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Our Vision 
To be a recognized leader and strategic partner to people and organizations in our community. 

Our Mission 
To be the leading and trusted resource for local HR Professionals to advance their 
organizations by providing tools for improvement through education, networking 

and professional development in a welcoming environment. 

Drive Business Success with Workplace Flexibility
Submitted by Chip Clupper

How does one define workplace flexibility or “workflex?”  That was the question SHRM Field 
Services Director Nancy Conway asked the August breakfast attendees at Raintree Country Club.  
Workflex is defined as how, when, and where work gets done and careers are organized.  Conway’s 
next question was, “How many of you have taken an email during non-working hours?”  This 
question, not surprisingly, solicited laughter from the crowd because we all have! According to 
Conway, that response shows the need for workflex.  Thanks to new technologies, people are now 
working 24 hours a day from their smart phones, tablets and other communication devices.  The 
workforce is adapting and employers must adapt, too.

Many believe that workflex is just allowing an employee to come in to work before their regular 
start time so they can leave an hour early, but Conway pointed out that workflex is so much more.  
Other types of workflex include compressed workweeks, telecommuting, part-year work, self-
scheduling and shift trading, sabbaticals, and even phased retirement.  So why are there so many 
types of workflex programs now?  Because workflex is delivering bottom line business results for 
organizations in the form of attracting talent, employee engagement, customer satisfaction and 
retention, productivity, profitability and employee health and wellness.

As if delivering bottom line results isn’t compelling enough for an organization to consider 
workflex, a recent study showed that 70% of people who claim to be stressed blame work.  This 
stress drastically increases healthcare costs.  The demographic transformation figures listed below 
truly explains the need for workflex:

	 •		Employees	are	increasingly	experiencing	a	feeling	of	“time	famine”	or	“not	enough	
     time in the day.”
				•		45%	of	men	report	work-life	conflict,	compared	to	39%	of	women.
				•		1	in	2	employees	expects	to	provide	elder	care	in	the	next	five	years.
				•		Only	17%	of	American	households	have	a	stay-at-home	parent.

Continued on Page Four
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7:30am – Breakfast/Registration            8:00am – 11:15am Program              Noon - 1:00pm Program

Learn from experts and practitioners from the greater Akron area during AASHRM’s Annual October HR Business Leadership 
Conference! The conference promises an atmosphere of learning, networking, inspiration, collaboration and engagement, and 
offering something for everyone—whether you’re a small department of one or a corporate office supporting thousands.

Here’s what you can plan on… 

8:00am - Make Your Business Magnetic and Gain Personal Charisma to Get a Seat at the Table
Kordell Norton, The Revenue Mechanic & President; Synergy Solutions 

Is there one “ultimate marketing and leadership tool?  New research into the magic of Business Charisma is changing the rules for 
organizations.  In this entertaining and information packed presentation you will discover the secrets of Disney, Apple, and others 
that make them magnetic for customers and employees.   Highly interactive, motivational, and humor filled, you will get the easy 
to understand methods to turn your business into a hit.    

  

9:00am - The Critical Role HR Professionals Play in Internal Controls
Danielle Kimmell, CPA, Partner; Bober Markey Fedorovich & Co.

While internal control as a business buzzword has origins in the Sarbanes-Oxley Act of 2002, effective internal controls focus on 
more than simply financial processes and financial reporting.  Key to securing the assets of any company or organization, internal 
controls are the policies and processes that ensure that financial and compliance-oriented activities are completed accurately and 
effectively to protect and safeguard a company’s business and financial information.  It’s no wonder that HR professionals, with all 
of their responsibilities,must understand the role internal controls play in both the HR department and the entire organization.  

