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What are the main workforce
management challenges
employers face in the economic
downturn?

Difficult times present a triple threat
of challenges for most employers: (1)
legal liability: poorly planned or
executed changes can result in
significant legal claims and liability,
which may defeat the business goals
underlying workforce reductions,
wage or benefit changes, or other
initiatives; (2) limited resources: a
troubled economy causes significant
financial and resource constraints
within companies—workarounds
cannot be easily or quickly
implemented; (3) who should leave
and who should stay: there are good
reasons to devote attention to
individuals whom you may have to let

go, but it is equally important to focus

IN THIS ISSUE

on those whom you want to remain—
the people who will be responsible for
addressing present challenges and
future business needs.

For employers managing a
reduction in force, what is the
biggest mistake human resources
executives can make?

Many employers confronting difficult
times must reduce the size of their
workforce. In every case, the goals to
be accomplished by a reduction in
force (RIF) must be clearly
understood, and human resources
leadership is essential to help
employers determine which 1.)
employees and 2.) resources are
needed to accomplish the company’s
business needs in the future. This

Continued on page 4

¢ PHILADELPHIA SHRM CHAPTER Q&A Page 1

e UPCOMING EVENTS Page 1

e THE PRESIDENT’S CORNER Page 2
e TEN TIPS FOR HR IN SURVIVING THE ECONOMIC DOWNTURN

Page 7

* New Members Page 9

¢ Philly SHRM Contacts Page 10
¢ Ad Rates Page 10

February 2009

PROFESSIONAL
DEVELOPMENT SERIES
Employee Relations, Legislative
Issues and HR Compliance

Friday, 01/30/09, 7:30am-11:30am
Loews Philadelphia Hotel

1200 Market Street

Philadelphia, PA 19107

CAREER MANAGEMENT

Work Life Balance: The Care and
Feeding of the HR Professional
Thursday, 02/19/09, 5:30pm-7:30pm
Comcast, One Comcast Center,

1701 JFK Boulevard, 41st Floor
Philadelphia, PA 19103

WEBCAST

Workforce Planning

Friday, 02/20/09, 12:00pm-1:00pm
Microsoft Live Meeting

WEBCAST

PREP and Employing

Ex-offenders in Philadelphia
Friday, 03/06/09, 12:00pm-1:00pm
Microsoft Live Meeting

JANUARY

WEBCAST

Legal Updates

Friday, 03/20/09, 12:00pm-1:00pm
Microsoft Live Meeting

PROFESSIONAL
DEVELOPMENT SERIES
Recruiting, Retention and
Succession Planning
Wednesday, 03/25/09
7:30am-11:30am

Loews Philadelphia Hotel
1200 Market Street
Philadelphia, PA 19107

http/veww.phillyshrm.org

Regional Chapter



http://www.phillyshrm.org

We begin 2009 with
conditions and
circumstances that
are pointing in a
direction we wish
were different. I’'m
talking about
layoffs, plant
closings, asking
people to do more
with less, levels of
uncertainty that are
stressful at best.
Not to mention the
normal challenges
you face in getting
business done everyday! Now, more than ever, companies
need their people to do their very best and employees
need to be able to deliver their best contribution. So, as a
professional executing the human factor in your business,
what can YOU do to impact having people do their very
best? What do your people need now in times like these?

A great resource is to consider what other leaders have
said about what one needs to be productive, effective and
successful in troubled times. For example, Sir Winston
Churchill (1874-1965) offered “Success is the ability to go
from one failure to another with no loss of enthusiasm.”
Abraham Lincoln (1809-1865) said to “Always bear in mind
that your own resolution to succeed is more important
than any one thing.” Joseph P. Kennedy (1888-1969), the
father of (U.S.) President John F. Kennedy said, “When the
going gets tough, the tough get going.” Mike Ditka (1939-
) Chicago Bears Coach for 11 years and one of the only
two people to win Super Bowls as a player, an assistant
coach and a head coach offered us a lighter perspective
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WHAT IS POSSIBLE FOR YOU IN 2009?

