
1 | P a g e  

 

 

            

            

 

  

February 2018 

HR Focus  

 

VALENTINE’S 

DAY AND YOUR 

OFFICE 

ROMANCE 

POLICY 

Why you should 
be employment 
law ready this 
holiday  

        

Why companies and HR 
Leaders are fatigued 
about Diversity in a  

positive way 

A Good HR Problem; 

Social Media, Engagement 

        and 2018 HR Trends 

How to 
Strategize      

your 
company 

HR   
metrics  

Take a look 
around our new 
website we just 

launched 

 



2 | P a g e  

 

 

 

 

 

 

 

 

 

 

  

WELCOME LETTER 

 
ADVERTISE 

YOUR 

BUSINESS IN … 

HR Focus 

Communi
cations@ 
wichitashrm.
org 

 

 

 

 
Tweet Us 
@WichitaSHRM 
 

Message Us 
Facebook.com/WichitaSHRM 

 

Contact Us 
Linkedin.com/company/ 
16168142 

 

 

 
he Start of a New Year: A 
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Carrie Cox PHR, SHRM-CP 

Carrie.cox@aghlc.com 

 

T 
In 2017, the Wichita SHRM Chapter board engaged in a strategic 

planning process to reconfirm our mission and vision and identify 

longer term strategic initiatives. These initiatives included increasing 

member engagement and better leveraging technology. In 2017, 

we focused on selecting and implementing a new website as a 

strategy to assist with these efforts. We’ll continue to roll out new 

features of our website this year. An additional focus for us in 2017 

was social media. We’ve significantly increased our followers on 

LinkedIn, Facebook and Twitter and will continue to engage our 

members through these channels in 2018. Also in 2018, we’ll be 

asking for feedback from our members and HR professionals in our 

community to determine how best to serve you, including the types 

of programs you want to see, how you’d prefer to network and 

engage with other HR professionals, and how we can engage with 

our community. We are excited for the year ahead. Please contact 

me or a member of the Wichita SHRM board to learn how you can 

be involved in our efforts to move forward together in 2018!  
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HOW CAN 

YOU AND I 

MAKE A DIFFERENCE? 

Although different chapters word it differently, one 
of the basic purposes of student chapters of SHRM 
is to provide opportunities for students to interact 

with experienced people in their field. 

We have a responsibility, as those experienced 
people, to take our role seriously. What can we do 
to make a difference for those new to HR? How 

can we be most helpful? What do you wish you’d 
known as a new professional? What can we put in 
place to help students grow and develop in the HR 
field? How can we inspire and motivate? How do 

we demonstrate ethics and integrity, 
professionalism and commitment in, and to, the 
field of HR? How can we be the best role models 

we can be?  

I  challenge myself and I  challenge you to consider 
these questions. We have opportunities to make a 
difference. Email me at janmead1947@gmail.com. 
Teresa and I  will take your suggestions seriously. 

We’ll report back to you. Thank you! 

 
Jan Mead – Co Director of 

Student Relations 

mailto:janmead1947@gmail.com
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Board of Directors  

Our Board of Directors for the 2018 year includes some of the most diverse and influential HR 
professionals yet. Coming from a wide range of industries, their opinions and leadership help to 

shape the organization to make it the most respected SHRM affiliated chapter in the state. 
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Valentine’s Day: A 

good time to revisit 

your office 

romance policy  

Article By: HRDive.com   Design By: Jessica Hatfield 

With Valentine’s Day just around the corner, it 
may be a good time to review how workplace 
romances can potentially run afoul of HR-related 
legal issues. Of course, Cupid’s arrow often 
strikes at work and intra office dating may 
initially seem harmless (and is going to happen). 
But employers may be left picking up the pieces 
when hearts get broken and sexual harassment 
or discrimination claims are filed, according to 
Fisher and Phillips, an employment law firm. 

In fact, sexual harassment charges cost U.S. 
employers more than $208 million during the 
past five years via EEOC fines. Employers need to 
be aware of the top five areas that,  

when ignored, can land an employer in court when office 
romance turns sour. 

Michael Abcarian, managing partner at Fisher & Phillips, 
says that employers often look the other way concerning 
romance and that's a definite no-no. Instead, employers 
must acknowledge the reality that intra-office 
relationships occur, and establish and enforce policies 
about relationships among coworkers. 

