
in all types of employment law 
matters, including wage and 
hour claims and litigation. Rob-
ert is Board Certified in Labor 
and Employment Law by the 
Texas Board of Legal Speciali-
zation. 
This program has been pre
approved for 1.00 (General) 

recertification 
credit hour 
toward 
PHR, SPHR 
and GPHR 
recertification 
through the 
HR Certifica
tion Institute. 
For more infor
mation about 

certification or recertifica
tion, please visit the HR 
Certification Institute web
site at www.hrci.org  

SUBMITTED BY Laura Looper,  

VICE PRESIDENT
PROGRAMS 

Join us for the June General 
Meeting from 3:30-5pm, Tues-
day, June 14, at LoneStar Col-
lege-Montgomery in Room A-
225. 

This presentation will focus on 
recent developments in wage 
and hour law. Topics will in-
clude updates on employee/
independent contractor classifi-
cation disputes, overtime ex-
emption questions, "road warri-
or" travel pay issues, the Su-
preme Court's recent Kasten v. 
Saint-Gobain decision expand-
ing FLSA's anti-retaliation pro-
tection, and recent wage hour 
cases involving severance pay 
and releases. The presentation 
will add to a PHR, SPHR, and 
GPHR certified professional's 

HR knowledge by covering sev-
eral major developments and 
recent trends in wage and hour 
law. The main learning objec-
tives of the presentation are to 
educate the participants on 
recent wage and hour develop-
ments before federal and state 
agencies and in the 
courts. 
 
Robert Ham-
bright is a part-
ner in Orgain 
Bell & Tucker, 
LLP with offic-
es in Beau-
mont and 
The Woodlands. 
He has practiced labor and 
employment law for 30 years, 
representing management ex-
clusively, and he routinely ad-
vises and represents employers 

J U N E ’ S  M E E T I N G :  W A G E  A N D  H O U R  U P D A T E  F O R  2 0 1 1  

B E I N G   P R E P A R E D   W H E N   D I S A S T E R   S T R I K E S  

Suddenly the highway outside the 
window at work begins to flap like a 
towel drying in the wind, pictures 
begin toppling forward to the floor, 
and the once-stable office has been 
transformed into a sandcastle at 
high tide—are you prepared? 

The recent wave of natural disas-
ters, from severe flooding and torna-
does in the US to the tragic events 
in Japan, have highlighted the ne-
cessity for disaster preparedness in 
the workplace and how important it 
is for human resource professionals 
to be ready to handle such an event 
if it arises.  According to Symantec’s 
2011 Small Business Disaster Pre-
paredness Survey, 50% of small 

businesses have no disaster 
recovery plan in place, even 
though 65% of them operate in 
areas that are vulnerable to natu-
ral disasters.  Unfortunately, up to 
40% of small businesses do not 
reopen following a major disaster 
such as a flood or earthquake.   

Too many businesses wait until 
crisis strikes to act.  But proper 
preparedness and planning is 
vital to maintaining employee 
safety, minimizing damage and 
losses, and ensuring the show 
will go on.   

The Vulnerability Audit  Before 
creating a response plan, first 
take a vulnerability audit or risk 

assessment.  Remember, the 
workplace can be directly affect-
ed through actual physical dam-
age in the event of an earth-
quake, tornado, tsunami or other 
natural disaster, and can also be 
adversely affected by employees 
having family members or friends 
impacted by a traumatic 
event.  Also take a look at the 
potential for smaller-scale crises 
including gas leaks, fires, rob-
beries, violence, power outages, 
IT breakdowns, and any kind of 
other major disruption to busi-
ness. 

Start by asking the basic ques-
tions.  Is there any kind of compa-
ny plan currently in place in case 
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of disaster?  If so, when was the 
last time it was reviewed, prac-
ticed, or revisited for employ-
ees?  Does it include a business 
contingency plan?  Are employ-
ees trained and aware of what to 
do in the event of a crisis?  What 
is the insurance coverage?  The-
se are just some of the many 
questions to ask when assessing 
(con’t on page 5)   

Dr. Ann D. Clark is CEO and Founder of ACI Specialty Benefits  



Greetings MC-SHRM Members, 

One important goal for this year is to provide communication 
to our members about the achievement awards that we strive 
for each year with our Chapter work.  

MC-SHRM just received notice earning the Gold Standard 
Award! The tracking instrument SHRM uses to evaluate our 
Chapter’s accomplishments is called the SHRM Affiliate Pro-
gram for Exellence (SHAPE). Everything the board does and 
the membership contributes goes toward earning this annual 
achievement award. At the same time these accomplishments 
also lead us to attaining the goal of serving the professional 
and advancing the human resource profession. The SHAPE is 
our measurement of success. 