10:15am -  Quit Sabotaging Your Company
Carrie Van Daele, Owner & President; Van Daele & Associates

The next wave of economic recovery will come from utilizing the marginal benefit principle in human capital decisions for your 
company. An activity greater than marginal opportunity cost is marginal benefit principle, if the marginal net gain is greater than 
0.  Human capital is marginal opportunity cost [hiring, keeping and developing] + valuation = marginal benefit principle.  In other 
words, your human capital is capable of one more activity [productivity] without additional cost to your company.  So what does 
all this mean? It means that inhibiting policies and procedures and considering your human capital a “discounted factor” are both 
sabotaging your company!  In this session, learn how to calculate the future earnings of your human capital NOW. 

 

Noon -  Leadership Competencies Critical to Succeed in HR
Amy B. Shannon, President; Pinnacle Leadership Solutions, LLC

There’s been much recent discussion about competencies as they relate to HR professionals and what it takes to succeed in the 
practice of Human Resources.  This session will present insights on learning to do HR from the outside/in, including understanding 
the social, technological, economic, political, environmental and demographic trends facing your industry and knowing specific 
expectations of customers, investors, regulators, and communities and then building internal HR responses that align with these 
external requirements. Attendees will leave with a solid foundation of the competencies needed for the HR practitioner to be an 
effective and strategic business partner in any organization.

 Reservations:  www.akronshrm.org 
 Questions or Cancellations:  (25	hours	prior	to	avoid	billing)	lynnewisard@yahoo.com
 Registration Deadline:  Monday,	October	6,	2014	

Cost for Lunch
								Members:																							$20						Non-Members:																				$25	
								Students:																								$10						Members	in	Transition:						$10																								

HR Business Leadership Conference
October 8, 2014 at Guy’s Party Center

500 E Waterloo Rd, Akron, OH 44319
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Pre-Approved	for	three	(3)	Business	Credits		and	one	(1)	General	Credit
(4th	credit	submitted	for	Business	in	pending	status)

Cost for All Day
								Members:																						$69						Non-Members:																				$79	
								Students:																							$39						Members	in	Transition:						$39																								



AASHRM Meeting Sponsorships Available!
Increase your organization’s exposure with HR professionals by becoming 
a meeting or workshop sponsor. Sponsorship allows your company to 
showcase your services to our members through an exhibit table at an event, 
advertisement	 in	 our	 monthly	 member	 publication,	 and	 more!	 Our	 450+	
members are human resources professionals who represent many companies 
in the greater Akron area. Sponsorship may be an effective and cost efficient way to get your organization noticed in the local HR 
community.

Monthly sponsorship includes:
Announcement along with the selected month’s meeting overview in the chapter’s newsletter, the HR Leader.

Half-page advertisement in the chapter’s newsletter the month of sponsorship.
A	brief	presentation	to	meeting	attendees	about	your	services	(3	minutes).

Display table near the entrance of AASHRM’s meeting room and the opportunity to place promotional materials on tables.
Recognition in the event section of AASHRM’s website as sponsor for that month’s meeting with a link to your company’s website.

Lunch for two representatives from your company.

                                                                                      Workshop sponsorship includes:
Your company will be recognized on workshop announcements/advertisements as a sponsor.

Announcement along with the workshop’s overview in the chapter’s newsletter, the HR Leader.
Full-page advertisement in the chapter’s newsletter the month of sponsorship.

A	presentation	to	attendees	about	your	services	(3	minutes)	and	an	additional	opportunity	to	meet	with	attendees	during	breaks.
Display table near the entrance of Akron SHRM’s workshop room and the opportunity to place promotional materials on tables.

Recognition in the event section of Akron SHRM’s website as sponsor of the workshop with a link to your company’s website.
Lunch for two representatives from your company.

Please visit the AASHRM website or contact Chris Manby at 330.571.7584 for additional information

Our September Sponsor
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Don’t Forget!  Bring your books!  Be sure to take advantage of the opportunity to give away 
business or other books from your personal libraries for the benefit of other members as part 
of our new Book Giveaway initiative.  Books included/donated for the giveaway should be in 
good to excellent condition, and those who wish to take them can do so.  Any books remaining 
at	the	conclusion	of	the	meeting	will	be	donated	to	Goodwill	Industries	of	Akron.		Start	looking	
through your library – you never know what you might find! 

