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Through weekly activities, students developed their objectives and created a company to fit the desired outcome; a property
management firm with architectural, tenant relations, maintenance and landscape design departments.

As of September 2008 the ACHS task force students met to develop the strategic elements of their donation drive campaign
for the fall and spring seasons. They are targeting the business community for support of the project in addition to the ACHS
community of parents.

With a donation fund balance of more than $3,500, they are seeking additional contributions to the project in the form of cash

and services. Their targeted goal is to have full funding in place by the end of the first quarter, 2009 and begin construction in
April 2009.

The public relations team is creating their plans for the public dedication and opening ceremony scheduled for June 2009.

As the students stated to the community during a televised town council meeting last May, “seeing this vision become a reality will
be our demonstration of pride and commitment to improving the quality of our learning environment so it may be enjoyed by
others for years to come.”

What continues to motivate those guiding the students throughout the program?

First it must be understood, in addition to the pressures that face all young adults, trying to find their way through the mirage of
high school life, typically, students are faced with what one might classify as “difficult circumstances beyond their control” in their

personal lives.

Mix that ingredient with a low school budget unable to address the long list of goals created by this task force to remedy, and the
result is bouncing from one dysfunctional environment to another.

To witness the continued transformation of each student is remarkable. Seeing them gain confidence, hold a conversation with

pride, make direct eye contact with a smile when talking with an adult (where previously this would not have occurred) is a
motivator beyond any other.
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Initiative Title: TeamWorks Strategic Alliance State: NM

Chapter Name: Human Resource Management Association of ~ Region: Southwest Central Region
New Mexico (HRMA of New Mexico)

Area of Impact: Workforce Readiness
Chapter President: Kim Baird

Implemented in 2008: Yes
Web Address: www.hrmanm.org

Completed in 2008: No
Chapter Number: 0066

Purpose: Through the strength of its membership, HRMA of New Mexico has a well established and large community presence
in the greater Albuquerque area and the state. One of HRMA’s goals is to leverage this strength through community involvement
and outreach.

Beginning in March 2008 HRMA of New Mexico formed a strategic alliance with TeamWorks, a 60-month federally-funded
program administered through the HSD /ISD and the New Mexico Council on the Status of Women.

Implementation: TeamWorks objective is to assist women who are heads of single-parent households and recipients of Temporary
Aid to Needy Families (TANF) to obtain the tools necessary to overcome barriers that have affected entering and /or returning to
the workforce.

Leadership Albuquerque introduced TeamWorks to the HRMA board of directors in January 2008. Leadership Albuquerque
brings together leaders from across the community to participate in projects that result in shared visions for the greater
Albuquerque community.

The HRMA board of directors saw the opportunity to establish a relationship with TeamWorks where HRMA members’ skills,
talents and experience could make a difference in the economic health and quality of life in our community. HRMA, through its
membership, planned to assist TeamWorks in skills training and other employment-based activities to improve workforce readiness.

HRMA President-Elect Patty Longdon became the designated champion for this project and met with TeamWorks’ director,
employment liaison and instructors in March 2008 to determine HRMA'’s role in the strategic alliance. HRMA recommended
that it could contribute in ways such as conducting mock interviews, presenting classes on interviewing skills and resume writing,
coordinating job fairs with local employers, and providing job internships.

HRMA presented these recommendations its members who approved the strategic alliance and agreed to participate as regular
volunteers on all of the recommended initiatives.

TeamWorks’ program consists of seven weeks of classroom training and two weeks of employment internship and /or community
service. The program graduates eight to ten women monthly. HRMA members conduct classes on interviewing skills and resume
writing using curriculum developed by professional HR practitioners with HRMA. Additionally, during the last week of training,
HRMA volunteers conduct mock interviews with graduating participants. Through practice and immediate feedback, TeamWork
participants gain experience and confidence as they prepare for real job interviews.

In May 2008, HRMA volunteers began teaching and interviewing on a regular basis at TeamWorks. Through September, HRMA
has conducted seven sessions of mock interviews and trained 15 classes on resume writing or interviewing skills. The project is
ongoing and HRMA volunteers participate each month in TeamWork classroom activities, preparing participants for entry into
today’s workplace.
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HRMA measures success based on the positive feedback from students and instructors. Additionally, through connections with
HRMA members, several TeamWorks students have been hired into permanent full-time positions in the community.

Outcome: The TeamWorks Strategic Alliance is an ongoing project and HRMA expects to expand the partnership in 2009 with
more activities such as internship and semi-annual job fairs with local employers. We know that there are many opportunities for us
to expand and grow this project and look forward to the possibilities.

It is our vision that we can significantly improve the lives of many women and their families with our TeamWorks Strategic Alliance
in the Greater Albuquerque area.
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Initiative Title: FCHRA Joins Forces with the San Juan State: NM
County Methamphetamine Pilot Project

Region: Southwest Central Region
Chapter Name: Four Corners Human Resources Association

(FCHRA) Area of Impact: Workforce Readiness
Chapter President: Amanda Utley Implemented in 2008: Yes
Web Address: www.fchra-nm.org Completed in 2008: No

Chapter Number: 0523

Purpose: Our goal was to identify a need within the community in which we could make a positive effect and would bring lasting
results. We found that to be the countywide problem with methamphetamine use and addiction and how it affects the user, their
family and of course, their employment. We learned about the San Juan County Methamphetamine Pilot Project. The program
was started in November 2006 and initially began as a voluntary treatment program for women involved with CYFD (Children,
Youth and Families Department). It is now a jail-based treatment program with a 96 percent completion rate.

Implementation: The women in the program are primarily mandated for treatment through district courts and many face prison
time if they do not complete the program. It is an intensive, two-month program that utilizes the Community Reinforcement
Approach. This approach, a best practices model, helps individuals explore many areas of their lives including relationships,
employment, education, spirituality and physical and mental health. They build on their strengths and address areas of weakness.
Families are an integral part of treatment and attend weekly sessions. Outside agencies provide support in public health, domestic
violence education, parenting classes, dental services and medical aftercare.

We quickly spread the news about this exciting initiative to our members during meetings and through email blasts and offered
the opportunity to volunteer to this worthy cause. We began by meeting with the women who were beginning their two-

month treatment at the treatment facility. There were eight women with diverse backgrounds, ranging in age from 18 to 51.
Board members met with the women to discuss the outline and timeframe of the workshops we would provide. This gave us

the opportunity to hear the women’s occupational histories and career goals. With the support of our members and board,

we partnered with New Mexico Workforce Connection (NMWC) to provide the life curriculum program, a work-readiness
workshop designed to assist job candidates with career exploration; labor market information; help in developing cover letters and
resumes and job applications; interviewing tips; work ethics training; relationship building, conflict resolution; and a safe working
environment. The curriculum was divided into three 2.5 hour sessions provided at the treatment center. We also conducted mock
interviews and critiqued their interview skills. This was a turning point for most of the women and they have repeatedly referred
back to their participation in that exercise as a time when they truly saw what their future could look like. After graduation, the
women will be extremely busy with aftercare requirements and we will continue to provide guidance through our partnership with
NMWC to the women that need further assistance to prepare for and find employment. Results will be tracked by the treatment
facility and given to FCHRA.

Outcome: The effect of our initiative has been extremely touching. As quoted by a counselor at the facility, « ... this fills the last
piece of the holistic treatment puzzle!” In a letter from the treatment facilities clinical director, she said that “(w)e are pleased to
be part of this collaboration and FCHRA’s interest and investment in our treatment program are invaluable. You have helped not
only our clients, but their families and our community as a whole.”

We believe that our initiative has been and will continue to be successful and well received by the women and staff at the facility.
September 2008 marked the two-year anniversary of the program and on September 25, 2008, eight women successfully
graduated from the program. FCHRA was there to celebrate with them and their families in their success and to encourage their
aftercare.
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Our group will continue this ongoing partnership. Our future goal will be to add more volunteers from our chapter. The facility
has treated 102 clients and 82 have completed their treatment. The facility currently only serves female clients due to space;
however, in the fall 2008, they will break ground for a new facility that will include men. Once completed, they will be able to
treat a maximum of 13 males and 13 females at one time. This will require even more involvement from our chapter. During this

first phase of our initiative, we had 10 or more members give their time in different areas. We are greatly appreciative to all of
them!
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State: NY

Region: Northeast Region

Area of Impact: Workforce Readiness
Implemented in 2008: Yes

Completed in 2008: No

Purpose: The workforce readiness committee of CRHRA assumed a leadership role in securing a $200,000 grant from the New
York State Department of Labor to establish an internship program in the greater capital region.

It is imperative to broaden student awareness of emerging careers and help them understand how their studies relate to future
opportunities. Equally critical is imparting a good work ethic to ensure their success. Internship programs are intended to provide
just this type of experiential learning and awareness and to provide businesses with a potential pipeline of future talent.

Implementation: This initiative was implemented effective August 1, 2008. It is a one-year program and the grant year ends on

July 31, 2009.

The workforce readiness committee played a major role in leading, facilitating and coordinating the grant application process
that included an impressive list of community partners: regional workforce investment boards; the Center for Economic Growth;
the Center for Innovation in Career Development; the Innovator’s Program Network Association; the Center for Governmental

Research; and Columbia-Greene Community College.

These organizations came together in the spirit of collaboration to develop a comprehensive grant application to establish this
program. They contributed thoughts and ideas, expertise, resources, time and people to the successful grant application. It was an
outstanding display of collaboration and teamwork on behalf of the education and business community.

Qualified staff members and consultants have been hired to fully implement the program. Over the next year they will work to
create at least 50 paid internships with local employers in the emerging technology fields and with businesses that support these
employers. They will then actively recruit high school and college students who have the interest, skills and abilities to serve in
these internships. Businesses and students will connect through a website designed specifically for this program; businesses will post
internship opportunities on the website and students will review and apply for those opportunities by uploading their resumes.

The long-term vision for this program is to develop a virtual regional internship center that integrates assessment and career
exploration tools such as the New York State Department of Labor’s Career Zone, as well as TechValleyCareers.org. The intent
is that this site will provide students with opportunities for self-assessment, career exploration, and then experiential learning to

confirm their interests and gain valuable skills.

Meetings with representatives from partnership organizations are ongoing to develop a business plan for realizing this long-term
vision. Plans are also being made to potentially roll this out as a model for every region in the state.

Organization representatives initially involved with the grant application process will function as an advisory board to guide the
decisions and actions of the paid staff and consultants, and help ensure that program goals are successfully met. The program will
be formally evaluated next summer by an external evaluation consultant to assess the level of goal achievement.
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Outcome: As previously mentioned, this program is scheduled to end on July 31, 2009. Pending availability of additional funding
and measures of program success, the program could continue for another two years.

The application for grant funds to establish the internship program was completed and deemed very effective. We were awarded
the maximum amount of $200,000 to establish a regional internship program in the greater capital region.

On Wednesday, May 7, 2008 a press conference was held at Career Central in Albany, New York to announce the $200,000
grant award. Speakers at the press conference included Jim Amanatides, former president of the Capital Region Human

Resource Association, Dan Gentile, executive director of the Capital Region Workforce Investment Board, New York State Labor
Commissioner M. Patricia Smith, Albany Mayor Gerald Jennings, and Albany County Executive Michael Breslin. A wide range of
print and television media were there for the event.

Each of these dignitaries commended the program, the immense benefits of internships, and the value the program will bring

to the education and business community. Gentile formally recognized the workforce readiness committee of CRHRA for its
leadership and persistence regarding the grant application process and for its promotion and advancement of internships as a viable
way of connecting education and business.

The program is about two months old. Staff and consultants have been hired to implement the program and they have been
extremely busy laying the foundation through the development of required forms, agreements, handouts, systems, and a website as
the connection point for businesses and students.

The overall effectiveness of the internship program is pending a full and complete evaluation at program’s end. It is anticipated
that this program will help strengthen the vital connection between education and business and will contribute to addressing the
brain drain issue in the greater capital region.

By strengthening the connection between education and business, this program will help businesses grow through the
development of local talent. It will also help advance the human resource profession in the Greater Capital Region through
increased connections with the education community. It will ultimately have a positive effect on the economic vitality of the
region.
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Initiative Title: Human Resource Assistant Certificate Program State: NY

Chapter Name: Buffalo Niagara Human Resource Association Region: Northeast Region
(BNHRA)
Area of Impact: Workforce Readiness
Chapter President: Colin Adams, PHR, GPHR
Implemented in 2008: Yes
Web Address: www.bnhra.org
Completed in 2008: Yes
Chapter Number: 0232

Purpose: The purpose of the initiative was to:

*  Fill a training and skill gap for entry-level and administrative human resource positions in the western New York (WNY)
area.

*  Provide training of HR fundamentals.

*  Offer a training opportunity that includes practical, hands on, internship experience.

*  Identify employment opportunities with BNHRA chapter member and other organizations at the end of training.

*  Support diversity efforts through strategic partnerships with targeted organizations.

*  Develop a sustained, break-even program through solid relationships with WNY curriculum developers and deliverers.

*  Establish a comprehensive program where the BNHRA serves as the coordinator with minimal to no financial and
administrative effect to chapter operations.

Implementation: Before implementing the program, we researched what was in existence in western New York to ensure we were
not duplicating efforts.

Our timeline for the project was:

September 2007: Discuss and gain consensus during the board meeting.

October 2007: Establish a project team with the key stakeholders.

November 2007: Develop a project plan and budget that includes ongoing cost expectations with partner organizations.
Second quarter 2008: Launch project.

We conducted several meetings with the Buffalo and Erie County Workforce Development Consortium; the Department of Labor;
Buffalo Public Schools Adult Education; Erie County Community College; and University at Buffalo/Millard Fillmore College to
explore options and possibilities for the program.

Our conversations resulted in a formal partnership with the University at Buffalo/Millard Fillmore College. Based on research, the
BNHRA workforce readiness committee created the outline of the program with eleven modules and specific objectives for each module:
A comprehensive overview of human resource management.
Recruitment and selection.
Employee relations.
Performance management.
Training and development.
Employment law.
Compensation management.
Benefits administration.
Recordkeeping.
) Workplace safety.
) Your future and human resources.
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Program logistics:

Day and time: Wednesdays 6 to 9:30 p.m.

Class starts: June 4, 2008.

Class ends: August 13, 2008 (11 sessions).

Location: UB south campus.

Graduation dinner: September 17—BNHRA September Dinner meeting.
Cost: $550.

The University at Buffalo provided the instructor and we teamed to create a communications strategy. We advertised the program
to BNHRA members through our website and email blasts, workforce development centers, local newspapers, non-profit
organizations and local professional organizations.

The definition of success for this program was identified by the placement rate of program participants in an HR role in WNY
either as a promotion or as a new hire. A key indicator of success is also the amount of learning taking place during the course.
Pre- and post-assessments were used to measure the degree of learning taking place during each module.

It will also be identified as the chapter’s engagement in the WNY community.

Outcome: The first course of the initiative was completed in August 2008. We will continue to offer the program in the
community based on the feedback we received from course participants. Key statistics from the program:
*  Thirteen participants registered and completed the summer course.
*  Two participants were actively engaged in a job search.
*  Five participants were in an entry-level HR positions without formal education in HR and needed to enhance their
knowledge.
*  Six participants were not in an HR role but were responsible for HR in their positions. These individuals had no
education, training or experience in HR.
Results
*  One of the two participants has gained employment in the HR field after completion of the course.
*  Two participants received an HR internship as a result of the program.

The following were learning results of each class, determined by pre- and post-tests.

Overview human resources 80 percent
Recruitment and selection 46 percent
Employee relations 19 percent
Performance management 47 percent
Training and development 62 percent
Employment law 82 percent
Compensation management 78 percent
Record keeping 23 percent
Benefits administration 74 percent
Workplace safety 85 percent
Labor relations 90 percent
Your career in human resources 75 percent

We were able to help course participants connect with the HR community by offering internship and networking opportunities.
Chapter representatives also attended various meeting to talk about membership in SHRM and BNHRA. Students were given a
BNHRA membership during their enrollment in the course and we did add five new members as a result of the course.

We did encounter barriers around the cost and length of the program. Many individuals were not able to commit three hours a
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week for 11 weeks. To better meet the needs of the participants, we are hoping to offer the course online in the spring. This will
allow individuals to take the course at their convenience. We will still offer opportunities to network with our members and get

involved with internships and mentoring. For the cost barriers, we are identitying possible sponsors for the program to offset the
price.

We will definitely continue to offer the program as long as there is a need in our community. We will continue to assess the
effectiveness of the program.
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Initiative Title: Careers in Business Panel Discussion State: NY
Chapter Name: Human Resource Association of the Twin Region: Northeast Region

Tiers (HRATT)

Area of Impact: Workforce Readiness
Chapter President: Joanne Conley

Implemented in 2008: Yes
Web Address: http: //www.hratt.org

Completed in 2008: Yes
Chapter Number: 0412

Purpose: “Careers in Business” was a new workforce readiness activity for students from 15 southern New York and two northern
Pennsylvania high schools. The panel provided interested students exposure to local career opportunities and assistance making
informed career decisions.

More than 100 students convened at Corning Incorporated headquarters to hear presentations by local business professionals.
Panelists spoke on international business; finance; marketing; public relations; human resources; accounting; and entrepreneurship.
HRATT co-sponsored the event and provided half of the panelists.

Following the formal panel presentations, students were able to meet in small groups or one-on-one with the professionals.

Implementation: The program was organized by the chapter workforce readiness chair with assistance by HRATT board
members. Students were recruited from area high schools through the guidance departments by Career Development Council,
Inc. employees. Panelists were contacted and all logistics were arranged by the chapter’s workforce readiness members.

A SHRM member served as host and master of ceremonies for the event which was held at the corporate headquarters of Corning
Incorporated in Corning, New York. Corning Incorporated provided the use of their state-of-the-art auditorium and provided
refreshments for participants. The company generously donated the use of their high-tech facility seldom utilized by outside
groups.

The half-day event was held April 30, 2008. The HRATT public relations chair provided media announcements and the event will
be featured in the Career Development Council, Inc. Annual Report in November 2008.

At the conclusion of the program students, presenters and educators completed program evaluation cards. The program received
an overall rating of excellent by all involved. Plans to make the business panel an annual event co-sponsored by HRATT are in
development. The 2009 event has already received a financial contribution from Aetna Foundation submitted by one of the
original founding HRATT members of 25 years as of 2008.

Career Development Council organizes several career-focused panels each year with an average attendance of 70 to 75 students.
The “Careers in Business” had one of the biggest attendance rates all year indicating a high level of interest by area students.

As a follow-up to this activity, students had the opportunity to individually job shadow local professionals by arranging sessions
with their guidance departments and Career Development Council personnel.

Outcome: The high school students who participated had already met with guidance personnel and Career Development Council
career education specialists. They have all indicated an interest in pursuing a career in a business-related field. Specialty career
panels like this one help students explore opportunities firsthand. Participating students are able to confirm a future career focus;
learn what they do not want to pursue; meet with business professionals face to face; learn the value and power of networking; and
discover what career opportunities are available in their home communities.
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Participating educators were provided opportunities to gain valuable information and resources that can be integrated into
classroom instruction.

Presenters had the opportunity to connect with today’s youth and assess the incoming talent pool—many of these young people
took this panel very seriously by dressing professionally and presenting themselves well.

Chapter members served as panelists, including the chapter president, the newsletter chairperson, and other board members. Other
panelists were also recruited to join the HRATT efforts.

The only barriers that were encountered were typical of any similar event; late buses, participants not meeting the dress code for
the facility, and other small logistical problems. The Corning Incorporated facility has a very strict dress code that most participants
adhered to. For next year, a revised notice concerning dress code will be included in student packets and include a statement that
no one will be admitted who does not meet the standard.

We also had an issue with cameras not being allowed into the facility. This was a minor issue with the parents and educators who
attended because they naturally wanted photos. Since this was a Corning rule, those involved were happy to accommodate the
requests not to use their equipment.

Overall, problems were very minor and the students who participated were exceptionally well behaved. Two young men from a
small rural school entered the auditorium looking exactly like Corning Incorporated employees. We almost did not ask them to

sign in!

I think the panelists enjoyed the event and were excited about the possibility of having some of these students come in for
employment interviews.

An additional side benefit was the increase in students requesting to job shadow human resource professionals later in the spring.
This event was also a good public relations activity for the chapter.
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Initiative Title: Matching Workforce Candidates to Projected State: OH
Openings

Region: North Central Region
Chapter Name: Akron Area Chapter of SHRM (AASHRM)

Area of Impact: Workforce Readiness
Chapter President: Bob Rakoci, SPHR

Implemented in 2008: No
Web Address: http://www.akronshrm.org

Completed in 2008: No
Chapter Number: 0009

Purpose: As part of a Summit 2010 initiative, leaders of the income, education and workforce development committee (IEWD)
of Summit County, Ohio asked the AASHRM board to partner in identified areas with four focal points: reduce unemployment;
increase employability of the workforce; identify gaps; and educate employers on recruitment and retention. Pursuit of these goals
would be beneficial to AASHRM and the county, and would apply to anyone seeking employment. “What do employers want?”
was raised as a topic for an AASHRM membership survey.

Implementation: The IEWD was looking into the use of WorkKeys, a job skills assessment system, for soft skills testing, and
another tool being developed by National Work Readiness Credential. We discussed the possibility of AASHRM HR professionals
conducting seminars and/or other employability training at The Job Center, and the AASHRM board held a monthly meeting
there a month later, the same location where IEWD committee meetings are held. This is also a site for applicants, screening,

and interviewing. The Job Center also plays a role in workforce readiness, and the state may provide funding for hard skill
development.

A chapter meeting on this subject held in May with Summit County Executive Russ Pry as the featured speaker. “Working tables”
discussed specific topics about what employers want and what works, and provided members a chance to volunteer and get
involved with the initiative.

The focus was to collect information on use of pre-employment testing or credentialing; gather other mutually agreed data; to
discuss opportunities for AASHRM to be involved in helping Summit 2010 achieve its goals; and help AASHRM evaluate the
interest in its future involvement. Collaborative opportunities included:

*  Forming an AASHRM advisory group to support the work of the IEWD committee. This was done.

*  Serving on the IEWD committee. This was done.

*  Establishing a group of AASHRM members to work more closely with the Job Center, offering advice on better serving
employers, and providing presentations to staff or job seckers. Not yet in place.

*  Assisting the IEWD committee to develop an Employer Resource Guide for job seekers. Not yet completed.

Outcome: A survey will be distributed on workforce readiness, skill gaps, testing, and candidate selection, developed by AASHRM
members and IEWD input and formatted for electronic distribution by the AASHRM website chair. Final review and changes are
being made and it will be sent to the AASHRM board and 450 chapter members, the IEWD Committee, and other key county
contributors for completion. Once completed, the plan is to request a link on the Ohio State Council website on workforce
readiness to obtain feedback from various communities throughout the state. Another consideration is to post on the Summit
County and the city of Akron websites.
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Initiative Title: Workforce Readiness State: OR

Chapter Name: Portland Human Resource Management Region: Pacific West Region
Association (PHRMA)

Area of Impact: Workforce Readiness
Chapter President: Alan Huston

Implemented in 2008: No
Web Address: www.portlandhrma.org

Completed in 2008: No
Chapter Number: 0136

Purpose: For more than five years PHRMA has partnered with the Portland Public Schools, The Oregon Staffing Association,
and local workforce and employment development departments to design a workforce readiness project committed to building a
strong bridge to students, educators and government agencies focused on workforce development issues driven by our members
needs now and into the future.

Implementation: What has been created is an unprecedented partnership that has resulted in bringing more than 170 chapter
volunteers directly in front of students and educators by facilitating a variety of workforce readiness modules that includes:

*  Making the Most of Your Internship

*  Networking 101

*  Dress for Success

e Interview Basics

* Informational Interviews

*  Acing Behavioral Based Interviews

*  Workplace Basics—The Skills Employers Want

*  Completing an Application—Online and Written
e Winning Strategies

*  Marketing Yourself...5 Steps to Developing Your Resume
*  The Right Cover Letter

*  The Importance of a Thank You Note

*  The Art of Negotiating

We have tailored our program to fit each school and youth-based workforce development agency’s specific needs and requirements.
Educators and students learn through this partnership what is expected in today’s workplace to not only succeed but to thrive.

In 2008 we co-sponsored the 4th Annual Northwest Youth Career Expo where we had more than 125 employers describing
through a hands-on approach the careers available in a variety of organizations ranging from healthcare; construction; plumbing;
electrical; welding and the trades; architectural, engineering and design firms; as well as high tech companies and other growth
industries in Oregon.

This all-day event culminated with more than 85 chapter volunteers conducting more than 936 mock interviews with students
from all over the state of Oregon. This gave students a real world experience—some for the first time—in practicing interviewing

techniques and learning the art of networking.

Outcome: For the 2008-2009 school year PHRMA has already committed to more than 24 local high schools to bring our
program, volunteers and energy directly to their schools in preparation for the Northwest Youth Career Expo on May 7, 2009.
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We have now positioned ourselves within our community as a valuable resource of information regarding workforce readiness,
preparation, studies and information as a result of our more than 1000 members and the generous time and energy of our
volunteers to continue to sustain and grow this kind of relationship throughout the state of Oregon. Lisa Neef, director of
Workforce Readiness in Portland, was asked by the governor become a member of the Oregon Workforce Investment Board and
continue to lend a voice in helping to shape workforce development policies for the governor’s office.

This positions our chapter to become an important strategic partner in shaping the future of workforce in our state.
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Initiative Title: Workforce Skills Survey State: SC

Chapter Name: Tri-County Human Resource Management Region: Southeast Region
Association (TCSHRM)

Area of Impact: Workforce Readiness
Chapter President: Celeste Bethell

Implemented in 2008: Yes

Web Address: http://tchrma.shrm.org

Chapter Number: 0097

Completed in 2008: No

Purpose: TCHRMA partnered with the Charleston Metro Chamber of Commerce to work on a project for the Trident Workforce
Investment Board to conduct a region-wide, web-based workforce survey to identify the workforce skill needs of employers in the
Berkeley, Charleston and Dorchester region.

Specifically, the survey:
*  Assessed both current and projected skill needs of area employers.
* Identified the occupations most in demand today and identify the occupations employers are projecting to fill in the future.
*  Determined how difficult it is to fill certain positions and occupations so that future projects can better allocate training
resources to meet employers’ needs.

Implementation: The study was conducted by the Center for Business Research at the Charleston Metro Chamber of Commerce.
The following organizations agreed to participate on the regional workforce team to design the survey.

*  Berkeley Chamber of Commerce.

*  Berkeley-Charleston-Dorchester Council of Governments.

*  Charleston Metro Chamber of Commerce.

*  Charleston Regional Development Alliance.

*  The Education Foundation.

*  Greater Summerville/Dorchester County Chamber of Commerce.

*  Lowcountry Graduate Center.

*  Lowcountry Manufacturers Council.

*  New Carolina: SC’s Council on Competitiveness.

*  Tri-County Human Resources Management Association.

*  Trident Regional Education Center Advisory Board.

*  Trident Literacy Association.

The survey was distributed to employers in the three county regions through each of the participating organizations. All
information provided by individual employers was confidential. Overall results, not any individual information, will be compiled
and provided to all participating organizations. Results will also be available through the Trident Workforce Investment Board’s
website. Employers participating in the survey will also be provided with a copy of the study’s results.

Outcome: Nearly 200 surveys were completed which resulted in approximately 13 percent of the region’s workforce. The regional
workforce team, including TCHRMA representatives, met in early September and discussed the survey results. Recommendations
for next steps will be delivered to the Trident Workforce Investment Board within the next few weeks. Results will also be provided
to the region’s public school districts and colleges and universities to better prepare students for the types of jobs that will be
available here in the Lowcountry. The study was conducted to better align the curriculum and training resources in our region to
meect the skill needs of the jobs within the sixteen industry clusters that are the region’s focus for future job growth.

TCHRMA was honored to be part of the regional workforce team and our chapter members were instrumental in getting surveys
completed for their organizations. We look forward to working further with the Trident Workforce Investment Board as they

begin implementing the recommendations.
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Initiative Title: Boys and Girls Club Partnership State: SD

Chapter Name: Central SD SHRM Region: North Central Region
Chapter President: Janice Minder Area of Impact: Workforce Readiness
Web Address: http://centralsd.shrm.org Implemented in 2008: Yes

Chapter Number: 0673 Completed in 2008: No

Purpose: Central South Dakota SHRM is partnering with the Boys and Girls Club with the Family PLUS grant. Family PLUS is
designed to address family needs and provide resources for solutions. The program focuses on five components: kinship care, father
involvement, economic opportunity, outreach strategies and family advocacy network (FAN Club).

We partnered to create the agenda; material development; and presenting the educational material to the families on workforce
readiness. Why is this important? In central South Dakota, more than 10 percent of our children live in poverty.

Implementation: Central South Dakota SHRM had a lead (Beth Cooper) with Peggy Laurenz who worked with Boys and

Girls Club as soon as the grant was applied for and received. Our board met and identified core agenda topics. Ms. Cooper then
identified core speakers from the chapter with whom she worked with to promote the speaking abilities and together they created
the documentation and materials.

This is a quarterly class series. The chapter will be available for each session to teach the course materials. The Boys and Girls Club
allowed the chapter to take the lead on this project. Central South Dakota SHRM worked together to pull the information and
materials together with the lead of our key representative.

This series was marketed in the Boys and Girls Club and in the newspaper.

The Family PLUS program is a family-friendly program that accommodates parents’ schedules and responsibilities. The schedule is
designed to facilitate the many needs of parents. The goal is to meet once a week for approximately two to three hours in the early
evening. As a family-centered program, the Family PLUS program works to alleviate any transportation, child care and meal issues
by holding classes at the club after the workday. The program begins with an evening meal to provide parents and children the
opportunity to share time together and nourish the body. After the meal, the children participate in educational and recreational
activities supervised by Boys and Girls staft while parents participate in Family Plus program activities. The goal of program is to
enrich the lives of each individual in the family by providing parents/caregivers the opportunity to share quality time with their
children and enhance their employment opportunities and to teach and reinforce the skills necessary for parents to strengthen the
financial, emotional and health circumstances of their family. Boys and Girls Club see this program developing into an ongoing
support group for parents and their children where they forge new support systems, friendships, and personal and professional
networks.

To learn more about Family PLUS, visit http: //familyplus.bgca.org.

Outcome: This initiative will continue to be active until grant funding is no longer available. The Boys and Girls Club would like
to hold sessions quarterly until funding is completed.

The series began fall of 2008 and the next session will begin in the winter of 2009. As this is a new series, we have had feedback
from current class members that appear to be promising.
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The chapter will continue to monitor the series through feedback from participants and the Boys and Girls Club. Our main goal is
to continue to work in promoting community needs.

After our first session, we had a student and their spouse compliment the speakers and they commented on their perception of
success. They expressed their excitement for the next class.
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Initiative Title: Job Search Skills for Homeless Families and State: TN
Ex-Oftenders
Region: Southeast Region
Chapter Name: Middle Tennessee SHRM
Area of Impact: Workforce Readiness
Chapter President: Bob McKown
Implemented in 2008: Yes
Web Address: www.mtshrm.org
Completed in 2008: No
Chapter Number: 0083

Purpose: The Nashville metropolitan community has a shortage of entry-level workers. Men and women in the local community
are served by several community organizations like Safe Haven, a family shelter for the homeless on the road to self support, and
HUGGS, a support group to ex-offenders. These organizations, however, have not been able to provide their clients with the skills
to find jobs. Our community involvement committee took on supporting these efforts by training more than 60 members to work
with these two organizations.

Implementation: Through our workforce readiness committee, we combined our community involvement committee with the
career transition group. We enlisted our members who themselves are in a job search effort to become part of training others less
fortunate than they in job search skills.

Our committee developed a simplified job search manual which became the teaching manual for our training sessions. Led by
Leslie Garrett-Stephens, workforce readiness chair, with this manual, they held training sessions for our local MT-SHRM members.
At these sessions, the committee taught our members specific tools and techniques for working with these two challenging
populations of homeless and ex-offenders. The committee dealt with all types of difficult issues that these men and women face.
We trained more than 60 of our members at two different events. We had both Safe Haven Residents and HUGGS participants
active in our training sessions so our members could see life from their perspective and learn from them what type of issues they
were dealing with.

With Safe Haven Family Shelter, the member-trainers met in pairs with residents to teach and coach participants on how to
complete applications, resume writing, appropriate dress, networking, interviewing and follow-up. Our members have helped
participants develop resumes and have even typed resumes, letters and follow-up notes for them because of the limited access these
individuals have to computers. We also provided job leads and networking among our members to assist residents in finding better
jobs in the community. We have counseled hundreds of residents through Safe Haven.

With HUGGS, a ministry to ex-offenders, our members are teaching these job search skills to individuals but are also conducting
weekly group training sessions. These sessions focus on the basic job search skills. Our practical training has contributed to the
increase in participation at the weekly HUGGS meetings. Before we began training, they had eight to ten participants, but their
participation has reached between 20 and 30 every week. Every week we have two to three trainers at their meeting and after the
meetings they work one-on-one with individuals.

Outcome: These are ongoing initiatives that will continue through 2008.

We have counseled more than 100 residents at Safe Haven, supported Safe Haven financially, and are continuing to provide
training as required.

With the HUGGS ministry, we will continue through November 2008 to provide weekly training. The increase in their
participation levels can be correlated directly to when our training began. Besides the training, we have been able to help HUGGS
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and their executive director and board by using our local contacts to connect them with an accounting group that specializes in
non-profit accounting and taxes. They have helped and assisted them, pro bono, with tax filings and with navigating the regulatory
issues in state licensing. We have served more than 50 people through the HUGGS ministry.

At our 2008 end-of-year celebration lunch we will collect gently used interview clothing for both these groups.
The benefits of these efforts have been tremendous. We have seen timid, anxious, insecure men and women grow dramatically in
their personal confidence. They have an improved self image and now have the skills to present themselves and their abilities in a

positive manner. All the while our members have personally grown as well. It has been especially rewarding to see the majority of
these participants obtain meaningful jobs in our community.
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Initiative Title: Career Track Program State: TN

Chapter Name: Tennessee Valley Human Resources Region: Southeast Region
Association (TVHRA)

Area of Impact: Workforce Readiness
Chapter President: Rebecca Harmon

Implemented in 2008: Yes
Web Address: www.tvhra.org

Completed in 2008: Yes
Chapter Number: 0347

Purpose: Our chapter focused on workforce readiness with the Boys & Girls Club of the Tennessee Valley. It was important to

us to use our profession to help young adults prepare for their first jobs. We wanted to make sure that beneficial and accurate
information and training would be provided to these youths to give them the necessary skills to successfully make an effect in their
first employment opportunity.

Implementation: This program was a six week after-school program taught from 4:30-6 p.m. each Monday. Twelve volunteers
from our chapter met initially with the board of directors and discussed a plan of action, expectations, initiatives and goals. Our
topics included:

1) Interview etiquette and how to dress for success complete with a fashion show of do’s and don’ts.

2) Professionalism: What it takes to be a good employee.

3) Resources to help find a job and how to complete applications.

4) How to prepare a resume.

5) DPreparing for interviewing.

6) Mock interviews where participants had to bring a resume and dress professionally and be interviewed by three different

people.

We then held a teen job fair in which we invited local businesses who hire teen workers for the summer. We held a graduation
ceremony for the participants and area businesses donated items that could be used in a business setting for the participants.
Items included pens, portfolios and gift cards to purchase professional or business attire. In addition, a major employer in the area
provided an onsite tour of their facility and participants were heard from top executives in the company how they started their
careers, education, skill, experience and attitude, initiative, etc.

