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Spring 2017

Letter from the President
Hello Green Bay SHRM members!
The holidays are a distant memory and visions of spring are upon us. We are happy to have you with us in
2017! We have an exciting year of programming lined up for you as well as some other opportunities to serve
our members.
SHRM encourages local chapters to establish goals and strategic initiatives in support of the HR profession and
to meet the needs of HR professionals. To this end, we have several initiatives we are working on in the followings areas below:
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Serving the HR profession: In January, we brought in a photographer to take professional head shots. What a
great opportunity for your social media profiles, business cards, and other professional needs! We are looking
at more opportunities for things like this. If you have ideas, let Rachael Brady know!
Advancing the HR profession: Matt Sullivan, our Director of Programming, does have an exciting programming
list set up for 2017. We hope you can take time out of your busy schedules to make it to as many meetings as
possible. Our annual Legal update is scheduled for September 20 th. Additionally, we are looking into more
community partnerships. Last year, the board joined the Green Bay Chamber of Commerce, and we are looking to expand our influence to other organizations. We are looking at alternate programming ideas such as
virtual programs, and we are co-sponsoring the December meeting with Management Women.
Enhancing the SHRM community: We will continue our SHRM Foundation support by doing our vendor fair and
silent auctions. We are also providing financial support to members in the form of new scholarships in 2017 for
SHRM certification, to attend the WI SHRM conference in October, and funding of college credits! See our
website for more details.
Additionally, we always strive to continue to grow our membership. Since our new bylaws have been approved,
we will be adding the Director of Marketing position to our board in June. We want to do more promoting of GB
SHRM and its benefits! In the meantime, we are working to provide an avenue to purchase GBSHRM
“Logowear” to proudly display your chapter!
In the meantime, it’s time to start our nominations process for board positions effective June 1st. Most board
positions are available and nominations will be coming soon! Watch for more information and read more about
the Nomination process on page 5! Board positions available starting June 1 st are as follows:








President Elect
Director Professional Development
Director of Programming
Director of Marketing and Community Relations
Director of Membership
Director of Communications/Secretary
Treasurer
Thank you! Heather Powell, GB SHRM President 2016-2017
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Board of Directors - Spring 2017
You may have notice a few changes on our board recently… and we wanted to keep you up to date. Rochelle Blindauer
who was our Director of Communications for the last few years decided to step down at the end of 2016 due to work
commitments. With her position open, Vice President Rachel Audette agreed to take on the role of Interim Director of
Communications until elections in spring!
Also due to work commitments, Director of Membership Kristy Hesse decided to step down from her post as of February 2017 and the board voted to have Tracy Hood, Reservations Chair, take over her seat until the 2017 elections as well.
Here are Tracy’s words on her new appointment:
“I am very excited and honored to be taking over the role of Membership Director! I have worked with the board
over the past year in the Reservations Chair role and am eager to take on this new opportunity. I am thrilled to
help promote and grow the chapter. I look forward to a successful 2017.”
We appreciate both Rachel and Tracy’s willingness to oversee two roles during Spring 2017!! Due to the changes on the
board of directors, you will notice that our board picture has been removed from the newsletter. Once the new board is
in place in June… your brand new Board of Directors will be announced to you!

SPRING 2017 GB SHRM Board of Directors
President: Heather Powell
Past—President: Rachael Brady
President—Elect: Karen Sinette
Vice President & Director of Communications: Rachel Audette
Director of Programming: Matt Sullivan
Director of Membership: Tracy Hood
Treasurer: Tracy Strupp
Secretary: Megan Crary
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Programming
By: Matt Sullivan, Director of Programming

GB SHRM Programming is excited to announce the remainder of the 2017 programming lineup!

