working through problems and situational judgments.
Last summer, when I evaluated these three options on how to best prepare for the SHRM-CP designation, there was one fact in the
PHRA course summary that solidified my decision to take the 12-week class: there is an 86 percent pass rate for the SHRM-CP exam,
and a 71 percent pass rate for the SHRM-SCP exam. The national pass rates vary from 66 percent to 71 percent and 50 percent to 58
percent, respectively (https://www.shrm.org/certification/about/shrm-exam-statistics/Pages/default.aspx). After further considering why
the PHRA’s class pass rate is considerably higher, I suspected it must be tied to the group learning environment and the expertise of
the instructors. My experience with the program further supported that.
While the 12-week PHRA course is definitely a commitment of both time and money, the weekly structure provides the necessary steps
to build on your foundational HR knowledge. Additionally, it will help keep you on track with covering a large quantity of material in a
thorough manner while also giving you the option to have additional study time before taking the exam. Taking the SHRM-CP exam
is no small matter, and there’s bound to be some anxiety or stress no matter how much you prepare. However, the PHRA’s course is
worth the investment and gave me the detailed knowledge that was needed to approach the exam with a higher level of confidence.
One of my professional goals was to pass the SHRM-CP exam, and the PHRA course helped me succeed.
To learn more about the PHRA’s 12-week course, you can visit: https://www.pittsburghhra.org/page/Certification
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THE END OF LEADERSHIP DEVELOPMENT AS WE KNOW IT
By Michael Couch and Richard Citrin