Outcome: Each participant created a usable resume; understood how to complete an applications; how to interview and be
prepared to meet an employer; and what attire is appropriate in business situations. The best outcome was that 60 percent of
the participants received summer jobs! A good majority were hired by our teen job fair vendors. This program was personally
rewarding to all of the TVHRA members who participated, as we all felt that we were providing a little extra to our community
and we engaged teens to be better individuals and make a solid transition from school to work.
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Initiative Title: Get a Job State: TN

Chapter Name: SHRM-Chattanooga Region: Southeast Region

Chapter President: Gary L. Steele, PHR Area of Impact: Workforce Readiness
Web Address: www.shrmchattanooga.org Implemented in 2008: No

Chapter Number: 0387 Completed in 2008: No

Purpose: The goal of the “Get a Job” career readiness initiative is to equip tenth grade students with the soft skills needed to
secure employment in our highly competitive job market. The initiative is designed to increase student awareness about what
today’s employers are looking for in entry-level workers and how they can improve their chances of getting a job. In conjunction
with other sponsors and supporters, our chapter identified a significant number of high school students in our area that do not
have access to job readiness services to prepare them for the workforce.

Implementation: The “Get a Job” initiative was implemented in 2005-2006 in collaboration with the SHRM-Chattanooga
chapter and various organizations and schools. Several HR professionals coordinate the presentation schedules with high school
guidance counselors and HR volunteers. This initiative takes place during the school year with HR professionals going into the
classrooms and facilitating the work-ready activity. Based on the presentation, the students will know:

1) What employers’ expectations are if and when hired.

2) How to create and develop a standard resume.

3) The importance of completing a neat, clean and legible application.
4) The do’s and don’ts of an interview when applying for a job.

5) How to dress and behave in the workplace.

6) How to conduct and demonstrate a mock interview.

7) How to implement different strategies while conducting a job search.
8) The issues surrounding federal and state child labor laws.

9) How to initiate a follow-up to prospective employers.

With our dedicated HR professionals contributing about 1,000 volunteer hours, more than 2,000 tenth graders receive this
important training each year. The positive student feedback received year after year tells our members that we as professionals are
advancing our profession and that our caring efforts to advance the next generation are a success.

Outcome: SHRM-Chattanooga’s members believe that every high school student should have resources available to create a work
readiness plan for his or her future. To achieve these outcomes, students need a caring professional to help them navigate the
process and stay on track to meet their work readiness goals. SHRM-Chattanooga has high expectations for the students we serve
and for our organization by setting ambitious challenges. The “Get a Job” HR coordinators rigorously track and measure the
program’s yearly performance through student surveys. Student feedback assists the coordinators in planning and designing long-
term and intermediate benchmarks that transition into workplace success. This initiative is a continuous effort to keep students
prepared and aware of the changes in the workforce. HR professionals consider this initiative an important activity that will enable
them to contribute to the future workforce and the need for continued success. To keep up with technology in the classroom,

our chapter is improving and moving forward in our work readiness initiative by providing a “Get a Job” CD and toolkit to high
school guidance counselors to incorporate in the students’ career plans. The CD and toolkit will provide additional information on
using transferable skills and addressing key life challenges for teens.
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Initiative Title: 100 Percent Graduation is Clarksville’s State: TN
Business
Region: Southeast Region
Chapter Name: Clarksville Area Chapter-SHRM (CAC-SHRM)
Area of Impact: Workforce Readiness
Chapter President: Privott Stroman
Implemented in 2008: Yes
Web Address: http://clarksville.shrm.org
Completed in 2008: No
Chapter Number: 0608

Purpose: A committee was formed within the Clarksville County School System to engage community members to improve the
graduation rates of our area high schools. The goal is to move from 85.2 percent to 100 percent graduation rate. CAC-SHRM
decided to support this initiative to improve our community’s workforce. We wanted to help motivate students to stay in this area
after graduation; help prepare them for work in our organizations; and to be great employees and community representatives.

Implementation: CAC-SHRM participated in this initiative by taking the lead on the committee as the business contact for all
businesses within the area. Our April chapter meeting focused solely on this initiative which promoted the idea to our 86 members
and their businesses. Each business was asked to sign a commitment form which stated what actions they would take to support
students and parents in promoting a higher graduation rate.

Also, at the local Rivers & Spires Festival (which draws 20,000 annually), CAC-SHRM sponsored the “Graduation Stage” in

the Road to Graduation. The Road to Graduation, created by the school system, allows businesses set up and sponsor academic
subjects. Each student must complete an exercise, such as building a bridge or making batteries work before “passing the grade.”
Business representatives talk to the students about what they want to be and suggest careers such as teaching or engineering. Once
all grades were passed, students had a celebration walk across the graduation stage with full cap and gown in front of a cheering
section made up of the local football teams with banners and signs. The event was capped with a photo with the superintendent
of schools. Since CAC-SHRM sponsored this stage, each business/academic subject was staffed by a CAC-SHRM member. More
than 2,000 students participated in the Road to Graduation ... a huge success from every angle!

CAC-SHRM continues to be a supporter of this initiative by volunteering to speak at high school assemblies, distributing
graduation tassels at freshman orientations and other volunteer activities.

Outcome: This will be an ongoing initiative with each year looking for improvements in our graduation rate. Since the school year
has just begun, we continue to support the program and will do so for the years to come.
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Initiative Title: Felony and /or Misdemeanor Friendly State: TX
Community Career Fair

Region: Southwest Central Region
Chapter Name: Mid-Cities Human Resource Association

Area of Impact: Workforce Readiness
Chapter President: Melody L. Johnson

Implemented in 2008: Yes
Web Address: N/A

Completed in 2008: Yes
Chapter Number: 0308

Purpose: Our chapter supported and planned a career fair to connect job seekers with criminal backgrounds with employers in

the Dallas-Fort Worth area. We partnered with Workforce Solutions of Tarrant County and the Tarrant County Reentry Initiative
(TCRI). Our board was energized by the opportunity to reduce recidivism; build a safer community; reduce dollars spent on
incarceration or re-incarceration; and connect employers with this often overlooked applicant pool. Our challenge was to ensure
there were enough employers to meet applicant demand (a similar event failed quite publicly recently when applicants were greeted
by far too few employers).

Implementation: Victor Pratt of WSTC, Angel Ilarraza, the coordinator of TCRI, and Jonathan Pigeon from MCHRA were the
event leaders and planning committee. They introduced the idea in February 2008 for an August 15, 2008, event date.

The event was publicized to employers by email through WSTC, TCRI, MCHRA, local chambers of commerce, the Fort Worth
HR Management Association, and other partner databases. The event was publicized at MCHRA chapter meetings as well. We
encouraged participation as an employer or volunteer on the day of the event.

Jobing.com generously provided a URL where job seekers, employers and volunteers could register for the event. This made the
process easy and paperless.

Our goal was to provide employers with motivated and skilled candidates. We therefore required job seekers to attend a two-
hour workshop to prepare them for the application and interview process. The workshop covered basics such as resume writing,
interview skills, and how to dress. If an applicant did not attend the workshop, they were not admitted to the event. Another
reason workshop attendance was required was to control the applicant/employer ratio. Otherwise, we feared the career fair would
meet the same fate as the previous event where there were not enough employers to match applicant demand.

For the event itself, we secured commitments from Tarrant County Commissioner Roy Brooks; Vincent Sassi of the TWC who
discussed the work opportunity tax credit and fidelity bonding programs; a local motivational speaker and a Fort Worth magazine
owner (both of whom were former offenders)to speak to job seekers and offer a message of hope and support. A background
screening and a financial services company conducted programs for job seekers and other organizations that offer services to ex-
oftenders in the DFW Metroplex were present at the career fair to educate job seckers as well.

To gauge event success we emailed a survey to each participating employer to determine whether they interviewed or hired any job
seekers met at the career fair. We are currently awaiting the results of that survey.

Outcome: The career fair was held on August 15, 2008, and was considered by most to be a great success. We attracted 35
employers (only about 25 participated due to heavy rains that day) and between 350-400 job seckers who fought through the
rain to attend. The true test for the event’s success will lie in the number of job seckers hired by participating employers. We
are still waiting for some employers to complete the post career fair survey on the number of individuals who received further
consideration and/or were hired. We will submit the data as soon as it has been completed.
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This is the first job fair to be held in Tarrant County for ex-offenders. It was unchartered territory and we feel the first event went
well. We did encounter some political issues, but we kept our focus. Also, there are a significant number of employers who cannot
hire job seekers with particular offenses. This just magnifies the need for networking with employers.

We will learn and build from this experience when we hold the next fair in the spring of 2009. Our execution will be more

efficient, which will give us more time to persuade employers that our career fair will put them in front of motivated and skilled
candidates.

The Tarrant County community will benefit from the hiring of any ex-offenders. It will make the community safer and more
prosperous.
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Initiative Title: Speed Interviewing State: UT
Chapter Name: Salt Lake Society for Human Resource Region: Southwest Central Region
Management

Area of Impact: Workforce Readiness
Chapter President: LaNan Garrido

Implemented in 2008: Yes
Web Address: www.slshrm.org

Completed in 2008: No
Chapter Number: 0059

Purpose: The need to help Salt Lake SHRM members find HR jobs became the basis for creating the initiative. Members

were being laid off as a result of the economic downturn. After brainstorming as a board, the idea of connecting employers

and prospective HR candidates became a reality. We embarked on a “speed interviewing” concept. Speed interviews take place
quarterly during our monthly professional development sessions. Pre-registered employers and job-seekers each receive a brief
position description and resume, respectfully. Speed interviewing gives the opportunity to employers and candidates to meet face
to face for five minutes.

Implementation: Speed interviewing is communicated to our membership via our website. Email blasts to members are sent
three times monthly, reminding them of our professional development workshops and seminars and of speed interviewing.
Announcements at the monthly professional development meetings are made regarding speed interviewing, although it takes
place quarterly. Employers and candidates are asked to pre-register for the event to make sure we can accommodate employers and
that job-seeker information is provided for follow-up interviews. Employers can meet and pre-screen multiple candidates and job
seekers have a chance to meet multiple employers.

The first session included approximately eight employers and fifteen candidates who all felt the time spent was beneficial.

We continue to welcome comments from members to improve this initiative. We measure the success of this initiative by tracking
the numbers of participants, both employers and candidates; the number of employers who request follow-up interviews; and
ultimately, the number of job offers received.

Outcome: This initiative gives our chapter the opportunity to partner with businesses in our area that need guidance in recruiting
and hiring HR candidates. Our hope is that the human resource profession is viewed as being a viable force and valuable source in
the workplace. The plan for this initiative is reaching into 2009 and as we evaluate the success in future months, we are hoping it
will make a difference in the continuing careers of the HR professionals in our area.

133



T™

SiEgM

SOCIETY FOR HUMAN
RESOURCE MANAGEMENT

Initiative Title: Greater Richmond Workforce Services State: VA
Directory

Region: Southeast Region
Chapter Name: Richmond Human Resources Management

Association Area of Impact: Workforce Readiness
Chapter President: Kerry Nuti Smith, SPHR Implemented in 2008: Yes
Web Address: www.rhrma.org Completed in 2008: Yes

Chapter Number: 017

Purpose: Many businesses struggle with how to find local, regional and national services that support recruiting and employment,
retention, and human resources. The Greater Richmond Workforce Services Directory is a comprehensive resource designed for
recruitment professionals and human resource staff. It includes more than 1,000 service providers who directly affect employer
strategies for building and retaining a skilled workforce. GRWorkforce.com is a searchable online database that provides direct
links to resources and advice columns focusing on subjects such as e-media and immigration. It is important to develop a strong
workforce community and create an environment where businesses can thrive.

Implementation: We brought together individuals from the Greater Richmond Chamber, the Community College Workforce
Alliance, Richmond Human Resources Management Association (RHRMA), the Virginia Community College system, and the
Greater Richmond Partnership to create a directory that would help businesses locate and identify services available to them in our
community. We used the help of an external editor to keep us on track and help with the flow of information. Finally, we partnered
with a local website development company to handle the web-based product.

It took about six months to pull the information together, check the data and create the website. The printed version is scheduled
to be printed after the website is live for three months to allow for additions and corrections. Through a series of emails, post
cards, trades shows and press releases, we launched the web product for our members and the entire community. Throughout the
process members were asked to review the work and make suggestions on additions for the directory.

The directory website launched on time and has received great reviews. A “hit” counter tracks the number of visitors to the site
and have we included a function that tracks searches so we know what people are looking for from the directory. We have even
included a search tracker that tells us when a search results in “none found” so we can add information that may be missing from
the directory.

Our long-term success is ultimately tied to our ability to attract jobs announcements and supply a diverse and skilled workforce.
It is our hope that this directory with its robust information base is a useful tool that becomes a significant contribution to that
effort.

Outcome: The end result of our efforts is the publication of the Greater Richmond Workforce Services Directory—a
comprehensive resource designed for recruitment professionals, businesses and human resource statf. We believe that the mutual
support, through the sharing of resources, expertise and time have produced a superior service for the community. It includes
more than 1,000 service providers who directly affect employer strategies for building and retaining a skilled workforce.

We believe that the effort can benefit all organizations throughout the Richmond area and may even become a guide for other
communities to follow. We believe that the directory will have a positive affect on the Greater Richmond area by showcasing
our community’s resources as well as our ability to bring together the public and private sectors to strengthen recruiting and
employment, retention and human resources efforts in our area.
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While a handful of individuals were responsible for driving this project, the entire chapter was asked to participate be making
suggestions about the information that should be included in the directory. Their suggestions and insights proved to be invaluable.
We could not have produced such an incredible piece without the members’ expertise.

As with many projects, the biggest obstacle we faced was funding. Because of the scope of the project and the perceived effect on
the community, we found it relatively easy to raise the money we needed and to have organizations donate services to the project.
The hardest part was getting the word out as we started the project. Once we had a chance to tell our story, we had plenty of
resources. This is one of the projects we are most proud of.
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Initiative Title: Advancing the HR Profession: Taking it to State: VA
the Next Level!
Region: Southeast Region
Chapter Name: SHRM of Central Virginia (SHRMCV)
Area of Impact: Workforce Readiness
Chapter President: Betsy Phillips
Implemented in 2008: Yes

Web Address: http://centralva.shrm.org

Chapter Number: 0146

Completed in 2008: Yes

Purpose: A strategic partnership was developed among SHRMCYV, Central Virginia Community College (CVCC), Liberty
University (LU), Lynchburg City Schools (LCS) and the local community with a focus on non-profits and small businesses. These
joint ventures were created to increase the awareness, knowledge and opportunities HR offers to shape and serve the missions of
our organizations.

Implementation: In early 2005, SHRMCV conducted an assessment survey to determine member needs and expectations.

The survey results showed a pronounced need for affordable, locally available developmental opportunities for entry-level to

the most senior-level human resource professionals. The need to develop future HR leaders was also identified. As a result,
SHRMCYV formed the previously described partnerships and each is highlighted here. CVCC offers two developmental tracks: HR
Management Institute and Occupational Safety and Health Institute and is designated as an HR Certification Institute approved
provider. LU established a SHRM student chapter that is extremely active and involved with SHRMCV. LCS provides business
spotlight meetings, coordinates videos to promote area businesses for recruitment opportunities and links high school students to
CVCC HR programs. HR workshops are offered to the local community facilitated by SHRMCV members.

The following program goals were set by the implementation team and these are the results. Goal 1: Assist CVCC in getting
approved as an HR Certification Institute Approved Provider and offer affordable courses; offer the first class in the 2005 fall
semester, with a minimum of 10 participants. Achieved: CVCC has been approved as an HR Certification Institute Approved
Provider. The Human Resource Management Institute and Occupational Safety and Health Institute programs were implemented
in 2005. The first course offered in the Human Resource Management Institute was a PHR /SPHR Certification Study Course
which had 17 participants. As of today, more than 60 people have taken courses from the program. These classes were taught by
HR Certification Institute certified members. Goal #2: The establishment of a student chapter at LU. Achieved: The LU student
chapter was established three years ago. There are currently more than 40 student chapter members. These students are involved
in a number of SHRM activities such as coordinating and presenting the SHRMCV March meeting annually, regularly attending
SHRMCYV monthly meetings, hosting campus HR workshops where SHRMCV members volunteer, and successfully competing
in state and regional HRGames. Goal #3: The enhancement of the LCS partnership. Achieved:A SHRMCV /LCS partnership
was established eighteen years ago. The business spotlight meetings and videos are on-going, successful programs between HR
professionals and LCS guidance counselors. We recently decided to enhance the partnership based on the need for additional
workforce readiness initiatives. Several SHRMCV members participate in the CHOICES program, which offers students an
opportunity to gain a clearer understanding that their personal and academic choices build on one another.

Outcome: SHRMCV, SHRM, CVCC, LU, LCS and small businesses have benefited the most from our program “Advancing the
HR Profession: Taking it to the Next Level!”

1) Our members and the local community now have access to affordable, local HR Certification Institute-approved
developmental opportunities, supporting professional certifications and ongoing development with the profession.

2) The number of participants in the program indicates that we have found a way to fill a real need of the SHRMCV
members and the community.
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The certification study course has increased the number of certified human resource professionals in our chapter.

By successfully developing these partnerships, there is an increased level of credibility and visibility for SHRMCV as well
as SHRM in our local community.

We continue to have more than 50 percent of our members attend monthly meetings. This is not only reflective of how
membership adds value to their professional lives but also the value of SHRMCV programs.

There has been an increase in the number of SHRMCV members who are interested in being volunteer leaders.
Through the LCS and LU partnerships with SHRMCV, we are building potential career opportunities for youth in our
local area. By linking LCS with the CVCC HR Management Institute program and LU, we are exposing students to the
HR profession in an effort to advance the HR profession.
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Initiative Title: Community Connections State: VA

Chapter Name: Dulles SHRM Region: Southeast Region

Chapter President: Sarah D. Cower, PHR Area of Impact: Workforce Readiness
Web Address: www.dullesshrm.org Implemented in 2008: Yes

Chapter Number: 0466 Completed in 2008: Yes

Purpose: Community Connections was created to identify no or low-cost community resources and volunteer opportunities
for our members. Volunteer opportunities include workforce development areas such as resume writing, interviewing, disability
disclosure /accommodation, compliance, problem solving, business etiquette, and finding passion in career choice and beyond.
Our target audience includes under-utilized groups; unemployed, disabled, seniors, Veterans, at-risk youth, ex-offenders and
dislocated employees. Our goal is to improve our workforce for today’s jobs and tomorrow’s future workforce. This program
empowers job seekers to attain gainful employment as well as meeting members’ recruitment needs. We believe it’s our
responsibility to help prepare the workforce.

Implementation: The initiative was brought to (and supported by) the Dulles SHRM Board by board member Evelyn Kaiser,
diversity, education and workforce director. Evelyn formed a workforce development committee including several board and
chapter members and other HR professionals. The committee reached out to local, state and federal agencies, non-profit
organizations and area Chambers of Commerce and invited representatives to speak at monthly chapter meetings. Speakers are
given five to ten minutes to talk about their services and volunteer opportunities for HR professionals and are encouraged stay
for the meeting at no cost to them. Speakers are asked to distribute brochures and their information is posted on our website.
Members are notified of volunteer opportunities by email, phone calls and web posts. It was designed to be full cycle: educate
future employees, who would in turn give back to you.

Success can be measured each time we match a member to an opportunity; a job seeker learns a new skill or better understands
their rights and responsibilities; someone gets a job; or a workforce development professional learns something new from a
business perspective to pass on to their clients. Some goals and results include:

1) Having a community resource speaker scheduled for every meeting (achieved);

2) Creating partnerships with employers and increasing volunteerism in the chapter by matching HR professionals to
various community organizations (Achieved: Cox serves as a pilot employer in conjunction with Virginia Department of
Rehabilitative Services to employ qualified individuals with disabilities; Dulles SHRM supports the SHRM Memorandum
of Understanding with ODEP to increase awareness and employment of individuals with disabilities among members;
board and chapter members assist community organizations on a recurring basis. It was initially geared towards the Dulles
Corridor but some volunteers travel throughout the Metro DC area and western and southern parts of Virginia).

3) Educating workforce development professionals and job seekers on various employment topics including resume writing,
interviewing, budgeting, problem solving, time management, business etiquette, understanding your paycheck, personal
credit, diversity, ethics, job searches, new hire forms and more (Achieved: Job seckers gain knowledge and are better
prepared to go into the workforce and succeed).

This workforce initiative is very effective. What started as an opportunity for community organizations to speak about their
services, offer volunteer opportunities and a forum for chapter members to educate job seckers in workforce development
issues and has resulted in longstanding workforce development relationships between chapter members and various community
organizations.
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Outcome: We have implemented this initiative and it is a success, however, because a program like this is never truly be completed,
the answer must be yes and no. As long as there are unemployed, under-utilized, untrained and under-trained job seekers and as
long as there are unfilled positions, this initiative will continue.

HR professionals benefit by giving back to the community. We keep our skills fresh in training, recruiting, networking and
development. We learn about resources available to us including recruitment, internship and unpaid work opportunities and we
also find job opportunities for ourselves.

Community organizations benefit by obtaining employment opportunities for job seekers, and by receiving up-to-date training
from HR professionals in areas of recruitment, retention, accommodation /disclosure rules, HR laws and compliance, diversity,
networking, volunteering and more.

People within the community benefit through networking and job opportunities; learning about how to find and keep a job;
understanding employment rules and procedures; and hearing from those in the business of employment. It gives them a chance
to ask questions now so they know what’s going on later and it gives them an edge over their competition.

This workforce initiative provides insight into alternative recruitment resources; changes perceptions; and broadens the ability to
develop creative solutions to recruitment. It also identifies volunteer opportunities within our community and makes a difference
one job secker at a time as a result of the participation from the members of the Dulles SHRM Chapter. This helps to meet the
needs of today’s workforce. It also contributes to the development of future employees by discussing tomorrow’s job market. With
the impending retirement of so many in our workforce, it is imperative that we look to alternative resources now so we can meet
our future staffing needs and better prepare our nation’s workforce. If we are to continue to excel as a world power, HR needs to
get involved at the grassroots level and encourage community service, particularly in the areas of workforce readiness development.
We cannot sit back and hope to get qualified workers. We have to be proactive, find solutions, be creative and be involved. Dulles
SHRM has taken this to heart.
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Initiative Title: Supporting the Local Business Community State: VA

Chapter Name: Leesburg/Greater Loudoun Chapter Region: Southeast Region
(Leesburg SHRM)

Area of Impact: Workforce Readiness
Chapter President: David Foster Hoff

Implemented in 2008: Yes
Web Address: www.leesburgshrm.org

Completed in 2008: No
Chapter Number: 0537

Purpose: The Leesburg SHRM chapter is located in Loudoun County, Virginia, one of the fastest growing counties in the U.S.
The county’s business community is growing accordingly. The chapter discussed ways to better serve this community and take a
leadership position in workforce readiness.

We contacted the local Chamber of Commerce to solicit their help in reaching local businesses. They asked if we would help with
their job fair held twice annually for their members. In keeping with the workforce readiness initiative, we determined that we
could add value to the local businesses by focusing on candidates.

It was agreed that the chapter would offer resume review and interview coaching to the candidates attending the job fair. The
chapter approved and many of our members volunteered to plan and participate in the event.

Implementation: We began the program in late 2007. Chapter representatives attended Chamber planning sessions; prepared
resume samples; developed interview coaching sheets; and created training materials for those chapter members participating. The
chapter team prepared signs for the tables and developed and approved Chamber communications announcing our participation
and approved the use of our chapter logo in printed materials.

Prior to the April 2008 job fair, chapter volunteers met to review the processes and materials. On the day of the event, we set up
two Leesburg SHRM tables and awaited the candidates. They came! During the day, the Leesburg SHRM team counseled more
than 125 candidates. Both tables were busy throughout the event with waiting lines for most of the day.

Outcome: The Chamber follows up with each candidate attending the job fair with a questionnaire requesting feedback on their
experiences at the event. The responses to our efforts were very rewarding. Many candidates singled out our coaching as the best
experience at the fair, with many pointing out that they had never had that kind of assistance at any other job fair. The Chamber

and their staff applauded our efforts and our chapter received recognition in the local press. We met with many of the businesses

attending the fair and their responses were overwhelmingly positive. The Chamber has asked us to continue the program during

their October 2008 job fair.

In helping the candidates to better understand their attributes and how to more effectively communicate them to prospective
employers we were able to accomplish multiple goals. We improved the readiness of the workforce; advanced the profession
by demonstrating the value of the chapter and its members to the Chamber and its members; and advanced the profession
by enriching the knowledge and experience of our members through exposure to opportunities within their local business
community.
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Initiative Title: Committee for Information to Youth (CITY) State: VA

Chapter Name: Southside Virginia SHRM Region: Southeast Region

Chapter President: Pam Payne Area of Impact: Workforce Readiness
Web Address: www.ssvashrm.org Implemented in 2008: Yes

Chapter Number: 0587 Completed in 2008: No

Purpose: Our project began with as a result of a job fair held in Danville, Virginia on Jan. 25, 2007. This was a successful job fair
with 2,788 participants. Some of the statistics that came out of this job fair, as reported by Strumpf Associates, were disturbing.
Of the 1,846 participants who completed surveys, 45 percent did not have a high school diploma, and 14 percent had a GED.
Approximately 10 percent were ex-offenders, although many did not answer this question. We had a problem with no real solution
because the damage had already been done.

Implementation: Local government and educational institutions began to push for people to get their GEDs. Virginia Cares
began to work with ex-offenders to help find them employment. We began to realize that the secret was to begin preparing our
youth now for their entry into our labor force by informing them what would be required in finding employment. Bill Smith,
chapter board member and workforce readiness chair, framed the problem eloquently: “When we cannot build good roads for our
children, we must build children strong enough for the roads they must face.” Bill formed a committee called the Committee for
Information to Youth or CITY. Their objective was to get the message to the school children about the importance of finishing
school, staying off drugs and not getting in trouble with the law. We wanted to impress upon them the fact that no diploma, drug
abuse and criminal records would make it difficult for them to find employment when they are ready to enter the job market.

A survey was mailed to local industries asking if they require a diploma; if they conduct pre-employment drug screens; if they had
a policy against hiring ex-offenders; and if they did if there was a provision for a period of time with a clean record. Of the 35
industries responding, 81 percent responded that they did require a diploma; 85 percent stated they conducted pre-employment
drug screens; and 73 percent had policies against hiring ex-offenders. Of the industries that had policies against hiring ex-
oftenders, 44 percent did have a provision for consideration after five to seven years with a clean record. A brochure was developed
and printed titled “You Are in Control of Your Future.” This brochure encouraged students to finish high school, not to become
involved with drugs and not to get in trouble with the law. It explained why industries are not able to condone these types of
behaviors and warns them that if they take those routes, they will find it difficult to find a job when they enter the job market.

The teeth to this message; those doing the hiring were providing this information. The brochure also listed 58 local industries to
answer their questions about opportunities in our area.

Outcome: Our workforce readiness chair met with the superintendent of Danville Public Schools and offered our brochures

for distribution to students. Copies of the brochure were made available to the Career & Technical Education Coordinator for
Danville Public Schools and were distributed to students. In addition, an instructor at Danville Community College expressed
an interest in our brochure and began to distribute copies in her classes. We also offered the superintendent our services to speak
to students about what they need to do to prepare for their entry into the job market. Some of our members have already made
presentations to student groups. We have also participated in mock interviews at the Danville Public Schools Adult & Career
Education Center and at Danville Community College.

To attack the problem of the lack of education of our displaced workers, our workforce readiness committee and our economic
development and Chamber of Commerce liaison committee also began to work very closely with the Danville-Pittsylvania
County Chamber of Commerce; the Danville Office of Economic Development; the Pittsylvania County Office of Economic
Development; the Danville Community College Office of Workforce Development; and the Virginia Workforce Center. We
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have become partners in efforts to prepare our people for the new type of technology-driven industry moving into the area and

replacing the traditional labor-intensive industry that has historically been a part of this region. Our chapter feels that it can make a
difference and our project continues.
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Initiative Title: Job Fair Partnership State: VT

Chapter Name: River Valley HR Association (RVHRA) Region: Northeast Region

Chapter President: David Wheel Area of Impact: Workforce Readiness
Web Address: http://www.rvhra.org Implemented in 2008: Yes

Chapter Number: 0606 Completed in 2008: No

Purpose: We have seen several grassroots efforts in this geographical area for job fair hosting. While the fairs command a
reasonable draw, a critical element is missing; that of assisting the job seckers develop critical job search skills, i.e., the search
process, career objective, resume writing and branding oneself, networking, interviewing and negotiation. We possess within our
association sufficient resources to conduct workshops that would run concurrently with the job fair(s) and would enhance job
seekers chances of being selected for a job.

Implementation: This project will begin in the fall 2008 with a series of contacts with current job fair host organizations, followed
by planning and a proposal for the RVHRA to conduct the workshops as indicated. Actual preparation and implementation would
occur through the spring 2009 and would tentatively continue into the fall 2009 as well, since that is the current cycle of job fairs
in the local area. This would become an ongoing, annual effort and as a result, would enhance SHRM’s and the chapter’s image in
the local area, and also help to develop HR professionals who participate in planning, preparation and the workshop presentations.
We will contact the entire RVHRA membership for interested professionals to assist in this initiative, both in planning and
implementation. Measurement of our success will be visible in the number of attendees at the workshops and will also be tied to
exit survey responses conducted by the job fair organizing team.

Outcome: Initiative to be continued into and completed in calendar year 2009.
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Initiative Title: Occupational Skills Survey
Chapter Name: River Valley HR Association
Chapter President: David Wheel

Web Address: http: //www.rvhra.org

Chapter Number: 0606

State: VT

Region: Northeast Region

Area of Impact: Workforce Readiness
Implemented in 2008: Yes

Completed in 2008: No

Purpose: Through a local chamber of commerce, a local community college has indicated a desire to obtain from area employers
a list of occupational skills needed in their respective areas so their curriculum can respond to those needs. RVHRA will plan,
construct and conduct an occupational skills survey of its members that can be presented to the local college.

Implementation: Planning and preparation will begin in fall 2008 with the survey being launched by early in calendar year 2009.
The results will be tabulated and passed on to assist in curriculum development for fall 2009. Future efforts may include contact

with other area community colleges to assist them in similar efforts.

Outcome: To be completed during 2009
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Initiative Title: Affirmative Recruiting Initiative State: WI

Chapter Name: Metro Milwaukee SHRM (MMSHRM) Region: Southeast Region

Chapter President: Joanne Krueger, PHR Area of Impact: Workforce Readiness
Web Address: www.hrma.org Implemented in 2008: Yes

Chapter Number: 0015 Completed in 2008: No

Purpose: To expand MMSHRM’s community involvement goals, full support was given to taking a leadership role in a new
affirmative recruiting initiative. This initiative allows MMSHRM member companies to pledge 50 work-study jobs to be filled by
Milwaukee Public Schools (MPS) students receiving special education services. (A survey conducted by DPI found that 90 percent
of special education students remain unemployed five years after school.) The ultimate goal is for these jobs to result in regular
employment once students make the post-school transition. This initiative is collaboration between MMSHRM, MPS, the Division
of Vocational Rehabilitation, and the Milwaukee Center for Independence.

Implementation: Employers will be encouraged to pledge work-study jobs. MPS will make referrals of students taking part in
special education programs (18 percent of the total school population of 93,000). These students will receive valuable training,
experience and academic credit toward graduation. Employers will be given the opportunity to train future workers while receiving
MPS staft support, helping to prepare students for full-time employment.

MPS job coaches will be available to visit an employer’s worksite and coach the student. A work-focused curriculum to improve
the retention and performance rate of the student worker will be emphasized. Employers who offer full-time employment to work-
study students will receive $2,400 in federal tax credits. MMSHRM will offer a special website to its members, designed by Jobing.
com, where employers can post their pledges and work-study students can post their resumes to facilitate a match.

MMSHRM entered into a contractual arrangement with MPS. In turn, MMSHRM reached out to its members to contract with a
company to serve as a transition specialist. The initial timeframe for this selection process was aggressive. Beginning in early July a
request for proposal (RFP) process was initiated and the goal was to announce the company chosen to be the transition specialist
by the end of July.

Website and e-blast communications went out to our members. Special links were provided in an introductory letter noting the
details of the affirmative recruiting initiative. Another link on our website home page and in the e-blast communications took
readers directly to the RFP.

Members were engaged by communicating to them the potential for future benefit to their companies through hiring this segment
of workers. MMSHRM members engaged through realizing community involvement goals.

Partial success was achieved when an RFP was reviewed and awarded. Initial implementation of the initiative was placed on hold
pending final contract review and signatures from MPS. The final signed contract was received on September 23, 2008. We are

now in final contract mode with our transition specialist.

Outcome: MMSHRM is in final contract negotiations with the company chosen as transition specialist for the solicitation of job
pledges.
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Our measures of success are noted clearly in the RFP. They are:
e Securing 50 qualified work-study job pledges over 12 months.
*  Securing 35 successful transitions from school to work over 12 months.

Progress and success will be measured on an ongoing basis between MMSHRM, MPS and the liaison chosen to report on behalf
of the transition specialist. The liaison will:

*  Coordinate their efforts to solicit pledges.

e Educate their employees on the program’s features.

e  Attend meetings with MMSHRM and MPS.

*  Submit reports to the program oversight committee.

*  Implement corrective action where (if) required.

All parties remained committed to the goals of this initiative. A unique melding of community, business, and human resource
professionals was realized through continued communication and persistence, even in times of delay.
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Initiative Title: A Workforce Readiness Partnership State: WI

Chapter Name: Central Wisconsin Society for Human Region: North Central Region
Resource Management (CWSHRM)

Area of Impact: Workforce Readiness
Chapter President: Jayne Luce, BBA, SPHR

Implemented in 2008: No

Web Address: http: //staging.wishrm.org/chapter/cenwis /
index.html Completed in 2008: No

Chapter Number: 0138

Purpose: Developing and implementing a workforce readiness program for CWSHRM was identified as an important initiative for
our chapter in 2007. The CWSHRM board decided to focus our program on one local school district and chose to partner with
D.C. Everest School District because of their willingness and interest. This partnership enabled us to initially develop the program
and implement a volunteer schedule on a small-scale basis; the intent being to eventually expand the program to other school
districts in the area.

Implementation: The primary catalyst for coordinating the program was the workforce readiness director for CWSHRM, in
conjunction with a career specialist at D.C. Everest High School. The school district played an important role in our program;
Rose Matthiae, career specialist, surveyed the student population regarding what their interests were after high school. This
enabled us to focus on finding HR professionals from a variety of business sectors to volunteer their time in the classroom

The focus of the program is to prepare high school students to enter the workforce by assisting them through the process of
writing resumes, submitting resumes to employers, and mock interviewing with HR professionals to prepare them for “real”
interviews at potential places of employment.

At the onset of the program, we focused on three main goals: creating a schedule; creating a lesson plan; and recruiting volunteers.
During the original meeting with Rose Matthiae, we learned that the English, business, and alternative high school classes had
separate programs to teach how to create resumes. Our first goal was to create a schedule of events for the semester. We worked
with the business class instructor and the alternative high school instructor to set dates that worked best for volunteers and to
determine how many volunteers would be needed. We determined that based on the schedule and the number of students (30-35
over two semesters,) we needed 7-10 HR volunteers. We also pinpointed HR professionals for specific class periods based on the
industry they represented.

