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Technology continues to create more
choices for companies considering
new human resources, talent
management, and payroll solutions,
and one of those options involves
the outsourcing of IT responsibilities
for the software leveraging a hosted
solution. Referred to as “on-
demand” or “software as a service
(SaaS),” this alternative can help
businesses experience benefits very 

much like those of in-house or on-
site software with integrated
reporting but without requiring
dedicated IT resources or large
upfront financial investments. 

One of the most appealing ancillary
benefits is that executive decision-
makers typically have instant access
to reporting at their fingertips,
available to them whether they’re
traveling, working from home, or at
the office, because of the Internet
delivery method.  Similar
convenience features are available
through Web self-service for the
general employee population and
managers as well. Another important
factor is that vendors providing
software-as-a-service usually have
several layers of security safeguards
in place that would be very costly
and difficult for most companies to
replicate on their own sites since
they don’t have the advantage of
economies of scale that successful
SaaS vendors have.

Continued on page 3
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The President’s Corner
In mid-February at the Greater
Philadelphia Chamber of
Commerce’s Annual Mayoral
Luncheon, several members of
Philadelphia SHRM sat in a room of
1,500+ business and community
leaders and heard a powerful and
specific message from Mayor
Michael Nutter.  The message
called for a revolution to improve
aspects of Philadelphia and
committed to allocating resources

to fuel this change.  As I connected with other PSHRM board
members on the way out, we were all on the same page —
Philadelphia SHRM (PSHRM), the largest human resource
organization in the Philadelphia area, must step up to the
plate and contribute.  And so, we at PSHRM, are proud to
launch our HRevolution and expand our service to other
areas of the HR community.  

Mayor Nutter called for substantive and quantitative upgrades
that will drive this revolution – three of which are listed below
that PSHRM can directly influence.

1. Tuition Reimbursement: With 83 local colleges and
universities Mayor Nutter was emphatic that while
companies have reimbursement programs we need to
financial supporting employees paying for that first class to
initiate the reimbursement cycle.

2. Re-entry Program: To end the cycle of crime, we need to
give former convicts a second chance with employment
and a source of income.  Twenty five percent of city
residents live below the poverty level and that is
perpetuating our crime problem.  

3. Paid Internships: Last year just over 1000 high school
students worked with local employers to grow their skills in
a productive environment.  Yesterday, Nutter challenged the
City to employee 2000 students.  

This month PSHRM is commissioning a team of
volunteers to focus on these three areas.  In addition,
PSHRM will solidify partnerships with several civic
organizations that are driving this revolution.  

• For Tuition Reimbursement: PSHRM will work with
Greater Philadelphia Select to engage corporate input as
to how momentum can be propelled by.  Also, PSHRM
will immediately convert our scholarship program to
focus on potential undergraduate students.  The
preimbursement scholarships will serve as the jump
start necessary for students who have the benefit of
tuition reimbursement.

• For Re-entry: PSHRM will work with community
partners to create development opportunities for former
felons looking to re-enter the workforce.  The structure
for this has yet to be defined but we will be calling on
presenters and hosts to help underwrite this program.  If
you have ideas, contact us to propel this movement.

• For Paid Internships: PSHRM will partner with the
Philadelphia Youth Network’s Work Ready program and
Campus Philly to actively promote these internship
opportunities to our members.

We need your help to join the HRevolution.  Join current
PSHRM members in this effort to grow Philadelphia.  If
you’d like to play an active role on this volunteer team or
simply have ideas to contribute, please feel free to
contact us and thanks in advance for the great things we
will accomplish together.

Dan Gallagher
Philadelphia SHRM
President 2007-09

www.sju.edu/hsb/hr
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The Hottest New Trend in HR: Software as a Service
Continued from page 1

The Service Side of Software 

With SaaS models, the solution is managed in a remote facility,
and the technical issues associated with implementing,
maintaining, upgrading, and supporting the software solution
are part of the service. For many corporate buyers, this is the
compelling reason to buy SaaS. Acquiring a state-of-the-art,
strategically robust employee management solution is
realistically possible with a SaaS solution because companies
can pay for it on a subscription (or ongoing monthly) basis and
there isn’t a drain on their internal technology resources
because the IT functions are handled by the SaaS vendor. The
buyer does not need to invest in the hardware, people, or
systems to support the hardware. They simply connect to the
service. For smaller companies, this can be a very fast process.
For larger companies that have unique requirements, setup can
take a little longer.

