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The top trends according to SHRM’s HR subject matter expert panels
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About the SHRM Special Expertise  
Panels’ Trends List
The Society for Human Resource Management’s (SHRM) Special 
Expertise Panels are comprised of subject matter experts, and their 
lists of key trends in their subject area tap into these experts’ insights 
into a wide variety of HR-related topics and trends. The trends 
submitted by each expert panel assist SHRM in creating forward-
looking information and content for our members in forums such as 
the online HR Focus Areas, research articles, reports and surveys. 
While the Special Expertise Panels’ trends are used at SHRM 
primarily as a springboard to more in-depth content ideas, they can 
also be considered a valuable resource in and of themselves for any 
HR professional interested in seeing what issues HR subject matter 
experts believe will have the biggest impact on the workplace today 
and in the years ahead.

About the SHRM Special Expertise Panels 
The SHRM Special Expertise Panels serve as a resource to SHRM by 
identifying topics of importance to the HR profession. The panels are 
comprised of a mix of senior HR practitioners, consultants, academics 
and policy experts possessing advanced HR skills and experience in 
one of 12 HR concentrations. Each of the 12 Special Expertise Panels 
is made up of five to 15 SHRM professional members who serve a 
one- to three-year term. 

Panel member contributions play an integral role in reporting emerging 
trends in specific HR topic areas, providing expert advice on matters 
of professional significance and offering guidance on public policy 
issues. Member competencies must include subject matter expertise 
in the panel topic area, good communication and interpersonal skills, 
an established professional network with strategic/operational connec-
tions, and the ability to participate. Members are identified, reviewed 
and recommended by the Panel Selection Committee1 and approved by 
the SHRM Board Governance Committee.

 

SHRM 12 Special Expertise Panels

Corporate Social Responsibility and Sustainability ■
Employee Health, Safety and Security ■
Employee Relations ■
Ethics ■
Global ■
Human Capital Measurement/HR Metrics ■
Labor Relations ■
Organizational Development ■
Staffing Management ■
Technology and HR Management ■
Total Rewards/Compensation and Benefits ■
Workplace Diversity ■

Acknowledgments
SHRM would like to acknowledge the efforts of each of the members 
of the 12 Special Expertise Panels. A full list of panel members can be 
found in the back of this report.

About This Report

1  The Panel Selection Committee is appointed by the SHRM Board Chair. These volunteers work, with staff support, to identify possible candidates for the panels. The Panel Selection 
Committee identifies five to 15 members and alternates for each of the panels. The slates for the panels are reviewed and approved by the Governance Committee of the SHRM Board. 
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Overview
The SHRM Special Expertise Panels were asked to compile their 
first list of trends in 2005, when they were first formed, as a way for 
SHRM to tap into the cutting-edge insights from the most experienced 
thought leaders in the HR field. Since then, the SHRM Special 
Expertise Panels regularly review their most recent trends and add, 
subtract or change them as new developments occur. 

Though the panels vary widely in the subject matter they cover and 
many of the trends in their lists reflect these differences, they also have 
some overlap, indicating that some broader trends are influencing 
many aspects of HR and the workplace simultaneously. 

Some of these broader trends include:
 The impact of the global recession on business strategy and  ■
employees. 

 The influence of social networking, especially as it relates to  ■
recruiting.

 The continuing importance of work/life balance as employees deal  ■
with multiple caring responsibilities and, in some cases, multiple 
paid jobs. 

 The need for measurement of results and the development and  ■
standardization of key HR metrics.

 The growing need for organizations to demonstrate a commitment  ■
to ethics, sustainability and social responsibility.

 Safety issues, particularly workplace aggression and the potential  ■
impact of a global disease pandemic. 

 The importance of globalization and integrating markets. ■
 Continued emphasis on performance management. ■
 The ongoing need for skilled employees and concerns about the  ■
ability of the U.S. education system to produce the needed skilled 
workers of the future.

 Demographic change and its impact on diversity and labor  ■
availability.

 The implications of government legislation. ■

As SHRM moves forward, the trends contributed by the Special 
Expertise Panels and their overall themes will help inform the devel-
opment of the research and resources SHRM offers to its members. 