One of the important components of the SHAPE is to hold 
educational programs for our members. Our monthly meetings 
are strategically planned to provide educational opportunities 
—as well as networking opportunities, for our members. The 
membership elects an executive board to handle the adminis-
trative operations and decisions for our Chapter. One of the 
board members is assigned to develop the calendar of our 
programs and obtain speakers.  This year’s Vice President of 
Programs is Laura Looper, PHR. Laura’s coordination of our 
monthly educational meetings is one step in obtaining our 
achievement award each year. 

A review of the local Chapter ByLaws also earns points toward 
the SHAPE. The ByLaws committee members Matacha Saul, 
Bob Hambright, Kim Fox-Marchetti, PHR, and Jill Silman, 
SPHR, met on Tuesday, May 10 immediately following the 
general meeting. The committee reviewed the current ByLaws 
following SHRM’s recently released model ByLaws. A few ad-
ministrative corrections were identified that need to be made. 
Three areas that need more research and/or new suggested 
language were also discussed.  Those tasks were assigned to 
committee members to bring back to the executive board for 
consideration and approval prior to presenting to the general 
membership.  
Bob—research and suggest language re: how/who counts 
votes from the general membership—how they are counted, 
who counts them and who reports out. This language will be 
included in Article 5. 
Matacha—research and suggest options for Life Membership 
(Article 4.4). 
Jill—suggest new language around the number and roles of 
board members outside of the 5 Executive Committee posi-
tions (Pres, Pres-Elect, VP Membership, Sec, Treas). This is 
covered in Article 6—Items 1, 2 and 3. 
Should you have an interest in any one of these three topics, 
please reach out to the committee members and volunteer! 
Their research and suggestions are due June 9—so there’s still 
time to get involved! 
Helping you to learn about what is expected in earning our 
award each year will be a focus of the President’s Corner in 
the newsletter this year. 

Get involved! 

Missy Davidson 
Davidson and Associates 
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As a result of the recent drop in the stock market and a rise in unemploy-
ment, many people who were looking forward to retirement have found 
themselves looking for jobs instead. Over the past three years, I have 
heard more complaints from job seekers about age discrimination than 
about race, ethnicity, gender, disability, and religious discrimination put 
together.  

 

I have no doubt that, despite the Age Discrimination Act, many employers 
pass over older job applicants. At the same time, I have noticed that 
many job seekers who complain about age discrimination have more in 
common than memories of  dialing a rotary phone or adjusting a needle 
that’s gotten caught in the groove of a scratched LP. Many of them have 

not kept up with the latest computer software (such as Microsoft Office 2007 or 2010), have never given a PowerPoint presen-
tation, and have virtually no presence on the Internet. In some cases, these people entered the workforce before professional 
certifications existed in their fields and they have never taken the time to seek certification. 

 

Computer illiteracy is today what illiteracy was in the twentieth century. Many employers will not interview applicants whose 
resumes do not reflect a working knowledge of contemporary software.  

Whether or not you currently have a job, learn how to use whatever office programs and software are the norm in your field  
and seek and maintain professional certifications (such as the PHR, SPHR, or GPHR for those working in Human Resources). 
Your present employer may be aware of your knowledge and skills, but if your job should disappear tomorrow, another employ-
er may not grant you an interview without official documentation of your knowledge. 

 

You should also establish an online presence by creating Facebook and Linkedin accounts. Maintaining or at least posting to 
others’ blogs can further enhance your web presence. The screening of job applicants by Googling them is quickly becoming 
the norm. While having zero visibility on the web may do you less harm than pictures of you chugalugging bottles of Tequila on 
a Mexican beach, it can still cause your application to end up in the discard pile. As Career Coach Phyllis Mufson commented 
in Andrew Reiner’s article “Brand Me” (AARP The Magazine, March;/April 20110), maintaining an online footprint is no longer 
optional. “It immediately demonstrates to employers that you are up-to-date. If you are not online today, chances are  you 
won’t be noticed, or it will be assumed that you are behind the times.” 

 

If you work in Human Resources for a large organization, encourage and help your employees to keep their skills current. Even 
if your organization can make do with software and computer platforms that are five or ten years old, consider upgrading your 
system so that your employees can learn how to use the modern versions and feel the satisfaction of keeping pace with the 
programs others in their field are using. The return on this investment will be a lower turnover rate and more satisfied workers. 

 

Some organizations have found a creative, low-cost way to ease old school employees into the virtual world: reverse mentor-
ing. They pair younger employees who grew up immersed in the world of social networking with older, techno-shy employees to 
teach them the ins and outs of texting, blogging, Facebook, Linkedin, and Twitter.  