It’s estimated that US companies spend over $13 billion annually on leadership development. Match that number to the abundant
and growing research that finds most leadership development to be ineffective and the conclusion is a phenomenal amount of waste.
The situation does not need to be dire. Properly designed and executed Leadership Development can make a difference. We have both
been around long enough to see some baby-step changes in learning and development that were helpful. We now see an opportunity
for a sea change, particularly in the ability to build the leaders needed for today’s unique business environment. It is time for a
completely new paradigm to create the leaders needed in today’s volatile, uncertain, complex and ambiguous business world. We call
the new paradigm Intentional Development and it is founded on the following evidence-based concepts.
Have a Planned and Targeted Impact
Intentional development begins by framing the development that clearly links outcomes to effort, linking “Why is this important?” to
“How is this accomplished?”. This framing sets the stage and helps our brains be prepared for and pay attention to something new,
creating an “implementation intention”.
As adult learners, we all need to see the value from any time and energy spent on developing a new skill – the “what’s in it for me” or
self-relevance factor. We begin Intentional Development by working with learners to create an Impact Map that confirms the personal
and business case for developing new skills.
Focus On the Critical Few Competencies
Organizations often create long exhaustive lists of leadership competencies which just tend to create confusion and a lack of focus on
skills that really make a difference. We have found that the fewer competencies that are included in an Intentional Development Plan,
the more likely that learners will make progress and have an impact with new skills.
Intentional Development clearly identifies the skills required to improve a learner’s performance or increase her/his potential for future
success. We like to use the mantra, “You can’t be it until you see it” when we talk about this stage of the process. The “it” needs to
be a few basic, simple development themes described in the learners own terms which we outline in a Learning Map. Personalizing the
development in this fashion is a key to optimizing learning and retention.
Build It In, Don’t Bolt It On
We often begin Leadership Development discussions by asking the question, “What occurred in your past that makes a difference in
how you lead today?”. We’ve probably asked this 100 times and the results are always the same. Leaders report that they learned
meaningful skills by navigating a variety of challenging experiences. Coupled with these developmental experiences were other people
that provided developmental support, feedback or mentoring along with just-in-time study, training, or research.
This pattern of experience, people and study that we heard actually repeats the research conducted at the Center for Creative
Leadership and subsequent global studies. This research identified that effective development has three key components that follow
a 70-20-10 ratio: navigating challenging roles or assignments (70 percent), developmental support, coaching, mentoring or rolemodelling from others (20 percent) and self-study or training (10 percent).
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For development to be intentional, it must be built into a leader’s day-to-day work and not be seen as something extra that has to be
added to an already busy schedule. The only corollary to Build It In occurs when the present job is not challenging enough. In this
case, the leader’s role needs to change, the job revised or more challenging assignments added.
Understand There’s More Than One Path to Development
When receiving feedback, it a natural tendency for all of us is to focus first on perceived weaknesses – we tend to have what
Richard calls, in his book The Resilience Advantage, a “negativity bias”. Improving a weak skill can have its benefits. However, other
development paths can be more beneficial or make a greater difference. For example, leaders often fail in their careers by overusing a
strength from early in their careers rather than because they had a glaring skill deficiency. In that case, reducing the overdependence
on strength could be the most effective and highest impact development strategy.
Create a Cadence of Development
Developing a new key leadership skill requires regular focus and attention – what we call a cadence of development. Effective
development is never a “one and done”. That’s why event-based training or one-shot workshops are a dead-end when it comes to
building leadership skills. Intentional Development is just that – intentional. You have to think about the new skill and the situations
in which you will apply it. And you need to focus on regularly on what you want to do more of, do differently or do better. We ask
our learner executives to track and report their intentional development efforts at least weekly – what new behavior they tried, what
worked or didn’t work, what the impact was of the effort, and what did they learn that they will apply in similar situations in the
future. This regular reflection helps to lock in the new behavior.
Create a Feedback-Rich Environment
The basic overarching operating principle of human brains is to maximize reward and minimize danger or threats. But our brains
are much more attuned to detecting threats – it is much easier to cause aggravation and avoidance in social situations than it is to
generate positive emotions. (There’s that negativity bias again!) As a result, even the idea of getting feedback is often perceived as a
threat that is to be avoided. Just think of your own reaction if your boss called you into her office and said, “I have some feedback for
you.”
The challenge in creating a feedback-rich environment, then, is to reduce the threat-avoidance response. It turns out the best way
to do that is to have more frequent, two-way discussions between managers and employees and to encourage learners to ask for
feedback rather to have it imposed. Objective, targeted and requested feedback plays an important role in Intentional Development.
We plan for and gather feedback in a manner that increases the likelihood that the information is perceived as rewarding and
beneficial.
Match the Development Strategy to the Talent
Our experience has shown that not all employees will benefit from the same development strategy based on their current performance,
potential and aspiration. In addition, no organization has unlimited resources to develop its talent so it is important for you to know
which development strategies will have the greatest return on the time and money invested.
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For example, placing high-performing/high-potential employees in challenging, pivotal roles has benefits for both the company
(productivity and growth) and the leader (engagement and rewards). However, applying the same development strategy for
employees that aspire to be technical experts in the company’s core competencies would be a disaster. A high-impact development
strategy for the High Pro’s would be to assure they are focused on maintaining their expertise, thinking about the application of the
knowledge for continued competitive advantage and transferring their knowledge to other solid performers that could be potential
High Pro’s.
Make Development “Sticky”
Neuroscience research has found that envisioning a behavior can be equivalent to actually performing the behavior. Imagining
activates the same areas of the brain as actually performing the behavior. Mental rehearsal of a behavior can become an imbedded
memory that can be recalled – it makes the development what David Rock of the NeuroLeadership Institute referred to as “sticky”.
We see this akin to the benefit that sports psychologists found from having athletes mentally rehearse the perfect golf shot or the
record pole vault before actually attempting the feat.
As a component of build an Intentional Development Map, we ask learners to come up with development “Mantras” or “Rules of
Thumb”. These are short statements in the form of “If I find myself in this situation, I am going to do this, so that I achieve such and
such an outcome”. We encourage learners to refer to their mantras regularly to create the focus and attention needed to build new
sets of behaviors in long-term memory.
Never Learn Alone
Humans are intensely social beings. We are just starting to understand the benefits of social networks within organizations. One
benefit is that the extent to which people not only do their own jobs well but contribute to the success of others is related to overall
performance of organizations.
We leverage this social bias and social networks by employing Development Cohorts as a regular component of Intentional
Development. Cohorts provide a safe environment for building new skills and significantly enhance the “20” of the 70-20-10 model
of development. The cohorts can focus solely on development. However, the learning opportunity is significantly enhanced when the
cohort is also assigned a meaningful challenge to address - combining a “70” with a “20” - adding in the intentional development
factor of “Build It In, Don’t Bolt It On”.
****
King Wuling of the Zhao kingdom declared in 307 B.C. that, “A talent for following the ways of yesterday is not sufficient to improve
the world of today.” And so it is with the standard approach that has been taken to develop the leaders that we all need now and in
the future. It is time to deconstruct our ways of yesterday and reimagine leadership development.
This article is based on our forthcoming book: Reimagining Leadership Development to be published by Taylor Francis in 2019
Richard Citrin, www.citrinconsulting.com
Michael Couch, www.mcassociatesinc.com
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NEW MEMBERS
Amber Bohin
AK Steel

Angela Hart
CBC Companies

Evelyn Newsome
Port Authority of Allegeny County

Taylor Brailey
Eckert Seamans Cherin & Mellott, LLC

Melanie Headlee
NexGen Industrial Services, Inc.