for our approach in times of challenge. To remember that
“Success isn’t permanent, and failure isn’t fatal.” All of
these ‘mantras’ are useful no doubt in us not losing our
heads in the face of all the bad news and hard things we
have to do right now. However, | rather like the pragmatic
advice from Larry Bossidy, Chairman and former CEO of
Honeywell International, when he says in his book
Execution to approach being effective in a particular way:
“Effectiveness is a function of how well people respond to
the realities they have.” History is full of people who
confirm that it is not what happens that determines our
futures but rather what we do and how we respond to
what happens.

I’m not talking about positive thinking here, | am
proposing that what provides value and gives people what
they need to do their very best is to actually get yourself
and them to stand in the face of ‘the storm’ and 1. Be
clear about the realities you are dealing with, WITHOUT
adding further spin, and 2. Responding powerfully to the
realities without writing off the future. In fact, if you look
at the quotes above again, you will see that the authors’
many challenges led to substantial and bright futures for
them and many, many people over time.

So, what do you say? With the New Year, we possess a
new opportunity to define the way our organizations
respond and the direction they head in 2009.
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Ashley Tappan
Chapter President 2008-2009
Philadelphia SHRM

Emerging HR Leaders Group

Spare a few hours for an evening of networking, bowling and fun!

Philadelphia SHRM is forming a group of professionals, new or recent to the HR field (0-5 years of experience and
senior college students) to share learning, insights and support. In these economic times it is more important than
ever to meet new people and build a network for future opportunities. Join this progressive group at our first event.

Location:

North Bowl

909 N 2nd Street

Philadelphia, PA 19123
http://www.northbowlIphilly.com

Date: Thursday, April 23, 6pm - 9pm
Cost: $25 (includes food, drinks and bowling)
L

SPECIAL: AT THIS EVENT ONLY PHILADELPIHA SHRM IS
OFFERING ALL NON-MEMBERS 10% OFF A SHRM
MEMBERSHIP IF YOU DESIGNATE PHILADELPHIA SHRM!

Contact us at info@phillyshrm.org to learn more or ask one
of the board members at the event! Credit cards and
checks are accepted.

Register at www.phillyshrm.org
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M.S. in Human Resource Management

Earn your advanced business credentials

Distinguish yourself in the evolving field of human resource
management by developing in-depth expertise, as well as
critical business and leadership skills. The Master of Science
in Human Resource Management Program at Saint Joseph's
University is designed for working professionals who aim to
be strategic partners within their organizations. The Haub
School of Business is AACSB accredited and

ranked by U.S.News & World Report  (Prisston Best
and The Princeton Review. TR 2609

For program details and personalized assistance, contact
qAP Tricia Rafferty at 610-660-1318 or patricia.rafferty@sju.edu.

SJU SAINT JOSEPH’S UNIVERSITY Spirit | Intellect | Purpose

Erivan K. Haub School of Business www.sju.edu/hsb/hr
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Continued from page 1

requires a concrete assessment of the existing employee
population, required cost reductions (if any), and what post-
RIF structure best serves the company’s prospective business
objectives. There is enormous variation among the types of
RIFs, their underlying causes, and their business objectives.
However, most RIFs will be effective only if employers pay
particular attention to important issues early on in the process
and have a strategic plan in place that includes litigation and
potential legal liability risk management.

What accommodations must be made for a unionized
workforce during a RIF?

Special care is required for RIFs involving unionized
operations. In some cases, employers cannot make final
restructuring decisions unless unions have first been given
notice and bargaining opportunities, which may take weeks or
months to complete. Antiunion discrimination claims and
grievances can take years to resolve. If these issues are
mishandled, the consequences are often severe, potentially
including significant financial liability, the potential
reinstatement of affected employees, and discontinued
business operations. Although union presence in the private
sector has dropped in recent years, there are formidable RIF-
related risks for companies that disregard union obligations.

