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ONLINE  
LANGUAGE  
COURSES  

Our programs are instructor led and delivered virtually or on site when permitted. We use a highly 
interactive approach backed by years of  experience.  

We are NWBOC, Hub Zone, DBE Certified.  
Everything DiSC Authorized Parter & Cerftified Facilitator 

 
 

 
 

HOW WE WORK 

 
Our services encompass the culture, structure and 
processes a company must have in place to attract, 
develop and retain, and obtain high-level performance 
out of its workforce. 
 
Whether you are looking for guidance in management, 
creating or upgrading your leadership development 
program, building teams, developing exist strategies 
and succession plans, or dealing with a transition 
phase – we have a program for you. Just give us a 
call or email us for more information! 

Leadership Development 

OPEN UP A WORLD OF OPPORTUNITY 

Career Transition-Outplacement 

Executive Coaching 
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PHRA President’s Message
Lenore Seifer, SHRM-SCP

Dear Members, 

The Pittsburgh Human Resources Association’s 74th Annual Conference & Exhibition – 
Creating Connections-Building Bridges…Together is starting soon! This conference is hybrid – 
we have in-person attendees who we are excited to meet and interact with, as well as the virtual 
attendees who will also have the opportunity to experience live sessions. In all, it will be a full 
two days and I can’t wait! A quick overview: 

• 30+ exhibitors 
• 28 PDCs, including 6 SPHR business credits 
• 4 keynotes and 24 breakout sessions 
• Networking, networking, and more networking!

Other great news? All attendees (both those in-person and virtual) will have full access to view any or all of the sessions after the 
conference --- and still earn credit for doing so. 

During the conference, we will also celebrate our nominees for the 2022 Michael R. Toney Volunteer of the Year. The award 
recipient will be announced during breakfast on day 2 of the conference. Join me in congratulating the following nominees – we are 
so grateful for all that they do!

• Diane Houser, SCHRM-CP, ConnectiveRX 
• James Miller, IMA | ESS
• Ron Kubitz, FORMS+SURVACES
• Lisa Petro, SHRM-SCP, Cornerstone Care 
• Luanne Shock, SHRM-SCP, Chesapeake HR Consulting, LLC

If you haven’t yet signed up and are interested in attending, visit this site to learn more and check availability.  In-person 
attendance is limited, and we have almost reached capacity.  

Later this fall, join the PHRA for the annual Employment Law and Compliance Conference. Mark your calendar for Monday, 
November 14, 2022. The day will focus on a variety of topics related to the ever-changing landscape of employment law. 

Visit the PHRA’s website at www.pittsburghhra.org and follow the PHRA on LinkedIn to learn more about all of the upcoming 
events, committees, and membership benefits.   

Lenore Seifer, SHRM-SCP 
2022 PHRA President 
S.R. Snodgrass, P.C. 

https://web.cvent.com/event/7ee57194-922d-4aa2-9408-7bf46040b4e3/summary?RefId=PHRA-Website
http://www.pittsburghhra.org/
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Right now, many employers are facing challenges in attracting new employees and retaining current talent in 
the prevailing labor market. 

While multiple factors affect hiring and retention, attractive benefit programs may be able to help address 
staffing issues. In this session, we will focus on how you can develop a modern benefits package that resonates 
with participants.

Attendees will learn about different ways to gauge the success of a defined contribution plan, and many of 
the key decision points regarding retirement plan design elections that can be deployed to make a plan more 
generous or restrictive depending on leadership goals and objectives. 

As is the case with most decisions, it is important to have perspective as to what others are doing and why. 
We will provide context around the trends and priorities of other retirement plan sponsors based on valuable 
industry survey data. We will cover everything from the top goals for retirement plan sponsors in 2022, to their 
top concerns, to how employers are understanding and addressing the needs and competing priorities of their 
employees, and more.

Investment menu design and service provider fee allocation methodologies are also important aspects of 
any defined contribution plan. We will expound on industry best practice standards in that regard, which, if 
followed, can help differentiate a retirement plan, improve participant outcomes, and mitigate the fiduciary 
liability of the employees who are charged with overseeing the plan.

Additionally, we will discuss how nonqualified retirement plans can be leveraged to attract, retain and 
incentivize key management employees and keep them engaged with your organization for years to come. 
We will touch on many of the different types of nonqualified retirement plans that exist, including, but not 
limited to, Supplemental Executive Retirement Plans (SERPs), Phantom Equity Arrangements, 457(f) Plans, 
415 Excess Plans, Stock Appreciation Rights, and Restricted Stock Plans. Such plans are a valuable tool in the 
total compensation toolbox that companies can leverage for the mutual benefit of their business and valued 
employees.