March
3/15/17

Dinner

7 Habits for Managers
Presented by Kristin Odell via Covey

April
4/19/17

Half Day Seminar w/
Breakfast

May
5/17/17

Lunch

Business Solutions for Employer Workforce Needs
&
Making Culture a Competitive Advantage
Presented by James Golembeski, Bay Area Workforce Development Board, Patrick Hopkins, Imaginasium & Melissa Borowicz, UTECH

Unleashing Your Generational Awesomeness to
Increase Employee Performance and Customer
Satisfaction
Presented by Karrie Landsverk

September
9/20/17

Full Day Seminar w/
Lunch

Annual Legal Update

November
11/15/17

Breakfast

TBD

December
12/20/17

Lunch

Female Career Development & Mentorship
Presented by Darcy Luoma

In 2016 we did some exciting drawings to encourage our members to renew early and refer new members.
We wanted to take a moment to recognize those winners!!
Winners of $25 gift cards for renewing by 12/31 :
Jackie Bongle
Melissa Bowman
Jill Dequaine
Anne Main
Winner of SHRM national membership (for renewing by 12/31): Sammie Anderson
Winner of IPAD mini for referring a new member in 2016: Jenene Calloway
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3 Tips for Keeping Diverse Talent
By: Jenene Calloway, Diversity & Inclusion Committee

When companies put together their diversity recruiting strategy,
they often miss an important component: retention. What type of
talent, from where and the budget are typically part of a recruiting strategy discussion. Unfortunately, there isn’t enough discussion and action around how to retain diverse hires. In fact, the
how is the same reason many organizations don’t put the time and
energy into recruiting diverse candidates. They don’t know how
to retain them.
Here are three things companies should consider to strengthen
their efforts and reap the benefits of a diverse workforce:
Recognize that the Golden Rule (treat others the way you want
to be treated) isn’t always applicable when it comes to bringing in
diverse talent. Don’t treat people the way you like to be treated;
treat them the way they want to be treated. How do you know how
they want to be treated? Ask them. Seek out information about
them. Ask questions that will allow you to get to know them
individually. Deviate from the traditional new hire checklist. Ask:
How is your family transitioning?
Do you feel welcomed by your co-workers? How about your neighbors?
Is there anything you need from me to help with your transition? (Make sure you ask this question regularly.)
If your company is located in a place where the neighborhoods and grocery stores don’t have people who look like your diverse talent,
acknowledge that. How are they treated at the stores and by their neighbors? If they love their jobs, great. But what about their kids
at school or their spouse at their job? Are they welcomed? You may not directly be able to influence how they are treated outside of
work but being there to talk to is a big step showing you are committed to their success.
Impact: Doing this will allow them to be engaged. Disengaged employees don’t always give 100 percent. They infect others with negativity and eventually will leave the company (mentally and physically).
Match them up with a guide. This is ideally should be someone with a similar background, or someone who knows of resources to
help the person transition into both the company and the community. Reposition your paradigm around onboarding happening
in a conference room somewhere tucked into HR. Onboarding should be ongoing with regular check-ins.
Impact: Knowing you have someone at work beyond your leader who is committed to your success is important. Having someone to
help navigate through the company culture and community allows you to get up to speed quickly and avoid setbacks.
Ensure your succession planning and development practices aren’t unconsciously overlooking your diverse employee base. This
doesn’t mean diverse employees have to be “next,” but if your succession planning conversations don’t involve women and
minorities progressing, then start thinking about what development they need so they can progress.
Impact: Any employee would leave if he or she didn’t see how he or she fit into the organization long term. That is no different than any
diverse hire you bring in. What happens if there has never been a female officer in the company and the diverse hire strives to be that?
What happens if the diverse hire is the only minority in the office and you have no history of minorities advancing into senior leadership?
They will know that and question whether they can get to that level. Be prepared to talked through the company history. Is there a bias
that exists? Confirm often you are committed to their success and will do your part to ensure the company knows their potential, and
provide them with opportunities to continue to grow and develop so they can be the best candidate possible when those roles do become available.
It’s hard to imagine companies would not want the fruit that comes with having a diverse workforce. Why pass up on creativity, innovation, collaboration and the ability to keep up with a competitive economic market? Not incorporating the retention component when
bringing in diverse employees could be a costly mistake for companies. So remember, when you’re discussing your diverse recruiting
strategy, make sure you also talk about how you will retain your diverse hires. Doing both will be a win for the company and a win for
the people you bring in.
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CALLING ALL HR ROCK STARS—2017/18 GB SHRM BOARD NOMINATIONS—COMING SOON!!!
By: Lisa Bos, PHR, SHRM-CP, Nominations Committee Chairperson

Do you have strong leadership abilities, great energy, and enthusiasm to continue making our chapter
better? Are you looking to become more involved with our chapter?
With GB SHRM Board nominations right around the corner, please consider nominating yourself or a
colleague! All terms are two years in length (except President-Elect which is 3 years), which provides
you a great breadth of experience, networking, and impact on the Chapter.

