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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. 

Continued on Page Five
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October AASHRM Meeting Recap 
Leadership Conference Delivers on Strategic Topics

Inside This Issue

Akron Area SHRM Embraces Social Media
Submitted by Chip Clupper

After months of discussion and refinement of strategy 
and approach, Akron Area SHRM has really begun to 
embrace social media over the last month.  In addition 
to creating a Chapter Facebook page (www.Facebook.
com/akronareashrm), we have also begun consistently 

adding content of interest to our members and other HR professionals to our Twitter account (www.
Twitter.com/akronshrm) and our LinkedIn company profile (www.linkedin.com/groups/Akron-
Area-SHRM-Network-Group-1622177)!  Our goal is to provide our members with information 
about local and national SHRM events, HR issues, and career and networking opportunities, 
ultimately facilitating conversation from our members about what they want to see and learn from 
AASHRM.  All members are encouraged to like us on Facebook, follow us on Twitter and join our 
LinkedIn group page.   We look forward to seeing you online and having you join the conversation! 

             Submitted by Eileen Connor-Costilow and Chip Clupper

Billed as an opportunity to learn from experts and practitioners from the greater Akron area, 
AASHRM’s Annual October HR Business Leadership Conference clearly delivered. With strong 
attendance throughout the half-day session, the conference brought together four very divergent 
topics and experts.  A summary of each presentation follows:  

Business Charisma
Opening the day’s session was Kordell Norton, president of Synergy Solutions, with a highly 
interactive and engaging presentation on business charisma. Not surprisingly, Norton is also known 
as The Revenue Mechanic, and it was evident in his presentation that he intimately understands the 
values and activities that make a business or organization stand out to its customers and employees. 

According to Norton, such values and activities are all related to and driven from an organization’s 
or individual’s charisma.  He argues that it is the one quality that trumps fame, intelligence, wealth 
and even sex appeal for power and influence. Charisma is what creates the magnetism and magic 
that draws customer and employees to a leader and/or to a business.  But more than that, he 
demonstrated that – with examples likes Disney, Cabela’s and Apple – charisma (whether individual 
or organizational) increases revenues – in some cases driving up profitability by 25% to 100%, and 
turning customers into raving fans. 



Lee A. Gill, J.D.  
  

Innovation, Adaptation, Diversity 
  

Faced with economic challenges, an organization must find ways to enhance 
teamwork and group achievement in order to achieve its goals.  Relying on modern 
research, common sense, and good humor, the presenter will ask the audience to 
explore a different definition of workplace diversity through a participatory 
presentation of ideas about decision-making styles and personal approaches to 
communication.  It is hoped that participants will take with them new ideas and 
reassurance of old ideas to make their work teams more effective in moving 
forward. “This is not your Grandpa’s idea of Diversity.” 
  
Have you ever wondered why: 
 

  Some groups work well together and others don’t? 
  Some groups are productive and fun to work with, and others are       

 unproductive and boring? 
  The same person can do extremely well in one job and  

  poorly in another? 
  

“Inclusive excellence” will provide ROI by educating people on the power of 
capitalizing individual’s differences to develop high-performing teams.  
 
Gill, Associate Vice President for Inclusion and Equity and Chief Diversity Officer at 
The University of Akron,  brings more than 25 years of private and public sector 
experience working with major corporate executives, law firm executive committees, 
hospital administrators, and college presidents. Lee Gill's passionate belief is that no 
organization can afford not to harness the rainbow of demographic change for a 
competitive advantage.  As he views it, "The Business Case for Diversity" is akin to 
the education process, "learn it well and be rewarded.  Fail to learn it and be left 
behind." 