What the HR Experts Are Forecasting
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Following is the complete list of the updated trends for 2010, 
in the order of importance (with the first trend being the most 
important). Panels are listed in alphabetical order.

Corporate Social Responsibility and Sustainability Panel 
1. There is a greater acceptance and assimilation of corporate 

social responsibility (CSR) and sustainability in businesses, 
communities and homes, making it part of the cultural fabric 
and increasing public perception that it is a personal, profes-
sional and corporate responsibility.

2. More corporations consider CSR an essential part of the 
company’s policies and procedures and are moving from 
theory to practice.

3. Organizations increasingly will be subject to internal pressure 
to embrace CSR; for example, an increasing number of 
Generation Y employees weigh an organization’s CSR com-
mitment as a factor in accepting employment and remaining 
employed in an organization.

4. Organizations increasingly will be subject to external scrutiny 
and expectations, leading to a greater separation between 
companies that implement and embrace CSR as a way 
of doing business and those that use it only as a public 
relations tool.

5. Governmental involvement in setting the CSR agenda will 
increase in both the regulatory and legislative arenas.

6. More companies routinely will engage in systematic scrutiny 
of their supply chain by auditing vendors’ CSR and sustain-
ability policies and practices.

7. More countries will establish a national CSR/sustainability 
brand and use it as a competitive advantage to attract 
investment.

8. More academic institutions and training programs will 
include CSR as a legitimate component of the business 
and management curriculum, recognizing it, for example, as 
part of goal alignment and performance management, and 
adopting a metrics-based focus on CSR in research.

9. An increasing number of organizations will place a greater 
focus on relationships with stakeholders to understand what 
they want in terms of CSR and sustainability.

10. More resources will be committed to developing training 
programs on understanding CSR.

Employee Health, Safety and Security Panel
1. The increased threat of global pandemic issues, such as the 

H1N1 flu virus, will place greater emphasis on the need for 
organizational disaster planning.

2. A growth in the incidence of workplace aggression will 
influence employee safety policies.

3. The ongoing rise in both employer and employee health care 
costs will sustain and encourage an increase in the use of 
workplace wellness programs.

4. Workers’ compensation claims and litigation will continue 
to be on the rise, resulting in the need for more proactive 
management of safety in the workplace.

5. Safety compliance issues will increase and demand more 
attention from HR. 

6. Work/life balance issues will continue to influence employee 
stress levels. 

7. The rising threat of fraud and identity theft will require more 
employer vigilance in protecting employee data and privacy.

8. An increase in the number of employees using prescription 
medications and/or illegal drugs will continue to emphasize 
the need for more proactive monitoring systems and support 
programs.

9. The rise in workplace violence will lead to an increased 
awareness and proactive stance among organizations to 
ensure worker safety and mitigate liability.

10. The rise in mental health issues and illnesses, such as chronic 
depression, will continue to affect workforce productivity and 
require increased organizational intervention.

Employee Relations Panel
1. Increased aggression in the workplace, including domestic 

violence, threats, bullying and theft, will require greater atten-
tion on effective hiring practices, problem solving, discipline 
and workplace safety programs.

2. Work/life considerations will require increased attention from 
HR to address issues related to employees’ overall health, 
retirement planning, financial health and the effects of the 
increase in the number of employees holding multiple jobs in 
addition to their primary employment.

3. Social networking increasingly will affect the work done by HR 
departments—for example, recruiting and selection, employer 
branding, innovation initiatives—necessitating the creation of 
appropriate boundaries between business interests, ethics and 
employee privacy.

Top Trends by Special Expertise Panel
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4. Employees’ ability to retire when planned is severely compro-
mised, which requires employers to best utilize longer-term 
skills and talents while at the same time creating opportunities 
for newer employees to grow and develop in their organiza-
tions.

5. Due to the disappearance of so many jobs, the number of 
“underemployed” workers will grow, leading to increased 
underutilization of talent and morale problems in the work-
place.

6. Education and job mismatch will increase as employees return 
to college and graduate school, but for degrees for jobs that 
are not in demand, i.e., white-collar jobs as opposed to skilled 
trade jobs where demand may increase.

7. HR increasingly will shift its focus toward operational and 
compliance-oriented issues as employers aggressively 
manage costs in an environment of increased employment-
related legislation.