Jessica Nowosielski
Businessolver

David Carcy
Huntington Insurance

Christa Hollins
Select Energy Services

Erin Nunnery, SHRM-CP
Mascaro Construction

Gretchen Clark
Deep Well Services

Jennifer Hood
PennWest Industrial Truck, LLC

Kimberly Potts
Trinity Health System

John Clarkin
Clarkin Consulting Partners

Kristen Howard
Argo AI

Eric Pursh
HRT Solutions

Cynthia Cominsky

Jennifer Howe
PJ Dick Trumbull Lindy Paving

Kelly Risch
FinancialPeople Staffing

Shameia Jackson
Pittsburgh Mercy Health System

Kameela Roach
Pittsburgh Mercy Health System

Michael Jasek, SHRM-CP
University of Pittsburgh

Kelsey Schneider
Pietragallo

Cheryl Johnson
University of Pittsburgh

Linda Schroeder
Crawford Consulting Services

Sara Johnson
Fairmont Supply Company

Peter Stewart
First National Insurance Agency

Tessa Jones, SPHR
MedExpress Urgent Care

Nicole Styslinger
UPMC Corporate Services

Don Kendall
Kencove Farm Fence, Inc

Kristina Tardivo
Voyager Holdings II, LLC

Barb Lavin
Lincoln Park Performing Arts Center

Jason Thompson
Partner4Work

Courtney Legters

Elizabeth Varner
Gatesman, Inc.

Rick Darbut
Lauren Davis
CBCInnovis
Nicholas DeLisio
ADP
Nicole DeMarco
Mylan
Michael DiPaolo
Maxim Staffing Solutions
Annette Drish
FedEx Ground
Julie EdD
Seton Hill University
Emily Ellis
WESCO
Mark Farris, PHR|SHRM-CP
Lowe’s Home Centers, Inc
Cody Filges
Ervin Industries, Inc.
Jordan Frederick
Norfolk Southern Corporation
Sean Ganoe
Henderson Brothers
Sneha Gawali
Robert Morris University

Jamie Livella
StoneMor Partners
Tiffany McCartney, PHR
K&L Gates
Jonathan Miljus
Cigna
Sarina Miller
Babst Calland
Beverly Morgan
Morgan Benefits LLC

Danielle Vrabel
Center for Victims
Kelly Wang
University of Pittsburgh
Beth Warner
Net Health
Jonathan Wilkie
ADP
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2019 EVENTS
The Pittsburgh Human
Resources Association offers
many valuable networking
and education programs
throughout the year.
Keep an eye on the PHRA
online event calendar for
a complete and up-to-date
listing of all programs.
Register for an upcoming
event today!

To learn more and
register for PHRA
events

Click Here

May 20 | Learn
PHRA Experience Webinar: Making
the Most of Your Membership

August 5 | Learn
Annual Diversity Summit:
Intersectionality in the Workplace

May 21 | Learn
Mental Health in the Workplace

August 20 | Learn
Diversity & Inclusion: Strategies &
Tactics

May 22 | Learn
Emotions Revealed: Decoding the 7
Universal Facial Expressions
May 23 | Network
HR Peer to Peer Speed
Networking Event
June 7 | Network
2019 PHRA Golf and Bocce Outing
June 13 | Learn
HR Department of One
June 18 | Learn
How to Execute Crucial
Conversations
July 9 | Learn
Workforce Planning

September 17 | Learn
Preparing Your Technology Workforce
to Transition to Cloud-Computing
October 8 | Learn
Journey Mapping the Candidate
Experience: Your Edge to Get Great
Talent in the Tightening Talent War
October 22-23 | Learn
Annual PHRA Conference
November 14 | Learn
Pre-Employment Post-Offer Testing:
Where Do I Start?
December 10 | Learn
Lean Six Sigma Overview

Pittsburgh Human
Resources Association
One Gateway Center
Suite 1852
420 Fort Duquesne Blvd.
Pittsburgh, PA 15222
Phone: 412-261-5537
www.PittsburghHRA.org
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LA ROCHE’S MASTER’S PROGRAM
IN HUMAN RESOURCES
MANAGEMENT GAVE ME THE
FOUNDATION FOR COMPLETING
MY EDUCATION IN HR. THE
CHALLENGING YET FLEXIBLE
ENVIRONMENT PROVIDED THE
ESSENTIAL TOOLS FOR ME TO
ADVANCE MY CAREER AND MEET
MY PROFESSIONAL GOALS.
- MEREDITH STEPHENSON ’16 MSHRM
Vice President of Human Resources
Howard Hanna Real Estate Services

20% TUITION DISCOUNT
FOR PHRA MEMBERS
CLASSES START MAY 27

laroche.edu/HRM

29