Email: apapson@schneiderdowns.com

Schneider Downs Wealth Management Advisors, LP (SDWMA) is a registered investment adviser with the U.S. Securities and Exchange Commission (SEC). 
SDWMA provides fee-based investment management services and financial planning services, along with fee-based retirement advisory and consulting 
services. Material discussed is meant for general illustration and/or informational purposes only and it is not to be construed as investment, tax or legal 
advice. Although the information has been gathered from sources believed to be reliable, please note that individual situations can vary. Therefore, the 
information should be relied upon when coordinated with individual professional advice. Registration with the SEC does not imply any level of skill or 
training.

Designing a Retirement Program to Navigate 
the Great Resignation
By : Jason M. Lumpkin, QKA, AIF® (Shareholder, Schneider Downs & Co., Inc.) and Alexander J. Papson, MBA, CFP®, CPFATM, 
CHSA® (Senior Manager of Fiduciary Solutions, Schneider Downs Wealth Management Advisors, LP)
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Read these words:

Covid-19, vaccination clinics, working from home, working hybrid schedule, FFCRA (First Family Coronavirus 
Response Act), zoom meeting, teams meeting, return to the office, great resignation, tested positive, long-covid, 
tested negative, Covid-19 policy, Covid-19 travel policy, essential worker, non-essential worker, N-95 mask, 

self-quarantine, lockdown, social distancing, super-spreader, symptomatic, PPE (Personal Protective 
Equipment), national emergency and epidemic, 

How do you feel after reading those words? Do you feel anxious? Do you feel nervous? 

These words have occupied the world and the workplace for the past two and a half years. 

What do you want to do after reading those words? Do you want to run away? Do you want to hide? 

I don’t want you to feel anxious, nervous, run away or hide. I want you to take care of yourself!!

As HR professionals, who have been on the forefront since the onset of the pandemic, we have witnessed 
firsthand the impact in the workplace and on ourselves.

As we return to a new normalcy, the focus on our own health and wellbeing should be a top priority.

During this session, you will learn about different types of self-care domains i.e., physical needs, creative needs, 
and different types of self-care activities. You will also learn that self-care is not exclusive, rare, or expensive but 
an integral part of our daily routine.  More importantly, that self-care is your whole self (mind, body and soul).

As HR professionals, let us keep ourselves well and I look forward to seeing you in this session!

Put Your Oxygen Mask on First a Metaphor for Self-Care
By Janet K. Manuel, MS, SCHRM-CP, PHR, Director, HR and Civil Service and EEO/D&I Officer – City of Pittsburgh
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Behind the Scenes of HR Like a Boss

Hurry up. 

That is what I hear in my head when I think about presenting as the final keynote at the 2022 PHRA 
conference. There is no pressure at all. The responsibility is simple. Inspire hundreds of HR professionals at the 
end of an amazing two-day conference who are ready to go home and implement all the great ideas that they 
have learned.

No problem. Here is why!

The main point of the presentation is to answer the question of the “why” behind HR Like a Boss. My purpose 
for writing the book, hosting a podcast, and doing speaking engagements all about amazingly awesome 
HR is to make a positive impact (and in this case do it quickly) on you, the HR professional. Therefore, my 
presentation will be different from all of the others. I can say that as I am the only one giving the closing 
keynote. Plus, we will be giving the bravest attendees a chance to make some cheddar while looking inward on 
their career motivations.

To give you a tease into what we will discuss, the “Why Behind HR Like a Boss” is broken down into three 
sections: 

1. Purpose

2. Productivity

3. Personalization

During the first segment, we will examine your reason for being in HR and ensure it aligns with your moral 
compass, company’s mission, and organizational culture. In the productivity section, we break down the 
five priorities for doing amazingly awesome HR. Then, each attendee will determine which HR Like a Boss 
competency aligns with them the most. Finally, we will end with everyone selecting their #1 takeaway from the 
conference.

My guess is that you will laugh, some may cry, others may dance, but everyone will walk out of the conference 
with their heads held high and the confidence to take their HR game to a whole new level. Just like a boss!

See you on September 28th at 2 PM - sharp!

The Why Behind HR Like a Boss!
By John Bernatovicz, Founder & President, Willory  |  Wednesday, September 28, Closing Keynote
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“We are what we repeatedly do. Excellence, therefore, is not an act, but a habit.” ~Aristotle

Football training camps are in high gear as coaches, fans, and players keep an eye on this year’s top talent. Who is 
performing well, running fast, lifting weights, and running more routes? Who took too much time off while “out of 
office?” 

It comes down to who is showing up day after day. Players not making practices, sitting on the bench or suffering 
from injuries are already watching this season slip away before the first game is even played because they know 
consistency matters.

