
 

Last month, many of our members 
participated in the 2011 National Eco-
nomic Trends Survey, which covered 

predictions on hiring, sales, and com-
pensation issues.   Nearly 1,900 compa-
nies responded to the survey nation-
wide, reporting data on over 4,000 
locations in all 50 states.  This includes 
202 participants from Ohio, 84 from 
Indiana, and 67 from Kentucky. 

Results from the survey show that there 
is some cautious optimism for 2012.   

While close to 58% of the respondents 
believe the overall economy will be 
about the same in 2012 as it was in 
2011, 62% of those responding expect 

the outlook for their own business to be 
more promising in 2012 with increases 
in sales/revenue. This self-confidence is 
tempered by 19% of respondents that 
anticipate flat sales/revenue and 18% 
that expect a decrease in sales/revenue.  
 

Compensation & Benefits Strategies:  
Employersô optimism tinged with conser-
vatism is clear to see in their approach 
to pay. Over 65% of the respondents 
report that they plan on giving pay 

increases in 2012. Balancing out this 
optimism, are 20% of respondents that 

were uncertain at the time or delaying 
the decision as well as the remaining 
11% that plan to freeze pay.  Less than 
1% of companies are planning a pay 
reduction in 2012. 
 

In the past year, some organizations 
froze or reduced pay as cost cutting 

measures. Of the organizations that 
froze pay in 2011, 29% plan to give 
most or select employees increases in 

2012. These increases are in the form of 
merit, general or COLA. 33% report a 
continuation of the pay freeze and 39% 
of respondents are uncertain.   
 
Hiring:  
Nationally, 36% of participants indicated 

that they planned on hiring this year, 
primarily in the first and second quar-

ters.  The local forecast seems to be 
even more optimistic, with 51% of 
employers planning to hire in Indiana, 
48% in Kentucky, and 39% in Ohio.  

 
The full copy of the survey report, 
including regional and state-by-state 
breakouts can be downloaded here 
http://www.hrxperts.org/surveys/pdf/
all/2012 EAA Economic Trends Sur-
vey.pdf  Please contact the survey 

department at 513-679-4120 or e-mail                 
dmatthews@hrxperts.org if you have 
any questions.  

Employers Resource Association  

Cincinnati: 1200 Edison Drive 

Cincinnati, OH 45216-2276 

Phone: 513.679.4120 | Fax: 513.679.4139 
 

Columbus: 300 East Broad Street, Suite 550 

Columbus, OH 43215-3774 

Phone: 614.538.9410 | Fax: 614.538.9420 

 

Toll free: 888.237.9554 www.hrxperts.org 
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From the President 

 
 
 
2011  
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Review  
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Jennifer Graft, SPHR 

As we enter into the first quarter of 

2012, we would like to take a moment 

and thank our membership for the out-

standing support you have provided 

Employers Resource Association over 

the past year.  We have 1,307 mem-

bers in the Cincinnati, Columbus Day-

ton, Northern Kentucky, and South-

eastern Indiana area. 

 

What did you find of highest value in 

2011 among the services we provide to 

members? 

Å Close to 3,534 member employees 

attended 231 ERA Training Pro-

grams 

Å Over 5,800 calls were made to the 

HR Hotline 

Å More than 6,100 copies of our   

annual wage, salary, and benefit 

surveys were sent out to participat-

ing members 

Å Over 260 members attended ERA 

sponsored roundtables, issues fo-

rums, and legal briefings 

Organizations made use of our HR con-

sulting services, including: 

Å 18 Employee Engagement Surveys  

Å Almost 200 Affirmative Action 

Plans 

Å 19 member companies used our 

HR Consulting Services (HR On-

Site, Recruiting, Projects) 

Å More than 200 other projects and 

other HR-related assistance 

Å 44 companies used our compen-

sation consulting services (job 

descriptions, bonus/incentive plan 

creation/updates, pay reviews, 

etc.) 

The new year is already in full swing 

here at ERA; weôve already had sev-

eral public training classes, roundta-

bles, and several surveys have been 

published.  Please be sure to keep 

watching our monthly newsletter and 

weekly ERA Update mailings so that 

you donôt miss anything.  This year 

promises several major changes on 

the legislative front, and federal 

regulators are stepping up their ef-

forts in many different areas.  You 

can count on us to keep you current, 

compliant, and confident no matter 

what happens. 

 

Best wishes for a prosperous 2012! 



Happy New Year!  Surveys are 
already off to a strong start in 2012 
with the Office & Clerical Survey! This 
comprehensive survey covers 60 non

-exempt positions in fields such as: 
Accounting, General Administrative, 
Computer Operations, Sales/
Marketing Support, Human Re-
sources, and Production support.  
The deadline has been extended until 
Friday, February 3. You still have 

time to get your questionnaires in... 
 