Our second goal was to make a consistent lesson plan for resume writing for each of the classes. We kicked off each semester

with a presentation from a company to introduce the importance of a well-written and well-organized resume. Rose Matthiae
prepared the students by having them write questions before the company representative came for the presentation. The company
representative then reviewed resume writing tips and discussed how to format a resume.

After creating a plan for each class, our third goal was to recruit HR professionals from our membership. We introduced the
program along with Rose Matthiae at one of our meetings and were successful in getting the number of volunteers that we
needed.

Outcome: Once the program was implemented, human resource professionals would work one-on-one with the students,
coaching them on how to best promote themselves through their resumes and interviews so they could increase their chances of
obtaining their desired position. To achieve this, volunteers helped students identify their individual strengths and skills and then
helped them design their resumes in formats that were professional and reader friendly. We gave them tips on how to positively

147

™



T™

SiEgM

SOCIETY FOR HUMAN
RESOURCE MANAGEMENT

present themselves during the actual interview by giving them ideas on what to say and not say during an interview. The last
part of the process was to give them advice on how to dress for the interview make an overall positive impression. All these
employability skills are essential to help students succeed once they enter the job market.

This program is an important addition to our CWSHRM chapter activities. It allows an opportunity for our members to give back
to the community and invest in an important cause—tomorrow’s workforce. Not only do our members benefit from the program,
the students at D.C. Everest did as well. For example, for students to graduate from the alternative high school at D.C. Everest,
students are required to work a specified number of hours outside of their regular course work. Our HR professionals assisted in
strengthening their resume and interviewing skills to help them obtain work. Also, this program gives students an opportunity to
talk about their future goals after high school with professionals from different business sectors.

As HR professionals, the CWSHRM board feels it is important to invest in our local community by improving the job readiness
skills of our future workforce, and to positively promote and advance the human resource profession within the community. We

look forward to continuing our partnership with D.C. Everest School District and introducing the program to other districts in
central Wisconsin.
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Initiative Title: Job Hunt Survivor: Boot Camp State: WI

Chapter Name: Lakeshore Area Human Resources Region: North Central Region
Association (LAHRA)

Area of Impact: Workforce Readiness
Chapter President: Sheila Schetter

Implemented in 2008: Yes

Web Address: http://www.lahrashrm.org

Chapter Number: 0505

Completed in 2008: No

Purpose: Our purpose is to effectively maximize resources that positively impact local workforce development and retention.
Partnerships with post-secondary educational institutions, especially at the associate degree and less levels, provide enhanced
opportunities to meet our local workforce needs, predominantly in manufacturing, healthcare, and service-based industries.

Through collaboration with our local technical college and its two “Job Hunt SURVIVOR: Boot Camp” events, we have direct
input into an already successful event and immediate access to upcoming pools of skilled applicants. This access is especially
important to our local economy, which is heavily manufacturing based at a level above the national and state averages.

Implementation: No chapter financial resources will be necessary for the October 2008 portion of the initiative. Funding is
provided by the Lakeshore Technical College (LTC) Career Placement Services (CPS) budget allocation through the college’s
Student Government Association (SGA) overseeing expenses covered by student fees. At present, it appears that CPS will also
cover all expenses associated with the March 2009 portion of the initiative.

Session speakers and panelists are employer volunteers at no cost to the chapter or the college (other than appreciation gifts). The
associated event costs for procurement of the keynote speaker, food, student giveaways, and student prizes are covered by the CPS
office.

Initial planning began approximately a year in advance, with the bulk of the planning and organizing time coinciding with the
beginning of the school year. Aside from contracting with the keynote speaker and reserving space, turnaround time from start to
event completion is typically 45-60 days.

Communication to students, alumni, faculty, employers, and two local SHRM chapters occurs via email, newsletters, posters,
phone calls, and U.S. mail; face-to-face communication also occurs. The event is also communicated through word of mouth,
since it has obtained a reputation with employers and students as a successful event, valuable in meeting their respective needs.

The career placement coordinator at the college identifies potential employer participants based on geographical and academic
program balance and the employer’s relationship with the college. The LAHRA chapter president personally invites employers for
a panel and “Employer Spotlight” portions of the agenda.

The college garners student participation through its web portal for students; student newsletter; classroom presentations; and
faculty support, to name a few. “Employer Spotlight” participants are provided conference set-up accommodations in proximity to

the speaker and panel. This is an engaging event due to its interactive nature.

Success is measured by student and employer evaluations at the close of the event and compiled by the college’s research and
planning Department. A post-event review team utilizes the survey data for continuous improvement.

Outcome: Job Hunt Survivor: Boot Camp has been a best practice, highlighted by the National Association of Colleges and
Employers (NACE) in its May 25, 2006, edition of Spotlight Online (under the name Job Seekers’ Boot Camp). Begun in 2004,
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student satisfaction rating with the event has been the overall success measure. Ratings are consistently more than 95 percent

satisfaction. Because of the increased involvement of our chapter and local employers, an employer satisfaction rating will be added
to the event evaluation. The college is responsible for collecting data on success measures.

A mini-version of the event will occur on October 15, 2008. We are currently in the promotion stage for that event. Our chapter
is responsible for promotion to employers; LTC’s career placement services office is responsible for promotion to students, alumni,
faculty and staff. Event planning and communication is on schedule—our measure for success at this stage of the initiative. To
date, the agenda has been set and a panel of local employers is being solicited.

The day-long main event will occur on March 24, 2009. A post-event review team will convene after each event date to monitor
and adjust the event as needed for continuous improvement and service to the students and employers.
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State: WV

Region: Southeast Region

Area of Impact: Workforce Readiness
Implemented in 2008: No

Completed in 2008: No

Purpose: Our area still has a great deal of students who are not furthering their education after graduating from high school. Our
chapter wants to prepare as many students as we can with the skills necessary to be prepared to seek full-time employment. Our
chapter is providing mentorship in the areas of resume building, interviewing tips, professional dress and general work-place issues

to include positive characteristics employers are seeking.

Implementation: We will be using a panel of experienced HR professionals from our local area as well as resources from the local
community college to develop suggestions on how students can continue their education while working at the same time. Our
timeline for implementation will be during the first quarter of 2009. We plan to communicate our initiative through a local group
called Leaders Edge which has the local school counselors and members of the community college as board members. Through
this program, our program will be made available to all the high schools in our area through the guidance department.

Outcome: We will know what our success rate is based on the feedback from the students and guidance counselors.
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Initiative Title: Climbing Goat Hill Region: Southeast Region
State Council Name: SHRM Alabama State Council, Inc. Area of Impact: Other Area
State Council Director: Jamie Yeaman Brown, SPHR Implemented in 2008: No
Web Address: www.shrmalabama.org Completed in 2008: No
State: AL

Purpose: Many Alabama chapters have joined together to forge relationships with political leaders at the state and federal level.
Alabama leads the way in organizing two visits to Capitol Hill annually, one in the Spring and one in the Fall. We feel that building
relationships with our state representatives are just as important to our chapters, state council, and the organizations we represent.
We have a responsibility to our members to have their voice heard in our state.

Implementation: Many hours of research went into the planning of this initiative. It began by obtaining the names, room
numbers and phone numbers of all 105 members of the House of Representatives and 35 state senators. Once the list was formed,
it was distributed to all SHRM state council and chapter members to ascertain the relationships that may already exist. Our group
that attends the state “hill” visit will consist of those with relationships with a representative and those who wish to represent their
chapter. All chapters have been challenged to be represented during the visits. We plan to have two visits each year for a period of
two years beginning in February 2009 to better establish these relationships. We also are partnering with the Business Council of
Alabama (BCA) which holds weekly legislative meetings every Tuesday during each session. The BCA releases weekly newsletters
to keep its members up-to-date on all issues pertaining to Alabama businesses. They also have a strong lobbying force of which
SHRM Alabama can take advantage.

While in session from February through May, state lawmakers vote every Tuesday and Thursday so we will plan our visits on
Wednesdays to be the most effective. Appointment scheduling for visits begin as early as six months before session, so we plan

to have our first “Goat Hill” visit in February and the second in May scheduled by mid- to late-October so as to visit as many
representatives as possible. Emails and monthly chapter meeting announcements will make our members aware of our initiative.
Follow-up will be provided by state council legislative committee members. The measure of our success will be in the relationships
we build over the long term and the effect that we will have in state legislation.

Outcome: Our first main goal is to have two successful “Goat Hill” visits in our first year. A major successful outcome will be
to introduce and pass the workplace violence bill within the first two years. By mid-October 2008, we will have our visitors list
together and our first two trip dates in 2009 planned. At the end of the 2009 session, our visiting members will be asked to
complete a survey about their experiences and to include suggestions for the 2010 trip. During the summer of 2009, we will
continue to build our list of members who wish to visit and additional relationships that will exist in 2010 and so on.
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Initiative Title: Enhancing HR Certification Region: Southwest Central Region
State Council Name: Arkansas SHRM State Council, Inc. Area of Impact: Other Area

State Council Director: Tara E. Mauk, PHR Implemented in 2008: Yes

Web Address: www.arshrm.com Completed in 2008: No

State: AR

Purpose: This program was created to provide a certification study group option for the HR professionals in Arkansas. The rural
nature of Arkansas has generated eight SHRM-affiliated chapters, six of which are small chapters as defined by SHRM. Their size
has made it difficult for them to identify five members at one time for a study group. This rural environment also makes it difficult
to find sufficiently qualified individuals to facilitate the study group sessions. An online, web-based program was implemented to
allow members from across the state to form a study group.

Implementation: By creating a statewide study group, ARSHRM was able to tap into a much larger pool of certified individuals
willing to volunteer as facilitators for one or more study group sessions while also allowing more individuals to participate in a
study group program.

Beverly Petty, SPHR, ARSHRM state council certification director, set up the online webinar account and coordinated the
registration of participants; purchase of the SHRM Learning Systems; and scheduling of the study group sessions and facilitators.
The ARSHRM State Council paid for the facilitator manuals and the online webinar program. The study group met online for
seven Saturday mornings. One module per week was reviewed—the PowerPoint slides and any other materials could be viewed
online, and the participants were able to interact with the facilitator and other participants by an AT&T long distance conference
call number provided by the webinar program host. The seventh week was used to review the learning system’s final exam and
any additional questions from participants. Each session’s audio and visual components were recorded through the webinar host
program and participants could request re-plays of sessions they missed or wanted to hear again. The pilot program was offered
free of charge to participants with the exception of the purchase of the SHRM Learning System. This allowed us to work out
unanticipated problems with technology and develop a participant agreement to cover problems encountered during the pilot
program.

The program’s goals were to promote HR certification by generating interest in the certification process; to serve HR professionals
by providing a study group for individuals across the state; and to advance the HR profession through encouragement of successful
certification. These goals were met. Sixteen people including two state council members registered and participated in the study
group. Of those 16, seven tested during the May/June window, and five passed. The remaining nine people plan to test during the
December/January testing window. The study group is being offered again for the fall semester, and statistics will continue to be
monitored to track the success of the program participants.

Outcome: The online, web-based certification preparation study group is a contemporary approach that enables human resource
professionals to prepare for the certification exam using the convenience of the Internet and conference call access while retaining
their ability to interact with the facilitator and each other. For the first time, all Arkansas SHRM members—regardless of how rural
their location—have the option of participating in a study group and having the added benefit of purchasing the SHRM Learning
System at the discounted study group rate. With the growing technology and continuous need to develop certified human
resource professionals, ARSHRM believes this will be an initiative continued for many years.
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Initiative Title: California HRCI Certification Region: Pacific West Region

State Council Name: California State Council of the Society Area of Impact: Other Area
for Human Resource Management

Implemented in 2008: Yes
State Council Director: Terrence W. Kolasa

Completed in 2008: Yes
Web Address: cal.shrm.org

State: CA

Purpose: The California State Council recognized the uniqueness of California employment laws and court cases that HR
professionals must know to do their jobs effectively. The state council wanted to advance the profession by creating a certification
program that would recognize an HR professional’s understanding of the body of knowledge that is California employment laws.

Implementation: A taskforce of state council members was formed to study the feasibility of creating a California certification
program. Once it was determined that such a program would be feasible, talks began with HRCI and SHRM about creating a new
state certification exam and designation. State council members assisted in the practice analysis, exam development, item writing
and writing of study materials. The first exam was held in April 2007. In 2008, the state council promoted and presented study
groups for the California HRCI certification exam.

Outcome: In 2008, the state council certification team has coordinated two study groups for the state council; acted as a resource

for trainers for chapter study groups; and organized an advisory committee to keep SHRM updated on new state employment laws
and case law to revise the SHRM learning system as needed. The state council will be presenting train-the-trainer classes as well so

we have a pool of California certified HR professionals to teach future study groups. To date, approximately 300 HR professionals
have passed the exam. A small number of newly certified professionals work out of state but have employees in California.
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Initiative Title: Statewide Webinar Program Region: Northeast Region

State Council Name: SHRM Connecticut HR State Council Area of Impact: Other Area

State Council Drector: Stephen E. Dombrowski Implemented in 2008: Yes
Web Address: http://www.ctshrm.org Completed in 2008: No
State: CT

Purpose: Like most professionals in today’s business world, human resource practitioners are engaged 24 /7, leaving little time

for professional development and knowledge sharing outside the company. It can be challenging to find vacation time let alone
education and travel time. What’s more, many companies have sharply reduced their training budgets, leaving HR practitioners to
pay out of pocket for courses. Particularly hard hit are practitioners in small to midsize companies and those who need professional
recertification through HRCI. Realizing this situation, the Connecticut SHRM State Council wanted to help and in 2008,
initiated a statewide webinar program for HR professional development.

Implementation: To accomplish its goal to provide cost-effective professional development to HR practitioners throughout the
state, the Connecticut SHRM State Council named a director of webinars with responsibility to get the program up and running
in three months. Bids were sent to Web conference and event management software vendors to obtain functional specifications and
costs. Each service provider was also asked for an online demonstration. We wanted to create an infrastructure that was intuitive,
easy to use, highly automated and required a minimal amount of administration. Two providers were chosen following a thorough
and detailed cost/benefit analysis. The analysis also showed we could charge $20 per registration, recover our operating costs
(regardless of the number of attendees) and make a small profit for reinvestment in other state council value-added initiatives. So
we charge SHRM members $20 and ask non-SHRM members to pay a slightly higher fee ($30).

At the same time we began to build a stable of presenters—companies and individuals who are HR thought leaders and leading-
edge implementers of policies, practices and systems—who could talk about critical work force issues facing companies in
Connecticut and how HR can deliver value and drive business decisions. Mercer, Jackson Lewis, Applied Psychological Techniques
(APT) and Fragomen have all made commitments to provide ongoing presentations by subject matter experts in their respective
organizations.

Our first year goal was to run eight to ten one-hour webinars and complete 500 hours of training. We also established some key
guidelines:

*  Presenters would receive no honorariums; statewide exposure is value in kind.

*  No advertising or company/consultant hype would be allowed at any time.

*  No participant lists would be provided to speakers to preserve attendee privacy.

*  All webinars would be based on content eligible for recertification credits from HRCI.

Finally, to ensure that we were meeting the professional development needs of practitioners, we decided to survey attendees after
each webinar.

Once we had all the pieces in place, we met with all of the chapters in the state and established a communication process through
which we would announce the webinar program and continue to inform chapter members of upcoming dates and topics. We also

make use of e-blasts distributed by SHRM to reach at-large members.

In April 2008, we conducted our first webinar with more than 50 attendees.
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Outcome: The webinar program is an ongoing initiative by the state council and we hope to increase both the number of
webinars offered and the number of hours of training provided in the years to come. Right now, we are on track to meet our

first year objective cited above, having run four webinars since April with attendance running at an average of 40 participants per
session. We know of a number of instances where HR directors brought together their stafts in a conference room to participate
in a webinar under a single registration, immediately followed by a planning session on the topic presented. The ratings and
comments received thus far from our surveys—our response rates runs from 20 to 30 percent—have been extremely positive. For
example, one HR professional from a small company who attended a webinar on a workplace law topic presented by lawyers from
Jackson Lewis commented that she was essentially getting one hour’s worth of world-class legal advice and counsel for $20.

We have also entered into discussion with the Connecticut Business & Industry Association (CBIA) to tap into their members,
thereby reaching more HR professionals. We see this partnerships as a way of getting more companies in the state involved in
pending HR-related legislation by presenting webinars to educate and inform key decision makers in these companies about these
issues (as well as increasing both SHRM and local membership).
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Initiative Title: Spring Trilogy Workshops Region: Northeast Region
State Council Name: SHRM Delaware State Council Area of Impact: Other Area
State Council Director: Frank Ingraham Jr., SPHR Implemented in 2008: Yes
Web Address: http: //delawaresc.shrm.org Completed in 2008: Yes
State: DE

Purpose: Our council wanted to partner with local HR-related businesses to provide HR professionals with insightful programs
focused on diversity and workforce readiness. These programs would promote SHRM and the SHRM state council’s presence in
the state and provide a new source of revenue for the council. By partnering with local businesses, we are building relationships
that will allow us to strengthen our role as a resource to HR professionals at-large and within our local chapters.

Implementation: Our board of directors confirmed support of establishing an enterprising leadership initiative at our January
meeting and created a point person and committee to move forward. We chose to focus on diversity and workforce readiness

as topics and planned to schedule three workshops in the spring 2008 so as not to interfere with our annual state conference
scheduled for November 2008. We wanted to provide low cost, content-rich programs to the HR professionals in our state and
have well-attended events, knowing that we had a short timeline to promote the events. We had a network of local businesses
that were interested in partnering with the council by providing programs, venues and sponsorships at low or no cost to the
council. We were able to utilize the Delaware SHRM chapter administrator for event communications and registration, which was
helpful because of her intimate knowledge of working with SHRM and our local chapters. Our workshops were communicated
to local chapter members and SHRM at-large members through email blasts and announcements at monthly chapter meetings.
Board members communicated the professional development opportunities at their businesses and other networking events.
The workshops were advertised on council and local chapter websites. We implemented an evaluation tool to measure attendee
feedback. We wanted to know whether the workshops met the needs of the HR community; what areas we could improve upon
going forward; and how we could sustain the spring series as an annual initiative.

Outcome: We are pleased with the broad support from our board of directors, local chapter board members and businesses, and
feedback from attendees. Typical of any new initiative, it was important to have a point person and team willing to identify the
necessary structure in which to provide a successful initiative. Specific challenges included obtaining the initial support of key
chapter board members; agreeing on specific presenters and program content; identifying dates, times and locations that did not
pose conflict with other events and /or activities; and building a format that could be duplicated for future series.

Our first workshop, Retaining Skilled Workers: Assistive Technology Moves into the Mainstream, was held in May 2008. Assisted
technology is technology used by individuals with disabilities in order to perform functions that might otherwise be difficult or
impossible. The second workshop, Career Edge, was held in June 2008. This workshop was designed to help professionals assess
their career-related skills and strengths and understand how to leverage those strengths most effectively. We had planned to present
the Career Edge workshop twice in June, one upstate and one downstate. Instead, this workshop will be repeated in October
2008 in southern Delaware. The partnerships with local businesses have been invaluable to the council. Attendance was lower than
anticipated, which we attribute to our short timeline for advertising. The programs were high quality, high value, and were well
received by attendees.

Our enterprising leadership initiative has provided the state council with rewarding partnerships, increased revenue, and the

possibility of making the spring trilogy an annual initiative. We have learned from our community and colleagues that there is a real
need for our council to continue reaching out and to function as a conduit connecting businesses and HR professionals to available
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services and programs for the benefit and growth of all. We are already looking toward 2009 and have identified a point person
for the initiative. We want to identity topics, presenters, locations, sponsors, etc, in a timely manner, so we can start advertising
in January for the spring trilogy. This enterprising leadership initiative has been an opportunity of real financial and professional
growth for our state council and certainly embraces our mission to advance the profession.
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Initiative Title: True Grit: HR’s Strategic Strength Region: Pacific West Region
State Council Name: Idaho State Council of SHRM Area of Impact: Other Area
State Council Director: Jennifer Miller Implemented in 2008: Yes
Web Address: shrm.idaho.org Completed in 2008: Yes
State: ID

Purpose: Our state council was inactive for many years until mid-2006. Since that time we have reenergized, filling all core
leadership seats and many other vacancies as well. Our chapters are separated geographically by many miles and our collaboration
across the state had been minimal.

Our conference was implemented to fulfill three objectives:
1) To unite the chapters across the state in organizing and participating in an educational event.
2) To provide innovative presentations and strategic recertification credits for senior-level HR practitioners.
3) To create revenue for the state council to leverage the energy and talent of members across the state through more
collaboration.

Implementation: Our state council members carried the water in implementing this conference initiative. None of the members
had conference planning backgrounds, so it proved to be a valuable learning experience. They did have excellent contacts through
which we secured a number of quality speakers at no cost. We received sponsorship dollars and facility use from the University of
Phoenix as well as seed money from Boise’s local chapter, HRATV.

We utilized our email blasts through SHRM as well as our state council and chapter websites to publicize the event. We also
tapped every state council member’s contact lists!

We utilized an electronic evaluation tool to measure success. We also considered attendance. Our chapter members and members
at large came together and enjoyed a successful pre-conference workshop; an evening networking event sponsored by a vendor
company; and an all-day conference with our western theme, “True Grit, HR’s Strategic Strength.”

Outcome: We enjoyed success. Members from across the state attended the conference and gave rave reviews, particularly with
regard to speaker quality. Our greatest barrier was our late start on planning and the lack of publicity earlier in the year. Another
barrier was (in our estimation) the slowing economy. When we got the ball rolling on publicity, we tried to contact everyone;
we used the institutions of higher education to publicize; sent email blasts; and used personal contact from council members.
We had approximately 60 attendees, which was a presentable turnout. Most were senior-level practitioners, so the speakers were
appropriate to the audience.

We will do this again so that we can leverage all our learning. Next year’s conference will be even better than this first effort and
we will match the quality. It was fabulous!
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Initiative Title: WOW! Region: North Central Region
State Council Name: Illinois State Council (IL SHRM) Area of Impact: Other Area
State Council Director: Carolyn Sperl, SPHR, GPHR Implemented in 2008: Yes
Web Address: http://www.illinoisshrm.org Completed in 2008: Yes
State: IL

Purpose: WOW!, wellness in our workplace, is an interactive website dedicated to helping HR professionals identify needs, locate
resources and implement wellness plans for their organizations. In the age of cost reduction, we felt this was an important service

to companies looking to reduce long-term costs and help create a healthy workplace. With shrinking company budgets and health
plan reduction and elimination, this site helps provide tools for low-cost implementation and return on investment information.

Implementation: Through an unrestricted educational grant from Blue Cross and Blue Shield of Illinois, IL SHRM developed

a strategic plan to design a wellness site that provides a broad-based look at wellness for HR professionals. A group of nine
professionals from three organizations met weekly to identify objectives and assign tasks according to our timeline. We began the
project in late 2007 with a goal to implement it by October 2008. We pulled resources from many leading experts in wellness and
complied them into a comprehensive site that provides “how to” ideas and a feedback section for members to share information
in real time. We also reached to our members during the IL SHRM conference to get specific needs through a survey that we
incorporated into the site.

The site will go live at the end of October or beginning of November. We plan to engage members through a variety of
communication avenues including a press release; local media outreach; SHRM blasts; and engagement of several of our strategic
partners including the Illinois Manufacturers Association, Illinois State Chamber, BCBSIL and the Business Ledger. To measure
the response to the site, we have incorporated Google analytics to allow tracking of site traffic, including how many people access
and complete the wellness quiz available on the site. Success for the group will be when the site is launched and then when we see
and hear market noise that our site has helped organizations institute wellness into their organization.

Outcome: The WOW! website will be in test phase the first week of October 2008. At this point, we plan to distribute access

to the website to many HR professionals for their feedback. Final adjustments to the website will be made in October. The
anticipated launch date is the last week of October or first week of November 2008. The site will be incorporated into the existing
IL SHRM site at http: //www.illinoisshrm.org. This launch time coincides with many employers’ open enrollment period, when
wellness is on the minds of many HR professionals.

The end result to our effort will be an interactive wellness site that gives HR professionals resources they need to develop or
enhance a wellness program for their organization. We expect the effect to be very widespread; wellness is a hot topic of discussion
in the healthcare debates sparked by the November 2008 clections.
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Initiative Title: Best Places to Work in Kentucky Region: Southeast Region
State Council Name: Kentucky SHRM Council, Inc. (KY Area of Impact: Other Area
SHRM)

Implemented in 2008: Yes
State Council Director: Trasee Whitaker, SPHR

Completed in 2008: Yes
Web Address: www.kyshrm.org

State: KY

Purpose: In 2002, Lyle Hanna came into the Kentucky SHRM State Council meeting with the latest issue of Fortune magazine.
He waved the magazine in the air and said, “Why aren’t there any Kentucky employers on Fortune’s list of the 100 best companies
to work for? We’re the HR professionals who create best places to work, so let’s create our own list of the best places to work in
Kentucky and help Kentucky employers get on the Fortune list!” The state council agreed and Best Places to Work in Kentucky was
born.

Implementation: Lyle Hanna asked Bonnie Hathcock, chief human resources officer at Humana Inc., to host a dinner for one
hundred Kentucky business leaders to ask if they would support KY SHRM’s endeavor to create Best Places to Work in Kentucky,
an assessment-driven method to measure the best workplaces and recognize Kentucky best places to work. Their response was a
unanimous yes.

KY SHRM partnered with Best Companies Group and ModernThink to create an employee assessment and employer profile
process that measured Kentucky’s employers against national standards and benchmarks for creating best places to work. We
partnered with the Kentucky Chamber of Commerce to lead the awards and recognition program, public relations campaign, and
to market the program to Kentucky’s employers.

In April 2004, more than 600 people gathered for a half-day seminar and afternoon awards luncheon to recognize the first Best
Places to Work in Kentucky recipients. Former Kentucky Governor Martha Lane Collins announced the winning employers

to cheers and screams of excitement. Twenty five medium-sized companies (25-249 employees) and twenty five large-sized
companies (more than 250 employees) set the standard for what it takes to be a best place to work in Kentucky.

Kentucky’s employers have been raising the bar ever since. The fourth annual Best Places to Work in Kentucky Awards Dinner in
April 2008 drew more than 800 HR professionals, community leaders, business leaders, and non-profit executives to celebrate the
fifty best places to work in Kentucky.

Outcome: The effect goes beyond employer recognition. This leadership initiative focused our state council on the strategic effect
of human capital and enterprising HR leaders in Kentucky’s best places to work. All local chapters were involved the creation,
communication and marketing of the concept. They are integral to the success of the awards celebration. Local chapters mobilized
community leaders and met with area employers to encourage them to participate in the process and to seck to be known as a best
place to work in Kentucky.

Winning employers are attracting and retaining the best talent in the community. Kentucky’s governors and legislators support
Best Places to Work in Kentucky because it attracts and retains the best employers. It also supports the HR professional and
advances the HR profession by demonstrating that best-in-class HR strategies create the best places to work.

In 2008, Kentucky-based King’s Daughters Medical Center made Fortune magazine’s list of best companies to work for! This is

a significant milestone in Kentucky’s best places to work journey. We will continue our journey to find the best places to work in
Kentucky in 2009 and beyond!
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Initiative Title: Strategic Partnership to Attract and Retain State: KY
HR Professionals in Kentucky

Region: Southeast Region
State Council Name: Kentucky SHRM Council, Inc.

(KY SHRM) Area of Impact: Other Area
State Council Director: Trasee Whitaker, SPHR Implemented in 2008: No
Web Address: www.kyshrm.org Completed in 2008: No

Purpose: The Kentucky SHRM State Council wanted to attract and retain HR professionals to the state without requiring career
seekers to search through multiple websites and print media. Some local chapters had job posting websites, but we wanted a state-
wide career portal and a way for all chapters to post HR careers. The career portal also provided a non-dues revenue generator for
local chapters and the state council.

Implementation: Our partnership with MyCareerNetwork.com includes a strategic initiative that allows KY SHRM to be the one
source for HR jobs across the state. Local SHRM chapters and the state council receive non-dues revenue from the partnership.

Local chapters have complete control over their members and companies posting jobs to the site which allows them to receive
revenue. KY SHRM and participating SHRM chapters also share in an aggregate revenue pool from employers who purchase the
MyCareerNetwork.com web power product. Chapters share the revenue pool with KY SHRM and their portion is based on how
many companies in their chapter purchase the product.

Outcome: The current outcome includes a strategic partnership between KY SHRM, local chapters, and MyCareerNetwork.com.

Other outcomes will be realized in 2009 (see details below).
Terms were drafted in 2007, discussed with chapter leaders and refined in 2008. The KyHRCareers.com website will be ready for
launch before the end of 2008. Local chapters voted on the partnership and communicated with their boards.

Success will be measured by the revenue generated; volume of HR careers posted; number of job-seekers at the site; and number
of HR professionals attracted and retained in Kentucky. Beyond the revenue benefits, KY SHRM benefits by finding new ways to
strategically advance the HR profession across Kentucky. The partnership to create a website solely dedicated to HR professionals
allows KY SHRM to brand ourselves to organizations throughout the state as the primary leader and resource to the HR
profession.

163

™



T™

SiEgM

SOCIETY FOR HUMAN
RESOURCE MANAGEMENT

Initiative Title: “Bring Your CEO to the Convention Day” Region: Northeast Region
and CEO Reception

Area of Impact: Other Area
State Council Name: Maine SHRM State Council

Implemented in 2008: Yes
State Council Director: Jackie Little

Completed in 2008: Yes
Web Address: meshrm.shrm.org

State: ME

Purpose: As part of our state conference in May 2008, we included a “Bring Your CEO to the Convention Day.” Events for
the day incorporated many strategic human resource issues. The keynote speaker, former governor Angus King, talked about
leadership. The day concluded with a reception for the guest CEO’s, Sue Meisinger, members of the State Council, and officials
from the Maine State Chamber of Commerce. Several CEO’s were in attendance and we plan to build on our success by having
another “Bring Your CEO to the Convention Day” in 2009.

Implementation: Many individuals were involved in making this event a success. Our conference director selected the keynote
speaker and scheduled the appropriate breakout sessions. Much of this work started in the summer 2007. Marketing of the event
was also handled by our conference director, with the assistance of the seven SHRM-affiliated chapters in Maine. Marketing began
in December 2007 and continued through the conference date in May 2008. We secured two sponsors for the reception. Each
sponsor had a table to display information and spoke for a few minutes during the event. Sue Meisinger, then-CEO of SHRM, and
Jackie Little, state council director, addressed the group.

Outcome: We were pleased with the results of the conference and reception and hope to build on that success in 2009.
Approximately a dozen CEQ’s attended the state conference that day and about 35 were in attendance at the reception. Many of
the CEO’s who attended are already strong supporters of strategic human resources. For some, it was a beginning point.

There were a few challenges we encountered. Some CEQO’s signed up to attend but could not attend due to last-minute situations.
This is just the nature of working with CEQ’s. Securing sponsors for the reception was also challenging. We may charge a little

more for conference attendance to cover the cost of the reception. Other options will be discussed before next year.

Overall, it was a proud moment for members of the SHRM Maine State Council and for the HR professionals who were able to
bring a CEO!

164



™

SliiM

SOCIETY FOR HUMAN
RESOURCE MANAGEMENT

Initiative Title: Creating Wellness through Awareness Region: Pacific West Region
State Council Name: Montana State Council of SHRM Area of Impact: Other Area
State Council Director: Racann Campbell Implemented in 2008: No
Web Address: http: //montana.shrm.org Completed in 2008: No
State: MT

Purpose: We selected a specialized license plate project so we could reach all Montanans. This plate will support cancer awareness
and have a tag line. We originally came up with the cancer plate idea because most of us have lost family and friends to some

kind of cancer. We wanted the plate to reflect all kinds of cancer awareness and spin wellness into it, focusing on educating our
employees on healthy lifestyle habits that will help mitigate the potential of cancer risks within our employee populations.

Implementation: We have been collecting names and donations for this project since May. Montana State DMV requires a $4,000
starting fee to pay for the plate production. We are asking Montana citizens to donate $10 and purchase a plate. We are hoping

for a minimum of 400 confirmed plate purchases (at $10 each) to meet the requirement. We have partnered with the American
Cancer Society, Relay for Life walks, as well as the Montana Cancer Coalition to get our project out to Montanans. All SHRM
chapters in the state have been contacted and we are trying to get involvement from their city’s citizens as well. We believe we

will have the required number of confirmed plate purchases by early next year. We will be using other local resources, such as the
hospitals and networks, to get the word out as well. We know that once people hear about our project and understand why we are
doing it, that they will join us in our quest of healthier and happier lives.

Outcome: Program still in process of being implemented.

165



T™

SiEgM

SOCIETY FOR HUMAN
RESOURCE MANAGEMENT

Initiative Title: Driving the Future of HR: A Statewide State: NC
Human Resource Curriculum Initiative

Region: Southeast Region
State Council Name: North Carolina State Council of SHRM

(NCSHRM) Area of Impact: Other Area
State Council Director: Christine Vion-Gillespie, SPHR Implemented in 2008: No
Web Address: http://nc.shrm.org Completed in 2008: No

Purpose: SHRM’s HR Curriculum Guidebook and Templates was developed to provide schools with a resource to track HR
curricula against a common, minimum skill set needed by employers to fill HR professional positions. North Carolina has more
than 100 schools which offer HR programs, yet employers consistently state that these courses of study don’t cover all the topics
required to be a successful HR professional. Although only 25 schools are currently aligned with the guide, none are in NC.
NCSHRM has partnered with Raleigh-Wake HRMA to take this initiative statewide. Our goal is to have all North Carolina
schools aligned with the guidelines.

Implementation: Although SHRM is gaining traction in the academic community, we acknowledge it is a lofty goal to try and get
every college and university in North Carolina to adopt the curriculum template.

This goal is a perfect example of enterprising leadership. NCSHRM has partnered with Raleigh-Wake HRMA who is taking the
lead to develop an initial how to manual. It will contain information such how a chapter can start the initiative, what a school must
do to qualify, and how to pitch the curriculum template to a college or university. Thus creating the templates needed for other
chapters in our state.

NCSHRM is preparing to survey and capture metrics from MALs (member-at-large) and LMOs (local members only) across
the state via several online tools. This information will assist in demonstrating why alignment is needed. We are encouraging and
assisting all local chapters to pursue this initiative in their counties by providing the resources needed via the NCSHRM website.

Local chapters participating in this initiative are asked to showcase this program to their members to show their LMOs yet another
great SHRM example of ATP/STP and to showcase the benefits of SHRM membership.

We will email our MALs with information on the initiative and provide resources and information about how they can be involved
with colleges and universities in their areas, either as individuals or by joining the efforts of their local chapter. We are looking to
capitalize on MAL involvement by having them participate in another great ATP/STD initiative. Since many who are passionate
in this area may look to get involved, we will have a great opportunity to market our chapters’ other dynamic initiatives and
membership benefits in an effort to increase local chapter membership.

In addition to the above, NCSHRM shares RWHRMA’s goal to get one school aligned with the curriculum by the end of 2008
and to have all schools in participating chapter areas, who currently offer an HR program, aligned within the next five years.