In everything we do, consistency is key to performing at your best. Athletes don’t just show up on game day and 
perform amazing feats. They work every day in the gym, reading the playbook and monitoring their diets to ensure 
they are ready for game day. Does your organization mimic this philosophy?

Every day, leaders ask, how do I get better performance, productivity, and engagement from my employees? The 
answer is simple; consistency is key (we are what we repeatedly do). Providing one training seminar a year or 
a quarter IS NOT ENOUGH to keep your team members performing at their best. Our people need organized, 
regular commitment from their leaders for development, goal setting, learning, and growth. Development 
workshops are a tool to keep employees working at their best; it is not the solution.

Just like athletes who must show up daily to train, hone their skills, and challenge themselves, leaders need to 
work with employees to develop their skills, review performance and develop growth plans. Employees need a 
clear vision of the goal line and how to get there. Communicating core values & purpose, evaluating performance 
frequently, and developing action plans are essential to keep your teams motivated and engaged in their work. 

Performing evaluations every 90 days (once a quarter) is a great way to ensure employees stay engaged, identify 
weaknesses, and revise growth action plans. If an employee is making mistakes or struggling, why wait 6-12 
months to evaluate their performance and identify issues? Coaches make adjustments mid-game - we can make 
adjustments between annual review cycles! Performing evaluations more frequently can save time by addressing 
setbacks earlier. Let’s see how the Steelers make mid-season adjustments this year! 

Provide coaching at all levels of the organization. Upper management is where most coaches spend their time 
- this is great! Our front-end supervisors and managers lead the way for the rest of the team - they need some 
love too. Front-end leaders are like the quarterbacks making the calls when pressed to meet deadlines. Ensuring 
adequate training and support is crucial to keeping teams motivated and on the right track. This recent HBR 
article highlights some more of the best practices around training in a hybrid environment and the need for 
making it not only informational and engaging but also fun and interactive. 

Creating a team that trusts and supports one another is crucial for retention. When employees have a sense of 
belonging and feel they are a vital part of the team, they are less likely to leave. Creating a culture that supports 
collaboration starts with solid communication. Using services and technology to create strong connections and 

Training like Champions Keeping your employees 
at peak performance
By Megan Wollerton, Life Force Wellness – Megan@lifeforcewellness.com 
and Pete Schramm, Lattus – Pete@Lattus.com

https://hbr.org/2022/07/designing-learning-programs-for-a-hybrid-workplace?utm_source=newsletter&utm_medium=email&utm_campaign=building_learning_into_your_employees_workflow&utm_term=2022-08-09
https://hbr.org/2022/07/designing-learning-programs-for-a-hybrid-workplace?utm_source=newsletter&utm_medium=email&utm_campaign=building_learning_into_your_employees_workflow&utm_term=2022-08-09
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keep lines of communication is vital to a team’s success. 

How have you evaluated your more than annual training plans and curriculum recently? Wouldn’t it be great if your 
people could learn and take action to “sharpen the saw” over time? We can learn from Stephen Covey and Habit 
7 from his book, The 7 Habits of Highly Effective People, to continually grow, develop, and improve ourselves to 
improve our teams. Next time you conduct a training, think about the action steps each person will take between 
that moment and the next training session. Below are some things to consider…

1. Identify the need for training (requests for professional growth, poor culture, increased burnout, etc.)
2. Evaluate training solutions (never pick the first one you find, leverage networks like the PHRA to see what 

works best for others)
3. Meet with the training team to see how you can modify the training for your team/organization
4. Clearly communicate WHY you are doing the training session to your people

1.  First, according to science, one way to motivate people to do something is the power of the story. “What” 
is not a story; it’s a command. But, if you start with “why” you tell the background, you make the people 
understand more.  

5.  Develop (with the training org) the pre-work to be completed in advance of the training (articles, case studies, 
self-assessments)

We also like to perform a baseline assessment for the employees so they can tell us what they think will happen 
during this effort - see how well “the why” landed.
6. Conduct the training (we recommend in person whenever possible and limit to 90 minutes)

a. Set the goals (what to accomplish) and expectations (how we will accomplish it) early in the first session
b. Assign “homework” to be completed between the first and second session

7. “Homework” can be as simple as a reflection on the session or as complex as testing the principles the team 
learned

8. Conduct the next training session (we like to do training sessions in sets of three when possible)
9. Complete the post-training assessment and review with the training organization to evaluate success and 

compare the planned outcomes to reality
10. Share results with the organization and plan the next session. Most folks get so busy “checking the box” that 

we forget (or do not have time) to report the findings (good or bad) to our larger team. 