In these challenging economic times, 
weôre all being asked to do more with 
less and it can be difficult to find the 
time to do even the most essential 

functions of your job.  Despite the 
time crunch, I urge everyone to 
continue taking the time to fill out 
our surveys.  Even if your organiza-
tion is not planning on hiring anyone 
in the near future, it is important to 
have the most up-to-date salary and 

benefit information for several 
reasons: 
 

Having good market data is the best 
way to make sure that you are still 
paying enough to retain your best 
employees.   

 
The benefits that your company 
offers are also valuable retention 
tools.  If you offer something that 
most of the market doesnôt (e.g. a 
wellness program, or low employee 

premium contributions), then you 
can use  our survey data to help 
show the unique benefits of your 
workplace. 

The 2011 National Wage and 
Salary Survey is Now Available!  
This comprehensive survey contains 
wage and salary data from 29 asso-

ciations all around the country.  It 
includes 151 jobs in in the non-
exempt office and clerical, production 
associates, and management fields.  
Free copies will be sent to members 
who participated in all of our core 
surveys last year, and the survey is 

available for purchase for $150. 
 
Please contact the Survey Depart-
ment at 513-679-4120, toll free at 
888-237-9554, or e-mail Douglas C. 
Matthews at dmathews@hrxperts.org 

if you have any questions about our 
survey processes or need assistance 
with completing your survey ques-
tionnaires.   
 

Survey Update 
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Here are the current 
survey deadlines:  

The 2012 Office  
and Clerical  
Survey is extended  
to:  
Friday,  
February 3  
 

The 2012 National  
Executive  
Compensation  
Survey will be  
sent on:  
Friday,  
February 17  
 
Production &  
Maintenance  

Questionnaire will 
be mailed on:  
Monday,  
February 6  

And finally, perhaps most important 

of allé 
 
Not participating is expensive!   

Most of our salary surveys cost $250 
for non-participating members.  If 
youôre on a tight budget it can be 
hard to find the money when you 
have an urgent need for the data.  
Better to take a few minutes now to 
participate and get survey data for 

free. 
 
 

mailto:dmatthews@hrxperts.org


HR Assistance to the Rescue 
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New Affirmative Action Blog  

2011 was a very busy year for 
the OFCCP.  As weôve outlined in 
a separate article, they have a 

new scheduling letter that will 
require much more information 
to be submitted during an audit 
waiting for approval. They have 
proposed major changes to both 
the Veteran and Disabled 

Affirmative Action Plans that will 

add a quantitative piece. 
 
With so many changes occurring, 
we decided to start a blog so 
that we can keep you quickly 
updated on information about 

the OFCCP.  In addition, we will 
be posting information to help 
demystify AAPôs and help you 
keep in compliance. We plan to 
post information to the blog a 
few times a month or whenever 
any major occurrences are 

announced.  If you would like to 
follow the blog, please connect 
with us at http://

eraaffirmativeactionblog.org.   
 
If we can be of assistance to you 

in your Affirmative Action Plans, 
please contact either Lori Hall at 
lhall@hrxperts.org in Columbus 
or Carol Reubel at   
creubel@hrxperts.org or Carolyn 
Potter at cpotter@hrxperts.org 
or Jeff Lucas at  

jlucas@hrxperts.org in Cincin-
nati.  

Carol Reubel, SPHR 

Lori Hall, SPHR 

It is a New Year and time for everyone in 
your organization to focus their time and 
energies on engaging in activities to 
make it a success.  
 

As you and your management team in-
vest time in acquiring new customers, 
making products, servicing customers, 
and other key operations, you might be 
burdened with employment issues that 
keep you from focusing on these key ac-

tivities.  
 

ERAôs Human Resource On -Site Service  
can give your organization access to a 
high-performing HR function. This flexible 
solution makes an HR professional avail-
able to work on-site, and handle any HR-
related assignments; whether itôs on an 

hourly, daily, weekly, or monthly basis. 
Several local employers utilize ERAôs HR 
On-Site Service  for: 

¶ As-needed HR assistance 

¶ Projects when special expertise or 

required staff is needed 

¶ "Fill in" for an HR employee on a 

leave of absence 

¶ Interim help between HR managers 

¶ Additional help during "crunch" peri-

ods 
 

And, as the economy improves, you may 
need to hire additional people but may 
not have all the resources in place for a 

time-consuming hiring process. ERAôs HR 
Recruiting Service can assist you every 
step of the way (writing ads, reviewing 
resumes, phone screening, interviewing) 
to bring the very best candidates on 
board. 
 