8. As HR has been gaining a “seat at the table,” HR professionals 
as a whole have become less focused on the people and 
more focused on keeping the business going. Especially in 
the economic downturn, HR needs to manage outplacement 
events with respect for the employee.

9. Many laid-off employees have become “unemployable” in the 
jobs and at the compensation rate they have been used to. 
Many have been with the same company for decades and 
advanced through the ranks with limited education.

10. The shift in public and employee social and environmental 
responsibility places an increased demand on businesses to 
alter their organizational structures and environmental policies 
to attract and retain workers.

Ethics Panel
1. The importance of ethics training for employees who are 

entrusted with access to confidential and other essential 
information is increasing.

2. There is a growing need to incorporate the ethical values of an 
increasingly diverse and global workforce.

3. Senior managers take more time to promote ethical culture 
and recognize the need for an effective ethics program as an 
essential component of business success. 

4. Weak economic conditions are driving increased unethical 
behaviors in the workplace, creating a need for companies to 
develop greater skills for dealing with them.

5. Senior managers increasingly include ethical considerations 
in their decision-making, recognizing ethics as an employee 
competency in recruitment and retention and as an important 
aspect of business strategy and problem-solving.

6. The need for companies to promote an ethical image is 
increasing.

7. Ethical issues increasingly arise from the use of data from 
social networks for employment decisions.

8. Pandemic and infectious diseases increasingly will give rise to 
ethical issues.

9. Demands for ethics training—both mandatory and voluntary—
from government agencies and from customers are increasing.

10. There is increasing recognition that elements of compensation 
structures may motivate inappropriate behavior. This will lead 
to increased efforts to change compensation strategies.

Global Panel
1. Talent management continues to be a high priority and must 

be more efficient than before while leveraging cost aware-
ness and monitoring demands for key positions. Finding and 
retaining quality talent continues to be essential to business 
sustainability, but is difficult in global markets that may act 
differently in terms of opportunity and salary movement: 
Should multinational companies treat everyone equally or 
deploy different strategies in different countries to pay for and 
retain talent?

2. The need for global organizations to work virtually across 
functions and geographies increases and intensifies, with 
implications for intercultural communication, business ethics 
and organizational effectiveness. A new approach is needed 
to develop global workforce cultures, with better understand-
ing of transnational teams, online collaboration, globalization 
and business process transformation.

3. Global employee engagement is tentative; companies that 
have implemented multiple layoffs have eroded a sense of 
security in the global workforce.

4. The economic crisis and fewer existing business opportuni-
ties will create a high demand on the global HR function to 
demonstrate greater agility and contribute strategic guidance.
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5. Economic uncertainties fundamentally change the motivators 
that attract and retain employees.

6. Human capital protectionism will continue to increase in 
most countries in non-tariff, nationalistic forms (for example, 
hire-local stipulations for bailouts, quotas for non-immigrant 
visas and similar restrictions), to the detriment of organization 
and country competitiveness.

7. The lack of visa availability and lengthy processing times for 
green cards in the United States prompt highly qualified 
non-U.S. nationals to seek employment abroad, usually for 
non-U.S.-based competitors, leaving the U.S. with a less 
qualified, less competitive workforce.

8. Global mobility of high-value workers continues as multina-
tional companies restrict new hires and relocate talented 
employees from within their existing workforce.

9. Companies that originated in emerging economies will 
continue to succeed in the global marketplace (e.g., China’s 
Lenovo, Mexico’s CEMEX, Peru’s AJEGROUP and others).

10. More government and bilateral investments in conflict or 
post-conflict zones create challenges for businesses attempt-
ing to balance their interest in expansion with the safety of 
operations and personnel.

Human Capital Measurement/HR Metrics Panel
1.    There will be an increasing demand by organizations to 

measure and assess the value of their human capital and the 
HR activities, initiatives and practices that support it. 

2.    Increased demand for HR metrics may bring about a widely 
accepted set of analytic measures and methods—global 
standards—to describe, predict and evaluate the quality and 
impact of HR practices and the productivity of the workforce.

3.    The development of deeper levels of analysis to monitor metric 
outcomes, identify trends, leverage positive outcomes and 
intervene in or mitigate negative outcomes will lead to better 
overall human capital management.