The PHRA is a wealth of knowledge, and our region has many fantastic training organizations. If you have any 
questions about the options for your team or “what works best,” feel free to reach out to Megan Wollerton, Life 
Force Wellness – Megan@lifeforcewellness.com or Pete Schramm, Lattus – Pete@Lattus.com, and we can help 
point you in the right direction. We have ramped up our work with local firms, and one of the most enjoyable 
aspects is sharing lessons learned and best practices - we win together. Not sure how much we will be able to 
help the players on the field this season, though!

Training like Champions Keeping your employees 
at peak performance (cont.)
By Megan Wollerton, Life Force Wellness – Megan@lifeforcewellness.com 
and Pete Schramm, Lattus – Pete@Lattus.com

https://resources.franklincovey.com/blog/habit-7-sharpen-the-saw
https://medium.com/swlh/the-importance-of-explaining-why-before-what-when-you-need-help-1590eca9230b
https://www.psychologytoday.com/blog/brain-wise/201303/how-get-people-do-stuff
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On August 5, 2022, the Pennsylvania Department of Labor and Industry (the “Department”) rules regarding 
payment of tipped and non-exempt salary employees changed. Major updates include new requirements 
for classifying workers as “tipped employees,” modifications regarding who can participate in a tip pool, and 
a prohibition on employer deductions of credit card fees. Rules for how to calculate non-exempt salaried 
employees’ regular rate of pay will also change.

Tipped Employees

Under the updated rules, to be considered a “tipped employee,” employers will need to ensure that workers (i) 
earn at least $135 in tips per month and (ii) are employed at least 80% of their time each week doing tipped work.

These conditions for classification as a tipped employee are in addition to existing regulations. Being classified 
as a tipped employee is important for employers who take a “tip credit.” The tip credit allows an employer to 
pay a tipped employee a base rate that is less than regular minimum wage, so long as that employee makes the 
difference in tips. The tip credit is currently capped at $4.42 against the regular $7.25 minimum wage.

Tip pooling, which combines or distributes employee tips, will also change. Tip pools which include any employee 
against whom a tip credit is taken will now be limited to only include other employees also paid below the regular 
base minimum wage level. Tip pools which do not include employees against whom a tip credit is taken may 
include both tipped and non-tipped employees, so long as existing regulations are met.

Managers and employers are never permitted to participate in a tip pool or keep their employees’ tips. Under 
the new rules, managers are further restricted in what tips they are permitted to keep. As of August 5, 2022, 
Pennsylvanians working in a supervisor capacity will only be able to keep tips they directly receive and for which 
they performed all the work.

Also, beginning on August 5, 2022, employers in Pennsylvania will no longer be able to deduct credit card or 
similar transaction fees from employee tips. The Department cites language in existing regulations requiring that 
all tips are the property of an employee.

Employers whose workers earn tips will need to carefully evaluate and appropriately update existing policies. Any 
changes will also likely require updated notices to affected employees.

Salaried Non-Exempt Employee’s Regular Rate 

As of August 5, 2022, the regular rate for a salary non-exempt employee in Pennsylvania will be based upon a 
40-hour work week, regardless of how many hours the employee works or how much of a salary a non-exempt 
employee is paid.

As an example, consider a non-exempt employee who is paid a salary of $1,000 per week. In a particular week, 
that employee works 45 hours. Under Pennsylvania law, the employer must divide the $1,000 salary by 40 hours 
to find the employee’s regular rate, $25.00/hour. The employer then uses this regular rate and multiples it by 1.5 

A Tip: Change is Coming to Pennsylvania’s Wage and Hour Rules
By:  Leah K. Sell, Esq. 

https://www.dli.pa.gov/Individuals/Labor-Management-Relations/llc/Pages/Overtime-Rules.aspx
https://www.dli.pa.gov/Individuals/Labor-Management-Relations/llc/Pages/Overtime-Rules.aspx
https://www.dli.pa.gov/Individuals/Labor-Management-Relations/llc/Pages/Overtime-Rules.aspx
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to calculate the overtime rate ($25.00*1.5 or $37.50). The employee is then entitled to that overtime rate for all 
hours worked over 40. Here, this would mean the employee is entitled to an additional $187.50 for that week 
($37.50*5).

Multi-jurisdictional employers should take special note, as this computation of the regular rate differs from federal 
law. Under Pennsylvania law, there will be no “credit” for any hours worked over 40 for a non-exempt employee, 
regardless of how much of a salary the employee is paid.

Employers should review their pay and classification policies to ensure they are complying with this updated rule 
and utilizing the most efficient compensation practices for their business.