NCSHRM recognizes the hard work and leadership of the award-winning RWHRMA in this initiative. Without their innovative
and enterprising ideas and hard work, this project may not have been undertaken. In addition, NCSHRM recognizes the other
chapters in the state who have already joined forces with this statewide initiative, including Catawba Valley SHRM, Cabarrus
Regional SHRM, Triangle SHRM and Winston Salem SHRM.
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Outcome: NCSHRM is in the process of assigning counties to each participating chapter across the state that has committed to
the initiative. We are establishing a committee from participating chapters, designated NCSHRM members and other key leaders
to assist in driving this initiative. As the lead chapter, RWHRMA is working to develop the initial how-to manual discussed above.
Once the material is created, NCSHRM will help disseminate it to our participating chapters and help them to roll it out to their
student chapter colleges and universities first. We are on target to have Peace College on board by the end of 2008.
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Initiative Title: GSC-SHRM Affinity Partner Program Region: Northeast Region
State Council Name: Garden State Council SHRM, Inc. Area of Impact: Other Area
(GSC-SHRM)

Implemented in 2008: Yes
State Council Director: Rich Cialone
Completed in 2008: No

Web Address: http://www2.gscshrm.org/

State: NJ

Purpose: In support of SHRM’s mission to serve the professional and in line with the membership goals to attract at-large SHRM
members to chapters and to retain chapter members in our 11 New Jersey chapters, the GSC-SHRM is beginning an affinity
partner program. The council will coordinate with various affinity partners to offer discounted products and/or services to either
individual chapter members or the chapter member’s company. We envision that this will be a value-added benefit of membership
for any of the SHRM-affiliated chapters in the state.

Implementation: The GSC-SHRM aims to provide valuable services and resources for New Jersey’s HR professionals, in addition
to attracting the more than 5,500 at-large SHRM members to the NJ chapters, plus retaining chapter members year after year.
One way accomplish this is the GSC-SHRM Affinity Partner Program to provide discounted products and/or services to either
individual chapter members or the chapter member’s company.

Suggestions for potential affinity partners were gathered by surveying chapter presidents and membership directors via email.
Attendees at the GSC-SHRM Annual Leadership Conference were also asked to complete the survey. Suggestions were compiled
and became the initial list of prospective affinity partners.

To assess prospective affinity partners, GSC-SHRM created the following criteria:

Minimum discount offered by affinity partner to New Jersey SHRM chapter members should be at least five percent.
Selection of an affinity partner will also be made based on the relative value to New Jersey SHRM chapter members.
Affinity partners must provide at least one positive experience reference.

It is preferred that affinity partner companies have a local presence in New Jersey.

Participation as an affinity partner is non-exclusive.

Suggested affinity partners will also be reviewed by the New Jersey SHRM chapter presidents.

The selection of an affinity partner is at the sole discretion of the GSC elected officers.

The selection of an affinity partner is not an endorsement by the GSC-SHRM.

0N O\ U N
NN O RN

As with all its dealings, the GSC-SHRM will operate the affinity partner program under the umbrella of the SHRM Code of
Ethical and Professional Standards. For instance, there shall be full disclosure by the affinity partner and the GSC-SHRM if it is
determined that any voting member of the GSC-SHRM or any New Jersey SHRM chapter officer and /or leader has a controlling
interest in or influence over the affinity partner being proposed and/or selected.

The GSC-SHRM prohibits any of the above parties, other than the vendor themselves, from receiving any benefit over and above
the provided discount from the affinity partner.

Any New Jersey chapter member can access the discounted product/service by certifying in writing to the affinity partner that they

are a member of a New Jersey SHRM-affiliated chapter. Random checks will be completed occasionally to ensure compliance with
the membership requirement.
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Outcome: While the program is in its infancy, there are currently four affinity partners already established; two continuing
education institutions, one auto insurance company and one non-profit association. Immediate interest in and active participation
has been confirmed by two of the four partners. We are also continuing to evaluate new partners and plan to have a dozen or

so affinity partners offering discounted products/services to our SHRM-affiliated chapter members in New Jersey by this time
next year. We see this as a benefit of membership in a chapter, which complements SHRM’s mission to serve the professional in
addition to attracting and retaining members in our chapters.
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Initiative Title: ROI of Volunteering Region: Northeast Region
State Council Name: Garden State Council SHRM, Inc. Area of Impact: Other Area
State Council Director: Rich Cialone Implemented in 2008: No
Web Address: http://www.gscshrm.org Completed in 2008: No
State: NJ

Purpose: SHRM chapters can never have enough volunteers. This initiative is designed to provide meaningful support and
encouragement to those HR professionals who would like to participate as SHRM chapter or state council volunteers but don’t
feel they have their employer’s support in the process of assisting chapters in recruiting more leaders.

Implementation: The program consists of video-taped interviews with CEOs from three New Jersey companies and their vice
presidents of human resources to discuss their experiences with their HR staff who have been volunteers and the benefits each
received from that experience. The program is currently in development. The interviews are completed and pending review and
editing. Once completed, the video will be available for viewing on the GSC website. Local New Jersey chapters can also showcase
the video either by linking to the GSC website or streaming the video on their websites. A variety of promotional venues will

be used including outreach to at-large SHRM members. In this respect, the program can also be used as a chapter membership
development tool.

Outcome: This initiative is still in the final stages of development.
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Initiative Title: State of the Profession Region: Northeast Region
State Council Name: Garden State Council SHRM, Inc. Area of Impact: Other Area
State Council Director: Rich Cialone Implemented in 2008: Yes
Web Address: http: //www.gscshrm.org Completed in 2008: No
State: NJ

Purpose: While some HR practitioners are successful in partnering with their business leaders at a strategic level, the majority

are not. This program was created to update both HR practitioners and business leaders on the evolution of our profession. The
program touches on HR’s three primary services—strategic, tactical and administrative—providing guidance in determining which
of these services should be dominant for a given circumstance and highlighting how the strategic element of HR has emerged

as a key value-added business partner. Phase 1, “Why Strategic HR and Why Now?: Accelerating Your Company’s Competitive
Advantage,” targets the HR professional.

Implementation: Over the course of one year, the project team created and delivered an educational program consisting of
aggregated published research material, including five new HR competencies, from prominent thought leaders on the subject;
a review of the structure of a business plan and how HR can use it to create its own business plan linked to the organization’s
objectives; a case study for program participants to use as an exercise in thinking through strategic solutions; and an assessment
worksheet participants can use to determine any competency gaps they may need to address and to create an action plan for
immediate implementation.

The inaugural session was delivered at the Garden State Council’s annual conference in November 2007 and continues to be
promoted and scheduled at various chapter venues and other state conferences. Based on the active participation, the highly
positive feedback (score: 4.3 out of 5), a request to return for the 2008 conference, the continued strong interest from chapters
and state councils for the program’s delivery, the conversational praise within the HR community of its content, relevance, and the
excited anticipation exhibited by the business community, we conclude that the program is effective.

Outcome: Phase 1 continues to be delivered. Phase 2 is in development. This phase will target the business leader and provide the
same type of educational information but will include language and examples that reflect their world.
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Initiative Title: HR Excellence Awards and Seminar Region: Southwest Central Region
State Council Name: Society for Human Resource Area of Impact: Other Area

Management of New Mexico State Council

Implemented in 2008: Yes
State Council Director: Nancy L. Newell, SPHR

Completed in 2008: No
Web Address: www.shrmnm.org

State: NM

Purpose: The HR Excellence Awards and Seminar celebrates great HR professionalism and the companies that foster world-class HR
practices. As a community, we identified the need to recognize and reward the best and brightest HR practitioners in our state, and
to provide strategically focused professional development opportunities. Additionally, we added focus to the C-suite which enables

us to advance the profession and elevate the expectations of our senior executives. In 2008, we added a half-day seminar focusing on
strategic HR activities to further enable HR professionals to meet the changing demands of business and the profession.

Implementation: The HR Excellence Awards are based on the HR competency model, as developed by Dave Ulrich, et al. Each
of the awards is based on the six factors of success identified in the model:

¢ The Credible Activist: High performing HR professionals are credible and proactive.

¢ Culture and Change Stewards: High performers understand, respect, and evolve the organization through improvements in HR
systems and practices.

¢ Talent Manager,/Organization Designers: High performers are effective business partners in building winning business
strategies, by linking people and organization practices to competitive requirements.

¢ Strategy Architects: High performers are effective business partners in building winning strategies by linking people and
organization practices to competitive requirements.

* Operational Executors: High performers effectively and efficiently administer the day-to-day work of managing people inside an
organization.

¢ Business Allies: High performers understand both the business and external and industry factors that influence success.

Additionally, we added a seventh award to celebrate the success of diversity advocacy efforts in New Mexico.

The awards criteria, examples of high performing behaviors and results, and the nomination form are posted on the state council’s
website. Members are engaged in the nomination process via email, press releases, discussions at local chapter meetings, and word
of mouth.

The HR Excellence Seminar strives to provide HR professional development opportunities rooted in strategic initiatives. Speakers
from within and beyond the profession have been invited to discuss building a high performing workplace; aligning your recruiting
with your organizational goals; moving from transactional HR to transformational HR; HR from the CEO’s perspective; effective
leadership development; and a public policy update. The keynote speaker is a New York Times bestselling author, and each attendee
will receive a copy of his latest book. Each session has been pre-approved by the HR Certification Institute for recertification
credits.

The state council is hosting the annual Volunteer Leadership Conference the day before HR Excellence and will provide financial
reimbursement of travel expenses for those who attend HR Excellence. This will provide an opportunity for leaders to be present
and participate. Additionally, the council will host a networking reception for our at-large members who attend the event. Local
chapter members will be in attendance to discuss the benefits of joining a chapter. Finally, we will conduct a silent auction, the
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proceeds of which will benefit the SHRM Foundation.

Outcome: Nominations for the annual HR Excellence Awards close on October 4, 2008. Winners will be notified on October
15, and the Seminar and Awards Ceremony will be held in Albuquerque on October 27, 2008. This is our second year using the
HRCM factors as the basis for the awards. We hope to confer four awards this year, in addition to the local chapter Volunteer

of the Year awards. Our attendance goal is to have 200 attendees at the seminar and luncheon, and our financial goal is to net

$5,000.
From a broader perspective, we hope to continue elevating the profession in the minds of the C-suite as well as the general

business public. Our continued media efforts coupled with providing world class professional development opportunities in New
Mexico should help further this cause.
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Initiative Title: Best Companies to Work for in New York State: NY
(BCWNY)

Region: Northeast Region
State Council Name: New York State Society for Human

Resources Management, Inc. (NYS-SHRM) Area of Impact: Other Area
State Council Director: Robin E. McConnell Implemented in 2008: Yes
Web Address: www.nysshrm.org Completed in 2008: Yes

Purpose: Best practices that improve the quality of the workplace environment need to be fostered to help workplaces throughout
the business community establish positive employee relations programs and attract and retain excellent workers. NYS-SHRM felt
that it could contribute to raising the bar in terms of creating excellent workplace environments by taking the lead in creating a
Best Companies to Work For (BCWNY) initiative that would span the entire state.

BCWNY sounded like an opportunity to help the business community and our professional association; it was also a challenging
opportunity creating a new program that generated revenue for the state council.

Implementation: NYS-SHRM engaged the services of The Best Companies Group, a workplace excellence consulting firm. We
reviewed and approved the survey tools used to obtain data from employers and employees to ensure it focused on important and
valid areas.

Our role was to communicate the program to SHRM members in the state and beyond through magazine advertising, state-wide
email blasts through SHRM, coordinating local chapter email blasts, use of flyers and handouts at chapter meetings and our annual
conference. To get the word out beyond SHRM, we did some targeted industry mailing. As the second year of the program
began, the Business Council of NYS agreed to partner with us on the initiative and help get the word out to business councils and
chambers of commerce around the state.

We began discussing the program in 2006. In 2007, we moved forward and companies were surveyed in the fall, 2007. We held
the first Gala Awards dinner in April 2008.

The BCWNY event publication, which was handed out to attendees at the Gala Awards Dinner, was also mailed to all SHRM
members in the state. In addition, thousands of copies were distributed to dozens of college and university career placement offices
around the state.

We had set a personal goal of having 100 companies participate and be able to recognize the top fifty. While we fell short of

this goal, we had enough participation to be able to recognize 30 companies at the Gala Awards Dinner, which was a smashing
success with more than 250 attendees. Our second year has begun and we have a 27 percent increase in the number of companies
participating. Financially, BCWNY was a success; the state council netted over $12,000 from the first year’s program.

Outcome: The result of our efforts was a slow start that ended well. For the first year of the program, we recognized and honored
30 companies; 15 small/medium employers (less than 250 employees) and 15 large employers (250 and over). BCWNY is now
an on-going initiative for as long as the business community is interested in being participating. We will gauge our success by the
number of companies that register to participate. Another measure of success, a secondary gain, will be revenue generated by the
program for NYS-SHRM.

The second year of the program has begun and we have seen a 27 percent increase in the number of companies that have

174



™

SliiM

SOCIETY FOR HUMAN
RESOURCE MANAGEMENT

registered to participate. We are hoping to recognize more than 30 companies in our second year.

All companies that received the event publication benefited from the program. The event publication was mailed to all SHRM
members in New York. In addition, thousands of copies of the event publication were sent to dozens of college placement offices
around the state. In the event publication, they were able to read about the winning companies that made the list and learn about
the best practices that got them there.

Some of our local chapters have used the best company winners as speakers for chapter meetings which help publicize the
program. They invited companies that made the list from their geographic area and asked them to talk about the benefits, policies,
practices and work life balance programs that helped them be recognized as a best company to work for.

BCWNY has brought to the minds of HR practitioners that there are actually ways to engage employees and improve the

workplace through programs, processes and practices that engage employees and generate trust between the employee and
manager, an important element of companies that are loved by their employees.
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Initiative Title: HR Makes a Difference Region: North Central Region

State Council Name: Ohio SHRM State Council Area of Impact: Other Area

State Council Director: Joan Berry Kalamas, SPHR Implemented in 2008: No

Web Address: www.ohioshrm.org Completed in 2008: No

State: OH Purpose: We recognize there are small businesses in Ohio that

may not be large enough to support hiring an HR professional. Those organizations still need HR support to understand how
they can effectively attract, motivate and retain employees while remaining compliant with federal, state, and local regulations. The
Ohio SHRM State Council proposes to create HR topic workshops that would be offered quarterly throughout the state to small
business owners to help educate and prepare them for their HR responsibilities. This would help advance the profession and show
how “HR Makes a Difference” in meeting the needs of our communities.

Implementation: HR Makes a Difference

Resources

We plan to partner with various Chambers of Commerce throughout the state to identify small businesses. We will partner with
small businesses to secure facilities where we can present our workshops and they can showcase their business. We will work with
local newspapers to promote our training sessions. We will utilize the talents of our chapter and at-large SHRM members to create
and facilitate workshops and ask if they can duplicate workshop materials.

Communication

Jointly with the Chambers we will advertise the workshops through Chamber media pieces, paid newspaper advertisements,
and personal contact from chapter and at-large members. We will encourage chapter members from any of our 27 chapters and
members-at-large to volunteer with for initiative by having each chapter run a newsletter article about the initiative and having
chapter presidents announce the initiative at their meetings.

Implementation Activities and Timeline
4th Quarter 2008
*  Create newsletter articles and announcements to educate and encourage chapter members to volunteer for workshop
facilitation, contacting local Chambers of Commerce, local businesses, etc.
*  Create a volunteer committee to create a volunteer application process.
*  Review volunteer facilitator applications.
*  Identify and create workshop content.
1st Quarter 2009
*  Create advertisement strategy.
*  Contact local Chambers of Commerce.
*  Contact small local businesses.
*  Determine workshop locations, secure workshop facilities and create registration process.
*  Accept registrations for workshops.
*  DPresent the first workshops across the state.
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Evaluating our success
We will evaluate our initiative by measuring:

1)
2

How well we educated our chapter members about the initiative and their ability to get involved and participate.
How much enthusiasm we generated with our chapter members regarding this initiative.

How well we reached out to create new partnerships with various Chambers of Commerce.

How effectively we identified small businesses that may need or desire to attend our workshops.

How many organizations (and/or individuals) attended our workshops.

How effective the content and delivery of our workshops were by conducting reaction, learning, behavior and results
evaluations after our workshops with the small business owners to determine our workshop success.

How well we advanced the profession by sharing our HR expertise with organizations throughout the state.

We are so excited about this initiative and can’t wait to implement it!

Outcome: We are just starting this initiative, although we have spent several months in the planning stages and have generated
quite a bit of energy around this initiative. We anticipate offering four workshops next year at a minimum of four locations across
the state. Knowing how valuable and well received these workshops will be, we expect to continue this initiative beyond 2009 to
meet the needs of our communities and to continue advancing the profession. We want to educate those outside of profession to
the value HR can and does bring to organizations!
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Initiative Title: HR Degree Demand Survey Region: Southwest Central Region
State Council Name: Oklahoma State Council for Human Area of Impact: Other Area

Resource Management (OSCHRM)

Implemented in 2008: Yes
State Council Director: Patricia E. Beck, SPHR

Completed in 2008: Yes
Web Address: www.okshrm.shrm.org

State: OK

Purpose: In 2007, OSCHRM decided to support the SHRM HR Curriculum Guidelines initiative and requested a meeting
with the Oklahoma Regents office. In preparation for that meeting, the Regents office provided OSCHRM with a list of all of
the HR degree programs available in Oklahoma. It was a very short list. We had anecdotal evidence that obtaining an HR degree
in Oklahoma was difficult to obtain unless you lived in Oklahoma City or Tulsa. The Oklahoma Regents asked OSCHRM to
determine if there was a demand that exceeded current capacity.

Implementation: OSCHRM developed, with the assistance of the Oklahoma Regents office, a survey to assess demand for
individuals with HR degrees in the recent past and through 2010. This idea was shared at a SHRM Southwest Central Regional
meeting and interest was expressed by several other state directors in the region. As a result, the survey was created on “Monkey
Survey” and became 10 different surveys, one for each state in our region. The survey asked not only the demand for degreed
individuals, but also to determine the desirability of credentialed individuals and what salary range existed for each. A request

to participate in the survey was then sent to all Oklahoma SHRM members to ensure it reached the at-large membership in
Oklahoma and to all the chapters to ensure it reached our local-only members. Seven of the other 10 states in the region did the
same. The survey results were made available to all the council directors and to Nancy Woolever of SHRM.

Outcome: There were 347 responses to the survey; a 19.27 percent response rate. The survey results were analyzed by Nancy
Woolever and a representative from the Oklahoma Regents. The results were expected and surprising. The survey indicated that:

* In 2007, approximately 618 people were hired from 170 organizations responding to the survey. Seventy percent of those
hired 1-2 professionals. Another 20 percent hired 3-4.

*  Thirty seven percent (or 91 new hires) had an HR-related degree. Sixty three percent had non-HR related degrees.

*  Of those hired with a non-HR related degree, 57 percent had business-related degrees; 14 percent had psychology/
sociology degrees; 7 percent had degrees in education; 7 percent had degrees in law; and four percent in communications.
Ten percent listed other.

* 18 percent reported having a PHR or SPHR certification.

More than 80 percent indicated difficulty in finding qualified applicants.

The 19 percent of respondents who said they will be hiring in the next three years said they would hire a total of up to 695 people,
fairly evenly split between newly created positions and attrition.
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When asked what the pay range would be for degreed and certified applicants the survey found:

*  Applicants with an associates degree in HR earns on average 4 percent more than someone with an associate degree in
another field.

*  Applicants with an HR-bachelor’s degree earns on average 2 percent more than those in another field.

*  Someone with a PHR earns 13 percent more than someone with a bachelor’s degree in HR.

*  Someone with an SPHR earns 3 percent more than someone with a master’s degree in HR and 25 percent more than
someone with a bachelor’s degree.

Our survey showed that demand will outstrip capacity in the near future.

Information from the survey was presented to several representatives of Oklahoma universities and junior colleges with Nancy
Woolever present by conference call. During this presentation, OSCHRM requested that these institutions consider additional
delivery methods for degreed programs, include certification as a capstone activity for their programs, and that they align their HR

curriculum with the SHRM Curriculum Guidelines.

Most of those present were very positive about adopting all three of these recommendations. We have not been able to adequately
determine the final outcomes yet, but intend to follow up with those at the meetings to continue to press for the requests.

The results of the survey were shared with Oklahoma HR professionals during the 2008 state conference. Texas has also analyzed
their data and published it in their September issue of their state council magazine.
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Initiative Title: HR Innovation Award Region: Pacific West Region
State Council Name: Oregon State Council of SHRM Area of Impact: Other Area
State Council Director: Dawn Jansen Implemented in 2008: Yes
Web Address: www.oregonshrm.og Completed in 2008: No
State: OR

Purpose: With changing demographics, economic and other external factors, organizations must be increasingly creative to be
successful. The Oregon State Council wanted to recognize creative and original HR solutions developed in organizations by an
individual or group of individuals within the past 18 months. Such pioneering practices, processes, events or products will create
and sustain a competitive advantage for an organization; attract, retain and motivate employees; or otherwise solve a business
strategy problem.

Implementation: We solicited applications (due February 28, 2008) through Oregon chapter presidents. We asked them to
announce this award to their members. Entries had to be submitted by SHRM members who played a critical role in the success
of the HR innovation in their organization. We received three applications this first year. A committee of four Oregon SHRM
members chaired by the Oregon State Council immediate past director was enlisted to review the applications and select the
winners. Those submissions that adequately demonstrated creativity worthy of the OSC HR Innovation Award were awarded
$1,000 and a description of their program was published on the OSC website. The Oregon State Council granted two awards this
year. The winners’ ideas were posted on the OSC Council website so that other organizations could benefit from these ideas and
practices. The appropriate senior management person(s) of the winning organizations were contacted to recognize the HR person
or department for the innovative solution. In addition, we provided the winners with information about the SHRM Innovation
Award program in hopes that they would apply for national recognition.

Outcome: We plan for this to be an annual event. We have budgeted to grant up to five awards each year. For 2009, we will
conduct more outreach and communication through the chapters and email blasts to solicit applications for the award. We will

be post the results on the website in a timelier manner, and may revise the timeframe to provide public recognition of the award
winners as part of our annual conference or other special recognition event. We anticipate that as the prestige and awareness of this
award grows so will the number of applications. Ideally, we will have multiple submissions for each award granted. When we grant
all five awards each year, reexamine our budget, and may set aside additional funds to award more winners. We also hope that
ideas surfaced from this process will result in national recognition through the SHRM Innovation Award as we encourage winners
to apply. For a pilot year, this met our expectations but we know there are more worthy ideas out there and we will be active in
seeking and sharing them with others in our state.
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Initiative Title: Building Coalitions Region: Northeast Region
State Council Name: Rhode Island State Council of SHRM Area of Impact: Other Area
State Council Director: Nancy A. Roderick, PHR Implemented in 2008: Yes
Web Address: www.shrmri.org Completed in 2008: Yes
State: RI

Purpose: The state council’s legislative affairs committee’s key objective for 2008 was to create partnerships and build coalitions
with business organizations, professional associations and key groups in Rhode Island with the purpose of increasing visibility
of the Rhode Island Society for Human Resource Management affiliates and the HR profession and expanding our sphere

of influence to strategically help shape the outcome of workplace legislation. By taking a proactive approach to connect with
these organizations, we were determined to develop stronger consultative relationships statewide and increase HR’s effect and
involvement in influencing legislators’ perspectives when crafting legislation that will affect the profession and the workplace.

Implementation: Linda Lulli, former director of government affairs for the state council, built a strong foundation for HR in
legislative affairs. In 2008, the legislative affairs committee (LAC), in conjunction with the state council and the Rhode Island
chapters decided to strategically increase visibility, impact and effectiveness of HR in the legislative process by building on prior
initiatives and forging influential external partnerships.

We surveyed our membership, conferred with business and professional groups and reviewed the state legislative landscape with
SHRM government affairs to determine the most pressing issues in 2008. As a result, a clear legislative agenda was developed that
focused only on a few areas that would have the most effect: healthcare reform and opposing legislation requiring employers to
utilize the E-Verify system.

To keep HR professionals informed of state and federal issues and encourage participation in state advocacy efforts in the
legislative process, we communicated at chapter meetings, sent out frequent written updates and alerts tailored for members and
posted bulletins, alerts and testimony on our website. As the year moved forward and legislation on E-Verify advanced, SHRM
government affairs staft members helped us conduct an ad hoc session and a statewide conference call on E-Verify to educate
members on the specifics of the E-Verify system and help mobilize external participation in advocacy efforts.

SHRM government affairs staff members provided assistance in developing member and media communications to help us reach
out to the community and helped us prepare testimony which we personally delivered at Senate and House hearings. The hearings
provided a public opportunity to work closer with many of the business and professional groups, and we were frequently consulted
on our opinions.

LAC members contacted legislators and external groups in the state to ensure that the HR point of view was considered by
key influencers in the community. These included the Providence Chamber of Commerce; local business chambers; Hospitality
Association; HR Hospital Association; and the Rhode Island Business Group on Health. Linda Lulli served on the lieutenant
governor’s healthcare taskforce and was called on for counsel by business leaders and to testify in the legislature. The coalition
partners were invited to the SHRM Annual Legislative and Employment Law Conference and we utilized a variety of media
sources to publicly promote the conference to HR and other business professionals.

Outcome: The Rhode Island political landscape can be a challenging foray to enter. In many political and business circles, SHRM

was completely unknown, which created a challenge to the legislative affairs committee in trying to make an effect on workplace
legislation at a statewide level. However, by effectively implementing our 2008 plan, we achieved many of our objectives.
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Linda Lulli has successfully cultivated relationships with key state representatives in the legislature and influential business leaders.
Several of them contact her for advice on healthcare legislation and request her presence at statewide hearings.

Elissa O’Brien, our past state council president, was recently asked to serve on the governor’s advisory panel on implementation of
the illegal immigration executive order, a committee whose purpose is to monitor the implementation of the order and to report
any unintended consequences to immigrants who are here legally. The 27-member panel is comprised of members of the clergy,
community agencies, government, law enforcement and the business community.

We received front page coverage on the Providence Business News and other media coverage and became a source for information
and opinion on the E-Verify legislation. By testifying at hearings, we received press coverage which increased our statewide
visibility. Business and professional groups requested our presence at meetings to inform them about the proposed legislation and
provide them with information from a national or statewide level which we were able to obtain through the SHRM government
affairs department. A local news reporter now regularly requests our opinion on federal and state workplace legislation.

The HR community mobilized to oppose E-Verity and the legislation was stopped, literally days before the end of the session.
It was publicly stated through the news media by the Senate majority leader that legislators recognized that the HR community,
along with other business groups, were highly influential in helping them reach the decision not to move the legislation forward.

Through a targeted effort by a committed group, we made significant progress in expanding our reach and influence in the
community. Our ongoing strategy to build relationships with interested and compatible groups and organizations, media outlets,
legislators and members of the executive branch and our focused effort on coalition building and membership involvement has
resulted in expanded influence of HR in helping to shape public policy and legislation.
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Initiative Title: David L. Taton Scholarship Fund for Rhode Region: Northeast Region
Island Human Resource Professionals

Area of Impact: Other Area
State Council Name: Rhode Island State Council of SHRM

Implemented in 2008: No
State Council Director: Nancy A. Roderick, PHR

Completed in 2008: No
Web Address: http://www.shrmri.org

State: RI

Purpose: The Rhode Island SHRM State Council became committed to establishing educational scholarships in memory of past
State Council Director David L. Taton.

This scholarship fund targets graduating high school seniors in Rhode Island secking an educational institution to learn marketable
skills by attending technical-type schools where traditional scholarship funding is often not available.

Judi Taton, David’s spouse, in response to this scholarship initiative, established the David L. Taton Scholarship Award for Professional
Development to SHRM members seeking to further develop their individual HR skills through continued professional education.

Implementation: A scholarship committee was formed as part of the Rhode Island State Council of SHRM.

The David L. Taton Scholarship Fund committee sent out letters to all area high schools and trade schools regarding the intent
and purpose of the David L. Taton Scholarship Fund in early part of fall for the next year.

The David L. Taton Scholarship Fund committee followed up with guidance counselors regarding interest and participation of
high school seniors in January. Interested students must complete scholarship fund applications and submit them to the scholarship
committee for review and consideration.

David L. Taton Scholarship Fund for Professional Development of SHRM Members is intended to expand the scope of
scholarship funding for professional development to attend the SHRM Annual Conference and Expositions, SHRM educational
seminars, certification preparation courses, and other HR development courses locally. The state council also decided to leave the
professional development scholarship open and available at all times due to professional needs that surface throughout the year.
The scholarship committee sends out e-blasts to all at-large members and at chapter level, speaks at regular meetings and publicizes
the fund through the state council and chapter websites.

Any human resource professional who is interested in the professional development scholarship must apply by application to the
scholarship committee for review and consideration.

Outcome: It is still an ongoing process for expanding the knowledge and participation level for both David L. Taton Scholarship funds.

Will be tracking the success rate of how many high schools and trade schools were notified and how many applicants completed
application forms.

Will be tracking how many professional development applicants apply for scholarship funds, who was awarded and what
scholarship was used for.

We will also expand the publicity in 2008 /2009 about the availability of these two scholarship funds to reach a greater
participation level.
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Initiative Title: Grant Awards to SHRM Chapters Region: North Central Region
State Council Name: South Dakota Society for Human Area of Impact: Other Area

Resource Management (SDSHRM)

Implemented in 2008: Yes
State Council Director: Pat Lund, SPHR

Completed in 2008: Yes
Web Address: www.sd-shrm.org

State: SD

Purpose: SDSHRM implemented a new program in 2008, where chapters from South Dakota were given the opportunity to
submit a grant request for consideration of a $500.00 award to their chapter to be utilized for membership awareness; certification
enhancement; and professional development occurring in 2008 in their communities. The purpose of the grants was to provide
monetary support to chapters which would provide programming and educational opportunities to professionals in their
communities.

Implementation: This grant request/application was to be submitted on behalf of chapters by the deadline of May 1, 2008.
Determination of awards was made at the state council meeting on Wednesday, June 4, 2008. The awards were announced during
the state conference general session on Thursday, June 5, 2008. $1500 was made available and three chapters received $500 each
for their submission. For 2008 only, we did agree that the application/awards could be retroactive to take into consideration
projects already started in 2008. In subsequent years, the applications will be due by November 1 for the following year. This
means the application will be made available again in November 2008 for the 2009 year, in November 2009 for the 2010 year,
etc. Determination of awards will be made at the December state council meeting, with checks sent to chapters by January 1 of the
following year.

Outcome: SDSHRM was honored to provide these grants in support of the initiatives as submitted by the Aberdeen Area Human
Resources Association, the Black Hills SHRM chapter, and the SESD SHRM chapter to include the following:

On June 12, 2008, the AAHRA had a new member table at the Chamber’s business after Hours event at Aberdeen Central

High School. AAHRA representatives were available for discussion and distribution of printed materials to promote AAHRA and
SHRM. They had door prizes; two books from the SHRM Store (151 Quick Ideas to Manage Time and 101 Ways to Have a Great
Day at Work) at the table. The desire is to encourage those involved in HR-related positions to become an AAHRA. In Aberdeen,
many office managers do not realize the educational opportunities available through the chapter. The average monthly attendance
at business-after-hours events is 150 business professionals, which was a great opportunity for AAHRA to educate and invite those
interested.

The Black Hills Chapter of SHRM obtained a grant through this program and utilized it to advance their certification study group
program. They also partnered with the University of South Dakota to allow our students to receive college credit for the study

group.

The Southeast South Dakota SHRM chapter offered a presentation on topics that all people deal with daily. On September 24,
2008, the SE SD SHRM chapter sponsored Janet Kittams-Lalley for two one-hour sessions. The topics were “Conflict Resolution”
and “Dealing with Difficult People.” The morning started with breakfast and a one-hour session. The chapter’s officers felt that
education on these topics could reach all management levels. The chapter reached approximately 50 to 60 people in a 60-mile
radius. The event was publicized in that geographic region, including student chapters.
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Initiative Title: Beyond Core Leadership Region: Southwest Central Region

State Council Name: Texas State Council of the Society for Area of Impact: Other Area
Human Resource Management (TSC)
Implemented in 2008: Yes

State Council Director: Alice Dendinger
Completed in 2008: Yes
Web Address: www.tsc-shrm.org

State: TX

Purpose: The vision of the Texas State Council of SHRM is to be the voice of the HR professional throughout Texas in matters
related to business, legislative and professional development. We realized that to do this, we would need to go beyond what is
recommended and initiate a more enterprising approach. We needed to expand beyond the boundaries of our HR associations
and reach out to other business partners. The seven core leadership areas recommended by SHRM expanded in Texas to include
leadership teams addressing global issues, media relations and industry alliances.

Implementation: SHRM suggests that all chapters follow a structure for core leadership. At the Texas State Council (TSC),
we support the seven core leadership areas (CLAs): membership, certification, college relations, workforce readiness, SHRM
Foundation, diversity, and governmental affairs. Three additional CLAs were created by the TSC so that we could achieve our
vision of being the voice for the 20,000 HR professionals in Texas:

1) Global Forum International: To keep state directors up to date on pertinent international SHRM information and to
serve as a resource on international issues.

2) Media Relations: To maintain the TSC website and to assist with the communications process. In addition, the
communications committee provides assistance to Texas SHRM chapters that need a presence on the Internet or have
questions regarding website development.

3) Collaborative Industry Alliances: To build collaborative industry alliances with key government, business, and special
interest groups to promote and advance the human resource profession.

We are especially proud of the accomplishments of each of these additional leadership areas. The Global Forum meets the needs
of our international employers with a special eye on border states. A major conference is strictly focused on international concerns
of the HR professional. The Collaborative Industry Alliance formed close relationships with our partner organizations such as

the Texas Association of Business and the Texas Workforce Commission. We also partnered with vendors and other HR-related
groups to facilitate the first statewide compensation survey and the Best Companies In Texas Program. The TSC recently agreed
to collaborate with the Employer Support of the Guard and Reserve (ESGR), a U.S. Department of Defense organization. Our
media relations committee publishes four statewide magazines each year, promoting our continued success as the HR Voice in
Texas as we work together to advance the profession and serve the professional.

Outcome: Our enterprising leadership efforts with the Global Forum, Media Relations and Collaborative Industry Alliance
leadership teams have resulted in impressive partnerships and successful outreach activities. We have sponsored two global
conferences which continue to grow in size and influence. Our Collaborative Industry Alliance Group uses the talents of our senior
HR volunteers and serves the needs of the HR professionals in Texas. We host a successful Employment Relations Symposium with
the Texas Association of Business. The TSC is working diligently with the Texas Workforce Commission leaders to address the
shortage of skills in today’s workforce. In collaboration with several law firms in Texas, the TSC works with the Texas Association
of Business to publish the Texas Employment Law Handbook. We partner with Texas Monthly Magazine, The Texas Association of
Business and The Best Companies Group to host the Best Companies to Work in Texas competition with more than 150 entrants.
Through an agreement with an outside vendor, the TSC formed partnerships with more than 30 HR associations across the state
and with all WorldatWork-affiliated compensation associations to develop and execute a first of its kind statewide compensation and
benefits survey. These accomplishments affirm our enterprising leadership as the voice of the HR Professional throughout Texas.
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Initiative Title: Port in the Storm Region: North Central Region
State Council Name: Wisconsin SHRM State Council Area of Impact: Other Area
State Council Director: Robert L. Swanson, SPHR Implemented in 2008: Yes
Web Address: www.wishrm.org Completed in 2008: No
State: WI

Purpose: When diagnosed with a serious health condition, individuals need information about treatment, costs, possible functional
limitations due to disease progression, or treatment side effects. As an employee navigates this complex terrain, employers
recognize that support can make or break the employees’ capacity to earn a living and stay insured when it’s most needed.

