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VA SHRM State Council Announces New Military Liaison
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This will be the third year that
SVSHRM will offer the Chick-filA Leadercast where community
business leaders can access the
knowledge and experience of
world-renowned leaders. The
event will again be held at Blue
Ridge Community College in
Weyers Cave on May 10, 2013.
Chick-fil-A is a one-day leader
development event broadcast
LIVE from Atlanta, Georgia to

hundreds of sites throughout
the nation, including the Shenandoah Valley.
Last year, over 100,000 leaders
from 14 countries attended
Chick-fil-A Leadercast. In its
14th year, this full day, experiential conference is predicted
to reach its largest audience to
date.
This year the program will fo-

cus on the idea of simply leading. What if there were potential impacts in simplifying our
lives so that our leadership
could thrive? Leading in a complex world requires simplicity
to cut through the clutter. This
diverse group of internationally
-acclaimed authors, leadership
experts and practitioners will
share insights to help leaders
learn how to simply lead.
For more information about
Chick-fil-A leadercast, visit
www.chick-fil-aleadercast.com.
Local information will be available at SVSHRM’s website, Facebook page, and LinkedIn.

2013 Leadercast Speakers











Jack Welch
Andy Stanley
Mike Krzyzewski
John Maxwell
Dr. Henry Cloud
LCDR Rorke Denver
Sanya Richards-Ross
David Allen
Condolezza Rice
For more information about
the speakers visit:
www.chick-fil-aleadercast.com

SHRM Virginia State Conference

I

n April 2012, more than
600 human resource
professionals from Virginia
and beyond gathered at the
historic Hometead resort in
Hot Springs, Virginia for
three jam-packed days of
education, skill building,

networking and fun.

I

n just a few short months,
the Virginia SHRM State
Conference will be back and, if
your conference planning team
as anything to say about it, it will
be better than ever. In fact,

Speaker and presenter announcements have begun.
This is your chance to hear
from outstanding speakers as
we’re working to bring you more
varied as former U.S. Army
than 16 hours of HRCI recertification Ranger, a life-long– career
credit.
coach, and experts with their
Mark your calendar for April 22—24, finger on the pulse of the
latest news about health care
2013. If you haven’t registered yet,
reform.
don’t delay. Rooms at the Homestead are still available, but they
Keep tabs on everything at
won’t be for long!
www.shrmva.org
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A Moment with our President
Welcome to the first 2013 edition of the Shenandoah Valley Society for Human Resource Management’s
newsletter, and Happy New Year to our members and HR Professionals in the Shenandoah Valley!
My name is Susan Grossman and I am proud to serve as your president this year. I have been a Human
Resource Professional for over ten years having worked as a recruiter, trainer, benefits administrator,
and my most fun and exciting job was as the Human Resource Manager for The Philadelphia Orchestra. I came to the Valley in
2003 and one of the first things I did was join SVSHRM. What a wonderful group this is, and how far we’ve come in the past
ten years.
My goal this year is for our chapter to be of value to you, our members, and the Shenandoah Valley Community at-large. I
want to hear from you: how can our Board help to make this chapter an integral part of the business community? What can
we provide to you, our members, to help you in your day-to-day or strategic issues in your organization?
During our registration period, we sent a link to a survey and we received a great return – nearly 60% of you responded, and
we heard you. Our Board is already hard at work planning higher-level programming for 2013 that will qualify for Strategic
and Business HRCI recertification credit. We have subcommittees in place to provide the annual Chick-fil-A Leadercast, a subcommittee to work on a Professional Development opportunity, and a subcommittee to demonstrate the return on your investment as a member of SVSHRM. This year we are starting an exciting venture with the Small Business Council to provide
assistance to those in HR roles in a small business setting, looking into starting a Mentorship program between senior and
entry-level HR Professionals, and are excited to be part of The Virginia Society for Human Resources Management’s
(VASHRM) establishment of a Military Liaison position on our Board along with the eighteen other chapters across the state.
We all face challenges this year with the results of the Taxpayer Relief Act of 2012 (“Fiscal Cliff” Law), the implementation of
2013 requirements and 2014 preparations under the Patient Protection and Affordable Care Act, NLRB actions, and others.
SVSHRM is here to help. I encourage you to check our website often as we will be posting updates, training opportunities, and
much more as the information and opportunities become available.
As always, we welcome volunteers to serve on the Board or a subcommittee. We have a wide variety of opportunities that
range from Board positions to helping out one time at an event, writing an article, sharing information about SVSHRM before
local groups, and more.
Again, I want to hear from you. Please email me at susan.grossman@verizon.net with your ideas, concerns, and questions.
Thank you for the opportunity to serve you, and I look forward to an exciting year!