4.    Increasing use of more sophisticated human capital planning 
techniques and tools will support a broader review of human 
capital sourcing—beyond just employees.

5.    Broader use of human capital planning and sourcing will 
require different metrics and different definitions of ongoing 
metrics.

6.    The increasing emphasis on the use of empirical data and 
evidence-based management tools in people-decision-making 
challenges HR practitioners and some line management 
staff to significantly strengthen their business acumen and 
quantitative analytical skills.

7.    The increasing need to use business intelligence, visualization 
and workforce planning technologies to support data integra-
tion, reporting, analysis and presentation challenges HR and 
HRIS professionals to evolve their HR technology platform 
and show the return of implementing these technologies.

8.    The emergence of differing outcome metrics as a result of 
economic conditions shows that the metrics landscape is 
changing—not fixed—and that ongoing internal and external 
collaboration is needed to have the right metrics and analytic 
process for an organization’s current and planned business 
context.

9.    The application of risk analysis and risk management to human 
capital—including the use of tools like failure mode analysis, 
which can determine the severity and probability of risks—will 
provide a better understanding of human capital risk/reward.

10.  Globalization is driving more impetus toward the use of metrics 
with greater cultural sensitivity. A measure that is valued in one 
culture may be irrelevant or inappropriate in another.

Labor Relations Panel
1. Labor relations expertise is diminishing within the HR 

profession, due to such factors as the retirement of more 
Baby Boomers and many Millennials/Gen Xers purposefully 
avoiding the area. Nevertheless, HR professionals’ interest in 
labor relations and awareness of the importance of general—
rather than just specialized—HR have increased as a result of 
proposed labor legislation.

2. The National Labor Relations Board is expected to become 
more activist through rulemaking as well as reverse prior Bush 
Board decisions.

3. Unions are consolidating and collaborating to increase political 
leverage and market density.

4. Unions have an increased stake in many businesses as a 
result of the government’s intervention in the financial crisis, 
and unions will position themselves to regain concessions 
made once the economy turns around. The recession also has 
increased the role of bankruptcy law, dramatically affecting 
labor relations.
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5. Union organizing is intensifying among automotive technicians 
and in the health care, nursing home, hospitality and child care 
service sectors. The noticeable relocation of many manufactur-
ing jobs to the South is likely to result in increased organizing 
initiatives.

6. There has been a decline in union apprenticeship programs, 
prompting a need for alternatives.

7. State legislatures and governors are paying more attention 
to labor relations areas not preempted by the National Labor 
Relations Act and increasingly are targeting employers for 
misclassifying employees as independent contractors.

8. Labor law is increasingly influenced by globalization, trade 
agreements and global labor standards. In addition, there is 
pressure to include labor-friendly provisions in standardized 
trade agreements and discourage offshoring through pro-
posed tax changes.

9. Unions are more involved with health insurance and retirement 
accounts, becoming brokers of record or acting as brokers, 
which can be lucrative.

10. Unions of federal government workers are poised for additional 
gains in the scope of bargaining matters, and unions are 
seeking to broaden their penetration rate among state and 
local employees.

Organizational Development Panel
1. Technology and virtual communication increasingly affect the 

way individuals and organizations interact and collaborate.

2. Turbulence and ambiguity increase the need for employee/
organizational agility and adaptability as well as improving/
upskilling while maintaining day-to-day work levels.

3. Companies are making selective investments in strategic 
areas: products, people, geographies; one example is execu-
tive coaching.

4. Economic challenges have disrupted workforce demographics 
(delayed retirement, lack of new skilled workers, etc.) and 
affected employee engagement.

5. There is a renewed focus on performance management and on 
performance and process improvement.

6. There is an increased focus on engagement and development 
without a great deal of “upward mobility,” i.e., finding alterna-
tive ways for employees to develop their careers and continue 
to learn in the absence of promotional opportunities.

7. Employees are becoming increasingly responsible for their 
own career development—for example, preparing for eco-
nomic changes that will make job changes possible.

8. The importance of measuring the value and business impact of 
organizational development interventions is increasing.

9. There is an upswing in corporate social responsibility as 
an integral part of culture and organizational development; 
employers and employees are focused on survival/sustain-
ability.