The Wisconsin State Council partnered with the Center for Patient Partnerships to provide HR professionals with skills and
strategies to navigate the healthcare system. The training provided practical tools to better serve employees and families facing a
healthcare crisis.

Implementation: The curriculum was developed and presented by faculty and staff at the Center for Patient Partnerships, an
interdisciplinary educational center training future lawyers, doctors, social workers, pharmacists, business professionals, and policy
makers in patient advocacy.

Advisors from the HR and Employee Assistance Program (EAP) professions reviewed course content. Wisconsin State Director
Bob Swanson was a member of the advisory board. Bob used state council resources to make HR professionals across the state

aware of the three training sessions to be held throughout the state. Based on feedback from attendees, a fourth training session
was offered during the Wisconsin SHRM state conference. One hundred and five HR professionals participated in the trainings.

Training was delivered in day long, interactive training sessions. Case-based discussions facilitated by patient advocacy experts
highlighted key information and resources HR professionals can use to assist employees facing tough choices related to healthcare.
The case-based training format encouraged peer interaction and exchange of ideas. The training provided skills and strategies

to navigate the healthcare system. It included topics such as communicating with healthcare providers, making more informed
medical decisions, and sorting out financial, legal and employment issues related to serious illness.

Outcome: The goal was to explore with human resource professionals healthcare advocacy concepts, strategies, and skills needed
to help guide employees and their families through the healthcare system when confronted with serious illness.

Learning objectives included strategies to:
*  Assist employees clarify diagnosis and treatment options.
*  Help employees identify and build support structures after a diagnosis.
*  Assist employees’ create and maintain a medical team.
*  Provide clarification of medical insurance coverage.
*  Help employees’ secure medical leave.
*  Identify options to medical debt.
*  Assist employees with accommodation issues.
*  Assist employees with return-to-work issues and concerns.

Participants left the program with tools to help employees become more engaged in their healthcare, recognize and assemble
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support in the community, and anticipate and manage medical debt and personal financial issues. They also learned ways to
accommodate employees diagnosed with serious illnesses and what to expect after they return to work.

Participants will receive a twelve-month follow-up questionnaire in October 2008 to measure behavioral change. Anecdotal
information and referrals of employees to the Center for Patient Partnerships suggest that participants are helping employees
connect with useful, timely resources. Using lessons gleaned from participants’ discussions about challenging cases in their own
work, the Center for Patient Partnerships is developing an online guide to provide strategies to partner with healthcare providers;
make more informed medical decisions; and sort out financial, legal, and employment-issues related to serious illness.

While the target audience for the program was HR and EAP professionals, ultimately, their employers, other managers and
employees will also benefit.

Attendees are using the program as a “train the trainer” resource and are disseminating information to others in their
organizations. They are making contacts with local agencies to develop relationships between HR and other partners at the local
level.

The Center hopes to use information from the training programs and the consumer guide to help employees reduce out-of-pocket
costs; gain access to appropriate healthcare benefits; reduce the stress that occurs with a medical diagnosis; and avoid productivity
costs. In 2009, Center staff plan to submit a manuscript describing the program and evaluation results to peer-reviewed journals
such as Human Resource Management Journal and the Journal of Patient Education and Counseling.

187



T™

SiEgM

SOCIETY FOR HUMAN

RESOURCE MANAGEMENT

Initiative Title: Seminar on Financial Credit Education State: AL

Chapter Name: East Alabama SHRM (EASHRM) Region: Southeast Region
Chapter President: Gwen Black Area of Impact: Other Area
Web Address: www.eashrm.shrm.org Implemented in 2008: No
Chapter Number: 0161 Completed in 2008: No

Purpose: The purpose of the initiative is to help educate employees about credit education. There has been a lot of discussion
about how our employees experience debt problems. The program is in the early planning stages. At this time, the plan is to
provide education in the following areas: introduction to bank services; borrowing basics; how to choose a checking account;
money matters; save, save, save; consumer rights; credit history; credit cards; borrowing; and home ownership. The program will
be open to the community and to employees of organizations of EASHRM members.

Implementation: This initiative is in the early planning stage, however, we plan to communicate through all forms of local media,
chapter membership, and the local Chamber of Commerce. A timeline will be established once 2009 goals have been set.

Outcome: The initiative is anticipated to be completed during the first half of 2009. EASHRM members, local businesses and the
community should benefit from our efforts.
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Initiative Title: HR Talk State: AR

Chapter Name: Northwest Arkansas Human Resources Region: Southwest Central Region
Association. (NOARK)

Area of Impact: Other Area
Chapter President: Cathleen Hoffman

Implemented in 2008: Yes
Web Address: www.noark.org

Completed in 2008: No
Chapter Number: 0148

Purpose: The NOARK board recognized that in our area, many small organizations cannot afford to hire an HR professional.
These organizations struggle with day-to-day HR issues. The board realized that our members are talented, seasoned professionals
who are willing to share their HR knowledge and experience, but needed a conduit to deliver this information to those who were
interested. And so the idea of HR Talk was born!

The central idea is for timely, HR-related issues to be addressed in a monthly newspaper article written by an HR professional

Implementation: The first step taken to implement HR Talk was to form a small brainstorming group to identify topics and
authors. It was decided to tap into the deep well of knowledge possessed by our past presidents. Four of our NOARK past
presidents agreed to serve on the committee. A couple of meetings took place in which topics were brainstormed. We also
discussed who the audience should be for the articles.

The second step was to reach out and communicate the idea to the editors of seven local newspapers. NOARK is extremely
fortunate that the HR director of the parent newspaper organization is very involved in NOARK and used his relationship with the
editors to support the idea.

The third step involved identifying HR professionals to write the articles. The key is to find members who are willing to make this
commitment and possess the talent for communicating an idea succinctly to a large non-technical audience.

The fourth step, which is ongoing, is to determine timely topics and secure a commitment from the HR professionals to write and
submit the articles by the established deadline.

Outcome: The NOARK board of directors views the 2008 HR Talk as a pilot project. At this time several articles have been
submitted for consideration, but as of this date none have been published. We have received communication from several of the

newspapers, however, that they plan to accept the proposal and begin a monthly schedule in the near future.

Our plan is to assess the benefit of the project in the fall 2009 and at that time we will decide whether or not to continue the
program.
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Initiative Title: Chapter Internship State: AR

Chapter Name: Northeast Arkansas SHRM (NEASHRM) Region: Southwest Central Region
Chapter President: Beverly Petty Area of Impact: Other Area

Web Address: ncashrm.shrm.org Implemented in 2008: Yes
Chapter Number: 0262 Completed in 2008: No

Purpose: Our student chapter members had expressed concern that many HR positions require two years of experience and
that internships often include a single project, restricting the scope of the experience. Many of our members were interested in
providing an internship but could not provide an entire semester of activity. This program was created to provide an internship
that provides multiple work experiences on more than one project and in more than one area of human resources.

Implementation: The NEASHRM board of directors developed the guidelines for this program with the assistance of our student
chapter liaison. Arkansas State University’s College of Business Internship program director approved our plans because it included
working at multiple locations. Interested chapter members developed two- to three-week internship experiences designed to
expose the intern to a wide range of HR-related tasks, procedures and processes

The intern selection committee awarded our first internship for the spring semester of 2008. Participating organizations were
selected from the NEASHRM member employers with the intent to include different types of organizations and different areas

of human resources. We selected organizations representing three leading industries in the northeast Arkansas region: healthcare;
retail; and employee staffing. Our intern worked on formatting the NEASHRM survey for next year. The survey is designed to
capture information on current wage and benefit-related practices by area organizations. The intern then worked at or observed

at other organizations. Her internship included recruiting professionals in a healthcare /hospital environment; processing benefit
data and evaluating I'T processes for a retail organization with multiple locations over several states; and observing the processes for
filling a variety of staffing orders at a national staffing organization.

Outcome: We will continue offering this internship each spring and fall semester. By the end of the spring semester, our intern had

hands-on experience in several human resource areas. She graduated with a resume that included the names of human resource
managers from several organizations as references.
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Initiative Title: Stating Management Association (SMA) Chapter Number: 3005
Sponsorship Program for Growth and Development of

Membership and Chapter State: AZ

Chapter Name: Staffing Management Association of Greater Region: Southwest Central Region
Phoenix

Area of Impact: Other Area
Chapter President: Julic N. Armstrong

Implemented in 2008: Yes
Web Address: http://www.az-sma.org

Completed in 2008: No

Purpose: SMA is a young professional organization in need of a program to facilitate growth and development. The objectives of
this initiative were to encourage member participation in the chapter and to develop partnerships outside the chapter. By doing so,
the community will transform a fulfilling and of greater educational value of growth and development among participants.

Implementation: The program was developed, presented to and approved by the board. Program planning began immediately.
Potential partners were sought and pledges were obtained. We continually seek more partners who share the same values and
interest of our programs for growth and professional development of our members.

Our members were invited to participate in the programs and learn from its value and resources that were being sourced for
their advantage. The response was very positive and we have increased participation continuously from its implementation to the
present.

Results have dramatically increased with productivity since it was implemented in January 2008. We have now three sponsor
partners for the whole year. We have two sponsor partners for six months; we have various partners, donors and sponsors during
our regular events and special events. We have increased and improved revenue, program content, visibility, reputation and
branding of the chapter.

We measure the success of every event by asking for feedback from our members about how satisfied they were with the event. I
request feedback from client members who interface with our sponsor partners. Issues that come up are resolved immediately.

This initiative benefits our chapter’s objectives and business goals. We are able to offer programs that help our members and the
HR staffing management community. Our timeline is to continue this initiative and to continuously improve the program.

Outcome: This initiative will be continue unless otherwise discontinued. As we are now seeing productive results of our
collaborative efforts among board, chapter members and partners. There is no doubt that this program will continue and will
attract additional resources which our staffing management community can use as their professional resource locally in addition to
the support of SHRM.

We are optimistic that we will grow a reputable professional organization that will increase leadership responsibilities, competence

and resourcefulness of anyone in our chapter. Our board is collaboratively working on the advancement of our organization. We
have been consistently named a Super Star chapter.
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Initiative Title: Employment Law

Chapter Name: Professionals in Human Resources
Association (PTHRA)

Chapter President: Daniel Roleder, SPHR

Web Address: www.pihra.org

Chapter Number: 0030

State: CA

Region: Pacific West Region
Area of Impact: Other Area
Implemented in 2008: Yes

Completed in 2008: No

Purpose: PIHRA members consistently request access to employment law information.

In addition to PTHRA’s Annual Legal Update Conference, in 2006, PIHRA established a relationship with LawRoom. For two
years, PITHRA members have received the Weekly Employment Law Updates provided by LawRoom.

Now, PTHRA is offering an upgrade to this member benefit. Members can download free employment law forms and get instant
written answers to the toughest compliance questions. In addition to 400 sample forms, policies, letters and agreements, members
will also get written answers to thousands of employment law questions that are tailored to their unique organizations.

Implementation: PTHRA already had a relationship with LawRoom. All PTHRA members enjoyed getting the weekly updates.
LawRoom was so pleased with the partnership that they were willing to upgrade the service for our members.

Our members will learn of the service at our annual conference and through various email promotions.

We measure our success by the percentage of the weekly emails that are opened, as well as anecdotally.

Outcome: The initiative is ongoing.
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Initiative Title: Striving to Overcome the Housing Challenge State: CO

Chapter Name: High Country Human Resources Association Region: Southwest Central Region
(HCHRA)

Area of Impact: Other Area
Chapter President: Jennifer Law, BA

Implemented in 2008: Yes
Web Address: www.hchra.com

Completed in 2008: Yes
Chapter Number: 0401

Purpose: HCHRA recognized two major problems in our geographic area—a housing shortage and housing affordability. These
problems are caused by limited land availability, the high cost of living, and the seasonal nature of a resort community. HR departments
in our area often bear the burden of finding housing for employees, although it is not a typical HR function in most places. We are
committed to assisting employers with recruitment and retention by offering a forum for open discussion and education.

Implementation: HCHRA’s first forum was held August 14, 2008 with approximately 55 of our community’s HR leaders, small
businesses and concerned citizens in attendance. We communicated the event to our community through commonly used channels
such as our chapter website, chapter meetings, emails, newspaper ads and press releases, and local chambers of commerce. We also
had a popular local caterer serve their famous barbeque pork sandwiches to further promote the forum as a community-friendly
event.

Local town and county government officials; local employers who offer employee housing programs; a down payment assistance
company; and Habitat for Humanity came together to discuss strategies to improve the housing challenge. Five panelists each
spoke for 10-15 minutes about their expertise related to the housing challenge. After each panelist spoke, the moderator facilitated
a question and answer session. Several panelists distributed materials related to their knowledge on the subject.

The turnout was a huge gauge of our success; we doubled the number of attendees we normally see at an HCHRA event. We
received extensive feedback from attendees that they received valuable information and made contacts for future housing questions
and employee recruitment/retention programs.

Outcome: We are serving the HR profession in our community by providing a forum for dialogue to share best practices
regarding the housing crunch. We are also advancing the HR profession by partnering with other well-known community and

business associations.

Since HR professionals, local businesses and concerned citizens were invited to attend the forum, we were able to showcase human
resources as a profession and further educate people about the value of HR as a strategic business partner.

We encountered some barriers during event planning. Organizing a date and time that would work for each of the panelists proved
to be a challenge. However, we started planning the event months in advance to ensure the forum’s success and allow enough time

to advertise effectively.

We felt we had a huge effect on the community. A local reporter attended the forum and has since followed up with several articles
related to the topic.

Housing challenges will continue to persist in our area due to limited land availability, the high cost of living, and the seasonal
nature of a resort community. HCHRA is committed to leading the way to housing solutions.

We are already planning our next event

193

™



T™

SiEgM

SOCIETY FOR HUMAN
RESOURCE MANAGEMENT

Initiative Title: Bridging the Advocacy Gap for HR State: CT
Professionals

Region: Northeast Region
Chapter Name: Human Resource Association of Central

Connecticut (HRACC) Area of Impact: Other Area
Chapter President: Dawn Peterson Jones Implemented in 2008: Yes
Web Address: www.hracc.org Completed in 2008: Yes

Chapter Number: 0332

Purpose: The purpose of the HRACC program is to educate HR professionals about how to be effective advocates for legislative
reform.

Our one-day advocacy training was the first step in providing our members and other HR professionals in our community with the
tools they need to advocate on behalf of reform policies affecting HR issues today. Our goals were to:

1) Acquaint HR professionals with public policy trends in the state legislature, particularly those relating to HR issues.

2) Provide training for HR professionals with tools and strategies for communicating effectively with their local and state-
elected officials.

Implementation: The idea for this program began early in 2008 when our chapter president met with a member who works at the
Connecticut Coalition for Achievement Now (ConnCAN).

September was specifically chosen for our event due to the upcoming Presidential election and the possibility of major legislative
reforms on the horizon.

HRACC collaborated with the Connecticut Business & Industry Association; ConnCANj the University of New Haven SHRM
Student Chapter; and the League of Women Voters. HRCI awarded 4.0 recertification credits for the event.

The initiative was communicated in several ways:
1) Email blasts.

2) Chapter newsletter.

3) Through communication to the six other state chapters and our state council.
4) A calendar listing in the Hartford Business Journal.

5) Communication by the other agencies involved (CBIA and ConnCAN).

The event took place on September 12, 2008 from 8 a.m. to 4 p.m., at the state legislative office building in Hartford. Lunch
was served in the adjacent capitol building where our group was addressed by Rep. Denise Merrill who led a discussion on best
methods to get the attention of a legislator on issues important to HR.

The agenda for the day included sessions on:
*  The legislative process—how a bill becomes a law.
*  Tools for communicating with public officials.
* A panel discussion of current state and federal legislative issues.
*  Advocacy role play involving all participants using a realistic simulation of preparing for and delivering public hearing
testimony.
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Our panel members consisted of a CBIA lobbyist; an HRACC legislative liaison; the ConnCAN executive director; and Bob
Carragher, SHRM manager of government affairs.

At the conclusion of the event, a representative from the League of Women Voters conducted a tour of legislative offices and the
capitol building. One small indicator of success: the sessions concluded at 3:30 p.m. on a Friday and we had more than 20 people
stay for the tour.

The verbal feedback that day was positive and it was rewarding to see the attendees’ interest and involvement. On September 15,
we sent out an electronic survey and are in the process of collecting results.

We secured three sponsors for the event, for a total of $1,500 to offset catering costs.

Our initiative can be found on the SHRM website at http: //www.shrm.org/government/update /091908 3.asp.

Outcome: Evaluation forms were sent to the attendees and we have received 31 surveys back as of this writing. We will continue
to analyze the results as they come in but so far the comments have been very favorable.

Sixty-two people attended our event. One-half of those were HRACC chapter members. The balance included attendees from
three other Connecticut SHRM chapters, the Connecticut SHRM HR Council and other non-affiliated companies.

A packet of information was given to each participant, which included:

A Connecticut General Assembly Directory.

A one-page visual explaining how a bill becomes a law.
A Connecticut mail-in voter registration form.

A list of voter registrar offices.

SIS SR

With the voter registration handouts, our intent was to give HR information to bring back to their workplace for their employees’
benefit—either to register to vote or to change their voter registration information if they had recently moved.

HRACC’s board believes the event met the stated goals and will serve as an effective base from which to build greater awareness
and activity around legislative advocacy.

Plans are currently underway for ongoing initiatives designed to reinforce the knowledge gained and positive energy generated.
We will continue to encourage our members to stay informed and active in the legislative process.
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Initiative Title: Benefits and Compensation Surveys State: DC
Chapter Name: Human Resources Association of the National =~ Region: Southeast Region

Capital Area (HRA-NCA)

Area of Impact: Other Area
Chapter President: Lee Mariano

Implemented in 2008: No
Web Address: www.hra-nca.org

Completed in 2008: No
Chapter Number: 0025

Purpose: HRA-NCA provides accurate and timely compensation and benefits data to the DC/VA/MD business communities
by way of an annual compensation and benefits survey. Industry data is gathered from various organizations to reach a diverse
organizational population. In addition, when compared to other benefits and compensation surveys, HRA-NCA provides a cost-
effective alternative. By providing this resource to human resource professionals, it allows them to partner with the leaders in the
organizations so that effective compensation and benefits decisions are made for the organization.

Implementation: This initiative was launched before 2008 and has continued to be implemented each year by the chapter. HRA-
NCA has partnered with a third party vendor to gather survey data and combine the information into an acceptable survey format.
The vendor obtains participation in the survey from not only HRA-NCA members but other community members who have
expressed an interest in assisting with this data collection.

The survey schedule is planned a year in advance and survey publication dates are known well ahead of time. HRA-NCA hosts an
annual survey launch event each year to promote the survey, garner more interest in the purchase of the survey, and encourage
more participants for the following survey year. In addition, there is a significant internal focus on launching the survey each year
and members are advised of the survey and its value to them and their organizations at monthly chapter meetings.

The HRA-NCA board of directors includes a director of compensation and benefits surveys position so that our members can take
an active role in planning and publishing this annual survey. A full committee of HRA-NCA members also assists with this effort
and meets regularly to discuss the publication of the survey for the upcoming year. Membership on this committee is encouraged
and publicized at our chapter meetings.

The success of the compensation and benefits survey can be measured in financial terms. HRA-NCA continues to see success
with the sale of these surveys because human resource professionals and the business community continue to see the value of this
resource.

Outcome: This initiative is continuous and will be refined and enhanced annually. Feedback on the readability of the surveys, the
information contained, the format of how the information is presented, the diversity of businesses represented, will continue to be
encouraged. As updates and changes are needed, the director of compensation and benefits surveys and the committee will use this
feedback to improve the process and the surveys as a whole.

HRA-NCA has seen an increase in participation and sales each year and has sought partnerships with some of our sister chapters in

the local area. These partnerships will be explored even further in the future in hopes of providing an even better resource to our
members and the local business community.
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Initiative Title: Advancing the Profession in the Community State: FL

Chapter Name: Space Coast Human Resource Association Region: Southeast Region
Chapter President: Tina H. Snyder Area of Impact: Other Area
Web Address: spacecoasthr.shrm.org Implemented in 2008: No
Chapter Number: 0068 Completed in 2008: No

Purpose: The purpose of our initiative is to promote human resources through community involvement and education. With the
end of the current Space Shuttle Program scheduled for 2010, the economic trend in Brevard County will be significantly affected.
Unemployment will rise, employees will need to be re-trained for different jobs, and small businesses will be adversely affected.

SCHRA recognizes the need to assist our community in managing that change. We will accomplish this by targeting students to
enhance their interest in HR as a career and by being visible in the community so others will become knowledgeable about our
services and programs.

Implementation: We are planning to achieve our goal of managing workforce change in our community through community
involvement and education.

Community Involvement

In addition to hosting monthly meetings, advertising in local newspapers and magazines, and hosting an annual joint conference
with our nearby chapter, South Brevard SHRM, we plan to participate in local events that may appear to be non-traditional. Our
targeted audience (students) will also participate in these events, presenting us with unique opportunities to network. Some of
these events include but are not limited to: The Florida Puerto Rican/Hispanic Chamber of Commerce Annual Business Expo;
Child Care Association of Brevard County’s Annual Children’s Festival; Business and Cultural Development Board activities; local
Chamber of Commerce community events; and the American Cancer Society’s Relay for Life. Our message will be communicated
through sponsorship, team participation, and volunteering to speak at these events. These events are also covered by local media
(print, TV, and radio) and will provide us another avenue to expose the HR profession to a larger audience.

Education
The Brevard County School District has adopted a strategic plan dealing with Career and Technical Education (CTE) programs at
the secondary level. The objectives are to:

a) Expand program offerings.
b) Provide access to career and technical program areas, including business technology education.*
¢) Implement a comprehensive industry-certification program for career and technical education programs in grades 9-12.

* A review of the business technology education component revealed the absence of human resources as an option for career
education. As a result, the chapter’s director of marketing contacted the superintendent of Brevard County Schools and pitched
the idea of a partnership. He was very excited about the opportunity and connected the chapter with the director of the Division
of Curriculum & Instruction/CTE. At their initial meeting, the director of CTE stated that they had been searching for a resource
in the community to provide volunteer services that would enhance students’ educational experiences and engage teachers in “real
world” experiences to complement textbook learning. Space Coast HR Association can assist by:
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*  Serving as advisors to teachers.

*  Providing curriculum development assistance.
*  Presenting at Career Day.

*  Mentoring teachers and students.

e Promoting HR through Future Business Leaders of America.
e Offering carcer shadowing.

*  Assisting with resume writing/job search.

*  Hiring students for summer jobs.

e Working with school-to-career transition.

*  Helping special populations (handi-capable).
*  Providing scholarships.

The director of CTE also made a presentation to the chapter board of directors to re-affirm the decision to partner with our
organization. Her presentation showed that their needs mirrored the services we are willing and able to provide.

Outcome: We plan to begin our enterprising leadership initiative in January 2009. We are currently establishing a committee of
volunteers from our membership who will serve as liaisons between the chapter, CTE and local community organizations. Some of
the primary duties will be to assist with developing the HR component to be included in the business technology education career
path; teaching HR-related courses; mentoring; public speaking; volunteering at public events; coordinating sponsorship and media
coverage and more. Our expected outcomes in December 2009 will be to advance the HR profession; become a vital resource that
has a positive effect in our community; and engage the next generation!
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Initiative Title: ATP/STP State: FL
Chapter Name: Human Resources Association of Broward Region: Southeast Region
County (HRABC)

Area of Impact: Other Area
Chapter President: Roma Rowland

Implemented in 2008: Yes
Web Address: www.hrabc.org

Completed in 2008: No
Chapter Number: 0098

Purpose: Our initiative was to address the challenges of the HR profession and our visibility in the business community. We
decided to serve the professional (STP) through education and services and advance the profession (ATP) through advocacy and
outreach.

We felt that in the past, most of our efforts as an organization were in the STP function and we wanted to focus on the ATD.
The intent was to market and brand our organization and profession to the community at large to build better relations and
recognition of our brand.

Implementation: We have begun the process of implementing the ATP initiative by building relationships and partnering with
business associations in the community like the local economic development board by inviting them to attend our board meeting,
work with them at meetings, and partnering with each other on our respective websites. We continue to have a strong relationship
with and Workforce One, a local workforce development board, and have a board member dedicated to workforce readiness. We
also joined the County Chamber of Commerce as a chapter and began participating as a chapter in Expositions to promote the
chapter and membership. We created a partnership with a local media business journal to market our chapter in their publication
as well as participate in joint events that apply to the HR and business Community. We made concerted efforts to reach out to
business magazines and invited journalists to attend our annual conference and to foster relationships.

We continued our annual diversity event, FACETS, in the community by holding the event at the Broward Center for Performing
Arts. The event was, Discussions in Diversity featured a panel of speakers which included the Broward County Diversity Advisory
Council chair and the Broward County Board of County Commissioners.

HRABC board members attend local Chamber of Commerce meetings and other community events as a representative of the
chapter to discuss membership and to promote our annual one-day conference.

Our Second Annual Conference featured internationally recognized speakers Dr. Stephen Lundin, and Dr. Joseph Mitchelli. We
more than doubled our attendance. We established a partnership for the event with one of the largest local employers and arranged
to have Dr. Lundin speak at our conference and afterward speak at the employer for their management team. This brought name
recognition of our organization to the business community.

Outcome: We feel that this is an ongoing initiative that will take both time and dedication from our board of directors to
continue. We feel that measures of our success are reflected in the doubling of attendance for our second annual conference. As a
chapter, we are prepared to be a high-risk, high-energy organization prepared to face new growth, great ideas, lots of action and
a focus on the future. We understand that it is a goal to reach for the future and are prepared to spend the time and money to be
recognized as the premier HR Organization in Broward County.
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Initiative Title: Spotlight on the Professional State: FL

Chapter Name: Big Bend SHRM Region: Southeast Region
Chapter President: Joyce Chastain Area of Impact: Other Area
Web Address: www.bigbendshrm.org Implemented in 2008: Yes
Chapter Number: 0409 Completed in 2008: Yes

Purpose: Once considered a clerical function, human resources has struggled for professional respect as a corporate contributor on
a peer level with marketing, accounting, operations, etc.

Our members in senior HR positions have frequently shared stories of last-minute consideration in long-range organizational
planning. “I get no respect” was the sentiment of these well-educated and experienced human resources professionals.

It was time to stop the whining and take action. In January 2008, we implemented, “Spotlight on the Profession.” Our goal was
to draw attention to the value added to the business community by human resource professionals.

Implementation: Using a variety of media, we highlighted the numerous and varied business roles managed by a full-service
human resource department. We demonstrated to business leaders that HR professionals handle far more than payroll and benefits
and should be respected for the experts they are.

To draw attention to the human resource career, chapter members nominated our president in a campaign known as “Twenty Five
Women You Need to Know in Tallahassee.” This is an annual recognition sponsored by our regional newspaper, The Tnllashassee
Democrat. The nominees are considered based on community involvement and knowledge in their chosen profession or career.
Our president was selected as one of the 25 and was able, through newspaper, radio and television interviews, to share her passion
for the human resource profession.

Shortly after we learned that SHRM was sponsoring NPR, we contacted our local NPR station, WESU, about sponsoring
local programming similar to the national sponsorship of SHRM. In early March, we began sponsoring Morning Edition
(NPR’s morning news show) which airs during morning drive time, A/l Things Considered (a news program with interviews
and commentary from NPR reporters), and Marketplace (a wrap-up of the day in business and the economy) which airs during
afternoon drive time. The demographics of the listeners of these shows were higher-wage earners with college degrees; a high
probability they are business executives and owners.

In preparation for our annual “HR Tallahassee” conference, our conference chair and president did several television and radio
community service spots to not only advertise the conference but to draw attention to the profession.

Our president taped a one-hour public service announcement (PSA) about human resources as a chosen profession for a regional
radio-broadcasting group. Included in the PSA were the various duties and responsibilities of a human resource generalist.
Segments of the announcement were aired over a one-month period on each of the group’s stations covering a wide range of
listeners. The announcement was aired in its entirety on a Sunday evening business edition broadcast of one of the stations.
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The goal of “Spotlight on the Profession” was to draw attention to the profession and to underscore the benefits provided to
business by human resources professionals. Our goal was met. Our chapter and its members have been sought out as human
resource experts in the community.

Outcome: Specific events and opportunities have occurred as a result of the initiation of our program. We offer the following as
evidence of the effectiveness of our campaign.

*  Our board members have been retained for professional speaking engagements throughout the city.

e The Chamber of Commerce has asked for our chapter’s assistance with various programs including nominations for their
Small Business Excellence Awards, providing guidance and speakers for the Summer Youth Work Program, and advising
on a program to assist in the assimilation of spouses who relocate with their partners to the area.

*  The Economic Development Council has engaged our chapter in the creation of Best Places to Work award program.

*  Our chapter’s leadership has been asked to contribute a human resource related article for a regional quarterly business
publication.

*  Perhaps most notably, our chapter’s membership has increased more than 40 percent between January and June 2008—a
record-breaking growth percentage.

All human resource professionals located in our geographic area have benefited from this program. We increased the awareness
of the HR professional’s value to organizations. We increased the value of membership in our chapter. The business community
benefited from the program as well. Because of the publicity of our profession and our organization, an obvious resource was
established for matters related to the human resource field.

We are thrilled with the results we have achieved from “Spotlight on the Profession” and plan to capitalize on the momentum it
has created. We intend to carry on the mission of publicizing the value added by HR professionals. We are optimistic that other
chapters will be inspired by our chapter’s success to initiate similar programs in their areas, thereby further elevating the business
value of the human resource professional.
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Initiative Title: Mock Trial State: FL

Chapter Name: Volusia/Flagler SHRM Region: Southeast Region
Chapter President: Nancy Knapp Area of Impact: Other Area
Web Address: http://volusiaflagler.shrm.org Implemented in 2008: Yes
Chapter Number: 0546 Completed in 2008: Yes

Purpose: Holding mock trials is not a new initiative for our chapter, but we are now including businesses and positions outside of
the HR community. This year’s topics were sexual harassment and discrimination. We wanted the business community at large to
understand the effect these two topics can have on their organizations.

Implementation: We are reached out to the community via radio. There is a local radio talk show that addresses business issues
in the community which showcased the mock trial. We also used of the local courthouse to hold the trial which give participants
the feel of what a real trial would be like. We had real attorneys present their cases. We asked some of our chapter members to act
as jurors but had non-HR members be jurors as well. HR professionals have more insight into these issues, so we wanted to have
non-HR people on the jury.

Outcome: The trial was held on September 17, 2008. Attendance was good considering that hurricanes impaired advertising
efforts. Several employers had supervisors in attendance due to our exceptional pricing. HR professionals and supervisors alike
were impressed by the feel of a real trial. Most attendees had never been to trial; therefore, the experience was most valuable to
them. Many had never been in a courthouse before and since the trial was held during the day while court was in session, it made
the experience all the more realistic, although it did make several people uncomfortable. While the jury was deliberating, the
attorneys took questions from the audience on a variety of subjects, mostly related to the trial.

Our primary barrier was that we held it during hurricane season. We really have to look at the timing. The beauty of this event
is that the trial can be on whatever is relevant to current HR issues. In this year’s mock trial, our plaintiff was fired for having a
firearm in his car. This is a new law in Florida. He in turn accused the defendant of religious persecution. These were extremely
relevant subjects and the inclusion of the community, particularly managers and supervisors, was great.
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Initiative Title: Educating and Certifying the Recruiting State: FL
Professional

Region: Southeast Region
Chapter Name: Staffing Management Association of South

Florida Inc. Area of Impact: Other Area
Chapter President: Marc Gard, SCRP, SPHR Implemented in 2008: No
Web Address: http://www.smasouthflorida.org/ Completed in 2008: Yes

Chapter Number: 3001

Purpose: There is a need to elevate the level of a recruiting practitioner’s specialized knowledge.

Our chapter had three objectives:
*  Create a body of knowledge that addresses the unique challenges faced by practicing recruiters.
*  Deliver this knowledge through an academic program that exposes, trains, and validates recruiting practitioners.
*  Provide certification to those recruiting practitioners who successfully accomplish mastery of the established body of
knowledge.

Implementation: For the past year, many members of the SMA have labored to create a syllabus for the certification process of
our recruiter members. However, as a group, we recognize that this effort has grown from thinking that this is a local program to
that of something even greater—a certification that has a national scope.

We have explored the following:
*  Developing the certification with our own volunteer base.
*  Asking local colleges to develop and execute.
* Hiring a consultant to develop.
*  Collaborating with the local ASTD chapter.

It is the consensus of the SMA of South Florida board that the above-listed processes are beyond our level of expertise and our
work and the curriculum written to date, be elevated to a national level.

Outcome: This initiative is finished because it requires technical academic attention and an interest on the part of SHRM or the
HR Certification Institute to embrace the idea of certifying recruiters, in much the same way that it does with their PHR, SPHR,
and GPHR designations.

The body of knowledge outline for what is essentially “Recruiting 101 & 102 is available by contacting the chapter.
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Initiative Title: Domestic Violence Prevention

Chapter Name: Human Resource Association of Treasure

Valley (HRATV)
Chapter President: Susannah Arnim, SPHR
Web Address: www.hratv.org

Chapter Number: 0111

State: ID

Region: Pacific West Region
Area of Impact: Other Area
Implemented in 2008: Yes

Completed in 2008: No

Purpose: Our state had 22 domestic violence-related fatalities in 2007. In response, the governor signed an executive order

mandating domestic violence training for all state employees.

Feeling that human resource managers have wide, direct employee contact and responsibilities for workplace safety, we brought
a portion of that program to our membership. During one of our monthly meetings, we had a speaker from the Idaho Coalition
against Sexual and Domestic Violence address our membership and provide model domestic violence policies, resources and
information we could take back to our organizations. In addition, some preliminary inquiries have taken place to communicate
with a Massachusetts organization, Employers Against Domestic Violence, to see if something similar can be created in our state.

Implementation: We are in the middle of this process and will survey our members through SurveyMonkey.com to measure the

effect and implementation of what was learned.

Outcome: This training took place in the summer and we feel we needed 90 days to allow for an effect to be seen.
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Initiative Title: After Hours Business Mixers State: IL
Chapter Name: Society of Human Resource Professionals Region: North Central Region
(SHRP)

Area of Impact: Other Area
Chapter President: Sally H. Anderson, SPHR

Implemented in 2008: Yes
Web Address: www.shrp.org

Completed in 2008: Yes
Chapter Number: 0004

Purpose: We wanted to enhance our members’ experience to retain them and recruit new members. We saw a trend for the need
for networking and making connections. We started quarterly After Hours (5-7 p.m.) business mixers for that purpose. To make
the event free, we asked member organizations to provide the location and catering. This has been a HUGE success! We have had
a tremendous response. Our members really seem to enjoy the fact it is after hours without a program tied to the event and that it
is free.

Implementation: We implemented the initiative by appointing a primary contact responsible for scheduling and finding
organizations to host the event. It was very simple and took little effort. We have many member organizations wishing to host. We
communicated the initiative at all of our programs, to committees, and sent mass emails. Because we listened to our members and
implemented something they wanted, there was little effort on our part to have large turnouts. We knew we were successful when
we saw our membership numbers tick upwards and had waitlists of people wanting to attend the event. Due to size of the location,
we try to keep the event at around 80 people. We look forward to continuing these events in the future.