Service Fee Notifications

A new requirement for companies who provide banquets, special functions, or packages, and charge services 
fees or automatic gratuities, will also go into effect on August 5, 2022. In all contracts or bills there now must 
be separate identification for administrative or service fees which are kept by an employer versus those charges 
which are gratuities or tips kept by the employees. Additionally, companies must explain to customers, in writing, 
that administrative or service fees cover operational costs and are not kept by employees.

Companies affected by this change will need to update their contracts or bills to make the necessary clarifications 
and explanations by August 5, 2022.

If you have employees who receive tips or employ salaried non-exempt employees that work more than 40 
hours per week and have questions about these upcoming changes, please contact Leah K. Sell, leader of Leech 
Tishman’s Employment & Labor Advice and Counsel Practice Area in the firm’s Pittsburgh office. Leah can be 
reached at 412.261.1600 or lsell@leechtishman.com

Leech Tishman’s Facebook Page: https://www.facebook.com/leechtishman

Leech Tishman’s Twitter: https://twitter.com/LeechTishman

Leech Tishman’s Company Page on LinkedIn: https://www.linkedin.com/company/leech-tishman

Leech Tishman Fuscaldo & Lampl is a full-service law firm dedicated to assisting individuals, businesses, and institutions. Leech Tishman 
offers legal services in business restructuring & insolvency, construction, corporate matters, employment & labor, estates & trusts, 
intellectual property, litigation & alternative dispute resolution, and real estate. In addition, the firm offers a wide range of legal services 
to clients in the aviation & aerospace, cannabis, emerging cyber technologies, energy & natural resources, healthcare, and hospitality 
industries. Headquartered in Pittsburgh, PA, Leech Tishman also has offices in Chicago, Los Angeles, New York, Philadelphia, Sarasota, and 
Washington, D.C.

A Tip: Change is Coming to Pennsylvania’s Wage and Hour Rules 
(cont.)By:  Leah K. Sell, Esq. 

https://www.dli.pa.gov/Individuals/Labor-Management-Relations/llc/Pages/Overtime-Rules.aspx
https://www.leechtishman.com/people/leah-k-sell/
https://www.leechtishman.com/practice-group/employment-and-labor/
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As a labor and employment attorney, I talk with human resource professionals on a consistent basis in my 
practice.  Some I work with more regularly than others, depending on the client relationship and the needs of the 
operation.  But whether we talk a lot or a little, I have learned over the years that an organization with a better 
track record of staying out of trouble tends to be one where there is a strong legal relationship between the 
organization/HR and its attorney.  So, if you want to “power up” your connection with your company’s labor and 
employment attorney with an eye towards better compliance and less legal risk, here are some “items” to look 
for (as someone who shares a first name with one of the most iconic video game characters ever, I may be partial 
to dropping a Mario Bros. reference or two from time to time!)

The Fire Flower

To begin with, it’s important to remember that while your labor and employment attorney’s specialty is probably 
providing sound legal advice, either to help minimize risk or get you out of a legal jam, your lawyer is probably 
good at throwing fireballs full of practical guidance, as well.  Said another way, we are also good problem solvers 
for your business!

Most legal problems that involve your human capital require some form of practical, real-world evaluation.  Don’t 
limit your questions to your labor and employment attorney to those which simply ask, “is this legal?”  Instead, 
inquire with your attorney about what day-to-day impact a decision will have on the business and operation.  Will 
this harm our retention efforts?  Will all of our employees find this policy fair?  

These types of considerations may not be primary in each and every instance, but they tend to be more 
important than you may first realize while trying to eradicate the enemies of your workforce.  Your labor and 
employment attorney can often help you craft a solution which is both legally compliant and practically helpful at 
the same time.  

The Star

Of course, labor and employment attorneys are often keenly skilled at laying out for you the pros and cons of 
day-to-day personnel choices.  If you forego getting the medical information before denying that request for 
reasonable accommodation, you avoid the complexity that a treating doctor may create in dealing with the 
situation but at the same time increase the risk of an ADA claim.  If you don’t get the employee’s side of the story 
about that incident, you may be able to put this problem to bed quicker and fire the employee sooner, but your 
termination decision may be on weaker ground.

But what if you know how you prefer to handle something, but aren’t certain if that holds legal water?  Labor 
and employment attorneys can be especially adept at crafting a solution which can work ‘backwards’ to try and 
meet your personnel goals in a particular situation.  Of course, in the end, the risk is the organization’s to bear, 
and there will likely be a sliding scale of risk which goes along with different approaches to a situation, but we 
can frequently take a desired outcome and help construct a safer approach to handling it than you might have 

Super Mario:  How HR can Best Work with Their Employment Lawyer 
to “Power Up” Their Compliance and Lower Their Legal Risk
By Mario Bordogna
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anticipated at the outset.  Rely on your L&E counsel to help you overcome through these workforce obstacles 
in a pinch like you are shielded with star power!