Are there effective alternatives to a RIF?

Even when a RIF appears expedient, many employers will
benefit by implementing alternatives to involuntary
employment terminations. These alternatives can be less
costly and avoid lowered employee morale and the risk of
legal claims and potential liability. Potential alternatives
include hour reductions and work sharing, overtime
restrictions, hiring freezes, the elimination of contract
employees, and exit incentive and voluntary separation
programs, among others.

Voluntary separation and exit incentive programs involve yet
additional decisions, including (among many others) what
benefits will be offered as an exit incentive (e.g., severance
pay, pension enhancements), whether everybody can
participate in the program, and whether eligible employees
will participate in the program completely at their own
election.

Times Are (Still) Good—What Do You Do?

The best time to address RIF issues is when there is no
imminent need for a workforce reduction. As many companies
have experienced, implementing RIFs without effective
preparation can limit the resulting cost savings, give rise to
RIF-related liabilities, and increase the RIF’s negative impact
on the business, or worse. Companies experiencing
favorable business conditions should address a number of
important issues that are more difficult to deal with in the
context of a downturn:

1. Performance Management. Although RIFs may involve
the separation of employees who are strong contributors, they
frequently highlight a failure to effectively manage
performance, absenteeism, and productivity problems.
Performance evaluations can pose particular problems in
subsequent RIF-related litigation, where the evaluations may
appear to contradict the reasons why certain employees have
been selected for inclusion in the RIF.

Philip A. Miscimarra
is a partner in Morgan
Lewis’s Labor and
Employment Practice
in the Chicago office.
Mr. Miscimarra
represents clients on a
wide range of labor and
employment issues, with
a focus on traditional
labor matters and
employment litigation.
He also co-chairs
Morgan Lewis/Workforce
Change, the practice
within Morgan Lewis that is devoted to the
management of all employment, labor, benefits, and
related issues arising from mergers, acquisitions,
startups, workforce reductions, and other types of
business restructuring.

Mr. Miscimarra is a senior fellow at the University of
Pennsylvania’s Wharton Business School, and is
managing director of the Wharton Center for Human
Resources Research Advisory Group. Mr. Miscimarra
will be the keynote speaker at the January 30, 2009
Professional Development Series event at the Loew’s
Hotel, Philadelphia, PA. Click here for more
information and to register

2. Benefit Plans. Good times provide the opportunity to
ensure that all aspects of corporate benefit plans are up to
date, including retirement plans, severance pay plans,
potential early retirement incentives, ERISA filings, and other
requirements.

3. Waivers/Releases and Restrictive Covenants. In recent
years the validity of waiver and release agreements based on
the standards and requirements set forth in OWBPA has been
among the most highly litigated issues resulting from
workforce reductions. Especially challenging is the need, in
situations involving group exit incentive or employment
termination programs, to provide accurate position and age
data for all employees (selected and not selected) in the
relevant “decisional unit.” Employers should review waiver
and release agreements under OWBPA when business
conditions are favorable and not when there is an urgent need
for a broad-based workforce reduction. Intellectual property
should be protected by confidentiality, no-solicitation, or
noncompete agreements when employees are hired or when
there are no immediate RIF plans, especially in states that
have found severance pay to be insulfficient consideration for
such restrictive covenants.

4. Be Prepared. Recent events have demonstrated the speed
with which business fortunes can change. This makes it all
the more important for employers to carefully preserve their
discretion and flexibility to make employment changes that
could essential during a business downturn. This is especially
relevant in unionized work settings where collective
bargaining agreements can impose restrictions on
subcontracting, relocations, and RIFs. Effective RIF planning
should take place long before the need for workforce change
becomes urgent.