 

Employers want and need people who have experience and in-depth knowledge related to their fields. However today’s em-
ployers cannot put an employee’s experience and knowledge to full use unless that individual possesses mainstream comput-
er and social networking skills. Legal or not, age discrimination does exist. Your best protection against it is to master  the 
computer platforms and software most commonly used today and to make sure you are present and accounted for on the 
World Wide Web. 

 

Submitted by Terry Portillo, Director: Diversity 

AVOIDING OBSOLESCENCE AND INVISIBILITY  



 

R E C E R T I F I C A T I O N  T I P S  Y O U  C A N  U S E !  
 

 

When entering your credits in the Professional Membership category, remember to enter your membership (either with SHRM or a national/
international HR-related professional association or society) in the form of a calendar year. For example, if you were a member of SHRM in 
2010, you would enter your dates as 1/1/2010 – 12/31/2010– this would earn you 3 general credits towards your recertification.* 
 
*In some cases, you may need to calculate your membership on a pro-rated basis. If you were a member of SHRM for an entire calendar 
year, but your recertification cycle doesn’t start until June, you would earn .25 credits per month for 
the remainder of that year—Stephanie Runyan, PHR Recertification Supervisor. 

 
Not certified yet? Rice University plans to offer the Professional HR Development course at Lone 
Star College - Montgomery Campus in the Fall of 2011. 
 
Offered in cooperation with SHRM and MC- SHRM, this course is for new and experienced HR 
professionals who are eager to learn the latest in HR management practices, recruiting, training, 
employee relations and workplace regulations. The content includes areas tested by the Human 
Resource Certification Institute for the designation of Professional in Human Resources 
(PHR).  The course will be held from 6-9pm on Mondays, for 13 weeks. Regularly the fee for the 
course is $1125, but it is offered to members of MC-SHRM for a discounted fee of $1075! Fees 
include cost of study materials. 
 
For course details or to register, visit gscs.rice.edu/hr or call 713-348-6101.  
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Submitted by Jill Silman, SPHR, VP/Education and Training 
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Thanks to the support of HR Advocates, the SHRM Legislative Advocacy Team (A-Team) got off to a fantastic start in 2010. And tremendous 
opportunities lie ahead for the Team in 2011 — opportunities that give us a chance to have our voices heard on issues impacting the workplace 
and the HR profession! 
The 2011 A-Team Engagement Calendar is ready! Put these exciting events on your calendar, as they serve as unique training opportunities that 
can help prepare you to become more effective advocates. By participating in these upcoming training webinars, you can be prepared to edu-
cate policymakers so that they understand the vital role HR plays in today’s workplace. 
The first engagement session was held May 12 entitled “Building Long-term Legislative Relationships”. This webinar is a summary of the con-
cepts discussed in the A-Team training session many of you attended in your state and includes “First Step” actions for the Advocacy Captains 
and HR Advocates to take. The session was recorded for you to watch at your convenience.  
More training webinars are scheduled for the months ahead, and SHRM plans to host a webinar on the third Thursday of every month at 4:00 
PM Eastern (final details will be sent out via email in advance of each webinar): 
You can register for each web session by visiting SHRM’s Advocacy Website clicking the title of the webinar which will take you to the online 
registration link, or going to that link a few minutes prior to the scheduled start time. You will be able to view and hear the webinar on your com-
puter -- there's no extra step of calling into a conference call line.  
We hope you will find time to participate in as many of our upcoming training webinars as possible. It’s free, easy and you don’t even have to 
leave the comfort of your office to participate! 
The SHRM Advocacy Team has been developed by SHRM Government Affairs as a way to assist HR Advocates — professionals like you — in 
making their voices heard on public policy issues impacting the workplace. It’s time that policymakers — both in Washington and in state capi-
tals across the country —understand the role HR plays in today’s workplace. The SHRM Advocacy Team is a crucial component of SHRM’s advo-
cacy efforts, and works with you to advance the interests of the HR profession at both the federal and state levels. As a member of the SHRM 
Advocacy Team, you will join the ranks of other HR Advocates committed to moving the HR profession forward, and be the voice of our profes-
sion. 
A key goal for this program is to establish a network of committed volunteers to serve as the “go-to” people for lawmakers and their staffs on 
workforce-related issues. These individuals, termed "Advocacy Captains," will reside in each of the 435 congressional districts across the coun-
try. Each Advocacy Captain will serve as the face of HR within the district and act as the point of contact for SHRM’s Government Affairs Team 
when the need for in-district advocacy arises.  

disaster preparedness and planning for recovery.   

Due to the unpredictability of workplace crises, knowing the potential risks is vital in executing a precise, effective response plan.  A disaster-ready business will 
recover faster, minimize financial losses, and enable employees to return to work as quickly as possible.   