Your company may not be quite big 

enough to hire a human resource profes-
sional but youôre big enough to need help 
from time to time.  ERA professionals can 
help! Contact Lori Hall in Columbus or 
Carol Reubel in Cincinnati and learn how 
ERAôs HR On-Site Service can help you 
focus on key activities that will make 

your organization successful now and in 
years to come.  
 

ñERA was key in helping us to bring in the per-
son who is the best fit for our firmôs culture 
and philosophy.ò 
 

Tim Montague, Hamilton County Management  

 

Jeff Lucas, PHR 

http://eraaffirmativeactionblog.org/
http://eraaffirmativeactionblog.org/
mailto:lhall@hrxperts.org
mailto:creubel@hrxperts.org
mailto:cpotter@hrxperts.org
mailto:jlucas@hrxperts.org


Activist NLRB Issues New Rule and 
Controversial Decision  
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On December 21, 2011 the National Labor Relations 

Board issued a new rule termed the ñambush electionò 

or ñquickie electionò rule.  The NLRB has greatly 

reduced the time an employer has to respond to an 

election petition.  Under the old rule, the earliest an 

election could be ordered was 25 days following the 

issuance of a Decision and Direction of Election.  This 

followed any pre-election hearings relating to employer 

challenges.  (Supervisory status is currently among the 

most litigated pre-election issues. The new rule 

appears to defer the issue until after the election so 

that employers may not know which employees are 

eligible to vote until after the election takes place.) 

 

The NLRB hearing officer will have authority to limit 

the pre-election hearing to matters relevant to 

ñquestion[s] concerning representation.ò  As the Board 

clarified in its commentary accompanying the final 

rule, while the ñregional director must determine that 

a proper petition has been filed in an appropriate unit 

in order to find that a question of representation 

exists, the regional director need not decide all 

individual eligibility and inclusion questionsé and the 

hearing officer need not permit introduction of 

evidence relevant only to disputes concerning the 

eligibility and inclusion of individualsò.  These issues, 

along with consolidating the appeals process for Board 

review of pre-election issues, will significantly shorten 

the time between the petition filing and election. 

 

On December 20, 2011, the U.S. Chamber of Com-

merce and the Coalition for a Democratic Workplace 

filed a complaint against the NLRB in the U.S. District 

Court for the District of Columbia. Absent a delay by 

the NLRB or District Court, the new rule will go into 

effect on April 30, 2012. Coincidently, April 30th is also 

the new effective date for the mandatory workplace 

posting of the Notice of Employee Rights under the 

National Labor Relations Act. Mike Enzi (R-WY), the 

ranking member on the Senate HELP Committee, has 

said he would seek to challenge the new rule under 

legislation allowing either the U.S. Senate or House of 

Representatives to introduce a joint resolution of 

disapproval to stop implementation of an agency 

regulation. 

 

Assuming the rule is effective April 30, 2012 employ-

ers ought to take steps now to prepare. Ensure your 

company has expressed to employees its position 

regarding union organizing, completed supervisor and 

manager training to ensure union organizing activities 

are recognized at the earliest stages and develop a 

plan to respond quickly to a petition for election with 

your labor counsel.  Employers should also be sensitive 

to employee issues and complaints that might open 

the door to union organizers either within or outside 

the company.   

 

The full text of the new rule is linked below. 

http://www.nlrb.gov/sites/default/files/

documents/3240/nfrmfinal_0.pdf 

 

Mandatory Arbitration Provisions in Employment  

 

Employers who require individual employees to sign 

arbitration agreements waiving their right to bring 

class or collective actions as a condition of employ-

ment should consider a recent decision of the NLRB.  

On January 3, 2012, the NLRB decided that mandatory 

arbitration agreements which preclude employees 

(both union and non-union) from joining together in a 

class-action lawsuit or class arbitration to pursue 

employment-related claims violate the National Labor 

Relations Act.  D. R. Horton, Inc. and Michael Cuda , 

Case 12ïCAï25764.  

 

The Board decision states that employers may still 

insist on arbitration on an individual basis but must 

leave open a judicial remedy for class and collective 

claims. The Board also recognized that a union 

representing employees in collective bargaining could 

waive individual unit employeesô rights to pursue 

statutory claims in court, as the Supreme Court held in 

14 Penn Plaza LLC v. Pyett , 556 U.S. 247 (2009), 

maintaining that collective bargaining itself is a form of 

statutorily protected activity. But these waivers, it 

said, were different from the unilaterally imposed 

employment policies before it in D.R. Horton .  

 

Private employers that have class or collective action 

waiver provisions in arbitration agreements or other 

employee agreements should consult with counsel 

regarding the NLRB decision to determine whether to 

modify such agreements in light of this decision. 