Another problem is forgetting the importance of 
boundaries. Office dating policies need boundaries. 
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Top 4 Ways Office Romance 
Can Land Employers in 

Court 

 

 

 

 

 

 

 

1. Wearing rose-colored glasses. Employers 

who choose to only see what they want to 

and look the other way when office 

romances bloom run a high risk of 

subjecting themselves to potential sexual 

harassment claims. Employers must 

acknowledge the reality that intra-office 

relationships occur, and establish and 

enforce policies about such relationships 

among coworkers. 
2. Forgetting the importance of boundaries. 

Office dating policies, like any good 

relationship, need boundaries. If 

employers allow office relationships, they 

should articulate expectations and set 

limits. Employers should consider 

prohibiting relationships between 

supervisors and employees. Even if the 

feelings are mutual in the beginning, if 

things take a turn for the worst, 

employees may file sexual harassment 

complaints and claim they felt pressured 

to continue their relationship with their 

superior for fear of negative repercussions 

if they terminated the relationship. In 

addition, employers should consider 

prohibiting public displays of affection in 

the workplace, because this often causes 

discomfort for others in the workplace. 

3. Blowing off complaints. Employers must 

take all claims of sexual harassment  

action against him or her as you would any other supervisor. 

In addition to a potential sexual harassment lawsuit, playing 

favorites could result in a discrimination claim if the favorite 

employee is of a different gender, race or religion than other 

supervisors who were punished for the same conduct. 

Though love starts sweet, it 
can also turn bitter. If 
employers do not implement 
policies governing office 
romance, an employee’s 
broken heart may end up 
breaking the employer’s 
bank. 

If employers allow office relationships, 
they should articulate expectations and 
set limits. Employers should consider 
prohibiting relationships between 
supervisors and employees, for obvious 
reasons. 
 
Other advice includes establishing and 
encouraging use of procedures for 
reporting sexual harassment (including 
more than one point of contact). Also, 
employers must always take sexual 
harassment claims seriously, and must 
enforce any existing policy equally and 
consistently. In other words, they can't 
play favorites — no matter the level of 
the person involved. 

 

seriously. It does not matter whether they do not believe 

the source to be credible, or if they believe the accused 

could never do such a thing. A reasonable internal 

investigation should be conducted whenever a 

harassment complaint is articulated by an employee. 

 

4. Playing favorites. All policies governing intra-office dating 
must be equally and consistently enforced. If, for example, 

you have a policy prohibiting supervisors from dating 

other employees and your highest performing supervisor 

violates this ban, you must take the same disciplinary  
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September 19-21 

Century II Convention Center 

225 W. Douglas Avenue Wichita, Kansas 67202 

http://2018.ksshrm.org/
http://2018.ksshrm.org/
http://2018.ksshrm.org/
http://2018.ksshrm.org/
http://2018.ksshrm.org/
http://2018.ksshrm.org/
http://2018.ksshrm.org/
http://2018.ksshrm.org/
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IN  

HR FOCUS 

February  

2018 

21 
TALENT & THE ECONOMIC DEVELOPMENT DRIVER 

To drive economic development, we have to have a supply of 
talent to support business growth. Join us to learn what the 
Wichita region is doing to address this issue, how it impacts 
your organization and what you can do as an HR professional.  

March 

21 
HEALTH WELLNESS PROGRAMS & PLAN COST CONTROL 

All companies want to try and integrate a health and 
wellness plan in their organization, however sometimes the 
plan costs don’t fit with your overall strategy. We will explore 
strategies for your programs and review considerations and 
practical applications. 

April 

18 
SUCESSION PLANNING  

Is your CEO or senior leadership about to retire? Do you 
need a plan for your managers when they leave or move up 
in the company and need to fill their positions. Let’s talk 
about succession planning and why you should be doing it 
plus advice and tips on how to get started.      

 

 

 

[Click HERE to go to the interactive calendar] 

https://wichitashrm.site-ym.com/events/event_list.asp
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NEW HR TRENDS  
 

 

Social networking platforms. Referrals. Job fairs. Mobile 
apps. Where do you even begin? 
Almost all recruiters (92%) use social media to find 
candidates. But then, there are others who swear by 
referrals – 78% of recruiters say referrals are the best way 
to find candidates. On top of that, there are more than 
100+ job boards to post to and track. 
With all of the different options to choose from, what’s best 
for your team? What strategies are the top brands 
leveraging across these channels? 
We tapped experts from various industries to get their take 
on the latest HR trends: 
 
CONTINUOUS FEEDBACK LOOP = MORE PERSONAL 
GROWTH 
Reviews aren’t dying, but they’re certainly changing. 43% 
of highly engaged employees receive feedback at least 
twice a week, but here’s the sticky twist; many employees 
report being uninterested in performance reviews. 
Ongoing corrective feedback is far more desirable and 
constructive than any form of feedback. You can give 
employees an ol’ fashion pat on the back, but how will 
they know what specifically went right and what could be 
improved for next time? Professionals want career 
advancement, without direction, they won’t know where 
to begin advancing. 
 