The Propeller

Finally, remember to partner together with your labor and employment lawyer on ways to avoid workplace 
conflict in the first place.  This means sitting down with counsel and asking what you can do differently or 
outside of your policy to prevent harassment claims.  Armed with a notebook of issues you’ve had to deal with 
over the last year, ask your attorney to review your handbook for trouble spots every fall or winter.  Explore 
whether a wage and hour audit of your pay practices is a wise idea.  Basically, put on that propeller and rise up 
above the clouds to look down on your enemies, and do a 360 workplace review of where your trouble spots 
are from up in the sky with your attorney’s help.

It goes without saying that having your labor and employment attorney help tackle trouble spots early before 
they blossom into Goombas entering your life is the best strategy.  Sometimes it can be difficult to carve out 
time for this with all the day-to-day issues HR has to handle, but I can tell you that there’s no better adage 
here than “an ounce of prevention is worth a pound of cure.”  A few hundred or a few thousand dollars up 
front is worth its weight in gold if it helps you avoid that $200,000 employment lawsuit later.  Rather than 
have to identify all of the trouble spots on your own, your counsel can work with you to brainstorm – and even 
prioritize – the ones which need attention, and can do so in advance of something bad happening.

Armed with these tips – and a stronger working relationship with your employment attorney – now you’re 
ready to take on and defeat Bowser!

Super Mario:  How HR can Best Work with Their Employment Lawyer 
to “Power Up” Their Compliance and Lower Their Legal Risk (cont.)
By Mario Bordogna
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Introduction to SCARF – Stress trigger at work
A peek into the presentation for the PHRA Conference
By Megan Wollerton – Life Force Wellness, Megan@lifeforcewellness.com

Stress in the workplace has been a hot topic of discussion for many years. The COVID pandemic 
compounded by “the great resignation” has reactivated many of these discussions among leaders. Leaders 
want to help their employees by reducing their stress levels. I have often been asked to present stress 
reduction techniques such as breathing work and meditation to employees. These stress management 
techniques, while nice, only treat the symptoms; they do not mitigate the source. Giving yoga classes to 
stressed employees is like giving a band-aid to someone with a severed finger; it only masks the problem. 

In 2009 two researchers, Liberman and Eisenberger, discovered that our brains react the same way 
when under social threat as they would if under physical threat. This means for someone afraid of public 
speaking, their brain would react and send the same survival response to the body as it would if a tiger 
were chasing them. The brain activates many responses in the body, preparing it for fight or flight. Over time 
stress can wear down the body and cause many health issues. While this research is well known, many do 
not know some of the primary stress triggers than can send our bodies into fight or flight mode.

David Rock took an interesting approach in combining neuroscience like the research explained and 
combined it with leadership creating the term “neuroleadership.” While doing his research, he interviewed 
over thirty neuroscientists and wanted to create a way to understand the social threats that create strong 
brain responses. This is where the “SCARF” model was designed. 

In the upcoming conference, I will break down the SCARF model to explain how organizations create social 
threats that drive out some of their best employees; below is a quick overview of what this will look like.

S is for Status. This is how important we are relative to those around us. Things to consider when looking at 
status can be whether the employees feel included and welcomed by others and the person’s position or 
title in a particular company.

C is for Certainty. This is a significant concern for many individuals coming out of a worldwide pandemic. 
So many areas of our lives have been turned upside down: our children’s schooling, supply chains, work 
models, layoffs, remote learning, working, and more. The uncertainty of the pandemic has triggered a stress 
response in individuals worldwide.

A is for Autonomy. This plays directly into our perception of control; how much control does an employee 
feel they have in this environment? Micro-managing is one way our leaders might cause employees to 
stress, activating their fight or flight response, and in many cases, employees choose flight to another 
company.

R is for Relatedness. How included we feel and how much trust we have in those around us. A lack of trust 
can destroy positive collaboration among teams and create intense divisions.
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Introduction to SCARF – Stress trigger at work
A peek into the presentation for the PHRA Conference (cont.)
By Megan Wollerton – Life Force Wellness, Megan@lifeforcewellness.com

F is for Fairness. Have you ever been passed up for a promotion you felt you deserved? Managers or leaders 
who play favorites or do not show fairness can create stressful responses sending personnel looking for new 
places of employment. 