With SaaS, HR departments have direct online access to
hundreds of reports that pull real-time data from their database
instantly.  In addition, those reports can be easily shared with
line managers, executives, and other team members who need
access to HR and payroll data.  Unit managers, for example,
can keep a set of reports on their desktops on topics such as
their staff’s performance review due dates, pay histories, merit
increases, and year-end bonuses. A CEO or CFO can have
headcount reports or gross payroll numbers by company,
division, business unit, or department, sorted or subtotaled
according to their particular analysis needs. And they can get
this information from one solution rather than having to track
down information from different systems.

Genmar Holding Company – Reaping Fiscal Rewards

Genmar Holding Company, the largest manufacturer of
recreational boats in the United States with approximately 7,000
employees, was using numerous disparate systems for human
resources and payroll. This was proving to be both very
expensive and inefficient. The manufacturer selected SaaS to
address its needs.

“Since rolling out a hosted human resources, payroll, and talent
management solution, we are experiencing an annual cost
savings in excess of $500,000
through the elimination of service
bureau fees, increased HR and
payroll productivity, and faster
and more efficient reporting,” said
Dave Mahler, vice president and
treasurer, Genmar.

Now Genmar has the flexibility,
convenience, and functional
benefits of a single in-house
solution, with the comfort of
knowing that employee records
are protected by the latest
advances in security with several
layers of built-in application and
database protection. Because its
information is housed off-site in a
hardened data center, the
manufacturer’s data is protected
against fires, natural disasters,
power outages, sabotage, or
theft. Genmar’s documents are
backed up regularly and
frequently checked for viruses
using secure-network
connections to ensure the privacy
and integrity of its data. 

Elizabeth Arden – Maintaining HR/Payroll Continuity during a
Widespread Power Outage

One company that has benefited from using SaaS in a crisis
situation is Elizabeth Arden, a global prestige beauty products
company with over 1,000 employees in the United States and
Puerto Rico. On Monday, October 24, 2005, Elizabeth Arden’s
Miami Lakes, Florida, headquarters was hit by Hurricane
Wilma. Lack of electricity and potable water forced the office
to close. Employees who were working in other locations
throughout the region found a space with power and Internet
access where several members of Elizabeth Arden’s payroll
team could process payroll the next day. The beauty products
maker remained without power in its Miami Lakes offices for
eight days—but never missed a payroll or had any employee
database issues. 

“My team could access our HR/payroll over the Internet, so we
had no downtime with our human resources and payroll
system,” said Louis Nault, Elizabeth Arden’s director of
finance. 

IT Relief and much more

When organizations like Elizabeth Arden move to a SaaS
solution, they appreciate the control they have over processes,
the comprehensive functionality, and real-time access to the
most current employee data and trends through reporting
available on their desktops through a browser. Advances in
software and Internet technology have made convenient Web
browser access and processing not only possible, but highly
palatable. Time-intensive evaluation cycles are going by the
wayside as businesses opt to avoid big capital expenditures
and instead commit to monthly subscription fees, getting
convenience and more functionality as part of the bargain. 

To hear a firsthand account of why Lillian Vernon, a leading 56-
year-old national catalog and online retailer, switched to SaaS,
attend Ultimate Software’s free Interactive HR Workshop on
March 26th at The Union League.  To view the agenda and to
register, go to www.ultimatesoftware.com/phillygvfhra 

www.ultimatesoftware.com/phillygvfhra
www.theawarenessgroup.com
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http://leadershipconference.wharton.upenn.edu
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Safely Hiring People with Criminal
Records: A Legal Perspective
By N. Alexander Erlam, Esq., Vertical Screen, Inc.

In a perfect world, every job applicant would arrive at the
employer’s door with an unblemished record. But, the
reality of today’s labor market means HR professionals are
increasingly tapping alternative applicant pools – including
ex-offenders and those with criminal records – to fill
positions. 

Ex-offenders are often skilled and ready-to-train and
there’s a growing movement among city governments and
community groups to put non-violent offenders to work to
counter recidivism. Many ex-offenders are eager to obtain
permanent work upon their release from prison and value
the stability and routine that a job provides, making them
good candidates for employment. 