Outcome: Our efforts are still continuing, so there is no end result thus far. To date, the entire organization has benefited from
the efforts. Membership is up and members are happy. It’s a win-win for all.

205

™



T™

SiEgM

SOCIETY FOR HUMAN

RESOURCE MANAGEMENT

Initiative Title: Bridges Out of Poverty Program State: IN

Chapter Name: Michiana Chapter SHRM Region: North Central Region
Chapter President: Racquel Harris Area of Impact: Other Area
Web Address: http://michiana.shrm.org Implemented in 2008: Yes
Chapter Number: 0016 Completed in 2008: Yes

Purpose: We partnered with our local YWCA, the city of South Bend and local non-profit agencies such as Goodwill Industries to
implement “Bridges Out of Poverty.”

Implementation: Our chapter is helping to educate employers through a training program at Ivy Tech State College about how
the community can work together to bridge the gap and help employees and job candidates overcome the obstacles and everyday

challenges of generational poverty.

Outcome: Our cfforts are ongoing.
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Initiative Title: Disaster Recovery and Business Continuity State: IN
Planning

Region: North Central Region
Chapter Name: Michiana Chapter SHRM

Area of Impact: Other Area
Chapter President: Racquel Harris

Implemented in 2008: Yes

Web Address: http://michiana.shrm.org

Chapter Number: 0016

Completed in 2008: Yes

Purpose: Our community experienced several fires, tornados, floods and serious workplace violence situations over the last several
years which have caused affected businesses and employees’ severe hardship through loss of revenue and income while they
recovered. Because HR professionals can serve their organizations as safety directors and trainers, we knew we were in a unique
situation to provide guidance to employers about how to create and communicate disaster recovery plans. We also knew that we
would be successful only if we became strategic partners with first responders, community agencies and others dedicated to the
same cause.

Implementation: To achieve significant results as quickly as possible, we partnered with a local student chapter who developed

a survey to determine the readiness and needs of our members’ organizations. The committee’s objective and the survey were
communicated at monthly meetings, via the newsletter and email blasts. The results showed that while 90 percent of responding
members had disaster plans in place, the majority of those plans consisted of the basics that were needed if a disaster occurred
during working hours and the building had to be evacuated. Only 69 percent had business continuity plans and only 46 percent of
responders said their business could continue essential operations indefinitely. Our target audience within our chapter was the 56
percent who needed help restoring buildings and systems and finding ways to employ their workers in an effort to serve their end
customers and continue to be profitable.

Our first major training opportunity was a breakout session at the chapter’s annual conference where attendees heard from experts
on how to draft, communicate and test their plans. They also participated in an interactive process of reacting to a disaster. With
the help of our panel of experts who represented building restoration, technology back-up and recovery, and the American Red
Cross, we simulated that a tornado hit the community during the night. This exercise gave our members experience from 11
different perspectives because they each assumed roles typically found in an organization (CEO, CFO, facilities and production
managers, HR staff, public relations and security officers, etc., and a member of the media, who always show up at a disaster!). We
believe this learning experience was much more effective with the addition of this scenario.

A page on our chapter website was created as a resource to members and non-members alike. It will be monitored and maintained
as new templates, links and resources are identified to help prepare for or recover from a disaster.

The success of the program will be somewhat difficult to measure until another unfortunate disaster occurs and companies recover
more quickly.

Outcome: Seven of the first 11 steps outlined in the initiative will be completed by October 21. The committee has identified

a need to keep this initiative alive by testing as many plans as possible during community-wide emergency preparedness drills;
coordination of plans with local and regional first responders; and a targeted outreach program. Outreach is critical because while
companies may be prepared for their operational needs, and first responders are prepared to assist individuals affected, citizens
must be prepared on how to respond to a disaster and supplied with the tools they need to be safe. This will be accomplished
through our relationships with the local Chambers of Commerce, church, civic and school affiliations. We will visit these groups
and provide them the same resources as we have our member organizations, on a personal level (education on how to respond
personally to a disaster and home preparedness kits, for instance). Members who have developed disaster recovery plans will also
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offer to assist Chamber of Commerce members who do not have human resource or safety manager expertise.

Potentially every member of our community will benefit from our committee’s efforts and we will have assisted in providing safer
work and home environments. While only a small percent of members have been engaged so far, that number will increase as
training and outreach efforts continue. To date, we have had no barriers to our success; there has been nothing to overcome other
than an enormous task at hand and getting the right resources together to meet the challenge.
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Initiative Title: Partnerships in China State: IN

Chapter Name: Northwest Indiana Chapter of the Society for Region: North Central Region
Human Resource Management (NWISHRM)

Area of Impact: Other Area
Chapter President: Desila Rosetti

Implemented in 2008: Yes
Web Address: www.shrmnwi.org

Completed in 2008: No
Chapter Number: 0270

Purpose: Our chapter was given the opportunity to work with Valparaiso University to explore business practices in China
through the Confucius Institute. Local community members were chosen for their areas of expertise and a member of our board
recommended that someone from our chapter be included in the delegation. It will be an opportunity to experience HR practices
in another country; offer suggestions; and bring back best practices for our chapter members. When our representative returns, we
hope to offer a series of programs to share information learned.

Implementation: The trip will take place October 20-29, 2008
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Initiative Title: Partnerships State: IN
Chapter Name: South Central Indiana Human Resource Region: North Central Region

Association (SCIHRA)

Area of Impact: Other Area
Chapter President: Darryl Curson

Implemented in 2008: Yes
Web Address: http://scihra.shrm.org/

Completed in 2008: Yes
Chapter Number: 0512

Purpose: Our goal for 2008 was to form new partnerships or strengthen existing ones in the Bloomington community. The
advance the profession and provide services to smaller organizations that can benefit from the combined expertise of SCTHRA
chapter members. We selected this initiative because we wanted to have a stronger presence in the community and to establish a
branding approach for SCIHRA within the Bloomington area.

Implementation: SCIHRA entered into a closer partnership with the Bloomington Chamber of Commerce to advance the
profession through mutual support of educational seminars, and conferences. Starting in December 2008, SCIHRA will launch
an annual awards program, one of which will identify employers of Choice in our area. Our chapter members are volunteering in
community service projects. As an example, SCIHRA conducted a silent auction during the July chapter program to raise money
for the Middle Way House in Bloomington, a domestic violence and crisis center.

Outcome: Our chapter is being recognized as a stronger resource in the community that provides access to professional HR
members, most of whom are certified through the HRCI.

The Bloomington area is becoming aware of the many services our chapter members have to offer through the association and
partnership with the Chamber of Commerce through joint educational and informational seminars and conferences. The chapter
promoted and endorsed a Chamber conference on best hiring practices in May 2008. We will continue this partnership with the
Chamber in the coming years.

SCIHRA is also able to provide professional information regarding HR issues to small business members of the community, both
for-profit and non-profit, who would not ordinarily have access through their own organizations. We handed out informational
booklets at the Bloomington Business Expo this year and offered a free chapter membership to one of those smaller organizations
via a drawing at the end of the expo.

Our volunteers help to provide more substantial support to service organizations by sponsoring silent auctions at chapter meetings.
The chapter helped raise funds for a local domestic violence and crisis center in July.

SCIHRA created two new board positions this year, director of workforce development and professional development chair. These
volunteers are already working to strengthen our professional members and our standing in the community.
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State: KS

Region: Southwest Central Region
Area of Impact: Other Area
Implemented in 2008: No

Completed in 2008: No

Purpose: Topeka’s strength is its number of small businesses. Many businesses don’t have an HR professional on staff and business
owners often don’t realize they are at risk of negative employment issues. We teamed with the Topeka Independent Business
Association (TIBA) and invited them to our regular meetings and training sessions. The topics are applicable to them and they
have the opportunity to network with HR professionals who they can call when needed. In addition, we are increasing our
visibility with the local Chamber of Commerce and offering to speak at one of their meetings.

Implementation: We anticipate that this initiative will continue. Volunteer resources are tapped when expertise is needed and
the chapter funds the cost of the Chamber mailings to increase visibility of the initiative. Communication to members has been
through meetings, email announcements and recognition at Chamber events. We are currently tracking the number of non-
SHRM members that are TIBA members who attend our meetings and trainings.

Outcome: We continue to track information and will determine its effectiveness and whether to continue the partnership with

TIBA in 2009.
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Initiative Title: HR 101: Fundamentals Seminar for Human State: KS
Resource Personnel and Supervisors

Region: Southwest Central Region
Chapter Name: Human Resource Professionals Association of

Greater Emporia (HR-Page) Area of Impact: Other Area
Chapter President: June Coleman-Hull Implemented in 2008: Yes
Web Address: http://www.hr-page.org Completed in 2008: Yes

Chapter Number: 0681

Purpose: Emporia, Kansas has many small businesses with professionals who are HR generalists. There is a strong need to
increase the knowledge base of professionals who may have no HR training but are required to complete HR functions for their
organization. This collaborative effort between our local SHRM chapter and two major educational institutions in the community
features sessions on recruiting; on-boarding and orientation; performance appraisals; rewards and motivation; and legislative
regulations and updates. In addition to providing professional development to local professionals, we also promote our chapter
membership and its resources.

Implementation: Last spring, the HR-Page board of directors identified a need in the community based on discussions

with chapter members and other colleagues. It has been at least four years since our chapter provided targeted a professional
development opportunity to community professionals with HR responsibilities. In May, the board appointed a subcommittee

to plan and assess the November 6, 2008 event. Topics and speakers were confirmed by July 2008. Marketing began in August.
To develop the promotional materials, the subcommittee utilized students in the graphic design program at Flint Hills Technical
College. The chapter worked closely with the I/O Psychology graduate program at Emporia State University to promote the
event and solicit volunteers. Marketing included direct invitations to all Chamber of Commerce members and HR-Page members.
Members were given electronic and hard copies to share with colleagues that may not be members of HR-Page. Advertisements
were placed in the local newspaper. Another subcommittee was established to plan a membership recruitment event in October.
During this event, we recruited new members and promoted the November event. The event will be assessed through a written
evaluation at the conclusion of the event.

Outcome: Although the event was completed in 2008, the event had not occurred at the point of submission of this document.
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Initiative Title: Hurricanes and HR! State: LA

Chapter Name: Northeast Louisiana Chapter Society for Region: Southwest Central Region
Human Resource Management (NELA SHRM)

Area of Impact: Other Area
Chapter President: Nancy Apel

Implemented in 2008: No
Web Address: nelashrm.org

Completed in 2008: No
Chapter Number: 0207

Purpose: The NELA SHRM chapter partners with the American Red Cross to help with employment-related questions and
problems when hurricanes affect our area. Northeast Louisiana is a destination for those who must evacuate their homes in
Southern Louisiana, Mississippi, Alabama, and Texas because of hurricanes in the Gulf of Mexico. The American Red Cross,
local churches and other organizations set up shelters to meet food and housing needs of the evacuees. During the chaos of
an evacuation, people lose touch with their employers. Our chapter members help with payroll, communication and insurance
questions when the evacuee’s employer cannot be reached.

Implementation: The need for this program became apparent during the recent (September 2008) hurricane season. Our cities
in Northeast Louisiana became a destination for those fleeing Hurricanes Ike and Hanna. During the hectic days of an evacuation,
people lose touch with their employers but still have need help with HR issues like finding doctors in their PPO or HMO; finding
out how to receive their paychecks; and contact numbers of co-workers and supervisors.

A phone number will be set up and shared with the local Red Cross; the United Way 2-1-1 system; the local newspaper; TV and
radio stations. This number will be answered 24 hours a day by a NELA SHRM member until the need no longer exists. Those
of us volunteering for this position will have access to a computer; the SHRM information system and website; local volunteer
attorneys; and other resources. A list of frequently asked questions will be developed over time to help volunteers.

This plan will be created, approved by the chapter, endorsed by the Red Cross and other agencies, and put into action as soon as
the next hurricane comes our way. Hopefully this will be many years from now, but experience has shown us that it may be sooner
rather than later. In any case, we will be ready.

Outcome: The plan has been created but was not in place for our latest hurricane evacuation. We are now ready and waiting.

We anticipate good participation from our chapter members and cooperation with local agencies and employers. Our cities

(Monroe and West Monroe) work well together during hurricane emergencies. This is a way we can give back to our community
and help our fellow human resource managers who have had to leave their companies and employees in the wake of a storm.
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Initiative Title: Employee Appreciation Week State: LA
Chapter Name: Human Resource Association of North Region: Southwest Central Region

Central Louisiana

Area of Impact: Other Area
Chapter President: Ashlea Phillips

Implemented in 2008: Yes
Web Address: N/A

Completed in 2008: Yes
Chapter Number: 354

Purpose: Our group is fortunate enough to meet each month in a private meeting room in a local nursing home. The home
provides lunch for us each month in a quiet and attractive setting. Our group learned that the nursing home was having an
employee appreciation week and we decided to help them make the week a success. We asked the administrators what we could do
to help and they identified a need for food for the special luncheons they were having each day.

Implementation: After speaking with the administrators, we decided to provide a catered lunch for all the employees. The home
also wanted to have games set up for employees and they needed snacks and goodies to give away to winners. Our group made

desserts and other snacks and asked some local businesses to donate items.

Outcome: The employees and administrators at the nursing home were very happy with our efforts to make their appreciation
week a success. We are continuing our partnership and will work together to make their workplace a quality one.

214



™

SliiM

SOCIETY FOR HUMAN
RESOURCE MANAGEMENT

Initiative Title: Certification Scholarship Program State: ME

Chapter Name: Human Resources Association of Southern Region: Northeast Region
Maine (HRASM)

Area of Impact: Other Area
Chapter President: Rick Dacri

Implemented in 2008: Yes

Web Address: http://hrasm.shrm.org

Chapter Number: 0220

Completed in 2008: Yes

Purpose: HRASM set a number of specific goals. We wanted to support our local colleges, support our members (serve the
professional) and give back to the profession (advance the profession). To that end we developed a scholarship program with
the University of Southern Maine. Each year we would award two $500 scholarships to one of our members enrolled in the
university’s PHR /SPHR Certification Preparatory Course. We had heard from our members that the $1,000 tuition was
prohibitive, particularly when many employers were unable to provide any assistance.

Implementation: Our goal was to award a scholarship in the fall, 2008 and the spring, 2009 and then every fall and spring
thereafter. To achieve this, our vice president of certification worked with our president-elect (who was also the certification
instructor at the University) to research similar programs offered by other chapters. They also utilized resources provided by
SHRM. They then developed a program and an application form. Three board members were chosen to review applications and to
name an award recipient.

Criteria for the applicant’s were established including requiring chapter membership in good standing for a minimum of one
year and financial need. The program description also outlined the award notification process; eligibility requirements; criteria for
selection; application process; and deadlines.

The program was communicated to the members at meetings and our newsletter in the spring and summer, 2008. Each member
received printed information about the program. Interested members were encouraged to complete and submit applications.

In September 2008 the first recipient was notified and given her scholarship during our September meeting.

Outcome: Only one person applied for the scholarship. She met all the requirements and was a great first recipient. She benefited
because it would have been difficult for her to afford to attend without our chapter’s financial support.

The university also enjoyed the added promotion of their program. We wanted to promote our relationship with them and
promote their HR-related programs. Our chapter also received publicity which we believe will translate into increased membership.

We had hoped to have several applicants. To achieve this goal in spring 2009, we will be heavily promoting the program
throughout the year. We realize that in this initial phase, we did not fully engage our members. We only had 60 days to promote it
and this was during the summer months when the chapter did not meet. As we move forward, we will remind the members of this
program on a monthly basis and encourage them to submit applications. Discussions about the scholarship and certification will be
included in our newsletter.

The program is a chapter success. We have budgeted for 2009 and expect to award two scholarships each year.

The program supports our commitment to the profession and allows us to support our members and the local colleges. It is a win-
win situation.
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Initiative Title: Retirement Readiness State: M1

Chapter Name: Human Resource Council of Southwestern Region: North Central Region
Michigan

Area of Impact: Other Area
Chapter President: Valari Regan

Implemented in 2008: No
Web Address: www.hrcswmi.org

Completed in 2008: No
Chapter Number: 0067

Purpose: With the influx of baby boomers moving into retirement and the economic downturn, employees are looking to HR
professionals and business leaders more than ever for guidance on planning a successful retirement. Questions posed to HR are
sometimes outside the normal scope of human resources. We are partnering with our local Chamber of Commerce to offer a half-
day conference on retirement issues. Local HR and business leaders will receive materials, resources and contacts to share with
their employees.

Implementation: We are working with the local Chamber of Commerce to choose the date, place, and marketing strategy for the
event. The initiative is scheduled for March 2009. Our local unemployment office has offered their state-of-the-art facility for the
event at no charge. We have booked a speaker from Social Security, as well as one on trusts and estates, 401(k) and investments,
and general retirement topics. We will fill out and solidify the speaker lineup for the day, and plan snacks and a meal. We will put
together handouts of resources that businesses may share with their employees. The event will be direct marketed via email, fax,
and/or newsletters to our local chapter members, nearby SHRM chapter members, and Chamber of Commerce members, and will
also be openly marketed to other businesses and individuals through newspaper and media announcements. Attendees will pay a
nominal fee and walk away with invaluable information. We have already included general information about the event to our local
chapter, and are bringing additional members onto our board to help plan and share their insight and resources. The plans will be
finalized and marketing will begin by the end of the calendar year.

Outcome: Our event will be held on March 18, 2009. At the conference, we will survey participants to see if their needs were
met. Our goal is to give our community the knowledge, tools and resources to plan a successful retirement. They will get the
information they need regarding Social Security, retirement funds and financial planning to help them achieve their goals. Due to
the state of Wall Street, many people are having to form a “Plan B,” and this conference will give them the resources needed to get
started, and will give employers invaluable materials to share with their employees.

216



SliiM

SOCIETY FOR HUMAN
RESOURCE MANAGEMENT

Initiative Title: The Speed of Trust: An Evening with Stephen State: MI
M.R. Covey

Region: North Central Region
Chapter Name: Traverse Area Human Resource Association

Area of Impact: Other Area
Chapter President: Janet Yankee

Implemented in 2008: Yes
Web Address: www. TAHRATC.ORG

Completed in 2008: Yes
Chapter Number: 0280

Purpose: The need was identified by our special program committee, who looked at many different venues for our initiative.

The intent was to bring a program to our area that would provide education and value to all individuals, both personally and
professionally, and that would be of benefit to all industries. Trust is such an important attribute that affects our communities and
business. We therefore, decided on The Speed of Trust: An Evening with Stephen M.R. Covey as our initiative.

Implementation: The original idea was presented to the board approximately a year and a half before the scheduled date, October
22,2008. Having a speaker that is so well known, presenting on a topic that brings value to individuals industries was key. Our
program committee also presented the idea of partnering with our local Council of Governments (COG), which was well received.
It was approved by our board and members prior to proceeding.

Our chapter was responsible for the up-front costs and COG was responsible for advertising, fliers, posters, registration etc. We
had representation at local business expos; window displays in local bookstores; email blasts; and local members talking about the
event. We also scheduled live radio spots announcing the event and had support from our Chamber in also getting word out to
their membership. We had support of local business who endorsed The Speed of Trust with personal and professional testimonials.

The Speed of Trust will be presented by Steven M.R. Covey and will cover the following:
*  The economics of trust.
*  The effects of trust on speed and cost in relationships and organizations.
*  The taxes and dividends that flow from organizational trust.
*  How to be an effective leader by inspiring and extending trust.
*  How to restore lost trust.
*  Myth vs. reality of trust.
e Who trusts you?

Success will be measured in two ways. One, of course, will be if we get the attendance necessary to cover our expenses. Second,
will be the response and utilization of skills following the event.

Outcome: Our event is scheduled for October 22, so we have not yet completed our initiative. To date, we have approximately
300 registrations. We are hoping that with our final advertising blitz, we will reach our goal of 600. We have 82 members and

at last count 60 members have registered. To encourage members to participate, we had a two-for-one registration offer and
highly recommended that the member invite their CEO, company president, or their supervisor to the event. This was especially
important as the HR professional continues to make strides in getting a seat at the table.

Yes, we would consider putting on an event of this magnitude in the future. Our chapter sponsored a very successful Disney
program about 10 years ago. We hope this will be as successful.

One of the barriers we encountered was the fact that our SHRM state conference is the week before our event. We think this may
have some negative consequences for attendance regarding HR professionals who may have to choose one event or the other.
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Initiative Title: Community Wellness Board (CWB) State: M1
Chapter Name: Association for Human Resource Region: North Central Region

Management (AHRM)

Area of Impact: Other Area
Chapter President: Audrey L. Pimpleton, SPHR

Implemented in 2008: No
Web Address: http: //www.ahrm.net

Completed in 2008: No
Chapter Number: 0435

Purpose: Healthcare costs continue to escalate and Michigan has one of the highest obesity rates in the country. The goal of the
community wellness board is to create a forum for businesses to partner, share, and build wellness programs for the good of their
employees and communities and to create a tool kit for employers and community members to access for wellness programming

ideas, plans and networking. The time is ripe for a community wellness board to heighten awareness of wellness initiatives, trends
and programs.

Implementation: Initially AHRM will take the leadership role by setting major discussion themes; providing information;
identifying key ideas on wellness; and identifying available resources for companies. This initiative will be announced at the local
AHRM meeting before the end of the year. It will be launched in early 2009. We will seek members for the CWB within the
AHRM and outside of the group. At first, there will be a core group of people involved to get the group started and then it will
be expanded once a clear direction is formed. We will initially meet bi-monthly, involve businesses (both private and public) from
small to large. The CWB will consist of people who work for businesses with wellness programs already in place or in the process
of creating. We will measure the success of the initiative by participation on the board; hits on the AHRM website in the wellness
initiative section that will be created; and on the successful start-ups of wellness programs in local businesses that used this as a
resource.

Outcome: This will be an evolving board and there is no end date.

Employers and members of the community will benefit from this initiative by learning from each other and sharing information
and resources to promote a healthier community. This could potentially engage many more people than members of the CWB,
such as by sharing success stories for others to learn from. Potential barriers appear to be minimal since this is a topic that is of
interest to many due to rising healthcare costs, and has the potential to offer cost savings to employers while benefiting their
employees, families and communities.
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Initiative Title: HR Guidance for Community Non-Profits State: MI

Chapter Name: South Central Human Resource Management Region: North Central Region
Association (SCHRMA)

Area of Impact: Other Area
Chapter President: Genevieve M. Poole

Implemented in 2008: No
Web Address: http: //www.schrma.org

Completed in 2008: No
Chapter Number: 0528

Purpose: We realized that non-profit organizations like Habitat for Humanity and others are in desperate need for human
resource guidance.

Non-profit organizations have long been overlooked when it comes to providing HR assistance. Many individuals in these
organizations wear many hats and they may not have the time, education, or HR experience and could possibly make decisions
that could place their organization in jeopardy. We decided to help them because they give so much back to our community. This
was important to us because we felt there was a real need for our services. The non-profit organizations typically do not have the
financial resources to spend on training, conferences, and/or seminars and we feel it important that everyone who is practicing in
the HR field have the basic tools and knowledge to assist them through HR’s complexities.

Implementation: This initiative will be implemented in 2009. We will tap into our current member pool to help run the
workshop. We will have samples of required and recommended forms, policies and procedures; laptops with wireless access to
guide participants to websites like SHRM, DOL, OSHA, etc.; placement agencies; individuals with current or past experience
working in the non-profit realm; and local employment attorneys.

Our members will host the workshop at different stations. This workshop will take the place of a monthly meeting in 2009.
Everyone will have an opportunity to help the area of their strength—i.e. a participant can visit a table staffed by a member
knowledgeable FMLA.

Our communication plan will include postcard mailers, an e-blast to Chamber of Commerce members, newspaper, the SCHRMA
website, flyers and word-of-mouth.

Feedback from participants and members will be crucial, but if we can assist even one non-profit organization, it will be considered
a success. This will generate better exposure for our chapter in getting the word out that we are here to guide and assist. We would
like to host this workshop in years to come.

In establishing measures of success, we will identify benchmark with the participants, particularly required deadlines in report
filing. Each participant will be paired with an SCHRMA member/mentor who will be available to assist. An exit survey will be
conducted with participants and the mentor will make contact with the participant on a 30-60-90 day, six month, and one year
interval to gauge their progress and answer any questions they have. Participants will be encouraged to join SCHRMA and SHRM
for the networking opportunities and access to a wealth of HR knowledge at a moment’s notice.

Outcome: 2009 Implementation.

219

™



T™

SiEgM

SOCIETY FOR HUMAN
RESOURCE MANAGEMENT

Initiative Title: HR for Non-Profit Agencies in Lenawee State: M1
County: What You Need to Know

Region: North Central Region
Chapter Name: Human Resource Association of Southeast

Michigan (HRASM) Area of Impact: Other Area
Chapter President: Jennifer Hunter, PHR Implemented in 2008: No
Web Address: www.hrasm.com Completed in 2008: No

Chapter Number: 0601

Purpose: HRASM has identified an opportunity to support the needs and provide guidance in the area of human resource
practices and policies for the county’s numerous non-profit agencies.

Implementation: Currently, there are more than 35 non-profit agencies in our region with the majority of them functioning
without a dedicated human resource professional. HRASM realizes that these agencies do have employees, yet need to spend their
time, money and efforts providing the many valuable services for community members, rather than focusing on administration.
With this in mind, HRASM is proposing to offer a day-long conference for these agencies to attend where they can have their
questions answered and resources provided to make the human resource function more manageable. This conference will be free
or of minimal cost and will help to bridge a relationship between the agencies and the human resource professionals from our
chapter who have a wealth of knowledge to give back to these devoted individuals.

Outcome: HRASM anticipates completing this initiative in second quarter 2009. The first quarter is a busy time for the non-profit
agencies with the wrap up of the holidays and planning for a new year. At this point, HRASM has created and sent a questionnaire
to the non-profit agencies to identify their areas of concern and what they would like to get out of the conference. We hope to
target their specific questions and make the conference beneficial and worthwhile while ensuring their commitment to attending
the conference. We are also working on securing sponsorships from HRASM member companies to help fund the conference and
provide quality resources to send home with the attendees.
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Initiative Title: Ask the Expert—Human Resources State: MN
Chapter Name: Northland Human Resource Association Region: North Central Region
(NHRA)

Area of Impact: Other Area
Chapter President: Kathleen Chalupsky
Implemented in 2008: No

Web Address: http: //www.northlandhra.org

Chapter Number: 0471

Completed in 2008: No

Purpose: There are many smaller businesses in our local area that do not employ a human resource professional. We wanted to
provide helpful HR information for those small businesses; for HR professionals with issues they are unsure how to handle; and
to provide an avenue to submit HR questions and get answers. Our column, Ask the Expert—Human Resources, runs in the
local newspaper’s Monday business section every other week. Our articles alternate with an Ask the Expert—Financial column
submitted by a local CPA group.

Our goal is furthering the profession, SHRM and the chapter.

Implementation: The initiative was implemented before 2008 but is being changed in 2008 to improve the information we
provide. We are now requesting permission from SHRM to reprint Q&A articles. We feel using the SHRM resource will provide a
greater variety of reliable and accurate HR information and will still meet our goals to further the profession and recognize SHRM
and our chapter.

The original implementation took several months to get off the ground. It required forming a writing committee, meeting with
the editor of the local paper, submitting several sample articles to the editor and staff and receiving feedback from them. We also
asked a SHRM resource to review the articles and provide feedback. Additionally, we were careful to clarify that the paper could
edit grammatically but were not to edit content. The sample articles were questions and answers written by our committee. Each
article ended with a paragraph informing readers the addresses (email, U.S. mail, and website) where they could submit questions.
Additionally there was a disclaimer that “This is not legal advice. Contact your attorney with specific legal questions.”

We remind our members meetings about the articles and ask for questions. Additionally, in 2008, we decided to post them on our
website. We also have engaged several members to write answers to questions that have been submitted. We asked for feedback
from the newspaper and it has been positive; the paper wants to continue the column.

Outcome: We occasionally hear from chapter members that they found the articles helpful and interesting. Also, we have had
people go to our website and join the chapter. However, we did not receive the number of questions we had hoped for and several
of our writers find it difficult to come up with questions of their own. The newspaper wants us to continue the column, therefore,
we felt submitting SHRM articles would continue to meet our goals.

We are awaiting approval from SHRM to reprint the articles. As soon as we receive that approval, the SHRM articles will be

submitted regularly to the paper. If we do not receive that approval, we will develop a committee of new writers and continue to
submit our own articles.
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Initiative Title: A Day in the Life of HR State: MN

Chapter Name: West Central Minnesota SHRM (WCMN Region: North Central Region
SHRM)

Area of Impact: Other Area
Chapter President: Jessic Hjelle

Implemented in 2008: Yes
Web Address: www.wecmnshrm.org

Completed in 2008: No
Chapter Number: 0688

Purpose: WCMN SHRM is acting as an advisor to the newly formed student chapter at the University of Minnesota-Morris. In
April 2008, students were invited to our chapter meeting for a meet and greet. The students were able to question a panel of HR
professionals and get an idea of what a day in the life of HR is like. The chapter covered travel and lunch expenses for the students.
This event was important to bring students closer to our chapter, open networking opportunities for them, and answering
questions about the profession.

Implementation: We communicated the event with the student chapter advisor. Our members were encouraged to ask questions
and learn more about other concentration areas of HR. We felt that we achieved success as a result of the positive feedback from
the students.

Outcome: The result was a win-win for students and members. Twenty-nine individuals were present at the meeting. Networks of

students and HR professionals were made and opportunities for student internships were created. Students are always welcome at
our meetings at no charge. The response from students was very positive and they were grateful for the opportunity.
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Initiative Title: Driving the Future of HR: A Statewide Region: Southeast Region
Human Resource Curriculum Initiative

Area of Impact: Other Area
Chapter Name: Raleigh-Wake Human Resource Management
Association Implemented In 2008: Yes

Web Address: http: //www.rwhrma.org Completed In 2008: No

Chapter Number: 0132
State: NC

Purpose: Research indicates businesses find HR applicants deficient in the necessary minimum skills. SHRM developed the HR
Curriculum Guidebook and Templates (HRCGT) in 2005 for schools to track HR curricula against a common, minimum HR skill
set. Nationally, only 25 schools align with the HRCGT.

In NC over 100 schools offer HR programs and none align with HRCGT. To further advance the profession and serve the
professional, RWHRMA partnered with NCSHRM State Council to educate and assist institutions statewide in aligning 100% with
HRCGT thereby enabling students to gain critical HR skills and meet those needs of businesses.

Implementation: When challenged to develop an initiative that qualifies as “Enterprising,” the stretch goal of every college /
university in North Carolina aligning with the HRCGT came into focus as the perfect initiative.

SHRM began rolling out their curriculum template which is gaining traction in the academic community. Also SHRM established
an important alliance with AACSB International, the accrediting body for Business Schools which increases credibility. Using the
SHRM template, the University of North Dakota (UND) created an HR Curriculum and is one of only 25 schools currently
aligned with the HRCGT. Through a partnership with UND, Raleigh-Wake HRMA is developing examples and resources for
NC schools to align with HRCGT.

We began this initiative with Raleigh-Wake HRMA’s affiliated student chapters and will expand outward to non-affiliated schools.
Our initial goal is for one school to be aligned with HRCGT by the end of 2008 and to have all HR programs within the Raleigh-
Wake service area aligned within the next five years. The ultimate goal is to have 100% of programs aligned within the state of NC.

Raleigh-Wake HRMA is in the initial implementation phases and will develop a preliminary “How to Manual.” The manual will
guide other chapters through the steps of alignment including getting started, how to market the benefits of alignment, which
requirements and qualifications to align, and how aligned programs are recognized or promoted.

We are in the process of collecting curriculum data on all the schools in NC. The programs outside of the Raleigh-Wake service
area will be provided to the NCSHRM State Council along with the “How to Manual.” Through the NCSHRM State Council,
local chapters will have an opportunity to participate in taking this initiative statewide. We would like to recognize the NCSHRM
State Council and their partnership in this initiative as well as the other chapters in NC who have already united in this EL
statewide initiative: Catawba Valley SHRM, Cabarrus Regional SHRM, Triangle SHRM, and Winston Salem SHRM

Raleigh-Wake HRMA has over 600 members and as a chapter we continuously seek opportunities to enhance membership
through engagement. This initiative offers an excellent opportunity for our members to be involved in advancing our profession
through education. In addition, it is a great way for our members from the education community to work with our members from
the business community to accomplish a common goal.

Outcome: We anticipate that several years will be required for Raleigh-Wake HRMA, NCSHRM State Council, and the additional
NC local chapters to work with each of the 100 colleges /universities offering HR Programs.

223



T™

SiEgM

SOCIETY FOR HUMAN
RESOURCE MANAGEMENT

In 2008, we will have gathered the data and made an initial assessment of how the programs currently compare to the alignment
criteria. The data collected will include contact information within the colleges/universities, accrediting bodies, program
information and status.

Raleigh-Wake HRMA has held initial discussions with affiliated student chapters to assess how their current HR programs align
with the HRCGT. With existing relationships in place and easy access to the key players we believe we will be able to develop a
“best practice” or “case study” which can be used to help other institutions recognize the importance of alignment. We anticipate
some NC schools, those more closely aligned with and knowledgeable of SHRM, may be somewhat aligned with the HRCGT and
therefore need moderate changes to become fully aligned. We will facilitate the process by doing an initial review, contacting and
educating key individuals and recommending next steps for the program to gain alignment.

Next we will begin to contact those schools in the Raleigh-Wake service area where no relationships exist to develop connections
and key contacts. In these cases, we anticipate more program modifications may be required. Suggestions and guidelines will be
developed to allow for sharing of best practices and to assist in a more streamlined approach to developing a curriculum aligned
with HRCGT. Examples and solutions will be developed for each criterion.

We will take a project management approach to the initiative, developing an overall timeline and milestone objectives to measure
and track progression.
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Initiative Title: Promoting Human Resources as a Career State: ND
Chapter Name: Minot Area Human Resources Association Region: North Central Region
(MAHRA)

Area of Impact: Other Area
Chapter President: Raquel Nachatilo
Implemented in 2008: Yes

Web Address: http://www.ndshrm.org/mahra/

Chapter Number: 0248

Completed in 2008: No

Purpose: MAHRA members selected “Promoting HR as a Career” as our Enterprising Leadership initiative. We do not have many
educational institutions in the state that offer a human resource and students don’t often know enough about our work to pursue
it after high school graduation. Because of these factors, it is important to educate people about why an HR career is a rewarding
choice.

Implementation: We took action by having an informational SHRM display at a local high school career fair. We are also seeking a
MAHRA intern to offer college students an opportunity to job shadow members in our workplaces, while interacting and assisting
with our efforts as an SHRM chapter.

Our future plans include having a representative at an upcoming high school career day who will share their excitement for HR,
while offering students the opportunity to ask questions about the career.

Outcome: In 2009, we plan to continue to seek out avenues that will allow us to share information about HR as a career.