The below positions are eligible for nomination:
President Elect
Director Professional Development
Director of Programming
Director of Marketing and Community Relations
Director of Membership
Director of Communications/Secretary
Treasurer
Keep your eye out for future communication on the nominations and elections process! Nominations
will be due March 31st, 2017 to Lisa Bos at BosL@schneider.com.
____________________________________________________________________________
Green Bay SHRM 2017 Spring Certification and Study Group Scholarship Winner!
Congratulations to Tammy Yager who was selected for the 2017 Spring Certification and Study Group
Scholarship! This scholarship covers the cost of materials (approx. $495).
Tammy is a Consultant for T.E. Brennan and holds a Bachelor’s Degree in Business Administration and
Psychology. Tammy is also very active in the community through a number of activities. We look forward to Tammy achieving her SHRM-CP and continuing to grow professionally and as an advocate of
the HR profession.

Thank you to all those who applied! Another scholarship will be offered for the Fall GB SHRM Certification and Study Group. More details will be sent closer to Fall.

Visit us on our social media websites!
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Welcome New Members!
By: Tracy Hood, Director of Membership

First

Last

Company

Shari

Baer

Green Bay Oncology

Pamela

Berkovitz

Kelly Services

Heather

Brown

Winona Foods

Danielle

Dale

LaForce

Somer

DeCleene

Fastest Labs Green Bay

Tammy

Eiting

Vorpahl Fire and Safety

Annie

Goffard

The Einstein Project

Keith

Kopplin

Ogletree Deakins

Lori

Krause

Berners-Schober Associates, Inc.

Angela

Kuse

Locate Staffing

Susie

LaCrosse

LaForce

Allison

Lauritzen

MCL Industries

Cassandra

Lewis-Byers

Ameriprise Auto & Home Insurance

Jeanne

Littel

Golden Living

Brenda

Mercier

Triangle Distributing Company, Inc.

Dawn

Nelson

Diocese of Green Bay

Katherine

Phillips

Ameriprise Auto & Home Insurance

Kaylee

Pieschek

Jones Sign Company

Jay

Plavnick

VaxPro, LLC

Gloria

Plog

Sofidel America

Brooke

Puta

BayCare Clinic

Suzanne

Schwartz

Ogletree Deakins

Kalli

Seglund

BayCare Clinic

Mark

Seifert

Center for Professional and Executive Development

Robert

Simandl

Simandl Law Group, S.C.