However, in many states there are clear legal barriers to
ex-offenders’ reentry into the workplace. Various statutes
and occupational code licensing requirements compel
employers to exclude applicants with criminal convictions
and sometimes even arrest records. A number of states
have laws requiring criminal background checks for
workers in certain professions, such as those involving
child care, elder care, schools, healthcare and law
enforcement. Even if the law doesn’t specifically bar an
ex-offender from employment, many occupational codes
prohibit employment of individuals “lacking good moral
character,” which in many cases might arguably include
ex-offenders. 

Legal Considerations - Using Conviction 
Information in the Hiring Process

State Laws
When an employer hires an employee who because of the
nature of the job will have a unique opportunity to commit
a crime, there is a duty to exercise reasonable care in the
selection, retention and supervision of that employee. To
avoid liability for negligent hiring and/or retention,
employers must perform due diligence, which should
include a background check. In fact in some states, failure
to perform a state-mandated background check is
tantamount to negligence in negligent hiring cases. In
other states, the failure is not negligence in itself, but is
admissible as evidence of negligence.

Pennsylvania courts have long recognized employers’
liability for negligent hiring, retention and supervision. In
Brezenski v. World Truck Transfer Inc., the court held, “It
has long been the law in this Commonwealth that an
employer may be liable for negligence if it knew or should
have known that an employee was dangerous, careless, or
incompetent, and such employment might create a
situation where the employee’s conduct would harm a
third person.”  

Continued on page 10

Through WorkReady Philadelphia, you can provide a
young person with his or her first work experience and
help to develop the future leaders of our region.
WorkReady includes a six-week summer internship
program that combines workplace experience with
weekly professional development seminars.
Throughout the process, Business Partnership
Specialists provide support from the interviewing stage
through the end of the summer.

In 2007, 143 businesses in the region helped
WorkReady Philadelphia partners meet their goal of
providing 1,000 young people with employer-paid
summer internships.  With support from the business
community, including the Greater Philadelphia Chamber
of Commerce, and Mayor Michael Nutter, the
partnership, managed by the Philadelphia Youth
Network, aims to double that number this year.

Lauren Trifiletti, Human Resources Manager at Morgan
Lewis & Bockius, reflected on the firm’s positive
experience with a WorkReady intern last summer, “Our
intern, Candace, did a fantastic job….  We actually had
another part time internship open in the fall and our first

call was to Candace.  She is currently back with us
working in another department while attending school.
We plan on participating in the program next summer
as well.”

Wendy Warren, an editor at the Daily News which hired
three interns last summer, recently remarked on the
affordability of the program. “For our company's small
investment in a WorkReady intern,” noted Warren, “we
reaped the rewards of endless tasks checked off our to-
do list, of a new, eager face in our office and of the
knowledge that one deserving young man in our city
had a productive and successful summer.”

As members of the Philadelphia SHRM community
each of you has the ability to grow the future of the HR
community.  More information on how to get involved in
WorkReady Philadelphia is available at
www.workreadyphila.com.  If you or your firm is
interested in participating, please contact Susan
Hight, Assistant Director of Business Partnerships for
the Philadelphia Youth Network, at 
(267) 502-3729 or by email at shight@pyninc.org.

WWhhoo  ggaavvee  yyoouu  yyoouurr  ffiirrsstt  bbrreeaakk??

www.workreadyphila.com
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Workplace Awareness: Messages from Art
By Marge Richards, Awareness Group
While you may have control of your environment at home, most
people have little say about their workplace setting. We have all
heard the saying, ‘different strokes for different folks,’ and it’s
true in the workplace that one person can have great
concentration and be quite productive while another in the
same office can be distracted and confused. So how can
changes be made to create an environment that will better
support each individual in the workplace, and in doing so
reduce stress? 

Well, the first step is becoming AWARE. That means being
clearer in your understanding of what affects you and how it
affects you. Most of us can tell when a place just doesn’t feel
‘right’ yet we have a hard time articulating exactly why it is so.
When confronted with an uncomfortable setting, be it a chair,
sharp corner, or overhead bin, our bodies adjust to the
annoyances and move them to an unconscious level within
about 60 days. That doesn’t mean that the effects are
minimized, but just that we are no longer aware of them. Today
we’re looking at a common workplace design dilemma,
personal art, and giving you some new insight into how it may
be affecting you.  Don’t worry, our ideas are simple and you
won’t have to hire a new designer to totally revamp your space! 

Today we’re going to look at something that is so easily ‘fixed’
and yet has a huge payoff. And that is ARTWORK. We’re not
talking about art from an aesthetic point of view, but from an
energetic one. Probably 99% of us can have something
personal on our workplace wall, even if it’s tacked on a cubicle
panel. So open your eyes wide and look at what’s ‘hanging
around’ as each picture has a message to share. 