10. A growing uneasiness about unionization is driving increased 
focus on culture, engagement, basic employee relations, 
management skills training, union avoidance and union 
decertification activities.

Staffing Management Panel
1. As Baby Boomers return to the workforce or remain in it longer 

than expected and are faced with the challenges of being a 
sandwich generation, employers must find ways to maximize 
their engagement.

2. There are many available workers applying for many jobs 
(some they aren’t qualified for), and at the same time, there 
are hard-to-fill jobs that require a very comprehensive and 
competitive recruitment strategy to find few potential candi-
dates.

3. Succession planning strategies will become imperative, 
balanced against fewer individuals retiring.

4. Workforce planning will be affected both by the education 
system’s ability to produce qualified workers and by changes 
in retirement patterns.

5. The housing market and other economic pressures are result-
ing in workers’ reluctance to relocate.

6. HR needs to build competency in finding, selecting, utilizing 
and effectively managing third-party products and services 
such as HR outsourcing, temp services, job postings, 
background checking, etc.

7. Sustaining the employment brand is critical for recruitment and 
retention regardless of the employment market and economic 
business conditions.

8. The employee-employer relationship, including loyalty, engage-
ment and retention, may be further affected by employers’ 
actions such as withholding salary increases, laying off workers 
and slowing career growth.
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9. Higher education system is challenged to prepare the future 
workforce in a manner that is successful, affordable and  
measurable.

10. Employers are being more cautious about finding the right 
candidates and are increasingly using multiple selection 
measures, including panel interviews, reference checks, 
personality assessment, skills assessment, as well as requiring 
work samples and writing samples. 

Technology and HR Management Panel
1. Information and actions are increasingly portable via mobile 

applications.

2. The availability of various social media and the increasing 
complexity of intellectual property are increasing the need to 
establish and improve technology governance and policies.

3. The use of cloud computing (reliance on online applications for 
various technology needs) is increasing.

4. Organizations increasingly are adopting viral recruiting and social 
media for employer brand messaging (e.g., Facebook, Twitter).

5. The economy is having a slowing effect on enterprise projects, 
which, in turn, affects technology—both now and when things 
shift back in recovery: transformation projects are decreasing, 
new projects require longer decision times, cost-cutting initia-
tives are increasing, organizations are breaking larger projects 
into a series of smaller ones, globalization efforts are on hold, 
software and implementation prices are lower.

6. Talent management platforms are undergoing product consolida-
tion, shifting away from siloed applications toward total solution 
suites that support a holistic view of talent management.

7. There is growth in the area of both candidate management and 
employer management tools. 

8. The availability of dynamic collaboration tools is altering the 
importance of organizational knowledge versus social hierarchy.

9. As more companies produce various kinds of sustainability 
reports, e.g., carbon disclosure (CDP) reports, employees will 
require training in the use of sustainability software, carbon 
impact database development, calculations of waste resource 
use into carbon impact statements, as well as overall employee 
training in process changes, governance, risk and compliance. 

10. Organizational and individual information is increasingly transpar-
ent (e.g., profiling of hiring managers, Japan’s mega-database of 
all potential employees).

Total Rewards/Compensation and Benefits Panel
1. Health care is undergoing a transformation, which includes 

efforts to provide universal coverage and to take technology, 
systems and standardization to the next level, with an overall 
emphasis on better controlling costs.

2. There is an increased government intervention in employer-pro-
vided compensation and benefits through expanded regulations 
that affect private-sector compensation, paid time off, health 
benefits and retirement plans.

3. Organizations are increasingly focused on rebalancing of 
long-term and short-term business strategy and on making total 
rewards a strategic factor in driving overall business strategy.

4. There is a differentiation of rewards among different employee 
segments, as increasingly one size will not fit all, given several 
generations in the workforce and increasingly diverse ethnic and 
cultural demographics.

5. Retirement is being redefined—increased workplace flexibility, 
telecommuting and phased retirement make it possible for 
employers to take advantage of the expertise of older employees 
who do not want to or are unable to leave the workforce.

6. Cost, risk and responsibility in health care, career development 
and retirement benefits are shifting away from the employer. 
The role of employers will be transformed to aid employees in 
bearing more of these burdens.