 
 

 

 
                    

November 12, 2014 
Guy’s Party Centre 

500 E. Waterloo Road, Akron, OH  
11:00am  Registration 

11:30am Lunch 
Noon—1:00pm Program 

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

Reservations 
www.akronshrm.org  

Questions or Cancellations 
(25 hours prior to avoid billing) 

lynnewisard@yahoo.com 
Registration Deadline 

Monday, November 10, 2014  
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Annual Membership Appreciation Luncheon 
featuring 

Chief Oliver  
          from the Brimfield Police Department 
  

 
From the pages on Facebook to our Akron SHRM Luncheon…  

hear Chief Oliver’s unique and refreshing perspective  
on interacting with personalities of all varieties.   

See our special insert on Page Four. 
 

Luncheon Special Events 
All meeting attendees will receive a special gift 

Raffle of  gift baskets to benefit the SHRM Foundation 
            Presentation of the Akron SHRM Scholarship                

 

 
December 10, 2014 

Rosemont Country Club 
3777 Rosemont Boulevard, Fairlawn, OH 

11:00am  Registration 
11:30am Lunch 

Noon—1:00pm Program 

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

Reservations 
www.akronshrm.org  

Questions or Cancellations 
(25 hours prior to avoid billing) 
lynnewisard@yahoo.com 
Registration Deadline 

Monday, December 8, 2014  

The Akron SHRM Silent Raffle Auction will run in conjunction with our Annual Membership Appreciation Meeting. All 
funds will benefit the SHRM foundation. The SHRM foundation is a leading funder of HR research grants. They produce 
publications and educational resources to advance the HR profession. Their work is made possible by your generous tax-
deductible donations. If you or your organization would like to make a gift donation, please contact Mona Mercina at 
mona.mercina@ametek.com. 

Akron SHRM Silent Raffle Auction begins at 11:00am 



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
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                                                     No Mopes Allowed! 
                                   AASHRM to Welcome Chief David Oliver

The Akron Area SHRM is excited to welcome Chief David Oliver to our December Member Appreciation 
Luncheon on December 10.   For those not familiar with Chief Oliver, he is the Brimfield Township,  (in 
nearby Portage County) police chief who has made a big name for himself and his community across the 
country and even around the world – and it all began a little more than three years ago with a Facebook 
page.  What started as a way to reach a few hundred people in his northeast Ohio community, quickly grew 
to more than 170,000 fans, thanks to his posts mixing humor, blunt opinion, community engagement and 

rants against "mopes" – criminals and other ne'er-do-wells – a term culled from the 1970s cop show "Kojak." 

For a police department that serves approximately 11,000 residents, the department’s and Chief Oliver’s pages surpass that of the 
Philadelphia police page and only slightly trails the much larger Boston and New York departments.   As his bio from his website 
states, he’s been called “the coolest police chief in existence,” but Oliver says he’s just doing his job—and still doesn’t understand how 
his small-town police department’s Facebook page attracted a worldwide audience.   In fact, readers from around the world  “’stop 
by’ daily for a virtual cup of coffee with the chief.”

His new book, No Mopes Allowed, is a collection of the best of the Chief ’s “politically incorrect essays, delightfully sarcastic letters 
to criminals, humorous crime reports, and inspirational quotes.”  He takes readers behind the scenes of the Brimfield PD with his 
insight and passion for the job and the people he serves.    With two foundations now bearing his 
name, Chief Oliver donates all of his income from this book to the Chief Oliver Foundation, a 
not-for-profit organization that distributes funds to police department charitable programs and 
assists juvenile survivors of sexual assault.

AASHRM is proud to present Chief David Oliver and be a part of sharing his wisdom and 
engaging stories. We hope you’ll join us!



October AASHRM Meeting Recap, cont’d.
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Internal Controls
The morning’s next speaker tackled a much a different but still critical topic – internal controls in an organization and how HR 
professionals must understand such controls if we want to be thought of as strategic partners in our companies.  Presented by 
Danielle Kimmell, partner at Bober Markey Fedorovich & Company, the session was a wake-up call of sorts to organizations both 
large and small. Because HR professionals are responsible for such a broad array of critical processes – hiring, termination, payroll, 
legal compliance, retirement plans, benefit administration, and more – they are frequently on the front lines when something 
goes wrong. It behooves us and our organizations to take a hard look at the processes surrounding these areas and whether or not 
effective internal controls are in place.   