FOCUSING ON WELLNESS BEYOND THE OFFICE 
HR departments are recognizing the value of 
work-life balance. Specifically, many companies 
are putting policies in place that limit checking 
email while out of the office and working while on 
PTO. They’re trying to be proactive about 
encouraging people to use more PTO and to 
actually stay offline during that PTO. 

HR departments are also looking at ways to 
mitigate stress in the office. Personal and financial 
stress has always creeped into the workplace, but 
companies are now taking the initiative to help 
employees manage their stress. They can’t just 
keep increasing salaries, and the cost of health 
benefits are hurting those budgets, so more and 
more companies are working financial and mental 
health into their regular wellness programs. 

MORE FLEXIBLE WORKING ARRANGEMENTS 
At Blueboard, as a way to accommodate Bay Area-
based employees with longer commutes, we’ve 
adopted Work from Home Wednesdays. Every 
Wednesday, employees have the option to work 
from home or their preferred location of choice 
(local coffee shops, etc.). 
It’s our nod to the growing HR trend of creating 
more flexible working environments for 
employees, which research shows helps to 
increase employee morale, engagement, and 
commitment to the organization (source). Since 
implementing this benefit last year, we’ve seen 
strong adoption across our team and improved 
performance efficiencies and appreciation for the 
company. Not to mention it also helps to break up 
the work week, and enable us to more easily tend 
to personal needs and appointments outside of 
the office. 

 

If there’s ever 

such a thing as a 

good HR 

problem, this is 

probably it 

Article By: Denise Chan           Design By: Jessica Hatfield 
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NEW MEMBERS  
 W
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E

 

WELCOME NEW MEMBERS!  

Thank you for joining us! As a new member you 
have opened many doors and have opened many 
doors to your professional and personal growth. 
As a thank you, we are excited to share some of 
our most recent members!  

 

Desiree Allen    Lynn Matsler 

Jason Brown    Pamela Roney 

Jenna Bruggeman   John Ford 

Elizabeth Bryan   Trevor King 

Aron Bryant    Camille McCraw 

Madison Carpenter          Danielle Frideres 

Julie Kerr     Michelle Case 

Niki Childers    Tracey Corriston 

Jamie McDonald   Melissa Riley 

Cathy Oertel          Christina Unrein  
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Get 

Involved.  
Being a part of our organization is 

more than just a membership, it’s a 
way of life. As Wichita SHRM, we feel 

we have what it takes to help you 
succeed in your career. That’s why 

we’ve come up with 4 ways you can 

be a part of our organization.  

When we say there is something for 

everyone, we mean it. We work in HR 

after all.  

01 

02 

03 

Become a sponsor 
 

Join a committee 

Come to the events 

04 Contribute to the 
Newsletter 

https://wichitashrm.site-ym.com/?page=Sponsorship
https://wichitashrm.site-ym.com/page/Volunteer
https://wichitashrm.site-ym.com/events/event_list.asp
mailto:communications@wichitashrm.org?subject=Inquiry%20on%20submitting%20content%20for%20the%20newsletter
mailto:communications@wichitashrm.org?subject=Inquiry%20on%20submitting%20content%20for%20the%20newsletter
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Diversity fatigue 
and the extra mile 

D
iv

e
rs

ity
 

RONALD REAGAN once said that “The nine most 
terrifying words in the English language are, ‘I’m from 
the government and I’m here to help’.”  

Words By: Daniel Cave        Design By: Matt Bonnar 

 Today they are run a close second by 12 words: “I’m from human 
resources and I’m here to organize a diversity workshop.” Most 
people pay lip service to diversity in public. But what they think in 
private can be very different. Some HR consultants have even 
started to worry about “diversity fatigue”. 
 
The arguments in favor of diversity are powerful. The most obvious 
is that diversity is simply a fact about the modern world. Women 
have entered the workforce in huge numbers. Mass immigration 
has transformed Western societies: even in once-homogeneous 
countries such as Sweden, foreign-born people make up 14% of 
the population. Gay men and women increasingly feel no need to 
stay closeted, in or out of the workplace.  
 