Understanding the SCARF model and identifying the stress triggers that might be driving away employees 
is only one piece of the puzzle regarding retention and recruitment. It is vitally important to share this 
information with leaders and give them the tools to help employees identify the stress triggers. Organizational 
Change cannot happen, and stress triggers cannot be removed if we cannot identify the cause. I hope you will 
join me on September 27th at the PHRA annual conference to learn more about how you can create “The Less 
Stress Workplace.”
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Fostering an inclusive workplace culture is so much more than some HR fad, but necessary for the success of 
any 21st century organization. Research finds that getting diversity, equity, and inclusion (DEI) right results in 
more innovation, higher profitability, and the ability to attract and retain top talent in an ever more competitive 
market with dwindling applicant pools only exasperated by the Great Resignation. 

Committing to DEI is not only an effective way to recruit top talent (especially among Millennials and Gen Z 
applicants), but a proven strategy to keep your current workforce engaged and retained. Because DEI done 
right results in everyone feeling more valued, respected, seen, and heard. 

Rather than be divisive, DEI programming should bring us together across our differences to proactively build 
a better workplace culture together, especially with those who hold different identities from our own. 

What are inclusive behaviors?

One of the main tools to bring people together would be inclusion—or intentional behaviors that result in 
others feeling valued, respected, seen, and heard. Put simply, inclusion is what we DO. Oftentimes people are 
told what not to do, like how to avoid being exclusionary (think compliance-based bias or sexual harassment 
trainings), rather than what to do instead. Inclusive behaviors come in different shapes and sizes—the only 
requirement is that what they have positive effect on others from all identities (not just majority groups). 
Inclusive behaviors can be broken into three primary categories: everyday inclusion, inclusive leadership, and 
allyship. 

Everyday inclusion

Everyday inclusion are the subtle behaviors we often take that could make a big difference when it comes to 
making people—and especially those from underrepresented and/or historically excluded groups—feel like 
they belong. Examples include non-verbal behaviors like an authentic smile or making eye contact, or making 
the effort to pronounce someone’s name correctly or use one’s correct pronouns. Ever hear of the term 
“microaggressions”? Think of everyday inclusion as the opposite of those. 

Inclusive leadership

Inclusive leadership is what formal leaders can (and should!) do to advance DEI efforts at their organization. 
Inclusive leadership behaviors include role modelling inclusive behaviors, holding other leaders and the 
overall organization accountable to DEI efforts, and integrating DEI into business strategy and overall 
operations. 

Allyship

Allyship is an ongoing partnership between an ally and a partner (the person the ally serves), working together 
toward the shared goal of equity and fairness. The term “allyship” is often given a bad rep because it comes 

Inclusion is what we do: Building better workplaces through 
inclusive behaviors and allyship
By Victoria Mattingly | CEO & Founder | victoria@mattinglysolutions.com and Sertrice Grice | Chief Consulting Officer and Co-Owner 
| sertrice@mattinglysolutions.com; Mattingly Solutions 
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off as performative. Consider the word “ally” as a verb rather than a noun—don’t call yourself an ally, but 
rather do what allies do: thoughtfully support and advocate for those who have some different identity than 
their own. 

Research has shown that among companies where allies are not actively involved in DEI efforts, only 30% 
show progress. Compare that to companies where allies ARE actively involved in DEI efforts 96% report 
progress. That’s over a 3-fold increase!

Ready to bring more inclusion and allyship to your organization? 

Join us in-person for the Tuesday opening keynote of the PHRA 2022 Annual Conference for our session 
“Bridging Divides with More Inclusive Behaviors & Ally Partnerships”. This session is available to you with your 
conference registration and will be held Tuesday, September 27th at 8am.

During our session we will share how we have successfully partnered with clients to take a more 
encompassing approach to DEI, focusing less on divisiveness and more on inclusive behaviors and allyship. 
We will provide you with tools and resources you can immediately put to use to begin building a better 
workplace for ALL humans, and especially those from underrepresented or historically disadvantaged groups. 
After attending this session, you should feel more confident and empowered to develop, measure, and 
reinforce more inclusive behaviors and allyship throughout the organizations you serve. 

If you want more insight into taking a data-driven approach to DEI, be sure to check out our new book, 
Inclusalytics: How Diversity, Equity, and Inclusion Leaders Use Data to Drive Their Work. Inclusalytics is for 
internal diversity, equity, and inclusion (DEI) leaders who want to take a more data-driven approach to their 
work. We integrate stories from the DEI consulting frontlines, organizational science, and interview data with 
DEI leaders (from Fortune 500 companies to startups, academia, nonprofits, and more), demonstrating why 
data is the key to leading successful DEI efforts. 

Inclusalytics provides HR, DEI, and people leaders with a clear and detailed process to demonstrably move 
the needle closer toward a workplace where everyone can thrive. Treating DEI as a critical business metric is 
the only way to sustainably commit to—and demonstrate ROI—of your DEI efforts.