 

http://www.nlrb.gov/sites/default/files/documents/3240/nfrmfinal_0.pdf
http://www.nlrb.gov/sites/default/files/documents/3240/nfrmfinal_0.pdf
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Date:  

Tuesdays, 

February 21, 28, March 6, 13, 

20, 27, April 3, 10, 17, 24, & 

May 1, 2012 
 

Time:  

6:00 pm - 9:00 pm 
 

Location:  

ERA  Cincinnati Office  
 

Member Fee: 

$995.00 
 

*Non - member Fee: 

$1,395.00 

Includes 2012 SHRM Learning 

System 

Member Discount  

Register three or more people 

at least 14 business days prior 

to the program to qualify for a 

5% Group Discount. 

 

*Pre-payment is required for 

non-members. 

 

To register, e-mail 

training@hrxperts.org  

or call 513.679.4120 
 

 

CANCELLATION POLICY:  

Substitutions may be made at any time prior to the first class session. No-

shows or cancellations in writing within 2 full business days will be charged. 

This 11-week program is designed for 

one thing: To prepare you for 

passing the PHR or SPHR national 

certification examination .  Partici-

pants will receive the Society for 

Human Resource Management (SHRM) 

Learning System.  Participants will 

receive the most benefit by completing 

program and session pre-work by 

reading and taking the pre-test.  

Participants should then be prepared 

with questions for instructors.  

Instructors will lead sessions in a way 

that will reinforce SHRM Learning 

Systems information to increase 

chances of passing the national 

certification examination.  Session post

-tests will also be administered.  This 

program type has a pass rate of 82% 

for SPHR and 91% for PHR, well above 

the national averages of 50% and 

56%, respectively. 

 

The six modules include :  

Å Strategic Management 

Å Human Resource Development 

Å Total Rewards (Compensation and 

Benefits) 

Å Employee and Labor Relations 

Å Risk Management (Health, Safety 

and Security) 

 

 

 
Monique Kahkonen, SPHR 

PHR/SPHR  
Certification 
Preparation Program  

mailto:training@hrxperts.org


Session 1:  

DiSC Dimensions of Behavior  

Learn about the tendencies of your 

natural behavior style, how it might 

ñrubò other styles the wrong way and 

w hat to do about it if it does. 

Session 2: Personal Assertive-

ness  

This session is designed to help 

participants to recognize the 

differences between passive, 

aggressive and assertive behaviors 

and how to maintain healthy, 

productive, assertive communication. 

Session 3: The Art of Conflict 

Resolution  

Organizations depends on managers, 

supervisors and employees to openly 

discuss concerns and arrive at a joint 

resolution before a situation gets out 

of control. 

Session 4:  Dealing with Difficult 

People  

This session is designed to help 

anyone at any level deal with 

ñdifficultò people in their workplace. 

Participants will learn how to level 

the playing field in dealing with 

difficult people by adopting coping 

mechanisms. 

About your instructoré 

Jessica Coleman, Associate 

Instructor, leads this informative and 

valuable program.  

Jessica holds a B.A from Asbury 

College, and a M.A. in Training and 

Organizational Development from Ball 

State University. She also serves as 

adjunct faculty at Columbus State 

Community College in the Depart-

ment of Communications, and is a 

member of HRACO and Columbus 

Young Professionals. 

Interpersonal Skills     
Development Series 
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Date:  

Tuesdays,  

February 14, 21, 28 & 

March 6, 2012 
 

Time :  

8:30 am - 11:30 am 
 

Location:  

ERA  Columbus Office  
 

PHR/SPHR/GPHR  

Recertification Credits: 12  
 

CEUs: 1.2 
 

CPEs: 12 personal 

development 
 

Member Fee: $330.00 
 

*Non - member Fee: $460.00 
 

Member Discount  

Register three or more people 

at least 14 business days prior 

to the program to qualify for a 

5% Group Discount 

 

*Pre-payment is required for 

non-members.  
 

To register, e-mail 

training@hrxperts.org 

or call 614.538.9410 
 

 

CANCELLATION POLICY:  

Substitutions may be made at any time prior to the first class session. No-

shows or cancellations in writing within 2 full business days will be charged. 