How does that picture make you feel? If you’re having trouble
getting started on your assignments, perhaps the artwork is too
still, as in a quiet landscape. Or if you’re having the opposite
problem and you work yourself into a frenzy but lack focus,
perhaps the artwork uses too many colors, shapes, or objects.
In that case you may benefit from something more soothing,
with more breathing space on the canvas. Having a piece of art
with some depth such as a woodland path, a winding road, or a
gently moving stream usually offers a message that there is a
way to move forward on your journey. What a wonderful
motivator if you’re looking to enhance your career opportunities!

Where and when did you get the artwork? Was it given to you by
someone with whom you have a good relationship or did you
buy it on a day when you had a huge argument with your co-
worker? Consider the direction of the artwork. Say, it’s a flock of
birds flying to the left, and in your workplace, the left points to a
dead end corridor while the right leads to a beautiful view of
greenery. Try shifting to a piece of art that has movement to the
right and enjoy the energy of that view. If you’re in a space with
soaring ceilings you may want to consider artwork that is more
grounding – one that has a downward direction or heavier
shading on the bottom. It will really help to get you feeling more
stable and focused. If your space has low ceilings, try using a
piece of artwork that has an upward direction – a person looking
up, balloons floating up or a sketch of a skyscraper. In moving
the eye up, your energy will follow.

But the most important thing about your artwork is that YOU
love it. When you surround yourself with things you love, even in
the midst of a busy workplace, your spirit will continue to be
nourished and your performance will reflect that energy.

How do leading HR executives successfully handle 
the organizational challenges, concerns, and day-
to-day dramas that you're experiencing at your 
company? Attend Ultimate Software's Interactive 
HR Workshop on March 26th at The Union League 
in Philadelphia to find out and get proven strate-
gies you can implement immediately.

During this free, full-day event, 6 HR leaders, a 
research analyst, and an employment attorney 
from companies including Nikon Inc., Lillian 
Vernon, Pitt Ohio, Deb Shops, Lincoln Finan-
cial, Drinker Biddle & Reath, and Eat’n Park
will share their step-by-step advice on how to 
develop creative, real-life solutions to the human 
resource issues you face every day.

Interactive
HR Workshop

at The Union League

For more information and to register, go to
www.ultimatesoftware.com/Phillyregional

Hudson Horizon
Human Capital Consulting

Get back on track NOW
�Move from Chaos to Complete �

Proven time and project management
�����	
��� 
�� ����� ������������ ��������

www.hudsonhorizon.com 201.869.6113

decide how to cover the west coast HRD

on matermity leave
replace generalist who just quit!!

Quarterly Report to Executive Committee

Western Region reorg conversations NOW

hire 4 recruiters by Friday - per CEO

fill 30 acct mgt open reqs in 3 weeks

Decide on Benefit plan changes

Begin Perf Mgt appraisal cycle - company wide

Finalize SVP Sales employment contract

Interview 6 HRD candidates

Install new HRIS

Train team on HRIS

And just like that...
you find yourself in The Perfect Storm.

To-Do List Out of Control?

Your Right-sized Solution for HR Projects Big and Small

www.hudsonhorizon.com/rapid
Sign up for your 3 FREE Articles NOW

www.hudsonhorizon.com/rapid
www.ultimatesoftware.com/Phillyregional


Visit www.phillyshrm.org to register.

Philadelphia SHRM 
Professional Development Series

Total Rewards
Thursday, March 27, 2008
7:30am-11:30am
Loews Philadelphia Hotel
1200 Market Street
Philadelphia, PA 19107

LLeeaarrnn  ffrroomm  IInnccrreeddiibbllee  SSppeeaakkeerrss::
Keynote Speaker:
William Strahan, V.P. Compensation and Benefits, Comcast

Panelists:
• Linda Mitchell, HR Communications Specialist, The Children's Hospital of Philadelphia
• Ron Seifert, Senior Consultant, Hay Group
• Lorraine S. Webb, Vice President of Organizational Development, Philadelphia Gas Works
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Safely Hiring People with Criminal
Records: A Legal Perspective

When considering hiring an ex-offender, it’s crucial that
employers consider whether it’s possible to foresee
liability an employee may create by examining the
nature of the employee’s offense as it relates to the
position. In other words, common sense dictates that
someone convicted of petty theft would pose a lesser
risk in, for example, a patient-care position than
someone convicted of assault. However, that individual
would pose a higher risk if placed in a position with
access to cash or financial information. 