Dress for Success: Professional Clothing Drive 
AASHRM’s Workforce Readiness committee is continuing to collect gently used professional business 
clothing at our next meeting.  All sizes and types of men’s and women’s clothing are needed, including 
blazers, suits, dress pants, blouses, ties, etc.  Your donations will go to those in need in Summit County 
preparing to go on job interviews.   For some, this is the only opportunity to obtain professional, 
interview-appropriate clothing.  Please take a moment to look through your closets, and contact 
Theresa	Osborne	at	theresa.osborne@pnc.com	to	discuss	opportunities	for	drop-off	and	collection.		
The old adage remains true today: “You never get a second chance to make a first impression.” And 
if you remember your first interview, you know how important dressing the part is to securing that 
career opportunity.   Thank you for your kindness in helping others to dress for success!

HR Leader: Call for Writers and Contributors
Each	month,	the	AASHRM	newsletter,	HR	Leader,	endeavors	to	keep	you	up-to-date	on	all	things	
HR happening in the Akron and Northeast Ohio area.  In addition to providing a comprehensive 
recap of each Chapter meeting, HR Leader is full of important events, articles, job postings and 
more.  We’d love to welcome some new contributors for articles on HR-related topics and activities. 
If	 you	 have	 a	 knack	 for	writing	 and	want	 to	 get	 involved	 in	 the	Chapter,	 please	 contact	 Eileen	
Connor-Costilow	at	econnor-costilow@bobermarkey.com.		It’s	also	a	great	way	to	network	and	be	
visible among your HR peers!

Writers 
Needed!

Connecting Our Members with Local HR Jobs 
Akron SHRM member companies may post one Human Resources related vacancy per month free of 
charge.  Non-members may post their company’s Human Resources related vacancies in one Newsletter 
and	for	30	days	on	our	website	for	just	$50.

All	published	HR	Job	Postings	will	be	limited	to	250	words	or	less.	However,	a	more	complete	description	
of job responsibilities, job requirements, benefits, etc. may be linked from the published text if available.   
Your HR Job opportunities receive targeted exposure to local, motivated HR Professionals through direct 
membership email via the HR Leader. Job Postings also appeal to a wider audience of interested candidates 

via	web	search	exposure	if	desired.		For	more	details,	contact	Eileen	Connor-Costilow	at	econnor-costilow@bobermarkey.com

August AASHRM Meeting Recap, cont’d.
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Conway broke implementation of workflex in to four steps:  The first step is building the business case.  Begin to prepare reasons why 
workflex would be an asset to your organization through internal data like employee engagement surveys, focus groups, turnover 
rates, time to hire and exit interviews.  Industry comparables like benchmark data and case studies from relevant organizations are 
also helpful in building the business case for workflex. 

Continued on Page Eight

A	July	2011,	survey	by	Staples	Inc.	of	their	telecommuting	employees	found:

  

There are growing statistics showing that providing workflex to employees at all levels is positive. With all the benefits of workflex, 
the truly hardest part is the implementation in an organization.  

•		80%	reported	a	better	work/life	fit	
•		76%	put	in	extra	time/more	loyal

•		25%	reported	a	reduction	in	stress
•		28%	reported	an	increase	in	happiness



        

October 8
	Strategic	Half	Day	Conference	@	Guy’s	Party	Centre

 4 Business Credits HR and Business Strategic Sessions
Sponsored by County of Summit DD Board

November 12 
						Lunch	Meeting	@	Guy’s	Party	Centre

																									Dr.	Lee	Gill,	Associate	VP	Inclusion	&	Equity,	University	of	Akron
Diversity Discussion

December 10                             
Annual	Member	Appreciation	Lunch	@	Location	TBD

If your company would like to donate a basket for the raffle benefitting the SHRM Foundation, 
contact	Mona	Mercina	at	mona.mercina@ametek.com