Companies that ignore this may starve themselves of talent, as well 
as be out of touch with their customers. Adding to the evidence 
for diversity’s benefits, a study published this week by the Peterson 
Institute for International Economics found that the more female 
executives firms have, the more profitable they seem to be. 
 
There is also evidence to support the commonsense idea that 
encountering people with different ideas and different perspectives 
can boost creativity. Ronald Burt, a sociologist at the University of 
Chicago, has produced several studies which suggest that people 
with more diverse sources of information consistently generate 
better ideas. 
 

Sara Ellison of the Massachusetts Institute of Technology has 
shown that mixed-sex teams can produce more creative solutions 
than those dominated by either men or women. 
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And internal surveys at Google have found that diverse 
teams are often the most innovative. 
 
Given all these benefits, why the talk of diversity fatigue? 
David Livermore provides some interesting thoughts on this 
question in his new book, “Driven by Difference: How 
Great Companies Fuel Innovation through Diversity”. As 
president of the Cultural Intelligence Centre, a consulting 
firm, Mr. Livermore is a card-carrying member of the 
diversity industry. But over the years he has been struck by 
how many companies complain that they are not getting 
much return for their investment in diversity.  
 

“Tomorrow I have to go to a diversity-training workshop,” 
he heard one man say to another in the gym. “Oh No!” 
came the reply. “That’s right up there with getting a root 
canal.” 
 
Mr. Livermore says that one reason for this is that talk of 
diversity often comes accompanied with a faint air of 
menace. Managers are dragooned into sitting through 
lengthy seminars on equal opportunities. They are fearful 
of saying anything that departs from the “correct” line on 
any diversity-related matter. And they feel under pressure 
to hit their recruitment quotas. The more important reason, 
however, is that proponents of diversity often fail to 
acknowledge that there can be a trade-off: to get the 
benefits, employers must be prepared for, and deal with, 
some problems. Diversity does not produce better results 
automatically, through a sort of multicultural magic. It does 
so only if it is managed well. 
 

The biggest challenge is to do with trust. Employees need 
to trust each other if they are to produce their best work. 
This is particularly true if that work involves tackling 
creative projects that have a high risk of failure and a 
circuitous path to success. But it is easier to establish trust 
with those you have a lot in common with. Mr. Livermore 
notes that diverse teams have a higher degree of variance 
in their performance than homogeneous teams.  
 
They are more likely to produce truly innovative ideas, but 
they are also more likely to fail completely. He suggests 
that managers of diverse teams need to work hard at 
establishing bonds of trust. They need to set lots of short-
term goals so that teams can see the benefits of working 
together. They also need to recognize that different groups 
forge trust in different ways. Westerners tend to think that 
getting straight down to the task at hand is the best way 
to do this, whereas South Asians believe in establishing 
rapport over cups of tea first. 
 

A second challenge is to do with culture. Too many 
companies fail to rethink their management styles as they 
open their doors to new groups. They issue ambiguous 
instructions which presume that everyone comes from the 
same background. 
 
 

 

For example, one Western company urged its 
employees to “act like an owner” without 
realizing that, in some cultures, acting like an 
owner means playing golf all day. They 
evaluate people on their willingness to speak 
up without realizing that some people—
women especially, in many countries—are 
brought up to hold their tongues and defer to 
authority. Mr. Livermore argues that managers 
need to work harder at getting members of 
silent minorities to speak up and, failing that, 
give them other ways of contributing to the 
collective effort. 
 
Beyond box-ticking 
Your columnist would add a third challenge: 
distinguishing between genuine cultural 
diversity and the box-ticking sort. It is easy for 
companies to think that they have embraced 
diversity if they appoint the right number of 
people with the right biological characteristics.  
 
The growing diversity of the workforce should 
be a cause for celebration. Getting rid of 
discrimination against minorities represents a 
triumph for natural justice as well as a chance 
to make society as a whole stronger. But the 
celebration needs to be mixed with hard work 
and clear thinking. Companies will find it hard 
to make a success of diversity if they refuse to 
recognize that it brings challenges as well as 
opportunities. And they will find it impossible 
to confront these challenges if they dismiss any 
reasonable question that is raised about 
diversity policies. 
 



17 | P a g e  

 

 

  
Plan. Contribute. Make a Difference. 

 

Now you can. Share updates about your 
organization, prep courses, awards and 
initiatives or place an ad. Just let us know 
and we will have something for you. 

Want to contribute to the Wichita 

SHRM quarterly newsletter? 