Mary Jo

Spiekerman

Hausman Johnson Insurance

Tina

Van De Ven

VSI

Melissa

Van Gheem

Festival Foods

Paige

Vanden Bush

Kewaunee Fabrications

Hank

Warmbier

Express Employment Professionals

Lynsey

Watermolen

SEEK Careers/Staffing

Rose

Weiler

Schneider

Mark

Williams

LaForce

Stephanie

Williams

NWTC Student

Claire

Wittmann

KI
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THINK TWICE BEFORE DENYING FMLA LEAVE FOR “BABYSITTING”
By: Greg Grobe - Government Affairs Chairperson; Law Firm of Conway, Olejniczak & Jerry, S.C.
E-Mail: grobe@lcojlaw.com
Human Resources professionals occasionally receive requests for FMLA leave when an employee is unable to arrange for
day care services for their child. While in many cases FMLA leave is not available for routine “babysitting,” a full evaluation of all the facts must be performed before the request is denied. A Wisconsin company recently learned this lesson the hard way - its
misunderstanding of FMLA family care provisions resulted in a jury award of significant damages to its employee.
Facts of the Case. Tracy Wink was employed by Miller Compressing Company, a scrap metal recycling company located in Milwaukee.
She worked in the order processing department.
Ms. Wink had a two-year-old son with autism. In February of 2012, the day care provider who had been caring for Ms. Wink’s son terminated their services because they were having difficulty with her son’s occasional aggressive behavior (a symptom of the autism).
Ms. Wink arranged to have her mother watch the child for three days a week, but she was unable to locate a suitable care provider for the
remaining two days. Ms. Wink requested permission to work from home for those two days, and Miller Compressing agreed to the telecommuting arrangement.
However, in July of 2012, Miller Compressing decided it was going to end all telecommuting arrangements with all employees. A Human
Resources officer of the company met with Ms. Wink on a Friday and gave her an ultimatum – she would be required to work all five days
of the week, starting the following Monday.
Ms. Wink indicated she did not believe she could locate appropriate child care for her son by Monday and asked if she could take FMLA
leave for the two days she lacked a care provider for her son. The HR officer informed Ms. Wink that she could only take FMLA leave for
“doctor appointments or therapy” and that babysitting did not qualify for FMLA leave as “all children need day care.”
Ms. Wink came into work on Monday and informed the Company that she had not yet been able to locate child care for her son. The company responded by terminating her employment.
Lawsuit and Appeal. Ms. Wink sued Miller Compressing for retaliation for requesting FMLA leave. She sought recovery of her back pay,
interest and attorneys’ fees, as well as liquidated damages. Under the FMLA, liquidated damages (which effectively double the back pay
award) are awarded to a successful employee unless the employer can establish that it acted in “good faith.”
A jury found in Ms. Wink’s favor and awarded her back pay, interest, attorneys’ fees and liquidated damages. Miller Compressing appealed the award to the Seventh Circuit Court of Appeals seeking a reversal of the jury award and asserting that, even if its HR officer’s
statements to Ms. Wink were inaccurate, they were the result of an innocent misunderstanding of the FMLA and therefore were still made
in good faith.
On January 9, 2017, the Seventh Circuit affirmed the jury award and rejected the employer’s argument that it acted in “good faith”. The
Court noted that under the facts of the case, Ms. Wink was entitled to take FMLA leave for her autistic child, and that the HR officer’s statements were properly construed by the jury as retaliatory, and not in good faith.
Lessons of the Case. There are several important lessons that HR professionals should learn from the Miller Compressing case:
1. Avoid Casting Yourself as an Ogre. It is a legal axiom that “bad facts make bad law.” In Miller Compressing, some of
those “bad facts” likely colored the jury and judges’ initial impressions of the company. These included the fact that the employee was
dealing with a two-year-old child with autism, and that autism was of a particularly serious nature (causing aggressive outbreaks and making child care arrangements very difficult). The jury likely had significant sympathy for the difficulties, stresses and anxieties that this working mother faced on a daily basis in caring for and parenting her child, in addition to her day-to-day work duties. In stark contrast to these
sympathetic features of the mother’s plight, the employer’s actions seemed overly harsh, arbitrary and cruel. While the employer had the
legal right to end the telecommuting practice, its failure to give adequate warning and time for the mother to secure alternative care for her
son seemed unnecessarily harsh. More importantly, the Court’s decision paints the Human Resources officer as either grossly misinformed about FMLA rules for family care or intentionally rude and condescending to the employee/mother. Juries routinely punish employ-
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ers for such attitudes of its managers and HR staff. Thus, it is no surprise that the appellate court rejected the employer’s argument that it
acted in “good faith” even if there was an “innocent misunderstanding” of the FMLA.
Thus, the first lesson from Miller Compressing is very basic: avoid conduct that would embarrass your employer in front of a jury or would
create the appearance of a non-caring, unreasonable villain eager to terminate a hapless employee. Be sure to take all the facts into consideration when making a final employment decision, including non-legal factors which could impact a jury’s sympathies.