Due to the liability involved, employers who
contemplate hiring ex-offenders should mainly
consider non-violent ex-offenders. Violent ex-offenders
present significant negligent hiring liability to an
employer if they re-offend under their employ.

Federal Considerations
At the federal level, excluding applicants with criminal
records is governed by Title VII of the Civil Rights Act
of 1964 and further clarified by the EEOC’s “Uniform
Guidelines on Employee Selection Procedures.”
Interestingly, Title VII and the Guidelines do not prohibit
discrimination based on arrest or conviction records.
The EEOC states that employers generally may not
have a policy excluding all applicants who have been
convicted of a crime, including felonies. If there is a
conviction, the employer may presume that the
applicant committed the crime and is not required to
investigate further. The employer must still consider
the nature and gravity of the offense, the time that has
passed since the conviction and the nature of the job
held or sought. In general, absolute preclusion of ex-
offenders has been ruled a violation of Title VII under
disparate impact theories; however, either through
case law, statutory enactments or occupational
licensing restrictions, many exceptions (generally
based on the “business necessity defense”) have been
granted permitting employers to exclude applicants
with criminal records.  

Emergence of City Reentry Legislation
Clearly, there’s cause for concern among employers
that consider hiring violent ex-offenders, but there’s a
growing movement toward legislating the hire of non-
violent ex-offenders. Many of these ordinances make it
easier to employ ex-offenders by providing protection
from liability or tax incentives for hiring someone with a
criminal record and/or requiring the hiring of ex-
offenders in order to bid for city contracts.  

States including Connecticut, Hawaii, New Jersey, New
York and Wisconsin have made it illegal to discriminate
the basis of an arrest or conviction record while also
providing some protection against negligent hiring
lawsuits. Several major cities including Boston,
Chicago, Minneapolis, San Francisco, St. Paul and the
County of Alameda, Calif. have adopted significant

new policies to limit discrimination against applicants
for city jobs who have criminal records. Legislation is
pending in many other cities including Philadelphia,
Newark, Los Angeles and Indianapolis that would
provide tax incentives for private employers that hire
ex-offenders; provide mandates for organizations that
wish to do business with the city; and require city
government agencies to hire ex-offenders. These
municipal reentry ordinances also provide some
protection to employers that hire non-violent ex-
offenders. In New York, the ordinance provides for the
sealing of several categories of non-violent convictions
so that the record is not even available to potential
employers.

In Philadelphia, a pending bill known as the
“Philadelphia Re-Entry Employment Program” (PREP)
was introduced in September 2007 and has a good
chance of becoming law given strong support from
new Philadelphia Mayor Michael Nutter. PREP would
grant a $10,000-per job city business privilege tax
credit for three years to companies that create new
jobs for ex-offenders. Under the proposal, the
company must agree to provide at least $2,000 in
tuition support for education or training of each
qualifying employee and the employee must agree to
repay the city at least 5 percent of wages earned
during the period of the company’s tax credit benefit.  

The Philadelphia legislation requires businesses that
contract with or receive certain financial benefits from
the city to identify job opportunities available for ex-
offenders and take other action with respect to the
hiring of ex-offenders. However, as it is currently
written, the bill does not afford protection from liability
to employers. In fact, it defines an ex-offender as “A
person previously convicted of a felony, or who was
incarcerated for any conviction, or who is currently on
probation or parole for any conviction,” which appears
to include both violent and non-violent offenders.

As more cities and states encourage the hiring of ex-
offenders, it’s critical for employers to weigh the
benefits and risks involved and to thoroughly
investigate whether state or local law provides
protection from liability should they choose to take a
chance and offer an ex-offender a job. 

N. Alexander Erlam serves as general counsel for the
Vertical Screen family of applicant screening
companies - Business Information Group, Inc.,
Certiphi Screening, Inc. and Truescreen, Inc. -   located
in Southampton, Pa., and Marlton, N.J. In his 15 years
in practice, Alex has developed employment law
expertise in privacy and background screening law,
discrimination law, immigration law, international
employment law and general human resources topics.