Susan Grossman, SVSHRM President
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Member Spotlight: Carol Jackson
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VASHRM Leadership Conference

An example from one chapter

Nine of your Chapter officers

lates to challenges we face in

to continually improve Chapter

traveled to Richmond for the

both work and life.

effectiveness.

2013 Virginia SHRM State Lead- Following the keynote proership Conference on January
gram, a series of presentation

Saturday afternoon’s keynote

11th and 12th.

covering topics such as re-

MPA, SPHR, President and

After a brief morning of wel-

cruiting board members, taxes/ Founder of WillowOak HR Con-

coming remarks and adminis-

financials, social media and

sulting, LLC. Ms. Berardi refer-

trative updates, attendees

HRCI filled the remaining time

enced Diana Whitley's work

experienced a very informative

in the morning schedule.

which emphasizes that culti-

keynote presentation called

After lunch, the afternoon

vating Strengths with Apprecia-

“Making Shift Happen in Your

schedule included the official

tive Inquiry has it's foundations

Organization” delivered by Jeff

State Council Meeting, and a

in the research of "Positive

Mark Smith and Lynda McNutt

SHAPE update and SVSHRM

Psychology and Appreciative

Foster of Voltage Leadership.

Chapter Strategic Planning

Inquiry.

The highlight of the program

break-out meeting. The Chap-

Positive psychology is the study

was that attendees learned

ter planning meeting was par-

of what makes life most worth

how to more effectively influ-

ticularly valuable and produced living, by emphasizing the posi-

ence change by shifting one’s

several promising ideas and

tive emotions, thought

mindset from a “Problem

decisions to enhance benefits

patterns, and relationships that

(anxiety driven) Orientation” to associated with Chapter mema “Creator (empowerment
bership as well as operational
driven) Orientation.” One rec-

speaker was Linda Berardi,

contribute to human flourish-

was a scheduled speaker that
was a senior executive. Prior to
the speech the speaker was let
go from her position. Rather
than re-schedule, the chapter
took it as a great opportunity
to show how someone in that
position reflects on that type of
career event. We also worked
in teams to find each other's
best recollections of success
and the positive influence of
others to help us see value in
the up and down potential in
our careers and how that may
have been helped by exceptional leadership that practiced
the elements of positive psychology and appreciative inquiry.

ing. Appreciative Inquiry asks

effectiveness.

questions about what we value
ommended method to improve On Saturday while Chapter
and want more of in ourselves,
our “creator” orientation or
Presidents had their own break in our relationships and in our
mindset is to ask ourselves,
communities." Ms. Berardi had
-out session, the remaining
“What do I want?” instead of “