7. Wellness (health promotion and well-being) programs continue 
to grow in popularity and importance, with employees expected 
to increasingly share responsibility for their health maintenance 
and employers providing the means for them to do so (includ-
ing screenings, education, group programs and incentives). 
Wellness initiatives also will increasingly encompass work/
life balance issues as part of maintaining employees’ overall 
well-being.

8. Executive pay (base and variable) is being reevaluated in light of 
public and government focus on perceived excesses.

9. Organizations increasingly are implementing total rewards 
approaches that include helping employees to better under-
stand and value their pay and benefits, and managing employee 
expectations in a slow-growth economy.

10. Organizations are reevaluating the effectiveness of long-term 
incentives throughout the organization as stock options lose 
their luster and management seeks more effective means to 
motivate and engage the workforce.
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Workplace Diversity Panel
1. There still is a need for increasing the understanding of the 

inherent value of diversity and inclusion, complemented by lack 
of understanding of cultural implications.

2. The aging of the workforce increases the need for employers to 
deal proactively with disability, elder care, religious differences and 
the needs of those dealing with both elder care and child care.

3. Workplace flexibility policies are becoming more critical in 
addressing recruitment and talent management issues, such as 
flexible schedules, work/life balance, on-ramping and off-
ramping, etc.

4. Younger generations of workers quickly embrace diversity—but 
only on the surface; they lack the skills and competencies to 
truly explore and appreciate differences.

5. The consumer base is changing rapidly across the globe with 
an emerging middle class, increasingly diverse population and 
generational trends within key markets.

6. Information and communications technology has greatly 
expanded the ways employers and job seekers can assess 
each other in the recruitment process (e.g., video resumes, 
online work samples, online job previews, online screening 

tests). The new technology can open particular opportunities 
for international recruiting by reducing recruitment travel costs. 
Yet, employers’ recruitment processes continue to rely mostly 
on traditional processes, such as resumes, then face-to-face 
interviews, or use the new technology in unimaginative ways 
(e.g., use an online resume as simply a fast way to transmit a 
document that will be read as a paper document).

7. With the increase in globally dispersed work teams (working 
across borders), there is a need for greater communication and 
cultural competence-building to ensure greater efficiencies and 
employee productivity.

8. Economic stress and the regulatory environment increase the 
risk of employee backlash and employee disengagement.

9. Pioneers among diversity and inclusion practitioners will be 
retiring soon, creating a need to replenish the field with qualified 
professionals and a corresponding risk of throwing inexperi-
enced people into this work.

10. Globalizing the leadership pipeline through leadership develop-
ment for women in Asia—specifically India and China—is an 
essential area of focus for global corporations in order to tap 
into a growing talent pool.
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CORPORATE SOCIAL RESPONSIBILITY AND SUSTAINABILITY PANEL
SHRM Staff Leader: Brian Glade, SPHR, GPHR, VP, International Programs

Teresa A. Bailey, MBA 
Heather Bemis, MBA
Lin Little Blair, SPHR 
Sarah Jane Cairns 
Scott Freehafer, SPHR 
Gerlinde Herrmann 
Joseph Hough, JD, MBA, MPA
Grace G. Lee, SPHR 
Timothy McGraw, MBA 
Nancy C. Nelson, SPHR-CA 
Peter J. Petesch 
Gayle Porter, Ph.D., SPHR, GPHR
Tareyece Scoggin-Aranda, SPHR
Nancy D. Tallent, SPHR 

EMPLOYEE HEALTH, SAFETY AND SECURITY PANEL 
SHRM Staff Leader: Anne-Margaret Olsson, Director, Member Special Programs

Thomas M. Anderson, JD, SPHR 
Troy Callicoatte 
Beth Brascugli De Lima, MBA, SPHR
Philip S. Deming, SPHR
Dawn A. Hatterer, SPHR
Robert Miller, PHR-CA
YuSun A. Morren
Anita Orozco, SPHR
Aimee Owings-Harvey, MBA
Edwin Quick, CCM, CRC, MBA, GPHR
Manesh Rath
Wendy Ruthenberg, CBP, CCP, PHR
Margaret Spences 

EMPLOYEE RELATIONS PANEL
SHRM Staff Leader: Susan Post, SPHR, CAE, SHRM Eastern Region and 
Field Services Director—CT, MA, ME, NH, NY, RI & VT