2. Don’t Misstate the Law. A second lesson from Miller Compressing is “be sure of the law before you talk with your employees.”
The HR specialist from Miller Compressing mis-stated the circumstances when FMLA leave is available for care of a family member. Juries
and judges will presume that HR staff members are familiar with the laws they administer. The failure to accurately recite such laws will often
be viewed as a deliberate attempt to undermine the employee’s FMLA rights and, as was the case in Miller Compressing, evidence of retaliation. (In fact, the dissemination of inaccurate information alone, even if erroneous, has been held to constitute interference with FMLA rights.)
It is therefore critical that all those who are involved in the administration of FMLA leave be thoroughly trained in the provisions of both state
and federal FMLA rules and receive periodic refresher training to ensure continued compliance.
3. Carefully Review FMLA Provisions for Care of Family Members. Managers and HR professionals often confront challenges
when employees seek leave to care for family members. The following are some of the key provisions governing leave for family care under
the federal FMLA regulations:
The family member must have a “serious health condition.” (Note: The definition of “serious health condition” under the federal FMLA is
somewhat more stringent from the definition of “disability” under the ADA. The FMLA definition of “serious health condition” includes
the requirement of “incapacity,” which is defined, in part, as an “inability” to engage in certain activities. The ADA definition of
“disability” only requires a “substantial limitation” in engaging in certain activities.)
An employee is entitled to take FMLA leave when their family member has a serious health condition and is:
Unable to care for his or her basic medical, hygienic or nutritional needs,
Unable to care for his or her own safety or
Unable to transport themselves to the doctor.
The employee may take FMLA leave to:
Provide the above needs or
To provide “psychological comfort and reassurance” to their family member.
The employee may take such leave to:
Substitute for others who normally provide the care,
Make arrangements for changes in the care or
Provide the care even though others are available to provide the care.
The employee may take the leave intermittently when:
The medical condition of the family member occurs only intermittently or
The need for the employee to take leave is only intermittent (for example, when others are normally available to provide the
care).
A “child” may be an adult child if that adult child is “incapable of self-care” due to a disability as defined under the ADA.
Unfortunately, the HR officer for Miller Compressing either was unaware of the above provisions or failed to take into account the many situations beyond “doctor appointments or therapy” for which an employee may qualify for FMLA leave. When confronted with family care requests, it is a good idea to pull out the federal FMLA regulations (as well as the state FMLA counterparts) and go through each element of the
regulation before making a decision on the leave request.
4. Day Care (or “Babysitting”) May or May Not Qualify for FMLA Leave. When an employee requests FMLA leave to provide
day care services for their child due to a conflict with their normal day care provider, it can be a tempting knee-jerk reaction to respond that
FMLA leave is not for babysitting. However, a seasoned HR professional must be wary of potential risks in all FMLA situations and make sure
that they have evaluated all of the facts before responding to the employee. For example, the initial question to the employee might be, “Does
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your child have a serious medical condition?” If the answer to that question is “no,” then the response becomes easier.
The employer has the right to demand that the employee produce a medical certification from the child’s health care provider to demonstrate
that all of the elements of “serious health condition” are met before the FMLA is approved. The HR professional can caution the employee
that if a “serious health condition” is not established, then FMLA leave would not be available. If the employee has already taken time off
while the medical certification process was occurring, those days could be considered unexcused (unless the employee had other time off
available).
As noted above, there are many situations where an employee may legitimately take FMLA leave to provide day care services for their son or
daughter when the normal care provider is unavailable, if the son or daughter has a “serious health condition.” If the above elements of the
FMLA are met (as well as the basic requirements that the employee has FMLA leave available, has worked the necessary threshold time and
hours to qualify for the leave and has complied with the company’s standard FMLA request procedures), then the leave must be granted.
Final Takeaways: The Miller Compressing case is a stern warning to HR professionals that they must be very careful to fully evaluate all
FMLA leave requests before reaching any conclusions about the availability of FMLA leave. Cases involving care for family members can be
particularly challenging, especially if managers view the request as merely seeking time off for “babysitting.” HR professionals must be well
trained on the various provisions of state and federal FMLA in order to avoid providing inaccurate information to employees. If this occurs,
judges and juries will construe such mistakes to be intentional and will punish your business for the mistake.
Additional information on the Miller Compressing case or on state and federal FMLA leave laws may be obtained from the author.
2529310
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Spring 2017 Green Bay Area Chapter—SHRM Board of Directors
President