attendees collaborated to

What I don’t want,” as it re-

share best practices in an effort turned bad and how we can

us look for the moments that

Andrew Ansoorian,
SVSHRM Public Relations Chair

Lou Pugliese, SVSHRM
College Relations Chair
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ADA Changes Dramatically Affect FMLA Provisions
The U. S. Department of Labor’s Wage and Hour Division just confirmed, by an Administrator’s Interpretation (No. 2013-1) dated January 14, 2013, that the FMLA was also expanded by the 2009 amendments
to the Americans with Disabilities Act (ADAAA). The expansion occurred because the FMLA incorporates
the definition of “disability” from the ADAAA. The biggest impact of the amendments is on how often
FMLA leave for adult children will be available.
Under the FMLA, an eligible employee may take up to 12 weeks of FMLA leave to care for an adult “son
or daughter” if the son or daughter is incapable of self-care because of a mental or physical disability. The ADAAA dictated that
whether an individual has a “disability” is to be broadly construed and should not require extensive analysis. While there were
many hurdles to establishing “disability” prior to the ADAAA, now there are few, so you should review the adult child’s serious
health condition very carefully before denying an employee’s request for leave to care for an adult child. If there is a basis to
deny leave, it may be by shifting the inquiry away from whether the adult child has a disability (to which the answer will now
often be “yes”) to the question of whether he or she is “incapable of self-care.”
Incapable of self-care means that the son or daughter requires active assistance or supervision to provide daily self-care in three
or more activities of daily living (ADLs) or instrumental activities of daily living (IADLs). Many employers are not digging that
deeply into the adult child’s condition and its impact on what they can and cannot do and are simply looking into what the adult
child’s condition is and how long it has or may last in approving or denying a request for FMLA leave. This is the less time consuming approach and does not have the employer or the employee trying to chase down the adult child’s physician to obtain
information on which ADLs or IADLs the adult child may not be able to perform. Employees tend to see additional inquiries
along those lines as being invasive and just an attempt to find an excuse to deny protected leave. This can be very problematic
from an employee relations perspective.
The DOL also clarified that it does not matter when the adult child’s condition began, it could be something the adult child was
born with or something that they only developed later in life, after turning 18. Other than having some value in determining
whether the condition is only minor and temporary, the date of onset is irrelevant to the decision to grant or deny leave. The
DOL gave 2 examples of FMLA leave for adult children that are somewhat instructive. One example involved a 37 year old
daughter who suffered a shattered pelvis in a car accident and the other involved a 25 year old son with diabetes who was admitted to a hospital overnight following a ski accident. In the first instance FMLA should be approved, however, in the second
instance, if there is no information that the ski accident is going to have a lengthy consequence, the parent may not be entitled
to FMLA leave.
Employment lawyers and HR professionals have been dealing with this “expansion” since 2009; it only took the DOL 4 years to
tell us we were right.

Cathleen P. Welsh, Esq.
Lenhart Obenshain
Legislative Chair SVSHRM
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The Gift of Diversity

Luke Hartman

Many conversations that I am a part of as the Vice President for Enrollment at Eastern Mennonite University have budget implications. uuestions arise such as, “do we put additional resources into increasing the discount rate in order to attract additional students? Do we put resources toward a cost of living adjustment to compensate the over taxed faculty, or maybe resources should be allotted to the renovation of a
building to accommodate a new program which will generate additional future revenue. All of these conversations are done in the name of
perpetuating our overall mission. My guess is that decisions as such apply to most work settings.
These are tough economic times and now the topic of diversity has moved from the peripheral to a more central position within our strategic
master plans. This is a time when some organizations are asking the question, “how important is diversity?” Many of such companies or institutions then reduce the topic to that of resources, political correctness, accreditation, and politics in general. It is at this time that I suggest that
Diversity is not a choice!
There is general and genuine support in most work settings a commitment to a more diverse community (Brown, 1999). I am convinced after
serving as a faculty member or administrator at 3 different U.S. private institutions of higher education that all colleges and universities would
arrive overwhelmingly at the very same conclusion; that diversity should be promoted. We are all for inclusivity and can even document this
desire, however, in practice the question must be asked, are we actually doing what we say we support. I will not speak for other companies or
small businesses, but in most of our college and university settings there continues to be a perpetuation of a colonial education model, where a
dominant group educates a subordinate group from only the dominant world view. The disconnect begins to appear when the very persons
who are in agreement with the principles of diversity in practice are content to leave things as they are or begin to voice in a more passive way
the discomfort with the demographic shifts (i.e., “not a good fit”, “this may lead to the lowering of our academic standards” or “faculty are not
prepared for the underprepared student”). James Anderson the chancellor of an Arkansas University (2008) says it like this, “those who claim a
perceived threat to institutional quality and reputation such as lowered standards, or political correctness are only trying to generate anxieties
that are misplaced and to maintain the status quo” (p 167).
In a 1997 article entitled Down with Diversity, Keith Denton, from Missouri State University, posited that diversity has the potential to dilute the
cultural Identity of an organization. It appears that our institutions of higher learning may have that same fear because we sincerely speak political correct rhetoric but seem hesitant to bring in the very students or employees who threaten historical narratives and cultural values. The
need to preserve the organizations core values and beliefs makes it difficult for it to fully embrace those who do not look, act, nor believe like
the majority of its constituents (Fubara, Gardner and Wolff, 2011). How does your own place of employment reconcile this dilemma?
Our diversity cannot just be a diversity of assimilation and acculturation, which suggests that as long as one behaves like the dominant campus
group, sheds a particular set of values, norms and/or beliefs and especially does not over emphasize individual cultural distinctiveness then and
only then will there be a welcoming and acceptance into the larger community within the organization.
Diversity is a gift and leads to the possibility of an enriched and engaging environment where greater learning and skill development is possible
(Smith and Schonfeld, 2000). It broadens perspectives, it provides increased exposure to alternative viewpoints, and brings more complex discussions and analysis (Gudeman, Marin, Mayurama, and Moreno, 2000).
The role of the organization when attempting to conduct business ethically is to commit to developing inclusive communities and placing diversity more closely to the overall mission of the organization. It means moving forward with the seriousness of inquiry like we do with so many
other endeavors. In the spirit of “Black History Month” I would challenge us not to reduce this month to a symbolic tradition, but to seriously
conduct introspective analysis of our individual organizations and companies. I would challenge us to incorporate a diversity plan that becomes
systemic and transformational instead of settling for projects, special programs, short-term initiatives, and other efforts that are not sustainable
and are difficult to evaluate (Anderson, 2008). Let’s continue to strengthen our organizations by moving forward with our rapidly changing demographics.