Dawn Adams, PHR
Chana C. Anderson, CCP, SPHR-CA
Laura Clinton, PHR, GPHR
La Rhonda Edwards, DDI, MBA
Paul C. Gibson, SPHR
David J. Koesters, SPHR
Vicki Kuhn, PHR-CA
Marie LaMarche, MBA, SPHR
Christopher M. McHale, Esq., JD
Karri T. Perez, SPHR, GPHR
Ken Pinnock, SPHR, GPHR
Darren Reed, PHR
Deborah Rubens, SPHR-CA
Michelle Singletary, MS HRM, SPHR
Beverly A. Widger, SPHR 

ETHICS PANEL 
SHRM Staff Leader: Henry A. Hart, Esq., Chief General Counsel

Catherine Bishop, SPHR 
Daniel Carey, Esq.
Michael J. Colledge, SPHR
Andrea Corbett, PHR
Arthur Crane, CCP, SPHR
Peter J. Eide, SPHR 
Joy M. Gaetano, SPHR 

Marty Val Hill, SPHR
Norman Howard
Linda F. Magyar, SPHR
Louis K. Obdyke, IV, SPHR
Nancy Volpe, CFM, SPHR, GPHR 

GLOBAL PANEL 
SHRM Staff Leader: Howard Wallack, GPHR, Director, International Programs

Manjushree M. Badlani, SPHR
Thomas W. Belker, SPHR, GPHR
Susan R. Blackman
Brad Boyson, MS HRM, SPHR, GPHR
Kendal Callison, GPHR
Lorelei Carobolante, SCRP, GPHR
Teressa Harnois, AAE, SPHR, GPHR
Debra Malki
Miguel R. Olivas-Lujan
Aliza Scott, SPHR
Lucinda Smith, GBA, GPHR
Kenneth J. Somers
John R. Wilson, JD, Esq. 

HUMAN CAPITAL MEASUREMENT/ 
HR METRICS PANEL
SHRM Staff Leader: Steve Williams Ph.D., SPHR, Director, Research

Ronald Adler, MBA
Jane Aggarwal, SPHR
Crist Berry, MSM, SPHR
Joanne Bintliff-Ritchie
Barbara Casper, Ed.D., SPHR
William Greenhalgh
Steven Hunt, Ph.D., SPHR
Catherine Johnson-Komins, PHR
Jane Lewis, SPHR, GPHR
Donald Rogers, SPHR
Uma Sivasubramani, CCP, SPHR
Raelyn Trende, MBA, SPHR
Jeffrey Weaver 

LABOR RELATIONS PANEL
SHRM Staff Leader: Mike Aitken, Director, Government Affairs

Joseph Adler, SPHR 
Brenda Cossette, SPHR
Douglas Gilbert
John Greer, DBA, SPHR
Kenyetta Haywood, Esq.
Elissa O’Brien, MS, SPHR
Lorraine Patterson, JD, SPHR
Theodore Raftas, SPHR
John Raudabaugh
Bernard Ruesgen, MSM, SPHR
Laurence E. Stuart
Andrea Terrillion, Esq.
Whitney Warner, SPHR
Patricia Zulic, SPHR 

ORGANIZATIONAL DEVELOPMENT PANEL 
SHRM Staff Leader: Dorothy Hill, SPHR, SHRM Field Services Director—AL, 
FL, GA, MS, PR, VI, Bermuda & Bahamas

Charlotte H. Anderson, SPHR, GPHR
Libby Anderson, MS HRM, SPHR
Carol Cooley, SPHR

2009 SHRM Special Expertise Panel Members
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Ernest O. Gundling, Ph.D.
Carol Hollen, LPC, SPHR
Charity Hughes, MSOD, SPHR
Colleen Mills
John Mooney, MLIR, SPHR
Kenneth Moore, Jr., BA, MS Ed.
Kim Ruyle, BS, Ph.D., Ed.M, MBA, MS
Mark Stewart, Ph.D.
Trellis Usher-Mays, SPHR
Penny Wilson, Ed.E., SPHR 

STAFFING MANAGEMENT PANEL 
SHRM Staff Leader: Martha Ramirez, PHR, SHRM Western Region and 
Field Services Director—IL, IN, MI & OH
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