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Christie Cawley is a Senior Partner, Executive Consultant, Certified Coach
& Master Trainer at Center for Victory, a global talent management
consulting firm and is also the President of CCK Consulting LLC /tHRive-
People Practices for Nonprofits (www.thriveHR.work). Additionally,
Christie has a BA, Applied Psychology, is an active member of the Society
of Human Resource Management (SHRM), International Coach Federation
(ICF), a Certified Master Trainer with Predictive Index Worldwide, Inc. and
a member of Vistage Trusted Advisors.

With more than 25 years of professional experience, Christie specializes
in leadership development, talent management and business performance
using science and the Predictive Index suite of tools to help clients
overcome their most challenging human capital and hiring dilemmas.
Christie has extensive experience a human resources leader, non-profit
executive, executive coach and business consultant, and supports
organizations through significant change implementation and coaches for
successful execution and sustainability.

Non-Profit Experience: ACTION Housing Inc., AIR, Allegheny Conference,
Allegheny Health Choices Inc, Carriage House Inc., Center for Theater
Arts, Center for Women, Children’s Hospital of Pittsburgh, Construction
Junction Inc., CISPAC-Communities In Schools Pittsburgh Allegheny County,
DePaul School for Hearing & Speech, Easterseals of Michigan, Family
House Inc., Family Means (Wisconsin), Global Links, Hillman Family
Foundations, Humane Animal Rescue, Juniata College, Methodist Church
Union, NAMI Keystone, National Council of Jewish Women, Pittsburgh
(NCJW), P3R, Peoples Oakland, PRC- Pennsylvania Resources Council,
Regional Housing Legal Services, The Forbes Funds, Trying Together
(formerly PAEYC), University of Pittsburgh (Department of Athletics &
Student Life), YMCA Central Virginia, YMCA Greater Dayton Area, and
YMCA Greater Pittsburgh.

Joel Skerlong currently serves as a Project
Administrator for tHRive and CCK Consulting LLC
and also operates a remote consulting practice for
Talent Management Agencies within New York
City. Joel specializes in analyzing the components
of business strategy, implementing value additive
procedures within people operations practices, and
developing/driving performance management
initiatives. Joel recently obtained his certification
as a Pl Practitioner for the Predictive Index
Worldwide, Inc.

Joel Skerlong |
LinkedIn
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Workshop #1
The Basics | Agenda

I. Creating a Fair & Inclusive Work Environment
Il. Policy Review | EEOC, FLSA, & ADA

lll. Patterns of Perceptions

IV. Key Employment Regulations

V. Scenario Application



Creating a Fair
& Inclusive
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Creating a Fair & Inclusive
Work Environment

* If laws did not exist and your goal
was to create an equitable
workplace, which guidelines/rules
would you implement?

* What's the rationale for the
guidelines/rules that are put in place
today?
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Policy Review |

EEOC, FLSA, &
ADA
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4 Questions to

Consider During Policy ® ’ @
Review = ’ ’
* How would you consider this

/,'/// \\\\

regulation during the hiring
process? -

p

A
-

* How does this regulation impact
employee relations?

* How does this policy influence
employee performance and
progressive discipline?

* How do the policies allow us to
strengthen our organization?
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Anti-Harassment &
Anti-Discrimination

Harassment

Harassment is unwelcome conduct that is based on race,
color, religion, sex (including pregnancy), national origin,
age (40 or older), disability or genetic information.
Harassment becomes unlawful where 1) enduring the
offensive conduct becomes a condition of continued
employment, or 2) the conduct is severe or pervasive
enough to create a work environment that a reasonable
person would consider intimidating, hostile, or abusive.

Discrimination

The differential treatment of an individual or group of
people based on their race, color, national origin,
religion, sex (including pregnancy and gender identity),
age, marital and parental status, disability, sexual
orientation, or genetic information.