Page Five

Mark Your Calendars: What’s Coming Up for AASHRM
The remainder of AASHRM programming for the year is nearly complete, and we have an 
outstanding	roster	of	topics	and	experts	still	to	come	for	2014.			AASHRM	members	are	
encouraged to get these dates on your calendar. Don’t miss a single topic or opportunity 
for recertification credit! 
                                                                                                  

Our New Members

Randolph Stepp
President and Owner

Zenith Leadership Group, LLC

Gregory Fry
Associate

Aflac

Donald Filip
Accounting Manager

Duracote Corporation

Katherine Gregorski, PHR
Consulting Services

Willory

 Abby Othen
Client Executive

Hylant

Jonathan Meisel, PHR
Human Resources Generalist

Reinhart Food Service

Deborah T. Foise            
Recruiter

Patrick Roelen
Northeast Division

Human Resource Manager 
YRC - Yellow Roadway Corporation

AAS
HRM

 

Meeti
ng!

Important 

Dates!
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Your Chapter. Your Peers. Your Success. 
Certification preparation featuring the SHRM Learning System® for PHR®/SPHR® 

Learn with Your Peers to Earn Your Credential 
 
If you have been considering increasing your HR knowledge or earning your 
HR certification, we can help you achieve your goal. Our chapter is 
committed to providing our members with quality programs to help advance 
your career.   
 
We offer chapter study groups to help you: 
 
 Understand the material tested on the PHR (Professional in Human  

Resources) or SPHR (Senior Professional in Human Resources) exams 
 Keep on track with your HR studies and  
 Network with your peers   

FIND OUT MORE AT WWW.SHRM.ORG/LEARNING  

 
Join our Akron Area SHRM Study Group! 

 
Registration Deadline:   

Wednesday, January 22 
 

Study Group Begins: 
Monday, February 10 

 
For more information, contact 

Tamara Williams, PHR 
williamst@firstenergycorp.com   

330.252.6394 

The study group utilizes the # 1 PHR/SPHR                
certification preparation program—The SHRM 
Learning System—developed by industry-leading 
HR experts.   

When you complete this course, you’ll be prepared 
to pass the PHR or SPHR exam. Year after year, 
professionals who use the SHRM Learning System 
consistently beat the average pass rate. 
 
Completing the program, benefits both you and your 
organization, by increasing your HR knowledge, 
improving your efficiency and developing your job 
skills. Furthering your education boosts your 
confidence and expands your outlook on the HR 
field, opening you up to new opportunities.   

For U.S. employees, the advantages of certification    
include becoming more valuable to the 
company, having an advantage when 
applying for a new job, demonstrating commitment 
and understanding of the HR profession and 
showing their dedication to continuing their 
education.* 

Register now.   
Study group space fills quickly. 

Coming Soon!
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	 •		Have	earned	the	PHR/SPHR	credential								
	 •		Have	several	years	progressive	Human	Resource	practitioner	experience
	 •		Have	experience	teaching,	training	or	facilitating	adult	learners	
	 •		Have	time	to	prepare	and	teach	module(s)	during	the	study	group	sessions		
	 •		Are	dedicated	to	the	success	of	the	study	group	participants,	as	well	as	the	future	of	the	HR	profession	

By becoming a Module Leader of the SHRM Learning System® course, you’ll have a unique opportunity to…

	 •		Advance	the	human	resource	profession	in	your	community	by	ensuring	development	of	advanced-level	professionals	
	 •		Earn	recertification	credits	
	 •		Share	your	knowledge	and	provide	leadership	to	future	PHR/SPHRs	
	 •		Network	with	professionals	who	seek	career	advancement	opportunities	

If you are interested in becoming a SHRM Learning System Module Leader or have questions regarding this exciting opportunity, 
please	contact	Tamara	Williams,	PHR	at	williamst@firstenergycorp.com.		In	your	email,	please	indicate	the	module(s)	you	would	
like to lead: 

	 •		Module	1:		Business	Management	&	Strategy
	 •		Module	2:		Workforce	Planning	&	Employment
	 •		Module	3:		Human	Resources	Development
	 •		Module	4:		Compensation	&	Benefits
	 •		Module	5:		Employee	&	Labor	Relations
	 •		Module	6:		Risk	Management

 
Advertisement

*The	HR	Leader	is	generally	published	12	months	per	year.	
Choosing	the	annual	advertising	rate	includes	the	chosen	sized	advertisement	in	12	issues	at	significant	savings.