Broadly defined, internal controls are the processes that organizations put in place and that are designed to provide reasonable 
assurance regarding the achievement of objectives relating to operations, reporting, and compliance.  Kimmell also clarified for the 
audience that not all processes conducted by companies are internal controls, but all internal controls are processes.  For example, 
she illustrated how the process of preparing and submitting an expense report is not a control; but the process by which the expense 
report is reviewed, approved, documented and paid that IS an internal control.  Kimmell also noted that the size of the organization 
doesn’t matter, all companies should have some element of internal controls in place to ensure protection against fraud, liability, 
non-compliance and other penalties.  

Human Capital
In the 10 o’clock session, “Quit Sabotaging Your Company”, Carrie Van Daele, owner and president of Van Daele & Associates, 
started her presentation with a thought-provoking statement: “The next wave of economic growth is going to come from Human 
Resources.”  Van Daele believes it will be through marginal opportunity cost and human capital.  Skill gaps and inhibitive policies 
and procedures are sabotaging companies’ greatest assets – its employees.   She went on to explain that the marginal opportunity 
cost of hiring human capital is their total compensation.  If the output of your human capital is greater than their total compensation 
then that is a net gain.  In a simple example, if an employee’s total compensation is $50,000 and their output is $50,001, then a 
company experiences a net gain of $1 and that employee should be considered an asset.
 

Asserting that HR professionals must begin to help executives view their human capital as an off-balance sheet asset, Van Deale 
believes that will allow for companies to start seeing the future earnings potential of its employees.  Changing the thought processes, 
developing work skills, and allowing an employee’s talent to have a bigger impact on the organization will end the organizational 
sabotage.  Hence,  Human Resources will be at the forefront of the next economic growth.
 

Leadership Competencies
During lunch, Amy Shannon, president of Pinnacle Leadership Solutions, LLC, discussed the “Leadership Competencies Critical 
to Succeed in HR.”  The competencies were developed from international research collected by Dr. Dave Ulrich.  Shannon delivered 
insight on how HR professionals should understand the industry from the outside/in.  She presented six competencies that HR 
professionals must possess and/or hone to be successful.
 

The first competency is the Strategic Positioner.  This role takes the evolving business contexts and stakeholder expectations and 
translates them into talent, culture and leadership actions within the organization.  Next is the Credible Activist, the one who builds 
relationships of trust and has a clear point of view about how to build business performance.  The third competency is the Capability 
Builder who, to build sustainable organizational success, must define, audit and create organizational capabilities from within.  

The Change Champion who initiates and sustains change at the individual, initiative and institutional level is another competency.  
The fifth competency to succeed in HR is to be an Innovator and Integrator who looks for new ways to perform HR practices 
and integrate those separate practices to deliver business solutions.  Finally, a Technology Proponent who uses technology for 
efficiency, to connect with employees, and to leverage new communication channels like social media, is a critical new competency.  
According to Ulrich and Shannon, in today’s business environment, these are the critical competencies that must be modeled by 
HR professionals in order to be successful in your organization.

And how does one get charisma?  Norton demonstrated that it is not necessarily an innate factor; rather, charismatic individuals 
and businesses are those who listen – and listen well – to what their customers and associates want and need – even if they don’t 
know they want and need it! In fact, he believes that 80% of charisma is assigned to those who listen well.  Therefore, if we want 
to be perceived as charismatic leaders, we don’t necessarily need to have certain personality types or assigned leaderships roles.  
Rather, he asserts, we must stop and hear others. What IS essential, he stated, is to listen.



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 at Rosemont County Club, Fairlawn, OH

If your company would like to donate a basket for the raffle benefitting the SHRM Foundation, 
contact Mona Mercina at mona.mercina@ametek.com
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Mark Your Calendars: What’s Coming Up for AASHRM
We have an outstanding roster of topics and experts still to come for the remainder of 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

Adam Rosenberger
Employee Relations Specialist

Sterling Jewelers National 

Jeanette Albert
Recruiting Manager

HR Partners

Nicole Breiding
H.R. Generalist

Falls Stamping & Welding

Kelli Ray Knop
Corporate Recruiter
Swagelok National 

AAS
HRM

 

Meeti
ng!