Thank you Mr. Miscimarra, it has been a pleasure
speaking with you. We look forward to your keynote
presentation “Managing HR Challenges and Risks in a
Troubled Economy.”at our Chapter’s Professional
Development Series event on Friday, January 30.
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Recoghize your peers ...

Nominate a qualified HR professional

The Delaware Valley HR Person of the Year Award Committee seeks
candidates who represent “the best” in the human resources management
profession. This highly prestigious award recognizes creative approaches
and consistently high performance that benefits an organization. We share
the belief that human resource professionals play a critical role in
determining the strategic direction of organizations.

Who is eligible?

¢ Any practitioner, consultant, generalist or a functional specialist who is a
member of National SHRM and/or a Delaware Valley Regional SHRM
Chapter.

¢ Any practitioner, consultant, generalist or a functional specialist who has
not been hominated as HR Person of the Year in the past three years.

¢ Any practitioner, consultant, generalist or a functional specialist who has
not won HR Person of the Year in any category in the past five years.

¢ An individual who has demonstrated excellence either by creative and
innovative development of hew ideas and programs or by the highly
effective utilization of well-regarded principles in the human resources
area. Specific achievements may be related to a project or an ongoing
activity.

¢ |deal candidates will have a minimum of two years service with their
current employer.

Deadline is Feb. 20, 2009

Visit ww.HRPersonAward.org to nominate today!
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In today's troubled economy, business decisions can often change like the wind. Knowing
what keeps your Board of Directors, CEOs, COOs and CFOs -- and employee's -- awake at
night is paramount. Now more than ever you must be on high alert, ready to respond to issues
directly impacting the business of HR including:
¢ RISING HEALTH CARE COSTS ¢ RECRUITING AND STAFFING
e SUCCESSION PLANNING e RETIREMENT AND PENSIONS

SHRM has created a series of affordable benchmarking reports that will arm you with the
information you need to manage these issues, including metrics focused specifically in the
(enter chapter location) metro area. See how your organization's statistics compare against

thousands of similar businesses.

Select one or more of the following customized benchmarking reports:
e HUMAN CAPITAL BENCHMARKING REPORT
e HEALTH CARE BENCHMARKING REPORT
e RETIREMENT & WELFARE BENCHMARKING REPORT

EACH REPORT INCLUDES:
e Customized benchmarks based on industry and company size.
e More than 140 metrics derived from a database of more than 5,000 organizations.
¢ An easy-to-understand primer on how to actually use and present the data.
¢ Rush service -- if you need it.

PLUS
e You may also obtain up to 21 SPHR or PHR re-certification credits.
¢ A portion of each sale will go directly back to your chapter to help fund future programs.

SHRM'S CUSTOMIZED BENCHMARKING REPORTS INCLUDE DATA ON:

HUMAN CAPITAL HEALTH CARE RETIREMENT &

REVENUE, HR-TO- PERCENTAGE OF ORGANIZATIONS DEFINED!!E;TFSAPSEON BLAN
PROVIDING EMPLOYEE HEALTH CARE
52"3;03’553%’&;%,32%% COVERAGE, PERCENTAGE OF PREVALENCE, GRADED VESTING
EXPENSE TO OPERATING ORGANIZATIONS PROVIDING SPOUSE PERIOD, WAITING PERIOD FOR
EXPENSE RATIO. ANNUAL. HEALTH CARE COVERAGE, PARTICIPATION FOR NEW EMPLOYEES,
, PERCENTAGE OF EMPLOYEES MONTHLY PLAN ADMINISTRATION FEE
SALARY INCREASE, TIME- ENROLLED, TOTAL ANNUAL HEALTH PER PARTICIPATING EMPLOYEE,
TO-FILL, COST-PER-HIRE, CARE COST PER COVERED EMPLOYEE, PERCENTAGE OF ORGANIZATIONS
ANNUAL OVERALL NUMBER OF HEALTH CARE PLANS PROVIDING PROFIT SHARING, SHORT-
TURNOVER RATE, AND OFFERED, EMPLOYER CONTRIBUTION TERM DISABILITY BENEFIT AMOUNT AS
MORE! TO HEALTH SAVINGS ACCOUNT, A PERCENTAGE OF SALARY, LONG-

EMPLOYEE CO-PAY FOR GENERIC TERM DISABILITY WAITING PERIOD IN
MEDICATION, AND MORE! WEEKS, AND MORE!