Contact Eileen Connor-Costilow at econnor-costilow@bobermarkey.com

Newsletter Advertising 

Increase your organization’s exposure with regional HR professionals by placing an ad in the 
Akron Area SHRM Chapter’s monthly newsletter.

The HR Leader is emailed directly to our chapter membership, as well as posted and archived 
on	the	chapter’s	website	(in	pdf	format)	each	month.

Half Page (5” x 7 ½”)
$125.00	per	issue	/	$1,250.00	annually*

Full Page
$200.00 per issue / $2,000.00 annually*

Business Card (2” x 3 ½ “)
$50.00	per	issue	/	$500.00	annually*

Quarter Page (5” x 3 ½”)
$75.00	per	issue	/	$750.00	annually*

Leaders Sought for 
Akron SHRM Certification Course 

Akron SHRM is currently seeking Module Leaders for the SHRM 
Learning System® PHR/SPHR Certification Preparation study group for 
Fall	2014.		We’re	looking	for	Module	Leaders	who…
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Efforts Continue, with Mixed Results, 
to Clarify New SHRM Certifications

Submitted by Chip Clupper

most in attendance, however, there seem to be many questions left to be 
answered.  Conway started by  apologizing for the manner in which SHRM’s 
new certification initiative was introduced and communicated.  However, 
Conway was adamant about not apologizing for the competency model 
from which the new certifications are derived.   

The	 new	 certifications,	 SHRM-Certified	 Professional	 (SHRM-CP)	 &	
SHRM-SCP	 (Senior	 Certified	 Professional),	 were	 developed	 by	 Dr.	 Alex	

Alonso	through	a	survey	of	over	32,000	human	resources	professionals	from	34	different	countries	and	hundreds	of	focus	groups.		
Dr. Alonso developed nine competencies that the new SHRM certifications encompass.  They are:

 

  
Most member questions and comments were not about completing the new SHRM certifications, but rather the serious lack of 
communication about maintaining SHRM’s new certifications along with HRCI’s PHR and SPHR certifications.  Conway spoke 
briefly about how SHRM certification credit hours will work for assigning certification credit for continuing education/presentations, 
including designating one person in each local chapter as the “approver” of credit hours.  This means that approving credits for 
recertification coursework will all be handled at the local level, not at the national SHRM level.   While Conway did her best to 
answer numerous questions, many left the room looking more confused than before.  For additional information regarding SHRM’s 
new certifications, visit www.SHRMcertification.org.

Nancy Conway, Field Services Director for SHRM, tried her best to clear 
up confusion surrounding the new SHRM Certifications to the Akron and 
Stark SHRM Chapters at the August meeting at Raintree Country Club. For 

August AASHRM Meeting Recap, cont’d.

•		Ethical	Practice
•		HR	Expertise
•		Business	Acumen

•		Critical	Evaluation
•		Global	&	Cultural	Effectiveness
•		Leadership	&	Navigation

•		Communication
•		Consultation
•		Relationship	Management

Along with having an implementation roll out schedule in place, the organization must provide ongoing support to middle 
management.  Those managers will be nervous when workflex is rolled out and they will need support. Conway further asserted 
that with technology changes, all companies will eventually have to have some sort of workflex program in order to be competitive.  
If done properly, workflex can be very beneficial to the employer and employee.  

One final important reminder:  implementing a workflex plan is a long-term strategy with an implementation phase of two to three 
years.  However, if implemented successfully, the benefits will be exponentially positive. For more information about workflex, visit:  
www.shrm.org/workflex, www.whenworkworks.org, and www.familiesandwork.org.