Continued from page 6
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• Lenka Adamcova, Temple University
• Andrew Adams, Geneva Global Inc.
• Stacie Adjaye, Guardsmark
• Emily Alexander, Wachovia
• Jennifer Alvarez, PSI
• Liz Ashby, St. Mary Medical Center
• Shelley Balfour, Aetna, Inc
• Matthew Bates, Pepsi Bottling Group
• Louise Bergen, Bergen and Associates
• Myracherisse Best, JEVS Human Services
• Helen Bidol, Wallace Roberts & Todd, LLC
• Wilma Boaitey, ASB Financial and

Educational Services
• Robert Booker, Securitas Security Services

USA, Inc.
• Eileen Bove, Jefferson Health System
• Laura Boylan, Philadelphia Insurance

Companies
• Marianne Boyne, Marshall, Dennehey,

Warner, Coleman & Goggin
• Jacqueline Briggs, MedErgy HealthGroup Inc.
• Sarah Brotman,
• Cynthia Brown, Universal Companies
• Sharee Buchanan, Carpathia Corporation
• Meghan Burke, NSS Inc
• Nicole Cammarota, Comcast Spectacor
• Greg Capone, Innovative Benefit Planning LLC
• Richard Carr, Department of Navy
• Lynnea Carrington, NutriSystem, Inc
• David Carter, ActionCOACH
• Danielle Ceppaluni, Benefits Data Trust
• Nancy Cipolla, Bucks County Workforce

Investment Board, Inc.
• Ruth Clauser, Sunoco
• Jean Coleman, Bosley
• Shauna Collick, Vanguard
• Erin Collins, Ajilon
• Sharon Colzie, Hilton Inn at Penn
• Katelyn Coughlin, Philadelphia Water

Department
• Remy Coyle, SIG
• Lindsay Crump, Colorcon, Inc.
• Susan Cullen, Quantum Learning Solutions, Inc.
• Tawanna Cunningham, Philadelphia Coca-Cola
• Diane Cupchak, The Renfrew Center
• Nora Day, Planned Parenthood of Chester

County
• Jessica Delia, Frankford Healthcare System
• Jennifer Ditnes, Penncro Associates, Inc.
• Jeff Dobbs, EMCOR Facility Services
• Robert Dugan, University of Pennsylvania

School of Medicine
• Chad Finley, The Geo Group
• Fern Forman, GMH Communities
• Marcella Fort, Integrated Science &

Technology, Inc.
• Teresa Friscia, ARAMARK
• Ronda Sue Fruit, Federation Early Learning

Services
• Janainah Frye, Smurfit-Stone Container

Corporation
• Grace Furey, The Home Depot
• Janice Gerold, Agusta Aerospace

Corporation
• Monica Granero, MEI, Inc

• Lucinda Guyer, Carpathia Corporation
• Anne Hayden, CDI Corporation
• Maurice Hightower, Presbyterian Children’s

Village Services
• Cornelia Hope, East River Bank
• Susan Hotham, Praxair Healthcare Services
• Anne Hubbard, Royal Bank America
• Charity Hughes, SCA
• Priya Jagannathan, Indymac Bank
• Fredricia Jennings, Henkels & Mccoy, Inc.
• Anjanette Joell, Supportive Older Women’s

Network
• Lindsay Johnston, Comcast
• Candice H. Jordan, Prime Health Network
• Don Klumbach, CBI Group
• Steve Knepper, In Transition
• Kelly Kozik, MS SPHR, Medco
• Lisa Lawrence, Impark
• Karen Lawson, PhD, CSP, Lawson

Consulting Group, Inc.
• Lisa LoMonaco, County of Chester
• Brenda Lozada, Griffin Pipe Products
• Marcia Lyssy, BDP International
• Kate Matheson, AXIS Healthcare
• Brooke McCourt, Wegmans Food Markets
• Joseph McCrae, PhillyCarShare
• Mary Ellen McCusker, AmerisourceBergen
• Kathy McGovern, AlliedBarton Security

Services
• Maryellen McKenna, Safeguard Industrial

Supply
• Mike McKerns, Pathfinders, Inc.
• Naccoya McKnight, Nytef Plastics
• Lauren Menendez, Enterprise Rent-A-Car
• Adrianne Miller, Vienna Human Capital

Advisors
• Alicia Milligan, CPP, Aberdeen Asset

Management Inc.
• Kimberly Misplon, Akzo Nobel - Car

Refinishes
• Anissa Mitchell, SELF, Inc.
• Mathew Modayil, Southeastern

Pennsylvania Transportation Authority
• Jessica Monokian, AppLabs
• Kathy Monzo, Wawa
• Erin Nangle, Office of Personnel