CLICK HERETO ORDER  CLICK HERETO ORDER CLICK HERE TO ORDER
U U S

DON'T DELAY. MAKE SURE YOU HAVE THIS INFORMATION ON HAND
BEFORE YOU ARE ASKED ABOUT IT WHEN PREPARING FOR 2009.

M Mﬁ!

SOCIETY FOR HUMAN S
FESOURCE MAMAGEMENT Regional Chapter
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Ten Tips for HR in Surviving the Economic Downturn
By Karen A. Hart, Senior Vice President, Bernard Hodes Group

The current state of the economy is worrisome to
everyone. Each day seems to bring a plethora of new
headlines, new layoff reports and dire predictions for the
future. Now is the time for HR to lead, to be part of the
discussion, and to prove its value to each organization.
Here are a few tips to help you do that.

1. Strategize, strategize, strategize

Robust and meticulous planning and strategies will help
keep you and your staff focused on the big picture and the
mission. Clarity of purpose will be the hallmark of a
successful HR department.

2. Anticipate and plan for possible downsizing

Be realistic. Look at your business (including potential
growth and contraction), be part of the management team
in anticipating possible downsizing, and have a plan for
what that would mean in terms of position control,
buyouts and early retirements, and reassignments. HR
needs to have a seat at the table.

3. Metrics and Reporting

Use metrics to validate your strategies and their
effectiveness. Demonstrate your team’s success in
sourcing and selecting great employees. Develop clear
reporting and make sure those with a need to know see
what a great job you are doing.

4. Process

Now is the time to carefully scrutinize your recruitment
process, making sure it is candidate friendly and part of
the solution, not the problem. Key hires will still be part of
the equation, even in down times.

5. Team responsibilities

Now, more than ever, examine what your team members
are doing and ensure that the responsibilities make sense
and enable the team to be proactive, effective and
accountable.

6. Be prepared to cut

Whether that be budget cuts, programs, media, resources
or staff, reductions may be necessary. Plan proactively so
that these reductions have minimal effect on your
department, your staff and your services.

7. Pay attention to your customers

Work closely with your internal customers, both those you
have hired and hiring managers, to ensure your
department is proactive, tuned in and switched on to their
needs. Recognize your external customers, the applicants,
with superior customer service and seamless response.

8. Communicate, communicate, communicate

The economy is worrisome to everyone. Make sure you
are clear and realistic with your staff and your employees.
Reassure, but be realistic. Listen, listen, listen. Put on all
your HR hats-counselor, friend, cheerleader, leader,
advocate and be there for your team and your employees.

9. Retention will become even more crucial

Now is the time to keep your intellectual capital, and retain
those invaluable employees who can be most productive.
Company efficiency and output depend on those who can
be the most nimble in moving objectives forward. Even in
economic downturns, your top performers can move and
will if no effort is made to keep them.

10. Foster training and career pathing

Be mindful of knowledge transfer and its importance to
your organization’s viability. Use mentors, provide clear
career paths and enhance intergenerational
communication and learning. Orientation, onboarding and
continued learning opportunities will continue to be
important.

Reprinted with permission, Bernard Hodes Group, 2009.

BE A MENTOR!

As Human Resources professionals, on a daily basis we all see
how important role models and mentors can be in the life of a
young professional or those in transition. Mentors are
important at every stage of our professional and personal lives.
For over the past few years, the Philadelphia Society for
Human Resources Management Chapter has been successfully
connecting seasoned professionals with young professionals,
people who relocated to the area or those making a career
transition. Consider starting the new year developing a new
professional relationship. Becoming a mentor or mentee is
easy and it is only a 6 month commitment. It is a great way to
get involved and meet people.