Creating a Plan  An effective plan is one that is well-rounded and capable of responding to any incident, regardless of size, scope, or complexity.  Make sure the 
plan addresses up-to-date evacuation procedures, property damage protection, systems back-up, communication, and business contingency.    

HR professionals should also consider consulting with first responders and employee program assistance providers to ensure the plan effectively covers major 
areas of concern.  When preparing for an immediate threat such as an earthquake or other natural disaster, safety comes first.  Identify appropriate safe zones in 
the office and surrounding area, and use a combination of postings, trainings and annual drills to make sure employees know where to go and how to exit in the 
event of an emergency.   Having proper safe zones, effective procedures, and necessary equipment and supplies will help reduce chaos, enhance safety, and 
restore order.   

Disaster Training and Communication  The next major step in disaster preparedness is adequate training and communication to ensure the workforce has all the 
tools necessary to respond and recover in times of crisis.  HR professionals should start by having a meeting focused around the topic of disaster preparedness 
where all of the important information can be disseminated to the entire workforce.  At these meetings topics such as where the emergency supplies are located, 
where the office safe area can be found, and how to respond to each kind of respective emergency can be covered.   

It is also a good idea to have first responders and EAP professionals attend these meetings to help build understanding, awareness, and share ideas and best 
practices.  EAP professionals can provide critical insight in developing a thorough response plan, actively participate in safety drills, and train managers on 
how to lead in times of crisis.   

The most important idea to convey during crisis response discussions is “always stay calm.” No matter what the situational burden, HR leaders can better ensure 
employee safety by staying calm.  Panic and excessive fear only increase the severity and difficulty of the situation.  If an employee begins to panic, it’s important to 
offer reassurance and keep conversations in an optimistic tone as to not escalate the fear factor.    
Preparedness in Action In the US, Florida companies hit by frequent hurricanes have learned first-hand how preparedness works.  Ruth's Chris Steak House 
learned the communication plan was one of the most important pieces of its disaster planning when Hurricane Katrina struck. Without phone lines, the manage-
ment team was able to locate all but three of 370 employees in affected areas within a few days using text messaging. According to FEMA, the company's disaster 
plan also includes pre-hurricane season tree-trimming around restaurants, what to put in each store's disaster supply kit and step-by-step instructions on how to 
secure the building and food supplies before evacuations. 

Turning to Professional Resources A major part of disaster preparedness is knowing where to turn for resources and support.  Employers should be trained and 
aware of the variety of employee assistance program (EAP) resources in place for crisis response.   

When the tragic earthquake and tsunami hit Japan, there were a variety of US-based companies with employees and family members in Japan who needed to be 
evacuated immediately.  Some of ACI Specialty Benefits’ clients turned to the EAP resources for prompt support in ensuring these employees and family members 
were taken care of.  ACI’s EAP and work/life specialists worked diligently to provide comprehensive emergency resource referrals for housing, childcare, clothing, 
communication and transportation, across multiple US locations.  In critical situations, EAP services can be invaluable in providing prompt and professional sup-
port to address a wide range of business and personal needs.     

 S H R M ’ S  L E G I S L A T I V E  A D V O C A C Y  T E A M — J O I N  T H E  A - T E A M !  
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PO Box 8796 

The Woodlands, TX  77387 

 

Phone: 936.321.2370 

E-mail: kfox@foxresource.com  

Tuesday,  June 14  3:305:00pm  — “Wage and Hour Update”* – Robert Hambright, attorney, Orgain, & Tucker, LLP 
Tuesday,  July 12   7:309:00am —  “Are You About to Lose Your Best Employees?”** —  Jill Evans Silman, SPHR, VP, Meador 
                              

 

*  = Approved for 1.00 (General) HRCI recertification credit hour toward PHR, SPHR and GPHR 
**  =  Awaiting approval for 1.00 (General) HRCI recertification credit hour toward PHR, SPHR and GPHR 

To RSVP or for more information, visit www.mc-shrm.org 

 

Meeting Sponsorship Opportunities Available 

MCSHRM is thankful to the corporate sponsors who generously underwrite $250 of General Meeting costs, to help defray recurring 
operating expenses.  The Sponsor Company Receives:  
· Newsletter Advertising for 1 Month  
This spot may contain the name of the sponsor company, products & services 
· 3 Minute Infomercial At a General Meeting  
The sponsoring organization will have an opportunity to address the group about their business 
· Promotional Materials Available 
Sponsoring organization is welcome to have literature available for attendees 
 
If interested in sponsoring a meeting or would like additional information, please contact Kim FoxMarchetti kfox@foxresource.com or 
9363212370  

U P C O M I N G  2 0 1 1  P R O G R A M S  
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