Jessica Coleman 

mailto:training@hrxperts.org


Evaluating Performance  
Organizations that use carve-outs 
have discovered that they can be 
used with any performance manage-
ment program and with any type of 
goal setting, rating scale, and 
performance feedback method. Carve

-outs tend to reduce the gaming of 
performance ratings that can occur 
when managers try to get a desired 
level of compensation for their 
employees. For example, organiza-

tions have found that managers who 

know that a specific percentage of the 
pay increase budget is set aside for 
high performers will be less likely to 
inflate the ratings to try to get more 
for their staff as a whole. However, 
categorizing an employee as a high 
performer in this system requires 

extensive, documented evidence of 
high performance. Although carve-
outs can be used with any type of 
performance rating scale, organiza-
tions that use micro differencesð
ratings with fractional numbers (for 
example, 3.6, 3.7 and 3.8)ðsay the 

program becomes difficult to adminis-
ter, with differences so slight that 
they imply a false precision without 
providing meaningful differentiation. I 
recommend using whole number 
ratings before applying the carve-out 

concept and determining increases or 
variable payouts. 
 
Delivering Differentiated Rewards  
Some organizations create work-
sheets for managers to make 
recommendations about base pay 

increases and bonuses. Others collect 
the performance ratings and calculate 
centrally what the appropriate 

rewards should be. If the worksheet 
approach is used, there is usually a 
guideline matrix that accompanies the 
worksheet or is imbedded into it to 

help managers differentiate pay but 
stay within the overall budget. One 
perceived criticism of carve-outs is 
that, as the number of high perform-
ers increases, each one receives less 
money. This is, however, true with or 

without carve-outs. We have seen 
organizations where as many as 50 
percent of the employees are rated as  
 
 
 

high performers, and unless there is 
an unlimited pay increase or variable 
pay/bonus budget, a high number of 
high performers will drive down the 
amount each one can get. The 
exception is in commission-based 
plans that are tied directly to reve-

nue, such as those for sales people. 
For most other types of employees, 
there usually is a limited budget or at 
least a cap on the amount that can be 
spent, even in the best year. In 

organizations where 30 to 40 percent 

of employees are rated high perform-
ers, there seems to be even more 
people who can meet the standard. 
The solution is to decide in advance 
how much an organization wants to 
pay for performance and what the 
definition of high performance is. This 

shared standard and definition will be 
critical at the moment of truth, when 
a manager gives an employee his or 
her performance rating and reward. 
Unfortunately, this part of the process 
is not easy for most managers, who 
tend to say things like ñif it were up to 

me, I would give you more.ò By 
helping employees set more realistic 
expectations, the carve-out approach 
can help managers be more comfort-
able communicating accurate 
messages. The message for the 

majority of employees will be ñyour 
performance was good, and you are 
getting the target rewards.ò For the 
smaller group of high performers, the 
message will be ñyour performance 
was outstanding, and your rewards 
are above target.ò Carve-outs can 

help managers deliver both of these 
messages with confidence.  
 
Should you need assistance in 
reviewing your existing compensation 
and performance management 
programs or need ERA to create a 
program that meets your organiza-

tionôs unique needs, please contact 
Terry Henley, Director of Compensa-
tion Services for ERA at 
thenley@hrxperts.org or 513-679-
4120. 

Compensation Corner 
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Regarding 

High  

Performers  

mailto:thenley@hrxperts.org


New Members 
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These companies  

have recently  

joined ERA:  

 

Thank You!  

 
Berns Greenhouse & Garden Center, Inc . is located in Middletown, 
Ohio.  Mr. Mike Berns is the Owner. 
 

Crane Consumables is located in Middletown, Ohio.  Mr. Robert Crane is 
the Chief Executive Office. 
 
CR Architecture & Design is located in Cincinnati, Ohio.  Mr. David S.  
Arends is the CEO. 
 
E- Technologies Group  is located in West Chester, Ohio.  Mr. Stuart   

Herman is the HR Director. 
 

Enrollment Management Services is located in Cincinnati, Ohio.  Mr. 
Ralph Blackwelder is the President.  
 
Environmental Enterprises, Inc . is located in Cincinnati, Ohio.  Mr. 

Daniel McCabe is the President. 
 
Evans Landscaping is located in Cincinnati, Ohio.  Mr. Doug Evans is the 
President. 
 
Great Midwest Tube, Inc . is located in Cincinnati, Ohio.  Ms. Karen  
Hammerling is the HR Manager. 

 
Housing Authority of Covington Kentucky is located in Covington, 
Kentucky.  Mr. Aaron Wolfe-Bertling is the Executive Director. 
 
Kitzmiller Skin Care Center is located in Cincinnati, Ohio. Ms. Anne M. 

McKee is the President. 
 

Lane Public Library is located in Hamilton, Ohio.  Mr. Joe Greenward is 
the Director. 
 
Model Graphics is located in West Chester, Ohio.  Mr. Steve Fleissner is 
the President. 
 

OACHC  is located in Columbus, Ohio.  Mr. Randy Runyon is the President 
and CEO. 
 
ODW Logistics is located in Columbus, Ohio.  Ms. Robin L. Lynch is the 
Vice President of Human Resource. 
 