Check out

http://www.phillyshrm.org/career_center/mentor_application.htm
today for more information.
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Philadelphia SHRM
Professional Development Series

Employee Relations, Legislative Issues
and HR Compliance

Friday, January 30, 2009
7:30am-11:30am

Loews Philadelphia Hotel
1200 Market Street
Philadelphia, PA 19107

Three dynamic sessions include:

¢ Are You Prepared? Significant Changes in Labor and
Employment Legislation Have Arrived for 2009
Facilitators: Sarah Bouchard, Partner, Morgan Lewis, Philadelphia, Jonathan Fritts, Partner,
Morgan Lewis, Washington, D.C., Joseph Ragaglia, Partner, Morgan Lewis, Philadelphia

e Communicating to Your Workforce: HR Compliance and Employee Relations
Facilitators: David Bowman, Partner, Morgan Lewis, Philadelphia, Joseph Ragaglia, Partner,
Morgan Lewis, Philadelphia

e Managing Workforce Change in the Global Financial Crisis
Kenote Speaker: Philip Miscimarra, Partner, Morgan Lewis, Chicago
Senior Fellow at the Wharton Center for Human Resources

To attend register online at www.phillyshrm.org
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¢ Annette Abbate, Gamesa Technology
Corporation Inc.

* Megan Ace, Harrah’s Chester Casino
and Racetrack

¢ Karen Alfonsi, PM Solutions

¢ Kirsten Andersen, FLP

¢ Mary Balkus, VertMarkets

¢ Kevin Base, Pennsylvania Hospital

¢ George Binck, Procacci Brothers
Sales Corporation

¢ Joanne Bintliff-Ritchie, DoubleStar
Inc

¢ Jennifer Bombardier, AAA Mid-
Atlantic

¢ Salonia Brown, Children’s Hospital of
Philadelphia

e Carmela Bruccoleri, Siemens

¢ June Bruni, AmerisourceBergen

* Shannon Burgess, White and
Williams LLP

¢ Cynthia Bush, Flagship Credit
Corporation

¢ Christina Cadena, SunGard
Availability Services

¢ Jennifer Callaghan, Aramark

* Amanda Carr, Mars Inc

¢ Brian Catanella, UBS Financial
Services

¢ Michael Chiappinelli, AXA Advisors

¢ James Como, Chestnut Hill Hospital

¢ Jillian Connolly, Enterprise

¢ Dina Cooper, Student Transportation
of America

¢ Ayana Coston, Booz Allen Hamiltong

¢ Patricia Cronin Ganc, Eagle National
Bank - Mortgage Division

¢ Lamont Davis, Benefits Data Trust

* Stephen Deininger, Independent
Contractor

* Stefanie Denoncour, Alimac

¢ James Devine, MidAtlantic
Employers Association

¢ Frank DiBernardino, Vienna Human
Capital Advisors, LLC

e Karen Dugger, Fox Chase Cancer
Center

¢ Timothy Dyson, CH Wright and
Associates

* Melody Evans

* Mark Falango, MF GreenLight

* Colleen Farrell, Art Institute/Harcum

¢ Barbara Fentress, Surrey Services for
Seniors

e Lauren Ferrarelli, Southco

¢ Nicholas Fiorentino, Corporate
Benefits Alliance

* Samantha Fitzhugh, Children’s
Hospital of Philadelphia

¢ Keith Fleming, Sodexo

¢ Jon Forrest, Transunion

¢ David Fulmer, R-V Industries, Inc.