Our December member appreciation luncheon is quickly approaching.  This year's event will be 
held on December 10 at Rosemont Country Club.  This is also our annual SHRM fundraiser and is 
an excellent opportunity to have your company recognized while showing your support for SHRM!  
The donations are in the form of a gift basket donated by organizations and then raffled to the 
attendees of the luncheon.  We still need donations at this time so if you/your organization would 
be willing to provide a basket, please contact me at:
 
               mona.mercina@ametek.com           330.677.3725          330.493.0220
 

              Your support is appreciated!

                                                   Mona Mercina, AASHRM Foundation Chair

December Member Appreciation Luncheon & SHRM Foundation Raffle
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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.

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.

Human Resources Generalist
Aleris is a privately-held, global leader in aluminum rolled and extruded products, and aluminum recycling. Headquartered in 
Cleveland, Ohio, the company operates more than 40 production facilities in North America, Europe and Asia.

Our Rolled Products North America (RPNA) division is seeking to add a talented Human Resources Generalist to its team at our 
Uhrichsville, OH facility. The purpose of this role is to provide support to the HR Manager for all plant HR activities involving 
talent management and day-to-day administration of HR related non-bargained activities. Lead and coordinate, administer, 
evaluate, and manage human resources planning, development, policies, programs and practices within the facility.

Responsibilities: 
	 •		Employment/Recruitment	
	 •		Performance	Management	
	 •		Training	and	Development	
	 •		Assist	in	2nd	step	grievance	meetings,	preparation	for	arbitrations	and	negotiations.	
	 •		Recommend	improvements	to	HR	policies,	procedures	and	practices.	Communicate	appropriate	changes	to	all		 	
     employees and ensure compliance. 
	 •		Compile	and	analyze	statistical	reports	concerning	recruitment	and	EEO,	compensation,	headcount,	scorecard,		 	
                   success planning, and turnover data. 
	 •		Designated	back-up	to	the	HR	Generalist	for	processing	time	and	attendance	records,	completing	payroll	and		 	
     administering benefit programs. 

Requirements:
	 •		A	bachelor's	degree	and	(3)	to	(5)	years	of	HR	experience.	PHR	certification	preferred.	
	 •		Proficient	in	Microsoft	Business	Applications,	Oracle	HRIS	and	Kronos	payroll	system	administration.	Excellent			
     written, verbal, listening and interpersonal skills. 
	 •		Working	knowledge	of	State	and	Federal	pay	administration	laws,	employee	benefits	administration,	employee/	 	
                   industrial relations, and FMLA compliance. 

For complete information about this opportunity, visit www.aleris.com/careers.
HR Jobs cont’d Page Eight

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! 
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 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*

Human Resources Manager

Do you want to work in a superb office building located in the heart of beautiful downtown Cuyahoga Falls? Testa is looking for 
a Human Resources Manager for our growing Construction and Real Estate Management Company. Email resume and salary 
requirements to louiseruddle@testacompanies.com or fax to 330-928-7755.  Applications being accepted through 11/16/2014.  
EOE.

Primary Objectives:

	 •		Continuous	development	of	an	employee-oriented	company	culture	that	emphasizes	quality,	continuous			 	
     improvement, and high performance.
	 •		Safety	of	the	workforce.
	 •		Continued	development	of	the	Human	Resources	department.

Skills and Experience 

	 •		Bachelor’s	degree	in	Human	Resource	Management	preferred.
	 •		8+	years	of	experience	in	HR.
	 •		3+	years	HR	management	experience.
	 •		PHR	or	SPHR	Certification	preferred.
	 •		Working	knowledge	of	generally	accepted	accounting	principles.
	 •		Proficient	in	Microsoft	Office	Suite.
	 •		Strong	knowledge	of	HR	policies,	procedures,	practices	&	employment	law	with	companies	that	have	employed	at	least		
    50 employees.
	 •		Strong	oral	&	written	communication	skills.