Omega Processing Solutions is located in Fort Thomas, Kentucky.  Mr. 

Scott Anderson is the CEO. 

 
SwitchBox, Inc . is located in Columbus, Ohio.  Mr. Joel Stephens is the 
President. 
 
The Motz Group, Inc . is located in Cincinnati, Ohio.  Ms. Sherie Swanson 
is the HR Manager. 

 
Turner ðFacilities Management Solutions, LLC is located in Cincinnati, 
Ohio.  Mr. Scott A. Jones is the Manager of Human Resources. 
 
The Coffing Corporation is located in Fairborn, Ohio.  Mr. Chris Coffing is 
the President and CEO. 

 
 
 

 

 

 

 

 



The Motz Group, Inc . 

 
 
 

 
 
 

For more than 33 years, The Motz Group 
has been delivering innovative solutions 
and quality, professional design and con-
struction services to the sports field in-

dustry. The Motz Group offer turnkey 
installation of both high performance 
natural grass and synthetic turf systems. 
The Motz Group have worked around the 
globe, in the glare of sports' greatest 
international stages to local fields whose 
athletes live and die under Friday night 

lights - always with the same commit-
ment to excellence and 100% customer 
satisfaction.  
 
 

Turner ðFacilities Manage-

ment Solutions, LLC  

 

 
 
 

Turner Facilities Management provides a 
full range of facility support services re-
lated to the strategic management, de-
velopment and maintenance of their Cus-
tomers' estates. This includes; Estate 
Solutions, Professional Services, Property 

Maintenance and Facilities Services for 
Customers, within the Defense, Health, 
Government, Commercial and Retail sec-

tors.  
 
 

Omega Processing Solu-

tions  

 
OMEGA processes all forms of electronic  
payment transactions faster, more effi-

ciently and less expensively than its  

 
competitors. OMEGA provides its premier  
services to retailers, restaurants, and 
service establishments nationwide at 

very affordable prices. 
 
 

Great Midwest Tube, Inc.  

Great Midwest Tube is an American 
owned and operated company that 

manufactures a variety of RYO quality 
filter tubes in Cincinnati, Ohio. They 
manufacture their tubes with only the 
highest quality cigarette paper and pre-
mium filter element. Great Midwest Tube 
also offers other tobacco products and is 
a distributor of additional imported prod-

uct.  
 
 

OACHC  

OACHC represents Ohioôs 37 Community 
Health Centers at over 160 locations, 
including 3 mobile units in 46 of Ohioôs 
88 counties. Community Health Centers 
are the largest health care system in the 

nation, and are considered the best pro-
gram within the US Department of 
Health and Human Services. 

Member Highlights  
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Welcome, new 

members to ERA!  

 



Banning the Use of Electronics While 
Driving Company Vehicles  
 
Although the state in which your com-
pany operates may have laws banning 

the use of cell phones and other elec-
tronic devices while driving, employers 
cannot assume their employees will 
abide by those laws when driving com-
pany vehicles.   
 

Some employers are adopting and com-
municating their own policies regarding 
the use of electronic devices while driv-
ing company vehicles to keep employees 
safe and to protect their bottom line.  
Employees should be educated on these 
policies and the policies should be en-

forced consistently. 
 
Safety-conscious employers have a 
vested interest in the protection of their 
employees from any kind of distraction 

that may cause serious injury or death.  
In addition, such accidents can expose 
the company to lawsuits, higher medical 
claims, and lost work time. 

 
When creating a policy, it is recommended 
to use the term ñelectronic devicesò rather 
than simply referring to ñcell phones.ò  It is 
also recommended to put a complete ban 
on texting.  Remember, such a policy 
needs to be about safety first.  The safety 
of your employees and others who may be 
on the road with them is the primary goal. 
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Safety Spotlight 

Training Before and After   
 
 
 

Doing more with less is the reality in business 
today. That means we need a well trained work-
force. Far too many companies sole focus is on 
making sure that the training merely took place. 
Of course ensuring that employees get the neces-
sary training to be successful in their job is a 
good thing. Unfortunately, not enough attention 

is given to critical factors before  and after  train-
ing that insures a return on the training invest-
ment. 

 
Before  training is offered, it is important to rec-
ognize that not every problem that you uncover 

is a training problem. If you try to correct a prob-
lem that is not a training problem, you are guar-
anteeing failure. Training is not a panacea and 
has very definite limits. 