Secretary
Heather Powell, SHRM—SCP, SPHR
Sr. HR Business Partner
Dominion
N490 Hwy 42
Kewaunee, WI 54216
920-388-8232 work
920-304-0080 cell
heath18@dom.com

Past President

Megan Crary, SHRM– CP, PHR
Senior Human Resource Generalist
Georgia Pacific, LLC.
1919 S. Broadway
Green Bay, WI 54304
920-438-4089 work
megan.crary@gapac.com

Treasurer
Rachael Brady
Human Resources Manager
Unlimited Services
170 Evergreen Road
Oconto Wi 54153
920-660-9765 cell
Rbrady@us-wire-harness.com

President-Elect
Karen Sinette, SHRM-CP, PHR
Director– People Experience
Elevate97
1085 Parkview Rd
Green Bay, WI 54304
920-338-9383 (X219) work
920-366-1133 cell
ksinnette@elevate97.com
Vice President

Tracy Strupp, SHRM-CP, PHR
Human Resources Generalist
ZyQuest Inc.
1385 West Main Street
De Pere, WI 54115
920-617-7629 work
920-323-0057 cell
Tracy.strupp@zyquest.com
Director of Communications
Rachel Audette, SHRM-CP, PHR
Senior Human Resources Generalist
BayCare Clinic
164 N. Broadway
Green Bay, WI 54303
920-490-9046 (x1318)
920-737-8788 cell
RAudette@baycare.net
Director of Membership

Rachel Audette, SHRM-CP, PHR
Senior Human Resources Generalist
BayCare Clinic
164 N. Broadway
Green Bay, WI 54303
920-490-9046 (x1318)
920-737-8788 cell
RAudette@baycare.net
Director of Programming
Matt Sullivan
Express Employment
2740 S. Oneida St. Suite C
Green Bay, WI 54304
920-940-6000
920-819-8536 cell
Matt.Sullivan@expresspros.com

Tracy Hood
Human Resources Generalist
City of DePere
335 S. Broadway
DePere, WI 54115
920-339-4045 Work
920-277-6239 Cell
thood@mail.de-pere.org
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2017 Green Bay Area Chapter—Committee Chairpersons
Diversity Co-Chairs
Diane Beinlich, SHRM-SCP, SPHR
Partner Relations Manager
Schreiber Foods
920-455-6271 work
920-562-4532 cell
Diane.beinlich@schreiberfoods.com

Certification Co-Chairs
Rachel Juley, SHRM– SCP, SPHR
VP– HR Business Partner
Associated Bank
2870 Holmgren Way
Green Bay, WI 54304
920-405-2362
Rachel.juley@associatedbank.com

Jenene Calloway, PHR, SHRM-CP
Partner Development Team Leader
Schreiber Foods
920-455-6051 work
920-412-8798 cell
Jenene.calloway@schreiberfoods.com

Governmental Affairs

Claire Asbury, SHRM—SCP
Human Resources Manager
ASPIRO, Inc
1673 Dousman
Green Bay, WI 54303
(920) 593-4350
casbury@aspiroinc.org
Reservations

Greg Grobe
Attorney
The Lawfirm of Conway, Olejniczak & Jerry, S.C.
P.O. Box 23200
Green Bay, WI 54305
920-437-0476 work
grobe@lcojlaw.com

Nominations

Tracy Hood
Human Resources Generalist
City of DePere
335 S. Broadway
DePere, WI 54115
920-339-4045 Work
920-277-6239 Cell
thood@mail.de-pere.org
College Relations

Lisa Bos, SHRM-CP, PHR
HR Business Partner
Schneider National
3101 S. Packerland Drive
Green Bay, WI 54313
920-592-3250 work
bosl@schneider.com

Tina Norman
Director - HR Business Partner
Ameriprise Insurance Company
3500 Packerland Drive
De Pere, WI 54115
920-330-3335 work
920-328-7703 cell
Tina.norman@ampf.com
Workforce Readiness
Pam Cottrell
Human Resources Instructor
NWTC
Green Bay, WI 54307
920-619-4282 (work)
Pamela.cottrell@nwtc.edu