For more information and details about this opportunity, visit the AASHRM Website at http://akronshrm.org/jobs.html
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Unless you’ve been living under a rock for the past couple of months, you’ve 
undoubtedly heard of the “international health emergency” that is the Ebola virus.  
President Obama has appointed an “Ebola czar,” some states are requiring a 21-day 
quarantine for high-risk individuals, and Facebook CEO Mark Zuckerberg and his 
wife donated $25 million to the Centers for Disease Control (CDC) to help fight 

Ebola. With a handful of cases now in the U.S., Ebola presents important issues for employers to consider, including employers here 
in Northeast Ohio.

At this point, you’ve probably heard all about what Ebola is and how it can be transmitted. There’s no need to reiterate the specifics. 
For up-to-date information about Ebola, the CDC has put together many informative resources on its website at http://www.cdc.
gov/vhf/ebola/index.html. The Ohio Department of Health (ODH) has a 24-hour call center (1-866-800-1404) to answer questions, 
and also posts updates on its website at www.odh.ohio.gov

Practically, employees most at risk are those who come in close contact with bodily fluids including: (1) healthcare workers; (2) 
airline flight crew, servicing and cargo employees; (3) laboratory workers; (4) mortuary workers; (5) border protection, customs, 
and quarantine operations workers; (6) emergency responders; and (7) workers in other sectors that may come into contact with 
sick individuals or their bodily fluids. But, in varying degrees, Ebola creates issues in the workplace for nearly all employers. 

So what employment laws are impacted by Ebola in the workplace? More than you’d think:

The Americans with Disabilities Act (ADA) 

The ADA limits an employer’s ability to make “disability-related” inquiries and require medical examinations. These limitations 
have practical implications when dealing with employees who may have been exposed to Ebola or who report concerns about Ebola 
exposure. 

Most relevantly, the ADA permits disability-related inquiries and medical examinations when an employee cannot perform the 
essential functions of his/her job because of a medical condition, or where the employee will pose a direct threat because of a 
medical condition.

Under the ADA, what can employers do with regard to Ebola in the workplace?  Employers can: 

	 	 •		Ask	about	travel	to	West	Africa;
	 	 •		Implement	a	company	travel	ban;
	 	 •		Ask	about	Ebola-like	symptoms	(while	maintaining	confidentiality,	of	course);	and
	 	 •		Provide	voluntary	leaves	of	absence	to	employees	expressing	concerns	about	Ebola.

Here are a few common scenarios in which the ADA may be implicated when it comes to Ebola in the workplace: 

	 	 •		Employees	who	have	traveled	to	destinations	where	there’s	been	a	known	Ebola	outbreak:		

Employers may send employees for immediate medical treatment and place employees on mandatory leave (sick leave under 
company policy/FMLA leave/workers’ compensation leave, etc.) for 21 days or until medically cleared. Leave should be paid or 
unpaid in accordance with the employer’s policies. If the employer has no policy providing paid leave or has not provided paid leave 
to other employees in similar circumstances, the leave may be unpaid under the FMLA or ADA. 

From the ER to HR: 
Ebola in the Workplace

Submitted by Charles F. Billington and Amanda T. Quan
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	 	 •		Employees	who	have	traveled	but	who	have	no	known	exposure	and	no	symptoms:		

Employers likely cannot exclude such individuals from the workplace. On October 22, the CDC announced a new program under 
which the CDC and state health authorities will monitor for 21 days all travelers returning from the West African countries affected 
by Ebola. Because of the CDC’s program, it will be more difficult for an employer to justify excluding an asymptomatic employee 
from the workplace based solely on travel. 