Ralph Neal, SPHR 
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Columbus Training  

Excellence in Leadership I will 

take place Thursdays February 2, 

9, 16, 23, March 1 & 8, 

8:15 am - 12:15 pm  

The Art of Letting Go  will take 

place on Tuesday, February 7, 

8:30 am - 12:30 pm 

Interpersonal Skills  

 Development Series  will take 

place on Tuesdays, February 14, 

21, 28 & March 6,  

8:30 am - 11:30 am 

PHR/SPHR Certification 

Preparation Program will take 

place on Thursdays, February 23, 

March 1, 8, 15, 22, 29, April 5, 

12, 19, 26 & May 3,  

6:00 pm-9:00 pm 

Cincinnati Training  

The Role Of The HR Assistant -   

will take place on Tuesdays, Feb-

ruary 7 & 14, 9:00 am - 12:00 

pm 

Excellence in Leadership I  will 

take place on Tuesdays, February 

7, 14, 21, 28, March 6 & 13, 

8:15 am - 12:15 pm 

Communication Skills for 

Teamwork  will take place on 

Wednesday, February 8, 

8:30 am - 3:00 pm 

OSHA 10 - Hour General  

Industry Outreach Training  

will take place on Thursdays, 

February 9 & 16, 

9:00 am - 3:00 pm 

Discipline & Discharge for 

Manager and Supervisors  will 

take place on Thursday, 

February 16,  

8:15 am - 12:15 pm 

PHR/SPHR Certification 

Preparation Program  will take 

place on Tuesdays, February 21, 

28, March 6, 13, 20, 27, April 3, 

10, 17, 24 & May 1, 

6:00 pm - 9:00 pm 

Avoiding Liability Landmines  

will take place on Thursday, 

February 23, 

8:30 am - 4:00 pm 

To register for classes,  

e- mail training@hrxperts.org  

or call 888.237.9554.  

 

ERA Special Events 

Legal Breakfast Briefing 
Cincinnati 

Sixteen of the Worldõs Top 
Sales Experts are Meeting   

 

Dave Stein will be moderating  

panel discussions: 

 

When: February 8, 2012 

 February 22, 2012 

 

Time: 12:00 pm 

 

Registration is Free.  For more in-

formation please go to http://

www2.chally.com  

 

 

ñAn Update on Retaliation:  

Managing the Fastest Growing 
Employment Claims ò 

 

David A. Skidmore 

Frost Brown Todd LLC 

 

Tuesday, February 21  

8:30 am ð9:30 am  

ERA Cincinnati Office  

Member Fee: $25.00  

Non - Member Fee: $35.00  

To Register... 

Legal Breakfast Briefing 
Columbus 

ñDefending Your Companyôs 

Interests in Unemployment 
Compensation Claims:  Strate-

gies To Successfully Present 
your Positionò 

 

Jeffrey N. Lindemann 

Frost Brown Todd LLC 

 

Wednesday, February 22  

8:30 am ð9:30 am  

ERA Columbus Office  

Member - Fee: $25.00  

Non - Member Fee: $35.00  

To Register... 

2012 Employment Law Up-
date and Review 
 

Please join ERA for our annual Em-

ployment Law Update and Review. 

With the flurry of activity in the courts 

and out of Washington D.C., there are 

many updates to bring you this year. 
 

Some of the topics to be covered this 

year are, ñ2011 at the NLRB: A Cor-

nucopia of Disappointment for Em-

ployersò, ñWages, Hours, and OT: An 

Explosion of Lawsuits and How to 

Avoid Themò, ñResponding to and 

Avoiding Retaliation Claimsò, ñFMLA: 

The Thrill of Victory and the Agony of 

Defeat. Each speaker is from a top 

law firm and a 2012 Ohio Super Law-

yer. 
 

In Cincinnati on March 7, 2012 
 

In Columbus on March 13, 2012 
 

To Register... 

mailto:training@hrxperts.org
http://www2.chally.com
http://www2.chally.com
mailto:www.hrxperts.org
mailto:www.hrxperts.org
mailto:www.hrxperts.org


PAGE 13  January 2012 ©ERA 

 

ERA Staff  
Members  

 

JIM CARTER 

DAN CHANEY 

BARBARA ENGLAND 

JENNIFER GRAFT 

PATTI GROGAN 

LORI HALL 

BRANDI HELTON 

TERRY HENLEY 

MONIQUE KAHKONEN 

PETER LANDESMAN 

JEFF LUCAS 

JANIECE MASON 

DOUGLAS C. MATTHEWS 

RALPH NEAL 

MIRANDA NEIKE 

CAROLYN POTTER 

CAROL REUBEL 

APRIL RISEN 

JERRY YINGLING 

MONICA ZOERNER 

Companies Embracing  
Social Media for  
Employee  
Communication  
More companies today are learning how 

to use social media tools to effectively 

communicate with their employees and 

keep them informed.  In fact, two-thirds 

of companies recently surveyed by Tow-

ers Watson plan to increase their use of 

these tools over the next year.   