Workforce readiness is a big concern to our chapter, so we have members involved with community members and outside
committees to partner with them to overcome those issues as well.
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Initiative Title: Certification Study Class Cooperative State: ND
Initiative

Region: North Central Region
Chapter Name: Central Dakota Human Resource Association

(CDHRA) Area of Impact: Other Area
Chapter President: Ann Bredemeier Implemented in 2008: Yes
Web Address: www.cdhra.com Completed in 2008: Yes

Chapter Number: 0250

Purpose: CDHRA had problems recruiting professional volunteers to lead the HR Certification Institute certification study
group. CDHRA partnered with Bismarck State College, a local community college, to develop the curriculum and partially
subsidize the cost. The class is offered for less than $600, making it affordable for everyone. Most students have access to their
company’s tuition reimbursement programs since the class is offered through a local college. The partnership has helped fulfill a
community need for non-CDHRA HR professionals by providing access to this valuable HR information and education, while
increasing awareness of CDHRA and SHRM benefits.

Implementation: In May 2006, CDHRA contacted the Corporate and Continuing Education (CCE) office at BSC to explore
options of offering the HRCI certification study group through their program. BSC worked with SHRM to ensure the course
complied with SHRM requirements. Once the details of the class were worked out with the entities and the instructor, the class
was added to the BSC CCE curriculum.

This involved transitioning the certification study group from a free, facilitated program to a participant-paid program. Therefore,
CDHRA agreed to support the effort by paying the instructor fee. This enabled the class to be offered for less than $600 per

student. To give CDHRA members first chance at enrollment, advertising was done on the BSC website, CDHRA website, and at
monthly CDHRA meetings for the January 2007 class. Class size was limited to 20 and the break-even point was set at 7 students.
In December 2006, the CCE spring brochure was sent to 51,000 homes in the area and it held a full-page promotion of the class.

To promote CDHRA, SHRM, and the profession, links were included on the BSC site to each of those organizations and HRCI.
It also included PHR, SPHR, and GPHR information. The curriculum was developed using the study materials from SHRM and
based on adult learning methods. The success of the class was be measured by the number of students enrolled, the number taking
the certification test, and the number achieving certification.

Outcome: This cooperative program reaches both CDHRA members and other non-member HR professionals from the area. In
2007, 17 students enrolled in the class, 12 tested and nine achieved their certification. In 2008, 18 enrolled, seven tested and all
seven achieved their certification. CDHRA has experienced a growth in certified members and membership in general. Among

its members, CDHRA has experienced greater involvement in volunteer roles by those participating in the classes. Students from
the class are experiencing more job opportunities as reflected in promotions and job movement. The community has benefited by
having more certified professionals in HR to fill the positions that are available. Bismarck/Mandan is in a growth economy, unlike
other areas of the country, and there is opportunity here for HR professionals to grow in their profession. Other results from this
effort include increased interest in SHRM, CDHRA, and professionalism. The networking opportunities that started in the classes
carry over beyond the class and provide a great resource for all the HR professionals involved.

The biggest barrier we experienced was our own skepticism about our ability to put together a program that would be both
affordable and successful for students to achieve their certification goals. We have overcome this by putting this program in place
and experiencing the success of two years of classes.

We are offering the class again in January 2009.
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Initiative Title: Releasing Brilliance in Omaha, Nebraska State: NE

Chapter Name: The Human Resource Association of the Region: North Central Region
Midlands (HRAM)

Area of Impact: Other Area
Chapter President: Tracy A. Porter, PHR

Implemented in 2008: Yes
Web Address: www.hram.org

Completed in 2008: Yes
Chapter Number: 0019

Purpose: Professional advancement and community outreach steered HRAM to contract Simon T. Bailey, renowned international
speaker, to present motivational and technical sessions on July 8, 2008. HRAM expanded this unique opportunity by using
videoconferencing for the first time. The sessions were presented by satellite to three Nebraska SHRM-affiliated chapters. In the
spirit of community, HRAM arranged for Mr. Bailey to provide an inspirational presentation to the Omaha Home for the Boys. To
reinforce his message, HRAM donated five copies of Mr. Bailey’s book, Releasing Your Brilliance, to their library.

Implementation: HRAM developed a comprehensive marketing campaign promote the meeting featuring Simon T. Bailey.
Marketing materials were created with the affiliate chapters in mind. All pieces included locations specific to their area. The
marketing efforts included “save the date” postcards, registration forms, table tents and email blasts.

To increase attendance at the event and the awareness of HRAM, HRAM partnered with the following organizations for mailing
lists: Greater Omaha Chamber of Commerce; 100 Black Men; 100 Black Women; and the Institute for Career Advancement
Needs. Impressed with our efforts, Careerlink.com, the community’s largest online job posting service, coordinated a networking
event following the meeting. Careerlink.com felt they could educate the HR community by providing a free networking event to
discuss the onset of social media and relive the Simon T. Bailey experience.

Implementation of the videoconferencing presented many new challenges for HRAM. HRAM used the experience of IT staff
from the Nebraska Videoconferencing Network to determine the technical and logistical requirements for each affiliated chapter.
Chapter presidents were contacted to determine interest level in their affiliate chapters to decide on a location. The chapter
presidents worked with their local community colleges and public libraries for meeting accommodations.

An online survey was sent to members following the meeting to determine feedback from the sessions. Statistics gathered indicated
the members felt a genuine consensus of value from having participated in the meeting.

Outcome: HRAM achieved success by affecting the entire Omaha community. With the help of Mr. Bailey, the lives of
disadvantaged youth were positively affected, hopefully leading to a healthier and stronger future workforce. HRAM reached out
to other affiliated chapters and successfully formed stronger partnerships, leading to more opportunities for future joint events.
HRAM also gained more members from the at-large SHRM population by offering discounted rates. At-large SHRM members
play an important role in the growth of HRAM by sharing their cares and concerns sometimes unrealized by active members. The
Omaha community gained more awareness and respect for HRAM because of efforts to bring the community together with this
unique experience of releasing brilliance.
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Initiative Title: HRMA-PRCC Partnership State: NJ

Chapter Name: Human Resources Management Association Region: Northeast Region
(of Princeton, NJ)

Area of Impact: Other Area
Chapter President: Linda M. Legge, SPHR

Implemented in 2008: Yes
Web Address: www.hrma-nj.org

Completed in 2008: No
Chapter Number: 0152

Purpose: A new partnership has been formed between our chapter, the Human Resources Management Association (HRMA) and
the Princeton Regional Chamber of Commerce (PRCC).

The PRCC was beginning to explore ways to provide HR resources for their membership consisting of more than 1,000 local
organizations. At about the same time, the HRMA, a 100 percent SHRM chapter with more than 150 members, was seeking to
reach out with an initiative to serve the community. We had not participated in any similar initiative in recent history, although it
had been a topic of interest for some time.

Implementation: The idea to engage in community outreach was one of many identified during the SHRM Leadership
Conference in November 2007. Following our immediate past president’s attendance, he suggested to our board that we consider
ways to give back to the community.

At the same time, the secretary of our board was active in the local chamber of commerce and heard about the chamber’s
interest in providing HR-related programs and services to its members. Clearly, this was a partnership opportunity for the two
organizations.

In spring 2008, an ad hoc partnership committee was convened with representatives from the chamber; HRMA’s immediate
past president and our board secretary. HRMA’s newly elected chapter president requested the latter continue to explore the
partnership opportunity and draft guidelines for the initiative.

It was decided the proposed launch date would be September 2008. (The HRMA does not hold monthly meetings in July
or August; therefore, targeting September would allow time for the planning and approval by each organization’s board, and
marketing the partnership.)

The partnership will allow members of each organization to attend the other’s events. As event guests, attendees will be required
to register and pay event fees—some at discounted guest rates—but annual memberships will not be required. (The HRMA is a
100 percent SHRM chapter affiliate for individuals only. Chamber membership, on the other hand, is open to organizations rather
than to individuals.)

Additional details were spelled out in the HRMA-PRCC draft partnership comparison that was approved by their respective
boards.

PARTNERSHIP COMPARISON/EXCERPTS
HRMA’S Purpose for the Partnership:

To serve the HR professional and advance the HR profession by partnering with PRCC to make our programs and networking
opportunities available to PRCC members and their HR professionals, and to offer HRMA members the opportunity to meet and
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do business with members of the PRCC.
Event registration would be primarily through each organization’s website events registration page.

Event fee structure: HRMA proposed a discounted guest rate for dinner meetings and guest rate for all other meetings. PRCC
prop g g g g
proposed the guest rate for all meetings.

To marketing each other’s events, HRMA would add a link to PRCC website from the HRMA website resources List and send
announcements about PRCC’s programs of interest. PRCC would list HRMA’s programs, with a link to HRMA’s registration
page, in their weekly email blast.

To monitoring each other’s members who attend, a liaison was selected from each organization and plans were implemented to
track attendees at each other’s events.

Outcome: The partnership is an ongoing initiative that we will continue to market and monitor.

We met our target launch date. As a beginning, PRCC announced our September meeting in their weekly e-blast to their
members and several PRCC members attended. HRMA did announce the partnership at our September meeting and posted an
announcement of the partnership soon thereafter.

As a result of this initiative, HRMA has successfully reached into the community and established a relationship with PRCC that
had not existed previously. The presidents of the two organizations have met and opened a new communications channel.

The contact persons from each organization have communicated with each other and established a relationship. We are pleased
that both contacts have embraced the partnership and are genuinely helpful. We will continue to share information about each
other’s events and monitor attendance.

HRMA is also planning to participate in the chamber’s membership survey to identify HR-related programs of interest. In this way

we can identify program content areas and speakers to satisty real needs.

An additional opportunity, in response to the chamber membership survey, may be for our own HRMA professionals to present

specific programs directly for the chamber.

This is just a beginning. There are many possibilities open to HRMA and to PRCC. We look forward to monitoring our progress

and exploring new opportunities to build on our partnership.
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Initiative Title: HR Certification Partnership State: NJ

Chapter Name: Human Resources Management Association Region: Northeast Region
(of Princeton, NJ)

Area of Impact: Other Area
Chapter President: Linda M. Legge, SPHR

Implemented in 2008: No
Web Address: www.hrma-nj.org

Completed in 2008: No
Chapter Number: 0152

Purpose: The Human Resources Management Association (HRMA) embarked on an initiative to partner with Mercer County
Community College to provide instructors for HR-related courses. The college felt there was interest in the subject matter among
local businesses and they sought the HRMA’s assistance in finding quality instructors. By providing instructors, HRMA felt it
could help advance the HR profession by developing HR professionals.

Implementation: In 2005, HRMA provided instructors from among its members for an SPHR /PHR certification preparatory
class through Mercer County Community College’s continuing education program. HRMA recruited different HR subject
matter experts to teach each module. MCCC advertised the program for us in community flyers and offered discounts to HRMA
members who registered for the class. The course was so successful that HRMA has been asked back each fall and spring semester
for the past four years. The class sizes have ranged from 15 to 23 students.

Outcome: Our initiative continues to be strong with a new class being offered in the fall, 2008. On average, 70 percent of class
attendees have taken either the SPHR or PHR exam and about 80 percent of them pass. HRMA feels that this initiative has helped
increase the professional credentials of its own membership. As of July 2008, 68 percent of HRMA’s members in good standing
held the designation of PHR, SPHR or GPHR. Since the course’s inception, HRMA has instructed more than 100 professionals in
the core areas of HR through this program.
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Initiative Title: Greater Reno Tahoe Best Places to Work State: NV
Initiative

Region: Pacific West Region
Chapter Name: Northern Nevada Human Resources

Association (NNHRA) Area of Impact: Other Area
Chapter President: Cindy Davis, SPHR Implemented In 2008: Yes
Web Address: www.nnhra.org Completed In 2008: Yes

Chapter Number: 0123

Purpose: The Northern Nevada Human Resources Association was seeking an opportunity to partner with other progressive
organizations in the Greater Reno Tahoe area to further its exposure as a community partner. In 2008, the Northern Nevada
Human Resources Association (NNHRA), the Economic Development Authority of Western Nevada (EDAWN), and the Reno
Gazette Journal (RGJ) partnered in offering an opportunity for local businesses to highlight their workplace by participating in the
highly visible and prestigious “Greater Reno Tahoe Best Places to Work” awards program.

Implementation: Planning efforts for the Best Places to Work initiative began after Bob Lathrop, NNHRA Community Relations
Chair, presented the initiative to a very supportive Board in November 2007. Bob returned to the Board in December with
details about the survey tool, the committees’ recommendation to use Quantum Market Research as a third party administrator to
maintain the confidentiality of the results, and information about the awards program. By December 28, the Board approved the
project and a $2,500 budget.

Volunteers were solicited for the implementation team from the NNHRA Board and the Community Relation Committee. Bob
Lathrop and Cindy Davis, SPHR, 2008 NNHRA President, were selected to lead this venture with our partnering organizations.

The team adopted an aggressive 3 1/2 month timeline, which included weekly conference calls. On January 9, NNHRA kicked
off the year with presentations on “How to Build a Best Places to Work Company.” Speakers from two outstanding U.S.
companies who won awards in 2007 shared their journeys. Hire Dynamics shared their company values, goals, and objectives
that led to becoming the #1 Small Company in Atlanta, Georgia, and the Nevada Federal Credit Union, of Las Vegas, shared their
company culture which resulted in making the top 50 list of Small & Medium Best Companies to work for in America.

By mid-January, the contest details had been electronically communicated to over 4,000 individuals who represented either
NNHRA members or contacts of EDAWN. During this timeframe, the Reno Gazette Journal began featuring the Best Places to
Work initiative in the newspaper thereby informing their entire readership within the region. Immediately, Quantum began to
receive nominations. Businesses completed their employee engagement surveys by March 14, finalists were notified by March 31,
and recognition of the top companies occurred at EDAWN’s annual lunch on April 24, 2008. Following the luncheon, the Reno
Gazette Journal published a special insert highlighting the event and featuring the winners.

Our goal for the 2008 initiative was to secure participation in the employee engagement survey process by at least 200 companies
in the region including the counties of Washoe, Storey, Pershing, Mineral, Lyon, Douglas and Carson City. In addition, NNHRA
was seeking recognition as a co-founding partner in the Best Places to Work program at the event, program promotions, and press
releases.

Outcome: The Northern Nevada Human Resources Association, the Economic Development Authority of Western Nevada and
the Reno Gazette Journal were pleased with the results. We had 126 participating companies, 49 finalists, and 9 award winners.
The publicity surrounding the event and the excitement that was generated within the 49 companies who were finalists resulted in
a sold out awards luncheon with over 1,000 attendees.
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All companies who participated benefited from this initiative. There was no fee for participating companies and the contest
presented an excellent opportunity to gain feedback from their employees and thereby enable them to improve their day-to-day

operations and workplace environment. Finalists and winners received recognition at the luncheon with over 800 business leaders
in attendance.

The top three Award Winners in the Small, Medium and Large categories can advertise the Best Places to Work award to
prospective employees, use the Best Places to Work logo on their website and recruiting materials; and utilize the award in public

relations programs. In addition, all participating companies have the opportunity to capitalize on advanced reporting capabilities
through Quantum Market Research.

Plans for 2009 are already in place and the Northern Nevada Human Resources Association looks forward to making the Greater
Reno Tahoe Best Places to Work an annual event with our community partners. As the program matures the on-going media
exposure and name recognition for the chapter will be phenomenal. An NNHRA workshop will be added to the community
events calendar and will feature the local award winners and their best practices. The chapter’s long-term plan is to link the Best
Places to Work initiative with the chapter’s HR All Stars Awards and Diversity Conference.
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Initiative Title: Responding to Financial Services Crisis in State: NY
NYC

Region: Northeast Region
Chapter Name: Human Resources Association of New York

(HR/NY) Area of Impact: Other Area
Chapter President: Jeanne M. Stewart, SPHR Implemented in 2008: No
Web Address: www.hrny.org Completed in 2008: No

Chapter Number: 0001

Purpose: The HR/NY board lives and /or works in New York City, the financial capital of the world. The events of recent weeks
had a very significant effect on our HR community. While the greatest effect is on financial services, many industries are also
affected. To support the HR community, we compiled a survey asking members to forward it to anyone interested. We want

to know what we can do to help. The likely outcomes will be a combination of initiatives including social networking events, a
seminar on effective downsizings, resume writing workshops, career fairs and executive coaching sessions.

Implementation: We created and distributed the survey and are beginning to analyze the results and the needs of the HR
community. We are pulling together a list of providers who want to offer pro-bono services or volunteer space for events. These
include outplacement counselors; resume writing experts; and executive coaches. Over the next few weeks, we will likely host

a social networking event at a convenient location because it is the item of most interest to those who have responded. We will
continue to implement whatever is needed to help our HR community get through this crisis.

We plan to use our email blasts and website to communicate the actions we are taking. We also plan to reach out to SHRM to
solicit support in terms of communication and services they offer. We hope to distribute several press releases as well. We are
hoping that one result will be a significant increase in membership from financial services HR professionals, a population which has
often felt they didn’t need our support.

In addition to membership numbers, we will conduct another survey to measure our effectiveness.

Outcome: We are really in the beginning phases of this initiative and need to evaluate the needs and respond accordingly. Our
plans will evolve as the crisis evolves.
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Initiative Title: Strategic Affiliation State: OH
Chapter Name: Muskingum Valley Human Resource Region: North Central Region

Management Association

Area of Impact: Other Area
Chapter President: Cindy Baker

Implemented in 2008: Yes
Web Address: www.ohioshrm.org/muskingum

Completed in 2008: Yes
Chapter Number: 0171

Purpose: The chapter has been struggling with getting the word out regarding the benefits of belonging to the MVHRMA. We
struggled to get human resource professionals to attend monthly meetings and wanted to enhance the level of speakers oftered.
In 2008, the executive committee met with the local Chamber of Commerce president and offered affiliation. The Chamber of
Commerce was interested and excited because they too had struggled with new member recruitment and wanted to offer the
human resource professionals network as a resource to their many businesses.

Implementation: The Chamber board endorsed the affiliation and has provided the chapter with the much-needed administrative
support for membership mailings, meeting notices, meeting space. Our organization is highlighted each month in their newsletter.
This has proven to be a very beneficial affiliation to both parties.

The affiliation was initiated within two months of the discussion between the two boards. The kick-off meeting was held with the
organizations and with the local Port Authority director gave an update on the economic outlook for our community. There were
more 70 people in attendance. The local chapter averaged 20 people before that meeting.

Outcome: Since the affiliation, three new members have joined the chapter and our average attendance has increased to 25 per
mecting. The Chamber can now offer its members a network of human resource professionals for small businesses to ask informal
questions, and obtain sample policies and job descriptions, etc. It has allowed the MVHRMA chapter to locate higher quality
speakers (i.e.; the Ohio Chamber legal counsel spoke on Ohio Issue 4). Jointly, the organizations can see the benefits that each
offers, which has allowed them to increase their membership as well. We require Chamber membership for new MVHRMA
members because the Chamber provides the mailings, administrative staff and printing of our brochures.
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Initiative Title: Growing People and Business State: OH

Chapter Name: SHRM-South Central Ohio Human Resource Region: North Central Region
Council

Area of Impact: Other Area
Chapter President: Trevor Kendall, PHR

Implemented in 2008: Yes

Web Address: http: //www.ohioshrm.org/chillicothe /

Chapter Number: 0675

Completed in 2008: No

Purpose: We believe that business not only needs material resources to flourish and answers to the individual problems they
face, but they need to know there are resources like our SHRM chapter providing opportunities to enhance efficiencies through
networking, partnerships, and communication. Our partnerships with local Chambers and other professional groups provide
opportunities for growth that not only enhance the skills of those in our group and the HR profession as a whole, but they also
help local businesses and members of the public deal with issues that affect everyone.

Implementation: We have partnered with the Chillicothe Chamber of Commerce and Workforce Development at different times
throughout the year to provide opportunities to educate or network with our members, Chambers members, and the public

in general. Those partnerships include Crucial Conversations training with Executive Coach and Consultant Kurt Southam
(Southam Consulting)to help companies improve bottom-line results and improve work and personal relationships; a financial
literacy workshop to help employees take control of their finances that results in higher productivity for businesses; and public
workshops. These initiatives were communicated primarily through Chamber advertisements, local newspapers, and monthly
membership announcements. Our successes have been measured by feedback, partnership requests, and solicitations for support
from other organizations.

Outcome: Our initiative will be ongoing with no anticipated completion date. The mutual purpose of all partnerships has been to

improve individuals, the community, and businesses. The product of these efforts not only help advance the HR profession but all
professions from homemaker to CEO.
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Initiative Title: HR101 State: OK

Chapter Name: Stillwater Area HR Association (SAHRA) Region: Southwest Central Region
Chapter President: Melissa M. Hall, PHR Area of Impact: Other Area

Web Address: http://stwahra.shrm.org Implemented in 2008: No
Chapter Number: 554 Completed in 2008: No

Purpose: We realize that there are many small companies in our community that do not have a dedicated HR person. Therefore,
many people in these roles do not get the assistance they need to stay abreast of all the legal intricacies of human resources. Five
years ago we began offering HR101 for these people. This is a low cost, half-day seminar that discusses topics to assist these
people. This also gives us a great way to educate people in the community about our chapter and SHRM as a resource.

Implementation: This year’s HR101 was held on October 2. The topics and speakers change each year. This year’s seminar will be
conducted by an area law firm, Crowe and Dunlevy, which is a great supporter of the state HR chapters. The topics will include:
1) Best practices for avoiding claims of national origin and religious discrimination and what accommodations of religious
belief are required.

2) Workplace drug and alcohol testing.

3) Employee’s off-duty conduct and the effect on an organization.

4) Legal issues around Internet blogging

5) Best practices to help defend your company in the event of litigation.

We marketed our seminar like this:

“Anyone owning a business, having responsibilities in human resources, civil rights and diversity or employment law
would benefit from this conference.” said Lorrie Clark, program chair for SAHRA. Clark added, “Human resources is
much more than payroll; however, many small business owners are not aware of the intricacies involved until they find
themselves in trouble.”

Our members work hard to market this event in the community through their contacts, the local Chamber of Commerce,
newspapers, etc.

We consider this a successful event if we further the profession and organization by helping local companies to conduct their
businesses in a legally compliant way and therefore, help to alleviate discrimination and foster the proper treatment of their

employees. Increasing our membership is also a goal of this seminar.

Outcome: This event was held October 2 and hadn’t yet occurred at the time of this writing. Unfortunately, we are unable to
describe the outcome at this point in time. All that is left is to actually hold the event.
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Initiative Title: Community Visibility State: OK

Chapter Name: Southern Oklahoma Human Resource Region: Southwest Central Region
Association (SOHRA)

Area of Impact: Other Area
Chapter President: Johanna D Lewis, SPHR

Implemented in 2008: No

Web Address: www.sohra/shrm.org

Chapter Number: 0631

Completed in 2008: No

Purpose: In 2006, our chapter moved from Duncan to Chickasha, Oklahoma. Sharon Stumpf, now past-president of our chapter,
took the responsibility of re-organizing the chapter.

Two years later, we found ourselves still unknown in the community. In January 2008, chapter leaders set goals to change that:
1) Join the Chamber of Commerce.
2) Hold events such as business after hours, fundraisers, etc.
3) Stage a community blitz.
4) Involve ourselves with the local university.

We felt that visibility would help our chapter grow and help the community by fostering better business practices.

Implementation: Our first step was to join the Chamber of Commerce. That was easily done by simply filling out a form
and presenting them with a check. What it gave us was recognition in their newsletter and a spot on their website. We were
also allowed to add SHRM information to welcome packets for new businesses. Being a member of the Chamber gave us the
opportunity to hold a business-after-hours event which is a big thing here in Chickasha.

Our second goal was to hold events to help the community and bring exposure to SOHRA. Our first event was a joint fundraiser
(with the Masons and a local bank) for a woman who needed a kidney and liver transplant. We had an Italian dinner, silent auction,
and live cake auction. The event raised more than $10,000.

We are planning a community blitz for November this year. I have done this in the past for the Relay for Life. We will divide into
teams and visit local businesses that might benefit from membership in our chapter. We will invite them to our meetings. Along
with this, we have incentives for the members. For example, participants will get a free lunch and the person who brings in the
most new members will win a grand prize.

We also held a joint job fair with a local university (USAO-University of Science and Arts of Oklahoma) and are in the process of
developing a student membership base.

Outcome: We are in the process of growing this chapter and completing all the initiatives this year. Our chapter is being
acknowledged by businesses and people more often than before. Our local membership has grown and we are working on the
national membership growth.

The biggest affect is that SOHRA is filling a need in the community. For example, I just got off the phone with a lady from a local
car dealership (referred to me by one of our local members). She is new to HR and had no idea where to start. I told her about
SOHRA and SHRM. She is joining both. I went online to get her information that she will need immediately: FMLA, FLSA,
ADA, Title VII, and COBRA. I receive calls like these weekly. As long as the momentum stays up, we will grow and the HR field
will be noticed.
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Initiative Title: PHR /SPHR Education Partnership State: OK
Chapter Name: Central Oklahoma Human Resource Region: Southwest Central Region

Association (COHRA)

Area of Impact: Other Area
Chapter President: Nancy Horn

Implemented in 2008: No
Web Address: N/A

Completed in 2008: No
Chapter Number: 0722

Purpose: COHRA and Gordon Cooper Technology Center (Shawnee, Ok) partnered to provide a PHR /SPHR prep course. This
is the first PHR /SPHR course and the first advanced professional course of any type offered by Gordon Cooper in the human
resource field. This course will allow HR professionals to advance their skills and, in turn, their companies and communities will
benefit from the increased knowledge.

Implementation: COHRA is the first SHRM chapter in Central Oklahoma and was chartered in April 2008 with 25 members.
Local interest in the group has drawn HR professionals from a tri-county region. The chapter currently has 37 members and is

growing monthly.

COHRA and Gordon Cooper Technology (Shawnee, Ok) partnered to provide a PHR/SPHR prep course. This is the first PHR /
SPHR course and the first advanced professional course of any type offered by Gordon Cooper in the Human Resource field.

Outcome: The course was originally limited to 16 but the response from the public was so immense that it was expanded to 20
participants with a waiting list for a second class to follow. As a result, Gordon Cooper Technology and COHRA recognized the

need for this level of advanced training and a future class is planned.

The class is currently in progress and will end in December. PHR /SPHR testing will follow.
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Initiative Title: Human Resources Basics for Non-HR State: PA
Professionals

Region: Northeast Region
Chapter Name: Pittsburgh Human Resources Association

(PHRA) Area of Impact: Other Area
Chapter President: Faith Ann Stipanovich, PHR Implemented in 2008: No
Web Address: http: //www.pittsburghhra.org/ Completed in 2008: No

Chapter Number: 0155

Purpose: We created this program to address the need for small business owners and line managers in mid-to-large businesses to
have a better understanding of HR basics so they could integrate the HR function into day-to-day business operations to improve
productivity and their bottom lines.

The purpose of this initiative is to:
1) DPosition HR professionals as business partners.
2) Serve as a resource to companies that do not have an in-house HR professional or need a basic understanding of HR and
its effect on their businesses.
3) Form partnerships with other community non-profits to help address HR issues within their membership bases.

Implementation: “Human Resource Basics for Non-HR Professionals” was implemented during the Pittsburgh HR Association’s
Annual conference on October 16, 2008. We partnered with the Pittsburgh Technology Council, the SMC Business Councils, and
the local chambers of commerce to market this one-day educational event to their members.

The program was marketed through a pre-conference mailer, Pittsburgh HR Association’s printed newsletter, on the chapter’s
website, as well as through the websites, publications and online calendars of our partners. We also mailed postcards to all of the
above.

The program allowed small business owners and line managers to attend the opening and closing conference keynote sessions,
three breakout sessions on HR topics for non-HR professionals, and allowed time to network with Pittsburgh HR Association
members during lunch and visit exhibitors in the exhibit hall who may be able to help them with outsourcing needs. The program
outline was as follows:

8:30 - 9:15 Opening Keynote—Unintentional Intolerance

9:15 - 9:30 Break

9:30 - 11:30 Employment Law Boot Camp—What Every Employer Needs to Know

11:30 - 12:15 Exhibit Hall Time

12:15 - 1:20 Networking Lunch with HR Professionals

1:30 - 2:30 When Compensation and Benefits Isn’t Enough—How to Attract and Retain Talent with Limited
Financial Resources

2:30 - 2:40 Stretch Break

2:40 - 3:40 My Employees Aren’t Producing—Now What? (Panel of HR professionals will answer commonly asked
HR questions. The questions were compiled by SMC Business Counsel’s HR Consulting division.)

3:50 - 5:00 Closing Keynote—Courage to Change (Johnny Taylor)
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We will measure the success of the program by tracking attendance (goal of 50 attendees); reviewing evaluations of the program
submitted the day of the event (goal of met or exceeded expectations overall); and assessing the attendees interest in future similar
programs.

Our intent is to continue the outreach program into 2009 by offering short (two to three hour) seminars to the members of
the partner organizations to increase their understanding of HR and its role within their businesses. PTC and SMC have already
indicated their interest in continuing the program into next year.

Outcome: The initial phase of this outreach program was completed in mid-October. The educational program was completed
and marketed for the past month.

If it is well-received, Pittsburgh HR Association will continue working with its partners to develop programming to the same
audience in 2009.

We believe the end result of our efforts will be positioning the Pittsburgh HR Association as the go-to resource on HR-related
matters. Through this and ongoing programs, we intend to increase our visibility within the business community at large and

position HR professionals (PHRA members in particular) as sound business resources to use when developing business models.

We will use this program to advance the profession by demonstrating to business leaders how HR professionals can help them be
more successful in their businesses.
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Initiative Title: Seminar: How to Prevent Workplace Violence State: SC
and Cirisis Preparation

Region: Southeast Region
Chapter Name: Midlands SHRM (MSHRM)

Area of Impact: Other Area
Chapter President: Rebecca Battle-Bryant

Implemented in 2008: No

Web Address: www.midlandsshrm.org
Completed in 2008: Yes

Chapter Number: 0371

Purpose: MSHRM will offer a seminar, “How to Prevent Workplace Violence and Crisis Preparation.” With stress levels increasing
due to personal finances, medical illnesses, family hardships, etc., employees are reaching maximum stress levels. It is important to
learn to diffuse stressful situations quickly.

Implementation: We have invited the entire county to this energetic, informative seminar to learn tools to reduce the opportunity
for violent situations in the workplace. The seminar is on November 13, 2008, with guest seminar speakers Russ Knight and Steve
Romano.

We sent this seminar information to Chamber of Commerce HR contacts to invite them to an annual seminar that is of particular
interest to the community with regard to the economy, regulations, etc., that HR professionals face annually.

Topics are selected each year by the MSHRM board and this seminar is sponsored by MSHRM. All MSHRM members attend this
training free and non-MSHRM attendees only pay $25.

MSHRM targets the growing needs of the HR community. The first year’s seminar was on workers’ compensation; the second year
was on FMLA updates; and this year it is on safety and disaster preparation. We will continue to implement training at minimal
cost to improve the HR knowledge of this community.

Outcome: The seminar will be on November 13, 2008. At that time, we will report the results. Historically, the training response

has added value to the HR professional’s career. MSHRM plans to continue the positive influence for the community and be an
HR professional’s resource for Orangeburg County.
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Initiative Title: Certification Initiative State: SD

Chapter Name: Black Hills Society for Human Resource Region: North Central Region
Management

Area of Impact: Other Area
Chapter President: Tye Kuyper

Implemented in 2008: Yes
Web Address: http://www.bhshrm.com

Completed in 2008: Yes
Chapter Number: 0336

Purpose: This year we set a goal to increase certification within our chapter. We investigated and concluded that cost was the
number one factor in not pursuing certification. Our state council offered a new grant program to chapters or core leadership
area directors to the assist in serving or advancing the HR profession or promoting the mission of the South Dakota State SHRM
Council. Our chapter requested a $500 grant to offer a scholarship to a member pursuing certification. We also partnered with
University of South Dakota (USD) to offer college credit for our certification prep course.

Implementation: We communicated the scholarship opportunity through our chapter newsletters and meetings. Through the
communication, we had five people sign up for our preparation course and two of them submitted for the scholarship.

Outcome: Our chapter voted and awarded the scholarship last week to a member who would not have been able to continue
with the course without the scholarship funds. We would offer the scholarship again but would possibly break the funds up to
help more than one award. Since this was our first experience offering a scholarship, we chose to only select one recipient so the
entire cost would be covered. For this program to be considered a complete success, we hope to have five more chapter members
certified by the end of the year.
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State: SD

Region: North Central Region
Area of Impact: Other Area
Implemented in 2008: No

Completed in 2008: No

Purpose: BAHRA participates each year with the Helping Hands Christmas Project Joy. We organize a collection of new toys,
gift cards or monetary donations that go to a holiday “store” downtown. Qualified families receive a voucher that will give them a
one-time admittance into the store to shop for and wrap gifts that are appropriate for their children.

BAHRA also participates each year with a Harvest Table charity event which serves a warm meal once a week. We raise awareness
for Harvest Table and collects donated items, such as personal hygiene items.

Implementation: BAHRA reaches out to our members as well as their employers and the community to participate in
contributing to these two events. We announce them at our membership meetings, post on our website, and send out email

notifications.

Outcome: We anticipate completing these initiatives before the end of the 2008 calendar year. The hope is that we see response

and action from more than 50 percent of our membership.
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Initiative Title: Leadership Brookings State: SD

Chapter Name: Brookings Area Human Resource Association Region: North Central Region
(BAHRA)

Area of Impact: Other Area
Chapter President: Becky Barkmeier

Implemented in 2008: Yes
Web Address: http://www.bahra.us

Completed in 2008: No
Chapter Number: 0654

Purpose: BAHRA sponsors a member to attend Leadership Brookings each year. Leadership Brookings, offered through the
Brookings Area Chamber of Commerce, is dedicated to supporting the highest quality leadership preparation program, with
emphasis on specific skills and collaborative leadership to seek positive change in response to civic, governmental, business and
industry challenges in the Brookings area. It is a formal educational program intended for area citizens who have an interest in area
communities; their leaders and institutions;, their decision-making processes; and /or specific leadership opportunities.

Implementation: Our members were asked to submit application to the chapter for sponsorship to this program and the board of
directors selected the recipient. During the Leadership Brookings program, which is spaced over eight months, participants learn
and practice leadership skills for use in their professional and community service roles. Additionally, participants build a leadership
network among current and emerging leaders, learn about community issues, and become familiar with the rewards of community
service work.

Outcome: We consider this an ongoing initiative as we sponsor a member to attend Leadership Brookings each year.
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Initiative Title: Community Re-Entry State: TN

Chapter Name: Highland Rim SHRM Region: Southeast Region
Chapter President: Annette Sisk Area of Impact: Other Area
Web Address: www.hrshrm.com Implemented in 2008: Yes
Chapter Number: 0285 Completed in 2008: No

Purpose: Highland Rim identified the need in our community to assist inmates in re-entering the workforce. To address this
challenge, we forged a relationship with the Franklin County Community Re-Entry director. The program assists non-violent
Franklin County Jail inmates and Tennessee Department of Corrections inmates in completing their GEDs before release. As
SHRM members, we saw the potential to bolster this program by volunteering our services to teach these inmates interview skills,
resume writing and proper attire.

Implementation: We worked with the Franklin County Re-Entry director to set up interview skill classes for inmates. This is an
ongoing project for our chapter and we have encouraged everyone in our chapter to get involved in this program.