Management
• Lori O’Connor, Comcast Cable
• Jamila Ogle, Duane Morris LLP
• Barbara Osipow, Internet Order LLC
• Wayne Peeler, New York Life Insurance

Company
• Dianne Pelullo, U. S. Department of Navy
• Barbara Ponnwitz, Diebold, Inc.
• Samuela Poole, Sunoco, Inc.
• Amy Quinn, Kelly Services
• Selina Quinn, Liberty Resources, Inc.
• Kathleen Randall, MEDCO
• Robyn Reyes, Liberty Mutual Insurance

Company
• Robin Roberts, Harrah’s Chester Casino and

Racetrack
• Carol Robinson, Saunders House
• Cindy Rodgers, The County of Chester
• Michele Romano, Resources Global

Professionals

• Rachel Romeo, Performance Development
Group

• Joseph Rotondo, Market Resource Partners
• Lynn Rouda, MBA, GlaxoSmithKline
• Beatrice Ryder, Center City District
• Laurie Salem, WHYY
• Brenda Sandberg, Automatic Data

Processing
• Sherice Sargent-Thomas, Renaissance

Advantage Charter School
• Jennifer Schaefer, Independence Financial

Associates
• Katelyn Schneider, ASI
• Lakia Scott,
• Ramon Segismundo, Wyeth

Pharmaceuticals 
• Fee Sepahi, CETRA, Inc.
• Ann Shade, Montgomery Township
• Jennifer Sharpe, Comcast Interactive Media
• Leslie Shields, Merck & Company, Inc.
• Sarah Shipper, ICT Group
• Margie Sigmund, Woodcock Washburn LLP
• Laura Silipigni, Nexus Communications, Inc.
• Kindra Sloan, University City Science Center
• April Smith, Quickie Manufacturing

Corporation
• Michael Spinka, Montgomery County

Workforce Investment Board
• Natasha Stacy, Lord & Cush Consulting, Inc
• Laurie Stahlecker, Philadelphia Macaroni

Company
• Joan Stokely, The Society of Diplomacy, Inc.
• Lisa Stoner, Deloitte Consulting, LLP
• Debbie Sullivan, Advanced Staffing
• Mary Sweeney, St. Mary Medical Center
• R. Lynn Sydnor, INROADS, Inc.
• Darla Synnestvedt, Synnestvedt & Lechner LLP
• Lakeisha Thomas, inVentiv Clinical

Solutions
• Maricel Vivas, ICG Commerce
• Susan Walsh, NAS Recruitment

Communications
• Celeste Warren, Merck & Co., Inc.
• Linda Weinzler, Talent Development

Partners, Inc.
• David Wentz, MANNA
• Antonio Winston, Lippincott LLC
• Marie Wissman, IKEA
• John Yurkutat, GE Trailer Fleet Services
• Diana Zick, CertainTeed Corporation
• Lauren Zummo, Towers Perrin

WWeellccoommee  NNeeww  MMeemmbbeerrss!!
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President Dan Gallagher
Past-President Mike Zaccagni

~OPERATIONS~
Overall Lead/President Elect Ashley Tappan
Legal Lead Sam First
Finance Team Lead Patrick McGrory
Research Team Lead David Bush
Communications Team Lead Mary Doria

~PEOPLE~
Overall Lead Ashley Anders
Membership Lead Kevin Cameron
New Member Orientation Gary Giosio
Volunteers Amanda Oastrander
Mentoring Lead Amy Silvinski
Scholarships Lead Christine Derenick
Certification Lead Cobi Duncan

~PROGRAMMING~
Overall Lead Kelley Cornish
Career Management Lead Jackie Savoy
Sponsorship Lead Geoff Schwarz
Senior Forum Lead Gary Bennett

PSHRM mentoring team awards its participants for a successful one year relationship. Fred Lutkefedder,
MBA, SPHR; Kenya Odom; Tiffany Sanford Adams; and Gloria Sinclair Miller.

ADVERTISE HERE
Business Card Ad.......... $50
Quarter Page Ad ............ $75
Half Page Ad................ $150
Full Page Ad ................ $300

For more details 
about advertising and
sponsorship go to
http://www.phillyshrm.org

Your Company name will also
appear on Philadelphia SHRM
Web site under advertisers.

http://www.phillyshrm.org