¢ Kelly Gage, Siemens Medical

¢ Pamela Gibson, WolfBlock, LLP

¢ Kelly Gidich, Lockheed Martin

¢ Craig Gilmer, Vanguard

e Claire Greenwood, Select Greater
Philadelphia

¢ Brandi Handick, Penn Jersey Paper

¢ Mikal Harden, Attolon Partners

¢ Kendell Hardy, GlaxoSmithKilne

¢ Joyce Hawkins

© Michael Hendri, DeVry University

* Laura Hewitt, SunGard

¢ Diane Heyde, MRO Corporation

¢ Lisa Higgins, Right Management

¢ Sarah Hodes, Corporate Express, A
Staples Company

¢ John Hodge, DES, LLC

* Edmundo Hoffens, The Hoffens
Group

* Teresa Hoien, Aircraft Service
International Inc.

 Terri Hoopes, Genesis Healthcare
Corporation

¢ Shakeyia Horne, Widener Univeristy

¢ Tannia Horodeczny

e April Hurak, Hahnemann University
Hospital

¢ Michael Janes, Foundations
Behavioral Health

¢ Lauralyn Jones, GlaxoSmithKline

¢ Laurie Koch, Octagon Research
Solutions, Inc.

e Stufona Latta, Hamilton Lane
Advisors

¢ Richard Le, Careallies

¢ Suyen Lee, Finit Solutions LLC

¢ James Mackay, T-Mobile

* Romelle Mallory

¢ Juanita Martin, Comcast

¢ Maria McCormack, Phase Forward

¢ Maryellen McDonald, Koppen Group

e Cara McElroy, CIGNA Healthcare

* Andrea Mclntire, GlaxoSmithKline

¢ Scott McKenna, ARAMARK
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e William McTigue, Compliance Plus
Services, Inc.

¢ Robert Meier, TOLAS Healthcare
Packaging

e Kate Mikhailov, Advent Design
Corporation

e Karen Miller, Anexinet

e Cindy Neskie, Vanguard

e Mary Nixon, Yeadon Emergency
Management

¢ Debbie Noon, Starfield & Smith, P.C.

e Sharon OBrien

¢ Rocky Owens, American College of
Radiology

* Kiel Parker, CATCH, Inc.

* Amy Pellegrino, Ascensus, Inc.

e Mercer Pember, Genesis HealthCare

¢ Cynthia Perrotta, InfoLogix

¢ Paula Pierce, Independant

e Deborah Pinnix, Janney Montgomery
Scott LLC

¢ Colin Pustilnik, PeopleShare

e Jacquelyn Reeves, The Nyman
Group

¢ Ali Reina, Razorfish

¢ Mike Richardson, Iron Mountain

¢ Jean Rodgers, US Liability Insurance
Group

¢ Ralph Rodriguez Ph.D., SPHR,
Esperanza

¢ Robert Rogala, Alfa Laval Inc

* Nancy Roggen, Air Products
Healthcare

e Jan Rossi, U of Penn Health System

e Jeffrey Rowland, Univ. of Penn

¢ Lawrence Russo, CMC Energy
Services, Inc.

¢ Eric Selkowitz, The Rittenhouse Hotel

e Lauren Siegel, Hay Group

e Steve Silver, ARAMARK

¢ David Sinclair, Henkels & McCoy

¢ Eliza Smith, The Pew Charitable
Trusts

e Dana Springer, The Children’s
Hospital of Philadelphia

e Terianne Taggart, BEELONG Adult
Day Services

¢ Pamela Thompson

e Barbara Timony

e Tonya Trent, Stapeley In Germantown

¢ Bob Wernik, The Rose Group

e Crystal Wood, Aerotek

Human Resources Opportunities

Philadelphia =) ’[
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Nearly 100 HR professionals from the greater Philadelphia
area attended Philadelphia SHRMs Career Management
Forum on January 21 st at the Pyramid Club. A panel of HR
professionals from Executive Search, Talent Acquisition and
Career Transition fields provided insight into what firms are
seeking from effective HR professionals and how to
position yourself in today’s volatile employment market.
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