Page 7

Volume 1V, Issue 1

Member Statistics
Total Membership: 192

New Membership Referral Incentive for 2013!
Each new member that you refer to our chapter will earn you an entry into a drawing for a free 1 year
membership to National SHRM. The more referrals you make during the year, the better your chances

Professional Members:
146

to win.
If you aren’t a National SHRM member already, you’ll gain access to a wealth of HR resources that
include white papers, research and trend analysis, job boards, templates and tools, education and

Associate & General
Members: 46

recertification, and HR Talk, which is a forum for members to share HR-related information. If you’re
an existing National SHRM member, you recognize the value of this resource and SVSHRM will renew
your membership.

National SHRM Members: 119

The new member must designate your name as the referring member on the SVSHRM online application for membership and you must be a current chapter member for your name to be included in the
drawing.

Local Only SVSHRM
Members: 73
HRCI Certified Chapter
Members: 82
SVSHRM has open board
positions:
Programs Chair
Diversity Chair
Workforce Readiness Chair
SHRM Foundation Chair
For more information or to express interest please email
SVSHRM President, Susan
Grossman at susan.grossman@verizon.net

TIMBERLAKE, SMITH, THOMAS & MOSES,

P.C.

Providing Experienced Counsel, Risk Management Advice,
Litigation Defense to Public & Private Employ ers in areas of:
• Title VII Discrimination & Harassment

• Terminations & Layoffs

▪ Wage & Hour Disputes

▪ Internal Investigations

• Age Discrimination in Employment Act

• Employee Discipline

▪ Americans with Disabilities Act

▪ Contracts & Non-Competes

• Family & Medical Leave Act

• Unemployment Claims

▪ COBRA & Employee Benefits

▪ Workers’ Compensation Claims

• Workplace Conduct & Management

• Immigration

▪ Employee/Management Training

▪ Personnel Policies

Providing Specialized Experience & Expertise to Public Employers in
additional areas of Constitutional/Public Records/Procurement Laws

540-885-1517
Visit us on the Web!
www.SVHSRM.org

M ANDI M. S MITH
msmith@tstm.com

G. R ODN EY Y OUNG , II
ryoung@tstm.com

Welcome New Members!
Miranda Campbell
Scot Chancy
Flo Rothacker, PHR
Robin McLawhorn

Sarah Shiflet
Joshua Mathews-Ailsworth
Nick Martino
Karen Krik