Quarter 2 Newsletter Publication Date: 
May 7th, 2018 

 

Content Submission Deadline:  
April 15th, 2018 

HR Focus Newsletter 



18 | P a g e  

 

 

 

 

 

 

 

 

 

PLEASE,  
Make sure you log in to your profile on our new 
website. We want to make sure all of your 
information is up to date and was transferred 
correctly. Check to make sure your national 
membership number is present in your profile along 
with any events you attended for recertification 
credits. 

Thank you.  
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That’s an odd statement from someone who makes his living 
studying the impact of HR and human capital metrics, among 
other things. But data science can be a strange business—and 
Alec Levenson, senior research scientist at the University of 
Southern California’s Center for Effective Organizations, says one 
of the most important things HR professionals should understand 
about HR data is its limitations.   

While scores of articles have been written about the potential for 
people analytics to transform human resources from an 
operational function into a strategic resource, so far HR’s 
fundamental hurdle has been its inability to quantify its ultimate 
impact. 

A key to changing that, experts say, is to go beyond the HR 
numbers. To demonstrate how workforce measures can impact 
the bottom line, HR professionals must meld those metrics with 
business data. 

“Metrics essentially give us a way of qualifying the health of our 

organization, and, to that end, HR metrics are now different,” 
says Ross Sparkman, head of strategic workforce planning for 
Facebook in Menlo Park, Calif. “They’re measuring how the HR 
function is doing as a whole and also how we’re leveraging the 
people in the organization to maximize the performance of the 
company.” 

That’s the goal, but the reality often falls short. “Most people use 
data the way drunks use the lamppost: for support rather than 
for illumination,” says Alexis Fink, Intel’s Portland, Ore.-based 
general manager of talent intelligence and analytics. HR, she 
believes, should focus less on responding to decisions that have 
been made and more on training executives “to come to you 
further upstream, to influence the decision.” For that to happen, 
HR needs to have a better grasp of how metrics and analytics 
work. 

Start with these five steps. 

1.  Understand the Role Metrics Play in Talent Analytics 

First, you have to recognize the difference between metrics and 
analytics. “HR metrics are operational measures, addressing how 
efficient, effective and impactful an organization’s HR practices 
are,” Fink explains. “Talent analytics, on the other hand, focus on 

decision points, guiding investment decisions” that impact the 
workforce and related matters. 

 

“The story of why 
a company is 
performing as it 
is isn’t going to 
come from HR 
data. Period.” 

5 Tips for Using 

HR Metrics 
Strategically  

 

Combine Workforce measures with broader 
business data to solve organizational 
problems. 

By: Mark Feffer 

https://ceo.usc.edu/
https://ceo.usc.edu/
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Essentially, metrics use data to assess things like efficiency and 
performance, while analytics harness those measures to help 
people understand or predict how changes will affect an outcome.  

For example, analytics that combine information on employee 
performance levels and retention data may show you that, once 
workers reach a certain level of proficiency at their jobs, they’re 
prone to leave. That, in turn, can help you look for ways to address 
whatever dynamic is nudging those employees toward the door. 
You may find that your competitors offer better compensation or 
have better career advancement programs and opportunities.  

Put another way, metrics tell you what is going on, while talent 
analytics get at what to do about it, driven by both good data and 
good science. “Metrics are about getting the numbers right, and 

analytics are about finding answers in the data,” Fink says. 

“Ultimately, metrics define what you’re shooting for. They define 

your objective,” says Michael Housman, workforce scientist in 
residence at people analytics firm hiQ Labs in San Francisco. “They 
shouldn’t be a moving target. If you want people to stay in their 
job, for example, you look at things like turnover and attrition. The 
goal is to know what you’re trying to improve.” 

2.  Understand the Question First, Then Look at the Metrics 

Though metrics can be used to monitor performance, most data 
scientists emphasize their use in gathering the intelligence needed 
to resolve an underlying issue or create a new strategy.  “Take 

turnover. High is bad, low is good. But what story is it telling? ” asks 
Jennifer Currence, SHRM-SCP, president of On Core Management 
Solutions, a human resource strategy consulting company in the 
Tampa Bay, Fla., area. “Why is it high or low? Is it recruiting? 
Demographics? Who’s retiring? Is it high in just one department? 
Why? Is there not enough training there? If not, who’s the 
manager for training in that area? The initial metric gives you a 
start to digging down deep.” 