We’ll be selling and signing books after our keynote talk—be sure to swing by our Mattingly Solutions’ table in 
the vendor hall and say hello! We’d love to hear from you about how inclusive behaviors and allyship are (and 
could be!) advancing your DEI work as HR professionals. 

By Victoria Mattingly | CEO & Founder | victoria@mattinglysolutions.com and 
Sertrice Grice | Chief Consulting Officer and Co-Owner | sertrice@mattinglysolutions.com;  
Mattingly Solutions – a workplace inclusion consulting firm that specializes in diversity, equity, and inclusion 
(DEI) measurement, strategy, and behavior change specific to inclusion and allyship. 

Inclusion is what we do: Building better workplaces through 
inclusive behaviors and allyship (cont.)
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Congratulations to the following PHRA members on their recent achievements:

• Lori Carnvale passed her SHRM-SCP certification exam

Jamie Ambroselli 
PeopleShare

Ron Anders

Dave Apffel

Kellie Austell 
Perryman Company

Kelly Bender 
Total Business 
Solutions

Jayme Berryman 
Familylinks

H. Blair 
Apple Box Studios

Heather Blocksidge 
Print Tech of Western 
PA

Serena Broughton 
City of Pittsburgh, 
Innovation & 
Performance

Krystle Campbell 
Pittsburgh Post-
Gazette

Tracy Canales, SPHR 
Quest Diagnostics Inc

Jordan Clair 
Cook MyoSite, Inc.

Judy Clark 
ADP

Dawnn Monique 
Clisby, CSP 
Earn Staffing 
Solutions, LLC

Brandon Craig 
BI WORLDWIDE

Ellen Crook 
HUB International

Rachel DeLuca 
PITT OHIO

Pamela Dietrich 
GCU

Allison Earley 
Rycon Construction 
Inc.

Anzi Falchetti 
Falchetti 
Howard Hanna Real 
Estate Services

Erin Fink 
Cook MyoSite, Inc.

Karie Fox 
Cook MyoSite, Inc.

Michelle Gilliland 
Frank Calandra Inc.

Christian Goetz

Devlin Groves 
Factual Data

Katie Heinritz 
Mitsubishi Electric 
Power Products Inc

Jordan Hoover 
Community Day 
School

Robert Julius 
Perryman company

Jessica Kovacs 
Nestl√© Health 
Sciences

Kylee Levers 
Pitt Athletics

Lauren Lippincott 
Benefit Resource

Amanda Martin 
NFP

Lizwe Masilela 
Cook MyoSite, Inc.

Laura McEwen 
Chick-fil-A Brainerd 
Village

William Miley 
UKG

Rachel Moosa 
Allegheny County 
Airport Authority

Laurie Moran 
H2R CPA

Zephaniah Omweno

Sarah Orris 
Perryman company

Scott Page 
Factual Data

Lindsay Pardoe

Ryan Phillis 
Rivers Casino

Missy Porada 
Aflac

Human 
Representative 
MCF Architects

Vincent Ribar 
Rivers Casino

Alexis Ruff 
NFP

Susan Scharf 
Rycon Construction 
Inc.

David Schuerholz 
Markrof Systems, LLC

Angela Schuettler 
YMCA of Greater 
Pittsburgh

Michael Sexauer

Jessica Sierra 
Cook MyoSite, Inc.

Chanel Simon 
Penn State University

Jason Stiles 
Palace Entertainment

Cindy J Vicente 
Vicente 
IKEA

AGNES WAHETO

Kelly Walburn 
La Roche University

New Members

On the move
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October 11 | Learn 
Neurodiversity: Foundational 
Concepts and Practices

October 27 | Learn 
PHRA HR Leaders Mastermind Cohort

October 25 | Interactive Webinar 
The PHRA Experience Webinar: 
Making the Most of Your Membership

November 10 | Learn 
PHRA HR Leaders Mastermind Cohort

November 14 | Learn 
Employment Law & Compliance 
Conference

2022 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! 

Pittsburgh Human  
Resources 
Association

One Gateway Center
Suite 1852
420 Fort Duquesne Blvd.
Pittsburgh, PA 15222
Phone: 412-261-5537
www.PittsburghHRA.org

September 9 | Learn 
PHRA HR Leaders Mastermind 
Cohort

September 13 | Learn 
Total Rewards and Compensation: 
Stacking the Deck Against the Great 
Reshuffle 

September 23 | Learn 
PHRA HR Leaders Mastermind 
Cohort

September 27-28 | Learn 
PHRA Annual Conference- Creating 
Connections, Building Bridges…
Together!

October 5 | Learn 
PHRA Book Club Review
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