Unless the individual is placed into quarantine by health authorities or instructed to stay home, or other risk factors are present, the 
employee presumptively remains safe to return to work during the 21-day period under existing CDC guidelines. But an employer 
can consider voluntary leave, temporarily transfer of an employee to a more isolated job, or permit the employee to telecommute 
(where feasible). 

	 	 •	 	 In	 all	 cases,	 employers	 should	 evaluate	 each	 employee’s	 situation	 individually	 to	 determine	 the	 appropriate	
response based on the facts of each case. 

Remember that the ADA also prohibits discrimination where employees are merely “regarded as” disabled by their employer. 
Employers should act based on facts supported by medical evidence, not rumors or speculation, when dealing with these issues to 
avoid “regarded as” claims. 

The Occupational Safety and Health Act (OSHA)

Under OSHA, employers have a duty to (1) provide a safe and healthful workplace and (2) comply with specific OSHA standards, 
(e.g., personal protective equipment, blood-borne pathogens, and hazard communication standards.) Employers should review 
the OSHA standards that apply to them and follow those standards accordingly. Also consider implementing OSHA’s best practices 
with regard to Ebola specifically as a means of further protection against exposure to workplace safety claims. 

What happens when an employee refuses to do his/her job because of fear of exposure to Ebola? Generally, employees cannot 
simply walk off the job because of potentially unsafe conditions. However, under OSHA’s somewhat imprecise “refusal to work” 
standard, occasions might arise when an employee is confronted with a choice between not performing assigned tasks or subjecting 
himself to serious injury or death arising from a hazardous condition at the workplace. 

If the employee, with no reasonable alternative, refuses in good faith to expose him/herself to the dangerous condition, he/she 
would be protected against subsequent discrimination or retaliation. Retaliation in the form of discipline, suspension, or discharge 
for an employee’s refusal to work could result in an OSHA complaint. Educating employees, and keeping an open dialogue about 
health and safety concerns relating to Ebola, is the best way to ward off misconceptions about Ebola that could lead employees to 
refuse to work based on misinformation or unwarranted fear. 

The National Labor Relations Act (the NLRA) and Labor Law

Labor law is the big “L.”  Especially under the wildly-expansive view of the NLRA taken by the current National Labor Relations 
Board, the NLRA applies whether employees work at a unionized facility or a non-unionized facility. Yes, you read that correctly. 

Under the NLRA, employees have a right to refuse to work in conditions when they have a reasonable, good-faith belief that 
working would be unsafe, even if they’re honestly mistaken. Of course, that standard is different than OSHA’s standard for refusal 
to work. 

Under the labor law standard, disciplining, suspending, or terminating employees based on a refusal to work due to health and 
safety concerns could lead to an unfair labor practice charge with the Board. So what can you do? When employees refuse to 
work based on Ebola concerns, consider replacement workers. Before taking any action, be sure to review applicable collective 
bargaining agreements for relevant provisions, (e.g., management rights clauses and safety provisions).



Page Eleven

Unionized employers must also remember that, depending on your CBA language and the impact of the change, you may be 
obligated to bargain over changes in the terms and conditions of employment, (e.g., implementation of new health and safety rules 
or processes), regardless of whether those changes are implemented solely to protect employees during a health crisis.

Common Law Concerns

There are myriad common laws implicated by Ebola in the workplace. Some of those are: (1) common law right to privacy 
(implicated by an employer’s public disclosure of private information regarding an employee or placing an employee in a “false 
light”); (2) defamation (implicated by an employer’s publicity of false information regarding an employee);  and (3) public policy-
based wrongful termination claims (implicated by an employer’s termination of an employee when that termination contravenes 
a public policy.

Common law issues can be avoided by doing exactly what you’re doing (or should be doing as an educated SHRM member):  acting 
on supported, objective facts; ensuring employee confidentiality and privacy when it comes to medical information; and ensuring 
consistent application of rules, policies, and practices amongst all employees. 

Charles F. Billington and Amanda T. Quan are both attorneys in the Cleveland office of Ogletree Deakins and may be reached at 
216-241-6100.



Page Twelve

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