 

As todayôs employees become more 

global and diverse, and as Generation Y 

makes up a higher percentage of the 

workforce, communications profession-

als must recognize and take advantage 

of the media channels that appeal to 

this highly-technical, constantly-

connected group of future leaders.  

Moreover, the report reveals that 64 

percent of the 604 companies surveyed 

are more knowledgeable about social 

media tools than they were last year, 

and 69 percent plan to increase their 

knowledge and use over the next year. 

Companies who embrace the use of so-

cial media as an effective communica-

tion tool will create opportunities for 

dialogue with their employees,  whereas 

companies who are reluctant to use so-

cial media may limit their ability to at-

tract, retain, and motivate a key group 

of employees. 

 

Other findings from the survey include: 

56 percent of companies with highly 

effective communications measure and 

evaluate their methods of communica-

tion on a regular basis. 

More than one third of highly effective 

companies promote the employee value 

proposition, letting employees know 

what the company expects of them and 

what they can expect from the com-

pany. 

 

Companies with effective communica-

tion and change management are 2.5 

times more likely to outperform their 

peers. 

 

More than two-thirds of companies sur-

veyed report managers are taking on 

the responsibility of communication with 

employees, but only 28 percent are 

evaluating managers on their communi-

cation effectiveness.  

 

Todayôs employees are linked together 

using advanced technology where new 

information is transmitted to large 

groups, almost instantaneously, numer-

ous times in a single day.  Employers 

who wish to communicate effectively 

with their employees should consider 

increasing their use of social media to 

its fullest advantage.  Employees will 

feel more connected to their managers 

and to their company, resulting in 

greater employee retention.  For more 

information on this survey, click 

www.towerswatson.com 

 

mailto:jcarter@hrxperts.org
mailto:dchaney@hrxperts.org
mailto:bengland@hrxperts.org
mailto:jgraft@hrxperts.org
mailto:pattig@hrxperts.org
mailto:lhall@hrxperts.org
mailto:bhelton@hrxperts.org
mailto:thenley@hrxperts.org
mailto:mkahkohen@hrxperts.org
mailto:plandesman@hrxperts.org
mailto:jlucas@hrxperts.org
mailto:dchristian@hrxperts.org
mailto:rneal@hrxperts.org
mailto:mneike@hrxperts.org
mailto:cpotter@hrxperts.org
mailto:creubel@hrxperts.org
mailto:arisen@hrxperts.org
mailto:jyingling@hrxperts.org
mailto:mzoerner@hrxperts.org
http://www.towerswatson.com


Do you need more information about a service or program offered by ERA?  

Would you like to talk to one of our experts in a particular speciality?  

Hereôs a list of some of our most popular services, and the main contact person for each of them. 

In Cincinnati, please call: 513.679.4120 | In Columbus, please call: 614.538.9410  

      Cincinnati     Columbus  

Hotlineéééééééééééééé. Dan Chaney    Lori Hall / Barb England  

   Administration and Postersééé.. April Risen    April Risen 

   Compensation  Servicesééééé.. Terry Henley    Terry Henley 

   Affirmative Action Plansééééé. Carol Reubel    Lori Hall 

   Employee Engagement Surveysé.           Carol Reubel Lori Hall 

   Customer Satisfaction Surveysé.            Carol Reubel Carol Reubel 

   HR On -Site Services/360ôs ééé.  Carol Reubel    Lori Hall 

   Training & Developmentééééé  Ralph Neal     Ralph Neal 

   Assessmentsééééééééééé  Brandi Helton    Brandi Helton 

   Compliance Issueséééééééé  Dan Chaney/Carolyn Potter  Dan Chaney/Carolyn Potter 

   Reference Centeréééééééé... Dan Chaney    Lori Hall 

   Roundtablesééééééééééé.. Dan Chaney    Lori Hall / Barb England 

   Salary and Benefits Surveysééé. Douglas C. Matthews   Douglas C. Matthews 

   Custom Surveyséééééééé..é Douglas C. Matthews   Douglas C. Matthews 

   Membership éééééé...éééé. Jim Carter    Monica Zoerner 

      Peter Landesman   Peter Landesman 
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Employers Resource Association  

Cincinnati: 1200 Edison Drive 

Cincinnati, OH 45216-2276 

Phone: 513.679.4120 | Fax: 513.679.4139 

 

Columbus: 300 East Broad Street, Suite 550 

Columbus, OH 43215-3774 

Phone: 614.538.9410 | Fax: 614.538.9420 

 

Toll free: 888.237.9554 

www.hrxperts.org  

Register For Training Today! See Page 12 For Upcoming Classes.  

mailto:www.hrxperts.org