Source Material: EEOC



Policy Review |
EEOC, FLSA, & ADA

EEOC

The U.S. Equal Employment Opportunity
Commission (EEOC) is responsible for
enforcing federal laws that make it illegal to
discriminate against a job applicant or an
employee because of the person's race,
color, religion, sex (including pregnancy,
transgender status, and sexual orientation),
national origin, age (40 or older), disability
or genetic information.

*  Most employers with at least 15 employees
are covered by EEOC laws (20 employees in
age discrimination cases). Most labor unions
and employment agencies are also covered.

* The laws apply to all types of work
situations, including hiring, firing, promotions,
harassment, training, wages, and benefits.
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Policy Review | EEOC,
FLSA, & ADA

FLSA

* Fair Labor Standards Act (FLSA), also called the Wage and Hour Law, regulates
working hours, overtime, wages, equal pay, record keeping, and child labor. It also
provides for recovery of wages and assessment of penalties for violations. The
Organization complies with all applicable provisions of the FSLA including wage and
overtime.

* Employees may be categorized according to whether they are exempt from the
requirement of being paid overtime under the Fair Labor Standards Act.

* Exempt Employees: Employees who are exempt by law from the requirement of being
paid time and one half pay for work beyond forty hours in a work week in accordance
with the Fair Labor Standards Act. Exempt employees meet two requirements: (1) they
perform duties which classify them as exempt under the Fair Labor Standards Act, and
(2) they are paid on a salary basis (minimum of $684/week or *$35,568 /annual). If
you are exempt employee, you will be advised that you are in this classification at the
time you are hired, transferred or promoted.

* Non-Exempt Employees: Employees who are paid for work beyond forty hours in a
work week at the rate of one- and one-half times the hourly rate.

w2 tHRive
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https://www.dli.pa.gov/Pages/default.aspx

Policy Review |
EEOC, FLSA, & ADA

ADA

The Americans with Disabilities Act (ADA) became law in 1990. The ADA is a civil rights
law that prohibits discrimination against individuals with disabilities in all areas of public
life, including jobs, schools, transportation, and all public and private places that are open
to the general public. The purpose of the law is to make sure that people with disabilities
have the same rights and opportunities as everyone else. The ADA gives civil rights
protections to individuals with disabilities similar to those provided to individuals on the
basis of race, color, sex, national origin, age, and religion. It guarantees equal opportunity
for individuals with disabilities in public accommodations, employment, transportation,
state and local government services, and telecommunications. The ADA is divided into five
titles (or sections) that relate to different areas of public life.

Titles

Employment

State & Local Government
Public Accommodations
Telecommunications

Miscellaneous Provisions
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https://adata.org/factsheet/reasonable-accommodations-workplace
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Patterns of Perception

* Defining & Establishing your
organization’s Code of Conduct

* The majority of violations begin with
a pattern of behavior.

*  What are the typical problematic
communication patterns that you’ve
recognized in the past?

*  What do these communication
patterns sound like?

*  What is the best way to handle a
problematic situation before the
issue escalates?

* How is fairness & equity applied
to resolving each situation?
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I Microaggressions
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In the workplace, racism most often
manifests itself through
microaggressions, which are defined
as indirect, subtle or even unintentional
acts of discrimination against members
of a marginalized group. They may
take the form of stereotyping,
"othering" or avoidance.

What are some examples of
microaggression that you've
encountered?

"Microaggression is the modern form
of racism, said Jonathan Kanter,
director of the Center for the Science
of Connection in Seattle. "To reduce
racism, we need fo decrease
microaggression.

tHRive
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END
RACISM
NOW

XENOPHOBIA

Discussion: How do we as a
leadership team recognize when
behavior can be perceived and/or
may be an intended
microaggression? Are we clear
with our process of identifying and
more importantly, addressing this in
a pro-active, educational manner?

a0 Taking Sieps o Ellminate Raclsm In e Workplace

Taking Steps to Eliminate Racism in the
Workplace

By Arlene Hisch
October 22, 20M18

here's a distuing para dox in the Amercan workplaoe. As organizations otk to reap fe benefits of 2 diverse, multoukursl and
inciusi eworidarce, the courtervaling force of racism aften undermines that effort, ceating challenges that HR often is esponsibie

for averaming.