The third step is to incorporate change management strategies to overcome resistance to workflex.  Both top management and front 
line staff may be skeptical for very different reasons.  In other words, there must be a culture change.  Have prepared responses for 
comments	similar	to	these:	“Our	CEO	will	never	go	for	it,’’	“How	do	I	know	they’re	working	if	I	can’t	see	them?”	and	“It’s	just	not	
our culture.”

The final step is the actual implementation.  Some components to make workflex successful are the development of communication 
materials,	investments	in	training,	building	in	accountability	and	creating	a	continuous	feedback	loop.		Engagement	must	be	made	
across all functions of the organization. 

The second step is to customize your organization’s program.  Some questions that must be answered to properly develop workflex in 
your organization include: what workflex arrangements will your organization offer?   Will your organization just offer telecommuting 
or are there other programs that fit better with the business strategy?  Who will be able to flex?  Look at ways to give front line staff 
and supervisors some control over their work schedule.  Just this simple act alone will positively impact an organization.  

The final question one must ask to customize a workflex program is:  how should managers evaluate requests?  Several factors have 
to be considered such as the needs of the business, nature of the requester’s position, the requester’s work performance and whether 
the department has restrictions or limitations.  Most importantly, make requests be reason-neutral and strive for equity, not equality.



Supporting Workplace Equality…
What Federal Contractors and HR Professionals Need to Know
Submitted by Eileen Connor-Costilow

Earlier	this	summer,	President	Obama	signed	an	executive	order	extending	workplace	
protections	to	lesbian,	gay,	bisexual	and	transgender	(LGBT)	Americans	in	the	federal	
contracting	workforce.	Executive	Order	11246,	as	it	was	originally	written	by	President	
Lyndon B. Johnson, protects workers employed by or seeking jobs with federal 
contractors and subcontractors from discrimination on the basis of race, color, religion, 
sex	or	national	origin.	Through	this	action,	President	Obama	has	amended	EO	11246	to	

now add protections for sexual orientation and gender identity. 

It’s	unlikely,	however,	that	this	news	and	Executive	Order	have	ignited	a	tremendous	amount	of	controversy,	if	only	because	many	
forward-thinking	employers	are	already	taking	action	on	their	own	to	support	workplace	equality	–	including	with	and	for	LGBT	
employees.		According	to	an	analysis	of	36	research	studies	by	the	Williams	Institute	at	the	UCLA	School	of	Law,	“LGBT-supportive	
policies and workplace climates are linked to greater job commitment, improved workplace relationships, increased job satisfaction, 
and	improved	health	outcomes	among	LGBT	employees.”		And	when	some	of	the	biggest	corporate	names	are	behind	the	effort,	it’s	
a	strong	argument	that	workplace	equality	is	critical	to	staying	competitive	and	retaining	the	best	talent.			To	date,	91%	of	Fortune	
500	companies	already	prohibit	discrimination	based	on	 sexual	orientation	and	61%	already	prohibit	discrimination	based	on	
gender identity. 

Big businesses aren’t the only ones who know that supporting non-discrimination and equality are pivotal to their success:  of 
small	business	owners	who	have	adopted	nondiscrimination	policies	to	protect	LGBT	workers,	86%	report	that	nondiscrimination	
policies cost them “nothing or next to nothing,” 2% said such policies had a small but significant cost, and none said they had a 
substantial	cost.		Furthermore,	many	federal	contractors	already	have	policies	on	LGBT	workplace	equality.		Of	the	largest	50	federal	
contractors,	which	represent	nearly	half	of	all	federal	contracting	dollars,	86%	prohibit	sexual	orientation	discrimination	and	61%	
prohibit discrimination based on gender identity. In addition, the five top federal contractors, which receive nearly a quarter of all 
federal contracting dollars, already bar discrimination based on both sexual orientation and gender identity.