Outcome: This is an ongoing program for our chapter that we hope will grow over time. Members are encouraged to participate
in the program, but currently only the board members are doing so. To kick off the program in 2009, we plan to set up the
program by invitation only. The HR professional will be given a certificate of participation and a SHRM membership packet (if
not already a SHRM member). If we can help one person through this process it will be a success.
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Initiative Title: Retirement Exchange Consortium State: TX

Chapter Name: Dallas Human Resource Management Region: Southwest Central Region
Association

Area of Impact: Other Area
Chapter President: Debi P. Dault, CPR, GPHR

Implemented in 2008: No
Web Address: www.dhrma.org

Completed in 2008: No
Chapter Number: 0061

Purpose: The purpose of a Retirement Exchange Consortium is to leverage the retired talent and share it with other companies.
This idea came out of early discussions within the Dallas HR executive group. The group thought that there might be a way to
structure retirement offerings so that there is a win/win for an organization and an individual—for example, a Raytheon Company
retiree who wants to work part time and travel might be hired by Southwest Airlines (a consortium member). The benefits of
sharing resources are numerous.

Implementation: The executive group spent the last few sessions working to flush out the concept—the group has heard from
the financial advisor of retirees and has formed bridges with a local CEO Network (CEO Netweavers) for information, ideas, and
guidance. The last meeting for 2008 will focus on multi-generational differences to provide the prospective of retiree needs/wants
in relation to what companies have to offer. As the concept solidifies, we look to 2009 to outline specific retiree wants (e.g. travel,
golf, etc.) and engage a broader set of companies to join a consortium.

Outcome: The companies in the executive group have targeted the next five years as a key retirement planning period. We
anticipate spending 2009 to bring key companies on board and to pilot the concept at least once. If all goes well, we would

expand the program in 2010.

Overall, the group is excited by this idea and believes it is innovative and takes advantage of our corporate talent, an asset that is
hard to lose.
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Initiative Title: Stepping Stones State: TX

Chapter Name: Austin Human Resource Management Region: Southwest Central Region
Association (AHRMA)

Area of Impact: Other Area
Chapter President: Marilyn Martin

Implemented in 2008: Yes
Web Address: www.austinhumanresource.org

Completed in 2008: No
Chapter Number: 0244

Purpose: During strategic and succession planning, the AHRMA board realized:

*  We had underserved and important stakeholder group, e.g., members’ employers.

*  We needed a way to create a pipeline of volunteers for current and future assignments.

*  We wanted a better line of sight into which volunteers could assume more responsibility for chapter leadership.

*  We needed a way to develop volunteers and emerging leaders into high-performing leaders.
Implementation: Our solution was “Stepping Stones to Leadership,” AHRMA’s leadership academy. The academy is a one-year
program to build leadership skills. Instructors are AHRMA members selected for their exemplary leadership expertise. Class size is
limited to 25 volunteers who have been invited by the AHRMA Board to be a part of this select group.
The academy curriculum was developed to complement SHRM’s volunteer leadership competency model. Six sessions are held
every other month (beginning March 2008) and are four hours long. All sessions are free and pre-approved for HR Certification
Institute credit. Participants” employers are contacted and asked to support their employee by giving them time off to participate
in the sessions; asking the employee to share what he or she is learning with work colleagues; and supporting the employee by
signing oft on an out-of-class assignment that supports learning objectives.
Outcome: Four sessions have been completed.
Stepping Stones has been a great success for AHRMA. Volunteers feel valued because the program is designed just for them.
Program participants learn new leadership skills that can be applied at work, to their volunteer positions, and in their personal lives.

Employers appreciate that AHRMA is developing their employees, and AHRMA has a pipeline of volunteers eager to give back
and capable of stepping up to the chapter’s critical leadership positions.
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Initiative Title: Helping Businesses Understand Mental State: WA
Health Issues in the Workplace

Region: Pacific West Region
Chapter Name: South Puget Sound SHRM

Area of Impact: Other Area
Chapter President: Lorraine Viers

Implemented in 2008: Yes
Web Address: spsnhrma.shrm.org

Completed in 2008: No
Chapter Number: 0167

Purpose: Our chapter held a brainstorming session at the beginning of the year to determine what we could provide that would
benefit businesses in the Tacoma,/Pierce County areas. Because we have many people with mental health diagnoses in our area
due to the location of the state mental health hospital and several community mental health centers, employers handle mental
health issues on a regular basis. Mental health is a subject that many people are not fully familiar with and our goal was to provide
information to employers to help them accommodate and appropriately handle behavioral problems.

Implementation: Because we wanted to focus our programs on mental health in the workplace, we conducted surveys by email to
find out what types of issues employers were handling. Some examples of the feedback we got included:

*  Identifying and managing behavior.

*  Legal accommodations.

* How to safely manage disruptive behavior particularly when it might evolve into a violent situation in the workplace.

* Awareness of a possible undiagnosed illness and how to handle that as an employer to help the employee without
stigmatizing them or increasing their discomfort.

*  How to handle misconduct resulting from manic episodes with bi-polar disorder.

*  What to do when you see signs or symptoms of depression, burnout or severe stress.

*  How to help an employee with stress due to a loved one’s depression, especially when it is a child.

*  How to ensure that those who employ young people are aware of schizophrenia and how to identify onset’s telltale
symptoms and its age of onset.

The programs we offered this year were, “Helping Employees Transform Burnout,” “Communicating with Diverse Groups,”
“Effectively Managing Mental Health Issues in the Workplace” “Creating a Learning Organization,” and “Tactics And Strategies
To Manage And Prevent Conflict.” We also partnered with another SHRM chapter to offer a workshop on accommodations. To
ensure we were reaching the area businesses, we advertised these programs in the Business Examiner, several other newspapers,
and through associations such as the Rotary and the Chamber of Commerce. We also donated money to the local chapter of
NAMI (National Alliance for Mental Illness) TACID (Tacoma Area Coalition of Individuals with Disabilities), and Housing and
Employment Link Program (HELP).

Outcome: We have experienced a 30 percent increase in attendance. We have received many compliments from attendees who said
they appreciated the choice of programs offered this year. Many expressed frustration about not knowing what to do in certain
situations dealing with mental health issues and they say they are glad we are focusing on this subject. Donating money to NAMI
and TACID was well received by these organizations. They were able to use the money toward programs that help those with
mental illness locate employment through assistance in job finding, job retention, writing accommodations for disabilities, and job
coaching. Both employers and employees benefited by our mental health initiatives by offering education and tools that can be
used to ensure long-term employment. We would certainly do this again and plan to keep this initiative going forward into next
year.
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Initiative Title: Cruise for a Cause State: WA

Chapter Name: Mt. Baker Chapter Region: Pacific West Region
Chapter President: Diane Shelton Area of Impact: Other Area
Web Address: www.mtbakershrm.com Implemented in 2008: Yes

Chapter Number: 0209 Completed in 2008: Yes

Purpose: Our community has small businesses that do not have an HR department. To spread the word about the value of
belonging to SHRM and the local chapter, we developed ‘Cruise for a Cause’ with three goals:
1) Spread the word about SHRM and the Mt. Baker chapter.
2) Networking with business leaders in the community.
3) Provide financial support to a non-profit that works with people of the community to get them connected to the
workforce.

Implementation: This event started as a social function to attract new board members. It then grew into a community awareness
event that would have a financial effect on those entering the workforce and needing assistance to do so. Our board took an idea
that was inwardly focused on our board and members and opened it up to the community to give them the information and
resources they needed to support their human resource effort in their businesses. All of our members were invited to participate
and many of them did. Since this was the first year, we did not have measureable goals and started with the goals to fill the boat
(which was 100 people) and raise money to support Cascade Vocational Services. We had 93 people on the “Cruise for a Cause”
and raised $2,000 for Cascade Vocational Services. This was successful to us.

We did this with a small committee of three since the planning was mainly organizing and the boat was operated by a company and
the food and bar were catered. We had music on the boat as it toured through Bellingham Bay and had drawings for prizes to add
to the excitement.

Outcome: The event was a great opportunity for business people to network. We were able to attract four new members to our
chapter as well as a new board member from an existing member. We also raised $2,000 to give to Cascade Vocational Services and
had fun together. We always work hard and it was fun to include the community in a social event.

We received several comments from companies who said they were not aware of our chapter and the great HR resource they have
right in their community so the awareness goal was met.

We encountered some opposition from a couple of board members because of the cost of the event. We gained their support when
we showed them the budget and focused on the goals of the event. The weather was not the most favorable—it was cold and

windy—but it caused people to move around a little more which initiated more networking.

Our goal is to do an event like this on an annual basis. It may not be a cruise but it will be an awareness event and we will sponsor
a cause in our community that supports people in the workforce.
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Initiative Title: Five Bold Steps State: WA

Chapter Name: Lake Washington Human Resource Region: Pacific West Region
Association

Area of Impact: Other Area
Chapter President: Tracy White, SPHR

Implemented in 2008: No
Web Address: www.lwhra.org

Completed in 2008: No
Chapter Number: 0320

Purpose: The Five Bold Steps initiative is a way for the board to focus its attention on the big steps needed to reach our mission;
to be a premier resource for our members while advancing our profession. We are developing high-level strategies toward this
desired vision and mission while paying close attention to the opportunities and challenges that come our way.

5. Community service event.

4. Development of a partnership program.

3. Enhance our special interest groups (eNetworks).
2. Become professionally managed.

1. New and robust website.

Implementation: All of our initiatives are well underway. Our new website was rolled out the end of April and we are busy rolling
out steps two, four and five. Step three will continue into 2009.

We had a number of successes in 2008. Just to name a few:
*  LWHRA became a super mega chapter.
*  Redesigned and implemented a formal mentoring program.
* Rolled out a global e-Network.
*  Developed a formal recognition and award program for our members.
*  Created structure and documented our volunteer program. Presented two (a third one in November) compelling strategic
series.
*  Sold out our sponsorships and developed a vendor directory.

Our board met in August for a strategic session. We reviewed our accomplishments, charted next steps and documented a plan of
action that will transfer easily to next year’s board.

Outcome: Developed a “Five Bold Steps” chart (contact Tracy White—twhite@clarknuber.com for a copy).
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Initiative Title: Rock County Resource Guide State: WI
Chapter Name: Blackhawk Human Resource Association Region: North Central Region
(BHRA)

Area of Impact: Other Area
Chapter President: Melissa Benson
Implemented in 2008: Yes

Web Address: http://www.bhraonline.org

Chapter Number: 0071

Completed in 2008: No

Purpose: This project will be a collaborative effort between BHRA and the Rock County Job Center/SWWDB. The Job Center/
SWWDB, in working with the dislocated workers in Rock County, saw a need for an all inclusive type employee assistance guide
to help workers get through these extremely difficult economic and employment times. Several employers and employees have
requested an EAP guide for Rock County services. This is especially important because local companies have had to cut costs and
eliminated EAP services. This publication is intended to be updated every two years.

Implementation: The first meeting was held on September 8. The group is developing the table of contents for the resource
guide. Resources at both the Rock County Job Center/SWWDB and BHRA have been used to brainstorm what items to include.
Costs and communication efforts will also be supported by the partnering groups.

The groups selected to be included in the resource guide will be contacted for summaries of their services and contact.
The first version of the guide will be rolled out during the first half of 2009 and will be updated biannually thereafter.

This initiative was presented to all BHRA members via email, newsletter and communications in member meetings. Interested
parties were invited to join the workforce readiness committee. Updates are given to the board monthly and communication is
sent to our members on an as-needed basis until completion of the project. Our membership will be actively engaged through
committee involvement, surveys, communication dissemination and evaluation surveys.

At the end of the project, the initiative will be communicated by the employees of the Rock County Job Center/SWWDB, the
BHRA membership, and the local community groups like the Chamber of Commerce. A press release will also announce rollout.

Measurement will be based on timely completion of the project and effectiveness of the resource guide. Effectiveness will be
measured by feedback from recipients of the guide and utilization of the resources (how they were referred to that organization or
resource). Feedback received will be incorporated in future versions of the guide.

Outcome: This project will be completed in the first half of 2009. The general format and purpose of the guide has been
communicated and agreed on. The team has been formed and the project timeline set.

This initiative just began and we have completed only part of the brainstorming for the table of contents. Measurement is based on

timely completion of project segments. The project is on schedule at this time. Feedback on the initiative from BHRA membership
has been favorable. The project is deemed successful to date.
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Initiative Title: CWSHRM Solutions for Small Business Chapter Number: 0138
Chapter Name: Central Wisconsin Society for Human State: WI

Resource Management (CWSHRM)

Region: North Central Region
Chapter President: Jayne Luce, BBA, SPHR

Area of Impact: Other Area

Web Address: http: //staging.wishrm.org/chapter/cenwis/
index.html Implemented in 2008: Yes

Completed in 2008: No

Purpose: The purpose of the CWSHRM Small Business Solutions initiative is to help the small business community in our area
be successful in their development and growth. The CWSHRM board determined that one of the most effective ways to reach
businesses, outside of our existing membership base, was through developing a stronger partnership with the Wausau Region
Chamber of Commerce. The Chamber’s mission is to help local businesses develop and succeed. CWSHRM felt that it could have
a positive affect on the success of smaller businesses by becoming a more visible resource for them.

Implementation: A meeting with representatives of the Wausau Chamber occurred in the fall of 2007 to discuss ways in which the
partnership between CWSHRM and the Chamber could be strengthened.

The initial outcome of this meeting was that the Chamber invited CWSHRM to become a member of its small business
advisory committee, which involves attending monthly meetings to plan educational events to benefit local small businesses.
The CWSHRM board agreed that this role and responsibility would best be served on an ongoing basis by the immediate past
president of CWSHRM. In January of 2008, the immediate past president began attending the SBAC monthly meetings.

On February 21, 2008, CWSHRM sponsored a Chamber Lunch & Learn session on the topic of business continuity planning.
Having a plan in place to address business continuity issues and human resource issues resulting from a business interruption is one
area in which HR professionals can add value within a business. At this session, CWSHRM representatives provided information
about the chapter’s benefits and resources and provided several gift certificates to random winners to attend an upcoming
CWSHRM chapter meeting at no cost.

In April 2008, CWSHRM was an exhibitor at the Small Business Expo. More than 280 businesses attended this event, allowing
CWSHRM to make attendees aware of benefits and services provided through CWSHRM.

An immediate outcome of these efforts was increased visibility of CWSHRM to businesses that were not previously aware of
CWSHRM. As a result, we gained new members to CWSHRM.

Other planned activities for 2008 include the following;:
October 1, 2008—CWSHRM is sponsoring a luncheon presentation for the Chamber’s Executive Women’s Group on diversity
in the workplace. This is another opportunity to show the community that the HR profession strongly supports and encourages

diversity and inclusion efforts and believes these efforts are important to the ongoing success of a business.

October 23, 2008—The CWSHRM immediate past president will be presenting a lunch and learn session on HR strategic
planning.
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November 11 and 19, 2008—CWSHRM has partnered the Chamber to present a series of 22 hour sessions to assist small
businesses. Topics include how to attract, recruit and retain employees; key employee development issues; meeting legal
requirements as a small business owner, and; succession planning.

Outcome: While we have already accomplished some activities related to our small business initiative), this will continue to be an
ongoing initiative for CWSHRM.

As we continue to build on this initiative, our objectives and desired outcomes are as follows:

1) Increasing small businesses’ awareness about CWSHRM as a resource for their human resource questions and issues.
Where appropriate, CWSHRM may provide them some initial assistance with questions they may have about human
resource issues. We will provide this initial assistance at no cost, understanding that we cannot offer legal advice, but can
perhaps direct them to alternative resources that might help them at minimal or no cost.

2) Reach a wider audience of businesses through partnership with the Chamber on selected events.

3) Increased membership in the CWSHRM chapter and SHRM.

4) Increased diversity of businesses and members within our chapter.

5) Providing no- or low-cost educational sessions with the Chamber for businesses on human resource related topics.

6) Create a broader awareness of CWSHRM, and as a result, an increased understanding of the importance of the human
resource profession as a business partner.

7) A greater involvement from our CWSHRM membership in the small business activities we sponsor and present with the
Chamber.

This initiative is expected to benefit the regional business community. In addition, the Wausau Chamber benefits through the
strengthened relationship with CWSHRM, by providing them with a community business development partner, with human
resource/business expertise that the Chamber members can access for assistance, guidance and direction for their business’s
human resource challenges and issues.

This initiative clearly demonstrates Enterprising HR Leadership. As indicated in the 2008 SHRM Chapter Achievement Plan,
advancing the profession is about helping the business community—and the community at large—understand the contributions
human resource professionals can make to an organization’s success. CWSHRM feels that through its involvement with various
small business programs and activities, we can assist the Chamber in its mission to help local businesses develop and succeed. In
addition, CWSHRM can have a positive impact on the success of businesses by becoming a more visible and viable resource for
them on human resource issues.

253

™



T™

SiEgM

SOCIETY FOR HUMAN

RESOURCE MANAGEMENT

Initiative Title: HR Best Practices State: WI

Chapter Name: Chippewa Valley SHRM (CVSHRM) Region: North Central Region
Chapter President: Kimberly Plautz, SPHR Area of Impact: Other Area
Web Address: chippewavalley.shrm.org Implemented in 2008: Yes
Chapter Number: 0243 Completed in 2008: No

Purpose: Each year as part of the CVSHRM membership drive, we send out a survey to find out from the members how the
board is doing and topics of interest. One of the areas identified was the desire to hear about other companies best practices. With
this in mind, the educational committee decided to focus our senior-level programs on best practice topics.

Implementation: The team decided to narrow scope down of the theme to three main interests. From there, the group sorted by
order of priority, resource availability, and value to our members. We held three sessions in 2008 and had multiple presenters from
small, medium and large organizations share what has worked best for them.

The first focus area was recruiting—what tools are available to help find the right person (internal and external). The process
should begin with not only attracting talent, but what assessments could be used to assure the best fit for your organization. We
then moved into the area of on-boarding plus coaching and mentoring up to the first six months of employment. Our third area of
importance was leadership development and what approaches are being used to capture knowledge from the baby boomers.

Once the topics were determined, we began to look at resources locally and outside the region. For recruiting, we decided to use
local resources. We brought in a corporate recruiter; a consultant to talk about assessments; and a local Chamber member focusing
on how to attract people to the community with a new online tool.

For on-boarding we decided to go outside the region to get a broader perspective on unique and effective approaches used by
a diverse group of employers. Our presenter was from a large metropolitan area where she had just facilitated a world-class on-
boarding session with 15 different organizations to capture their best practices.

Moving forward, our presenter for leadership development will provide an interactive session that will probe into the skills needed
to motivate and lead the today’s workforce to assure a company’s competitive advantage in a global economy.

Outcome: We completed the session on recruiting and on-boarding with a participation level of more than 30 people in each
session which was in line with our expectations. Following each session, a survey was sent requesting feedback and suggestions for
future forum topics.

The feedback received from the recruiting session was very favorable regarding the online resources provided and tips on how to
interact with today’s workforce. This session provided specific information on recruiting tools, websites, online social networks used
in recruiting, and a local tool available which allows people to market their skills and seek job opportunities with potential employers
confidentially. With the technical mobile workforce of today, it is important to understand and use the tools the younger generation
gravitates to versus the almost extinct newspaper advertisement. It also touched on assessments and behavioral based interviewing.

Some of the feedback received from participates who attended the world class on-boarding session referenced the valuable tools

that could be tweaked and implemented at their workplaces as well as ideas and practices shared by the presenter and attending
participants.
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Other general feedback from the senior-level forum discussed how these sessions are at a higher level, with an interactive format
with allows people to feel more comfortable getting and giving feedback from topic experts and their peers.

We anticipate having this year’s senior forum, HR Best Practices, complete by the first week of December. With the excellent
teedback received to date, the education committee will begin to work on 2009 programs. Additional idea’s suggested during our
brainstorming sessions and feedback from participants that will be considered for 2009 will be HR metrics or ROI; controlling
healthcare costs through flexible benefits; health risk assessments; and hot new litigation issues.
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Initiative Title: Healthcare Human Resource Council
(HHRCQC)

Chapter Name: SHRM-St. Croix Valley Employer’s
Association (SCVEA)

Chapter President: Kelli Cadwell

Web Address: http: //www.scvea.com

Chapter Number: 0717

State: WI

Region: North Central Region
Area of Impact: Other Area
Implemented in 2008: No

Completed in 2008: No

Purpose: The SCVEA vice president is a member of the Healthcare Human Resource Council (HHRC) and approached the

chapter to ascertain interest in helping the group operate on a higher professional level by affiliating under the chapter as a special
interest group (SIG). The vice president will serve at chapter liaison. The affiliation brings a minimum of six new organizations as
members of our chapter; a 15 percent increase! Additionally, three individuals have already applied for SHRM membership for the

first time!

SCVES’s structured by-laws will assist in the organizational logistics required to facilitate value-added services.

Implementation: It will be initiated by end of 2008.

Outcome: We just received board approval to launch this business cell within our existing unit.
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Benefits and Compensation Surveys . .......... 196
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FLORIDA
HR Florida State Council, Inc.

Partnerships for Florida’s Future Workforce. . . .. . . 49
0038 Greater Miami Society for Human Resource
Management

Abilities Event: The Business Argument for

Focusing on Abilities...Not Disabilities . . . ... .. .. 14
0068 Space Coast Human Resource Association

Advancing the Profession in the Community. . . . . 197
0098 Human Resources Association of Broward County

ATP/STP ... 199
0409 Big Bend SHRM

Spotlight on the Professional. ... ............. 200

0483 Lake Sumter Society for Human Resource
Management, Inc.

Partnering with our Communities to

Promote Workforce Readiness. . ............... 74
0488 Charlotte County SHRM

Creating and Sustaining a Highly Effective

Workplace. . ... ... . 41
0546 Volusia/Flagler SHRM
Mock Trial . ... ... .. 202

3001 Staffing Management Association of South
Florida, Inc.
Educating and Certifying the Recruiting
Professional. .. ....... ... .. ... . 203

GEORGIA

SHRM Georgia State Council Inc.
“Workforce Links”: Linking Business,
Education, and the Workforce to Build a

Better Georgia . ....... ... L 51
0070 SHRM-Atlanta

Mayor’s Youth Program . .................... 76
KENTUCKY

Kentucky SHRM Council, Inc.
Strategic Partnership to Attract & Retain HR

Professionals in KY. . ..................... 163
Best Places to Work in Kentucky . ............. 162
0073 Louisville SHRM, Inc.
Customized Employment . .. ................. 86
0365 Bluegrass SHRM
Diversity Workshop. .. ............ ... ... ... 19

NORTH CAROLINA
North Carolina State Council of SHRM
Driving the Future of HR: A Statewide
Human Resource Curriculum Initiative. ... ... .. 166
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0076 Triangle Society for Human Resource Management
TSHRM Impact on Career Readiness
in the Triangle Area. . . .......... ... .. ... ... 104
0132 Raleigh-Wake Human Resource
Management Association
Driving the Future of HR: A Statewide
Human Resource Curriculum Initiative. . . ... ... 223

SOUTH CAROLINA
South Carolina SHRM State Council

South Carolina State Conference

Goes “Green”. .. ... ... 40
0097 Tri-County Human Resource Management
Association

3 Annual Diversity Conference ... ............ 29

Workforce Skills Survey. . ....... ... ... ... 123
0371 Midlands SHRM

Seminar: How to Prevent Workplace Violence

and Crisis Preparation . . . .......... ... . .... 241

TENNESSEE
Tennessee State SHRM Council

Partnerships for Workforce Readiness in

Tennessee . .. ..o 59
0083 Middle Tennessee Chapter of SHRM

Job Search Skills for Homeless Families &

Ex-Offenders.......... ... . ... ... . .... 126
0285 Highland Rim SHRM

Community Re-Entry . .. ....... ... ... .... 245
0347 Tennessee Valley Human Resources Association

Career Track Program. . . ................... 128
0387 SHRM-Chattanooga

GetaJob ... ... .. 129
0608 Clarksville Area Chapter

100% Graduation is Clarksville’s Business . . ... .. 130
VIRGINIA
Virginia SHRM State Council

Workforce Readiness. . . .............. ... ... 60

0017 Richmond Human Resources Management
Association

Greater Richmond Workforce

Services Directory. . .............. ... . .... 134
0146 SHRM of Central Virginia

Advancing the HR Profession: Taking it to

the Next Level! . . ....... . ... o o .. 136
0466 Dulles SHRM
Community Connections .. ................. 138



0537 Leesburg,/Greater Loudoun Chapter

Supporting the Local Business Community . . . . . . 140
0587 Southside Virginia SHRM

Committee for Information to Youth (CITY) . ... 141
WEST VIRGINIA

West Virginia SHRM State Council
Workforce Readiness Initiatives in

West Virginia . ........ ... . ... . 63
0715 Eastern Panhandle SHRM
YouthforHire ........................... 151

North Central Region

ILLINOIS
Illinois State Council of SHRM, NFP

WOW! 161
0004 Society of Human Resource Professionals

After Hours Business Mixers . .. .............. 205

Spring Clothing Drive. . ..................... 79
0182 Rockford Area SHRM

Jobapalooza . ...... ... ... oL 80
0193 Northwest Human Resources Council

0212 Human Resource Association of Greater

Oak Brook

Poised for Success Clothing Drives . . ........... 81
0491 Quincy Area Chapter of SHRM

Educating Applicants: What HR Wants . ........ 82

INDIANA
Indiana State Council of SHRM
Overcoming Workforce Barriers by

Immigrantsin Indiana. . ..................... 53
0016 Michiana Chapter of SHRM

Bridges Out of Poverty Program . ... .......... 206

Disaster Recovery and Business Continuity

Planning . .. ...... ... .. . L o 207
0032 Evansville-Area Human Resource Association

Advancing HR in Small Businesses . ............ 83
0270 Northwest Indiana Chapter of SHRM

Partnershipsin China . ............... ... ... 209
0512 South Central Indiana Human Resource

Association Partnerships . ......... ... ... ... 210
IOWA

Towa SHRM Council
Partnering for a Greater Business Impact
inlowa.......... ... ... il 39
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0423 Human Resource Association of North Iowa
Ethnic Lunch by Central Park and
Information Fair . .. ....... ... ... ... ... ..... 16

MICHIGAN
Michigan Council of the Society for Human
Resource Management
Michigan SHRM /Junior Achievement
Reach For Success. . ... ..o, 56
0029 Human Resources Association of Greater
Detroit

Career Management Group. . . ................ 92
0067 Human Resource Council of Southwestern
Michigan

Retirement Readiness .. .................... 216

0116 Kalamazoo Human Resource Management
Association

Community Action Poverty Simulation. . ........ 20
0222 Valley Society of Human Resource Management
Workforce Readiness . ... ...... ..., 94

0280 Traverse Area Human Resource Association
The Speed of Trust: An Evening with
Stephen M. R. Covey . ....... ... . ... ..... 217
0282 Lakeshore Human Resource Management
Association
Work Skills Education Program . . .............. 95
0408 Greater Ann Arbor Society for Human
Resource Management
Resume Review Workshop. . ....... .. ... ... ... 96
Diversity Café . ... ......... .. ... .. ... ... 21
0426 Mid Michigan Human Resource Association
Workforce Readiness for Alternative

Education Students. .. ....... ... o oL 97
0435 Association For Human Resource Management
Community Wellness Board . ................ 218

0528 SHRM-South Central Human Resource
Management Association
HR Guidance for Community Non-Profits . . . . .. 219
0601 Human Resource Association of
Southeast Michigan
HR for Non-Profit Agencies in

Lenawee County: What You Need to Know . . . . . 220
0634 Superiorland Chapter of Human Resource

Professionals Backpack to Briefcase .. ........... 98
0704 Northern Michigan SHRM

Wellness Forum. . ........ .. .. o .. 48
0708 Livingston Area Human Resources Association

YoureHired. .. ...... ... ... .. ... ... ... 99
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0710 Greater Southeast Michigan SHRM
Developing Future HR Leaders. . .. ........... 100

MINNESOTA
0006 Twin Cities Human Resource Association

Developing the Future—Step-Up ... .......... 101
0471 Northland Human Resource Association

Ask the Expert—Human Resources. ... ........ 221
0688 West Central Minnesota SHRM

ADayinthe Lifeof HR .................... 222

NEBRASKA
0019 The Human Resource Association of the Midlands
Releasing Brilliance in Omaha, Nebraska. . ... ... 227
0048 Lincoln Human Resource Management
Association
Career Expo .. ... ... i 106

NORTH DAKOTA
0248 Minot Area Human Resources Association
Promoting Human Resources as a Career . . ... .. 225
0250 Central Dakota Human Resource Association
Certification Study Class Cooperative Initiative . . . 226
0571 Southwest Area Human Resource Association

High School Career Expo . .................. 105
OHIO
SHRM Ohio State Council, Inc.

HR Makes a Difference. . . .................. 176

0009 Akron Area Chapter of SHRM
Matching Workforce Candidates to

Projected Openings. ... ...... ... ... ... ... 120
0044 Cleveland SHRM
Cleveland SHRM Diversity Program Series . . . . . .. 24

0171 Muskingum Valley Human Resource
Management Association

Strategic Affiliation . .. ........... ... . ... 234
0675 South Central Ohio Human Resource
Council

Growing People and Business . .. ............. 235

SOUTH DAKOTA
SHRM South Dakota State Council

Grant Awards to SHRM Chapters. . ........... 184
0217 Sioux Empire Society for Human Resource
Management

Today is Tomorrow—Creating an

Inclusive Community . ...................... 31
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0336 Black Hills Society for Human Resource

Management
Certification Initiative . . ... ................. 242
0496 Aberdeen Area Human Resource Association
Employer Resource Network (ERN) . ........... 33

0511 Northeast South Dakota Society for Human
Resource Management

Looking Beyond the Obvious . . ............... 35
0673 Central SD SHRM

Boys and Girls Club Partnership . ............. 124
0654 Brookings Area Human Resource Association

Project Joy/Harvest Table .. ................ 243

Leadership Brookings . . .................... 244
WISCONSIN
Wisconsin Council-Society for Human Resource
Management

Portinthe Storm ........ ... ... ... ... .. ... 186
0015 Metro Milwaukee SHRM

Affirmative Recruiting Initiative. . . ............ 145
0071 Blackhawk Human Resource Association

Rock County Resource Guide . . .............. 251

0138 Central Wisconsin Society for Human Resource
Management

A Workforce Readiness Partnership ... ......... 147

CWSRM Solutions for Small Business . . ... ... .. 252
0243 Chippewa Valley SHRM

HR Best Practices . . ........ ... ... 254
0505 Lakeshore Area Human Resources Association

Job Hunt Survivor: Boot Camp. . . ............ 149
0717 SHRM-St. Croix Valley Employers’ Association

HHRC . ... ... i 256

Southwest Central Region

ARIZONA
3005 Staffing Management Association of Greater Phoenix
SMA Sponsorship Program for Growth and

Development of Membership and Chapter . .. . .. 191
ARKANSAS
Arkansas SHRM State Council, Inc.

Enhancing HR Certification . . ............... 154
0090 Central Arkansas Human Resources Association

Central Arkansas Job Fair .. .................. 67

0148 Northwest Arkansas Human Resources

Association, Inc.
NWA Job Shadow Day . ..................... 69
HRTalk . ... ... . . 189



0262 Northeast Arkansas SHRM
Chapter Internship . ......... ... ... .. ....
0670 North Arkansas Human Resources Association
Partnership with Youth Leadership Academy. . . . . . 71

COLORADO
0401 High Country Human Resources Association
Striving to Overcome the Housing Challenge . . .. 193
KANSAS
0428 SHRM-Topeka
Serving the Community
0486 Jayhawk Chapter of SHRM
Partnership to Promote Homeless to the
Workforce. .. ... o 85
0515 Human Resource Management Association
of Johnson County

Spotlight on Diversity . . .. ................... 17
0662 Human Resource Management Network
(of Manhattan KS)

Kansas Mission of Mercy. . ................... 47

0681 Human Resource Professionals Association
of Greater Emporia
HR 101: Fundamentals Seminar for
Human Resource Personnel and Supervisors . . . . . 212

LOUISIANA
Louisiana Society for Human Resource Management

Workforce Development: Investing in

Louisiana’s Future. . .. ...................... 54
0063 Human Resources Management Association
of Greater New Orleans

HR Review Program. ....................... 43
0207 Northeast Louisiana Chapter Society for
Human Resource Management

Hurricanesand HR! .. ... ... .. ... 213
0257 Greater Baton Rouge SHRM

Focuson Abilities . . .......... ... .. ... . ..... 88
0331 Acadiana Society for Human Resource
Management

Workforce Readiness Initiatives in the

Acadiana Area of Louisiana . . . ................ 90
0354 Human Resource Association of North
Central Louisiana

Employee Appreciation Week .. ......... .. ... 214
0682 Mid-Louisiana SHRM

Preparing Today for the Workforce of

Tomorrow

S
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MISSOURI
0201 Human Resources Association of Central
Missouri
Human Resourcesasa Career. . .............. 103

NEW MEXICO
Society for Human Resource Management of
New Mexico State Council
HR Excellence Awards and Seminar
0066 Human Resource Management Association
of New Mexico
TeamWorks Strategic Alliance .. ..............
0523 Four Corners Human Resources Association
FCHRA Joins Forces with the San Juan County
Methamphetamine Pilot Project

OKLAHOMA
Oklahoma State Council for Human Resource
Management

HR Degree Demand Survey .. ...............
0175 Tulsa Area Human Resources Association

Tulsa Area Diversity Professionals Network . . . . ..
0554 Stillwater Area Human Resource Association

HR 101
0631 Southern Oklahoma Human Resource
Association

Community Visibility
0722 Central Oklahoma Human Resource
Association

PHR/SPHR Education Partnership

TEXAS
Texas State Council of the Society for Human
Resource Management
Beyond Core Leadership. . ............ ... ...
0061 Dallas Human Resource Management
Association
Retirement Exchange Consortium. . . ..........
0244 Austin Human Resource Management
Association
Stepping Stones
0308 Mid-Cities Human Resource Association
Felony and /or Misdemeanor Friendly
Community Career Fair

UTAH
0059 Salt Lake Society for Human Resource
Management

Speed Interviewing . .. .....................

M
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Pacific West Region

ALASKA
0200 Anchorage Society for Human Resource
Management

Diversity Education in Anchorage . . ...........

CALIFORNIA
California State Council of the Society for Human
Resource Management
California HRCI Certification. . ..............
0030 Professionals in Human Resources Association
EmploymentLaw .. ....... ... ... ... .. ...
0130 San Diego SHRM
Strategic Alliances . . ......... ... . ... . ...
0393 Central Coast Human Resource Association
Independent City . ............. ... ... .. ...

HAWAII
0208 SHRM Hawaii
AlohaJobFairs............ ... ... ... ......

IDAHO
Idaho State Council of SHRM
True Grit: HR’s Strategic Strength. .. .........
0111 Human Resource Association of Treasure Valley
Domestic Violence Prevention. . ..............
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MONTANA
Montana State Council of SHRM
Creating Wellness Through Awareness

NEVADA
Nevada State SHRM Council
Latino Leadership Development Certificate
Program ............ ... . . . . . ..
0123 Northern Nevada Human Resources
Association
Greater Reno Tahoe Best Places to Work
Initiative . . .. ... o

OREGON
Oregon State Council of SHRM

HR Innovation Award. . ....................
0136 Portland Human Resource Management
Association

Workforce Readiness. . .....................
WASHINGTON
0166 Inland NW Society for Human Resource
Management

Increasing Diversity /Cultural Awareness. . ... ...
0167 South Puget Sound SHRM

Helping Businesses Understand Mental

Health in the Workplace . . ......... ... .....
0209 Mt. Baker Chapter

Cruise foraCause. ........................
0320 Lake Washington Human Resource Association

Five BoldSteps. . ...... ... ... ... ...
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