Binna Kandola, 3 Britsh Business p. gist and suthor of Racism ot Wark: The Danger of Indifference (Pearn Kandala Publishing, 2018)

likens racism 40 @ vius fiat ingers in organ zations becsuse peaple have internalized most stereolypes.

"Urniess we areprepaned to hawe a discussion about the impadtof sterectypes and how they afiect dedsions that ane made within

orgarizations, we ane not going to make ary mone progress toward eradicating racism,” Kandoka suid.

In fhe warlglace, racism most ofien man idests itself finough microa ggre ssions, which ane defined as indred, subtieor even unintentonal

acts of discrmination aganst members of amanginalized group. They may take e form of siencotyping, "othering™ or avoidance.

“Micoaggression is the madem dorm of radsm* said Jonathan Kanter, drecior of e Center forthe Scence of Connection in Seatde. "To

reduce rocism we need to decease mcroeggression

Seemingly innocutus questions or comments, such as asking black individuals where fiey ane fom or complimenting U S-bom Latines on

hiow well they speak English, are considened microaggessions:.

"R e surprise factor that make s fese comments micraggressians,” Kanfer said “They reveal stereotypical assumption s $at [min arifies]

mus befrom some ofher courfry o may Nt Do well-educated.”

Often, on ovent izt goncraties negative publicty is o sgnal o a0 organization hat ithas 2 mdism problem. Starbucks faced its own pudlic
relatons nightmane when o black patrons were videotaped Being arested ata ftow in Philadeiphia, oftensibly for trespassing. Their

only "orime’ was siting ata tabhe withow making 3 purcha se while waiting for 3 fiend.

Racial Bis Training Solutions:

For Starbugics, raning was part of its immediste response tothe PR oriss Wihin days of the incident, Starbucks announced its decision o
dose all of its storesfora one-day ol bias fraining program (ews:shrmeongResounce sAnd TodsiTrdopicsibehavioras

competen ces! gobal-andsc utu ra-efectiven ess/pe gesie xpents-weighsine one tarbucesrdal-bias-ranng asp. Theprogram was designed

to ceste swarencss of unconscious biases, fsterempathy and build sodal connections B used d d "The Stary af
Access (Wi faesew.you b becomiwat chih=lighaT Ea_Vial)® hat featured firshperson accourts, primarly of black individuals, descibing the
emation sl and paychological toll of desling with meism on a daly basis. Adter they watched the video, managers and employecs tuled a5 3

group shout her expenences with racism and theories about race reltons.

I — stens-o-eliminatesacisman
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Key
Employment
Regulations
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Key Employment Regulations

Eligibility Based on

v

HR Regulation Head Count Notes

ERISA (Employee Retirement Income Security Department of Labor - Federal law that sets minimum standards for most voluntarily established retirement and health plans in

Act of 1974) All private industry to provide protection for individuals in these plans
The Equal Pay Act of 1963 is an amendment to the Fair Labor Standards Act which prohibits employers from discriminating

Equal Pay Act of 1963 All between men and women by paying one gender more than the other "for equal work on jobs the performance of which
requires equal skill, effort, and responsibility, and which are performed under similar working conditions."