President	Obama’s	Executive	Order	does	not	allow	for	any	exemption	beyond	the	one	added	by	Executive	Order	13279,	issued	by	
President	George	W.	Bush,	which	permits	religiously	affiliated	contractors	to	favor	individuals	of	a	particular	religion	when	making	
employment	decisions,	by	specifying	that	Executive	Order	11246,	“shall	not	apply	to	a	Government	contractor	or	subcontractor	
that is a religious corporation, association, educational institution, or society, with respect to the employment of individuals of a 
particular religion to perform work connected with the carrying on by such corporation, association, educational institution, or 
society of its activities. Such contractors and subcontractors are not exempted or excused from complying with the other requirements 
contained in this Order.” In addition, under the First Amendment, religious entities are permitted to make employment decisions 
about their ministers as they see fit.

Executive	Order	11246	governs	only	federal	contractors	and	federally-assisted	construction	contractors	and	subcontractors	who	do	
over	$10,000	in	Government	business	in	one	year.	It	does	not	affect	grants	and	President	Obama’s	Executive	Order	does	not	impact	
the	administration	of	federal	grants.	The	Order	is	administered	and	enforced	by	the	U.S.	Department	of	Labor’s	Office	of	Federal	
Contract	Compliance	Programs	(OFCCP).		

Statistics cited and various items printed here are excerpted directly from “FACT SHEET: Taking Action to Support LGBT Workplace Equality is 
Good For Business”(www.whitehouse.gov) More information can be found at www.dol.gov/ofccp and www.whitehouse.gov 
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Committee Chair Volunteer Opportunities

President
Robb	Martin,	SPHR,	GPHR

rdm913@sbcglobal.net

VP/Programming Chair
Maureen Hascher, SPHR
mkhascher@yahoo.com

At-Large Director
Evelyn	Hronec,	CPA,	MSA

evelyn.hronec@brunercox.com

Past President
Susan Joseph, SPHR

Susan.Joseph@dpsg.com

At-Large Director
Jocelyn Mellinger, SPHR

jmellinger@goodwillakron.org

AASHRM 2014 Committee Chairs

AASHRM 2014 Board Members

Social Networking Chair
Chip Clupper, MBA

cclupper@summitoh.net

Sponsorship Chair
Chris Manby, SPHR
cjmanby@gmail.com

Student Chapter Advisor
Erin	Makarius,	Ph.D.
makarius@uakron.edu

Website Administrator
Terri Benedum, PHR

terri.benedum@emeraldmaterials.com

Workforce Readiness Chair
Theresa Osborne

theresa.osborne@pnc.com

Compensation and Benefits Chair
Pam Serina, SPHR

pserina@prcmedical.com

Diversity Chair
Laura Schlosser

lschlosser@summitengineer.net

Foundation Chair 
Mona Mercina

mona.mercina@ametek.com

Governmental Affairs Chair
Jim Krosky, SPHR

jkrosky@interstate-mcbee.com

Membership Chair
Kerry Ilkanic, CSP

kerryi@workplacestaff.com

Membership Chair
Dave Shiner, SPHR

davidcshiner@gmail.com

Newsletter Chair
Eileen	Connor-Costilow,	SPHR

econnor-costilow@bobermarkey.com

Certification Chair
Tamara	Williams,	PHR

williamst@firstenergycorp.com

Hospitality Chair
Lynne Wisard

lwisard@yahoo.com

Public Relations Chair
The Public Relations Committee seeks to publicize Akron SHRM’s meetings and events, 

as well as accomplishments of our members in the local media.

We currently have one committee chair opening.  If you are interested in volunteering for a chair or committee 
position	or	would	like	more	information,	please	contact	Robb	Martin	at	rdm913@sbcglobal.net.

Treasurer
Steve Burger, CPA

sburger@ehpco.com

Secretary
Lisa Peercy, SPHR

lpeercy@akronlibrary.org

Akron Area Society for Human Resource Management
PO	Box	36374			Canton,	Ohio	44735-6374

akronareashrm@neo.rr.com