FLSA (Fair Labor Standards Act) All Last updated January 2020 - covers federal Minimum Wage, Overtime Eligibility. Administered by Department of Labor

HIPAA (Health Insurance Portability and Health Information Privacy Administered by HHS (Health and Human Services)

o All

Accountability Act)

OSHA (Occupational Safety and Health Administered by Department of Labor. OSHA's mission is to ensure that employees work in a safe and healthful environment

Administration) All by setting and enforcing standards...
The HRC was established in order to assure that all persons regardless of race, color, religion, national origin, ancestry or

Allegheny County Human Relations Al place of birth, sex, gender identity or expression, sexual orientation, disability, marital status, familial status, age or use of a

Commission guide or support animal because of blindness, deafness or physical disability enjoy the full benefits of citizenship and are
afforded equal opportunities for employment, housing and use of public accommodation facilities.
The Att Ih ibility f lishi jons i i i i

ADA (Americans with Disabilities Act) 15+ e Attorney Ge.nera as I:espon5|b| |.y or publis |n9 regulations |mplfamen'r|.n.g' the requirements of title Il (state and local
government services) and title Il (public accommodations and commercial facilities) of the ADA.

Pregnancy Discrimination 15+ Administered by Equal Employment Opportunity Commission (EEOC)

FMLA (Family Medical Leave Act) 50+ Administered by Department of Labor
The employer shared responsibility provisions (also known as "pay or play") require applicable large employers ("ALEs")—
generally those with at least 50 full-time employees, including full-time equivalent employees—to offer affordable health

Affordable Care 50+ insurance that provides a minimum level of coverage to full-time employees (and their dependents) or pay a penalty tax if
any full-time employee is certified to receive a premium tax credit for purchasing individual coverage on the Health Insurance
Marketplace (Exchange).

EEOC 50+ Anti-Discrimination, administered by Equal Employment Opportunity Commission. EEO-1 Reporting Requirements
The Families First Coronavirus Response Act (FFCRA) provides temporary relief to eligible employees affected by the COVID-

FFCRA Under 500 19 pandemic, contains two laws that provide such relief: (1) a new paid sick leave benefit (Emergency Paid Sick Leave Act or
EPSLA), and (2) an expansion of the Family and Medical Leave Act (FMLA)
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http://www.dol.gov/general/topic/health-plans/erisa
http://www.eeoc.gov/statutes/equal-pay-act-1963
http://www.dol.gov/agencies/whd/flsa
http://www.hhs.gov/hipaa/
http://www.osha.gov/
https://www.alleghenycounty.us/commissions/human-relations/about.aspx
http://www.ada.gov/
http://www.eeoc.gov/pregnancy-discrimination
http://www.dol.gov/general/topic/benefits-leave/fmla
http://www.eeoc.gov/
https://www.dol.gov/agencies/whd/pandemic/ffcra-employer-paid-leave
https://www.dol.gov/general/topics/posters
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The CROWN ACT

* In October 2020, both Allegheny
County, Pennsylvania and the City
of Pittsburgh passed Creating a
Respectful and Open Workplace for
Natural Hair (CROWN) Acts, which
prohibit discrimination based on
hairstyle and “protective and Th C ROWN A -t
cultural hair textures and hairstyles™ e C
(i.e., those that are commonly
associated with certain groups that

are afforded the protections under
existing anti-discrimination laws).

The CROWN Act

tHRive


https://www.congress.gov/bill/116th-congress/house-bill/5309/text
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Scenario Application

* A Manager has been employed by
the organization for ~1 Year and her
exemplary work performance is
recognized/admired.

* The Executive Director receives an
anonymous, confidential note/e-mail
from another employee that states
the Manager is intimidating and
bullying that individual.
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Scenario Application

* Initial Inquiry Questions Arise
* What do | do?
* Where do | begin?
* What am | looking to understand?
* Do | have all the information?
* Identifying Who, What, Where, When, & Why
*  Which category does this behavior pattern match?
* Legal Consequences?
®  Harassment?
= Discrimination?

* Policy Consequences?
= Code of Conduct?
= Bullying?

* Where does our organization have the opportunity to elevate our
values & practices while addressing/handling this situation?
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Workshop #2 | The Basics |
Pre-Work

* Review your organization’s
Employee Handbook &/or Policies

* tHRive Employee Handbook
distributed at the conclusion of

Workshop #2

* Review tHRive Employee Handbook
Assessment
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