The point is to “get past the ‘what’ and fully understand the ‘why,’ 
” says Cecile Alper-Leroux, vice president of human capital 
management innovation for Ultimate Software in Weston, Fla. “The 
benefit of using metrics is that the decisions are better-informed 
and backed by facts—rather than hunches—and thus make key 

people decisions far more ‘sellable’ to the business.” That gets to 
the heart of the next point. 

3.  Always Build a Business Case 

It has been said, and said repeatedly, that human resources 
struggles for relevance because it doesn’t speak the language of 
business: numbers. “HR has to be able to show how its dollars 
impact ROI [return on investment]. It has to stop acting as a cost 
center,” Sparkman says. “You can’t act like your costs just happen 
to have a good impact.” Instead, focus on building the business 
case for what the department is doing. As an example, Fink talks 
about digging into employee departures. After calculating the exit 
rate, look into what might be driving workers to leave your 
organization. You might find that certain qualities in a manager 
discourage some types of employees while other characteristics 
deepen those same workers’ commitment to the company. Delving 
further may show that matching managerial styles to specific 
workers’ personality types will reduce turnover dramatically. From 
there, you can forecast how much money the organization will save 
in hiring and training costs. 

Nothing matters unless you can prove it,” says Greta Roberts, CEO 
of Corp. in Cambridge, Mass., emphatically. “HR makes mistakes by 
focusing on a metric and not tying it into the business. For 
instance, you can’t assume higher engagement leads to less 

turnover. You have to demonstrate it.” 

4.  Recognize that HR Metrics Alone Offer L imited Value 

You can’t look at metrics in isolation. They have to be 
looked at holistically,” according to Rishi Agarwal, San Jose, 
Calif.-based partner and people analytics leader 
for PricewaterhouseCoopers 

That’s why most data scientists believe HR measurements by 
themselves rarely provide much value to the organization as 
a whole. Really, cost-to-hire should be cost-to-good-hire,” 
says Ben Yurchak, president of KnowClick, an analytics 
company in Bryn Mawr, Pa. “One’s an operational metric, 
and the other’s a quality metric.” 

A caveat: Though quality measures might get you closer to 
tracking real business goals, compiling them may be easier 
said than done. “To determine the cost of a quality hire, you 

need time and information from other departments,” 
Yurchak notes. “Cross-functional measurement is harder to 

do, but it connects the dots.” 

5.  Identify the Workforce-Driven Components of Business-
Driven Metrics 

Here again, the process of connecting the dots should be 
done to solve a business problem that has already been 
identified. 

“You’re figuring out the issue and then knowing what 
metrics to examine to find the answer.” Is revenue down 
because turnover is exceptionally high and thus impacting 
production? Are performance and productivity down 
because workers have too much to do in too little time? 

Facebook closely monitors its number of daily active users. 
That information hints at whether the company is hiring the 
kinds of engineers who generate a positive user experience. 
“Whatever drives the business has to drive HR numbers,” 

Sparkman says. “HR should be waiting for the top-down 
strategy to be put in place, then strategize about how HR 
can help the company deliver.” 

“You have to parse the business challenge to figure out 

where the workforce element comes in,” says Andrew 
Courtois, a strategic workforce planner with a California-
based global technology company he asked not to be 
identified. “If you can do that, you can make a better case 
to management. Show how improving the workforce 
element improves what management wants to improve.” 
Remember, he adds, “senior leaders understand things from 
the cost and finance perspective. HR has to think much like 
the CFO thinks about ROI.” 

 

 

https://www.hiqlabs.com/
http://www.oncoremgt.com/
http://www.oncoremgt.com/
http://www.ultimatesoftware.com/
http://www.pwc.com/
http://www.knowclick.com/
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UPDATE 

NEW SPONSORSHIP PACKAGES | JANUARY 2018 

   

 

As a platinum sponsor, 

you have access to 

multiple avenues to 

advertise your business, 

job openings and 

opportunities to get your 

brand in front of over 

400 Wichita SHRM 

members. This package 

includes methods such 

as rolling website 

banners, program 

sponsorship, E-Blasts, 

Newsletter Ads and 

social media postings. 

This package is great for 

heavy advertising with 

the help of our 

Communications 

volunteers!  

 

 

As a gold sponsor, you 

have access to multiple 

avenues to advertise your 

business, job openings 

and opportunities to get 

your brand in front of 

over 400 Wichita SHRM 

members. Methods 

include rolling website 

banners, program 

sponsorship, E-Blasts, 

Newsletter Ads and social 

media postings. This 

package is a great price 

for anyone needing more 

than casual avenues to 

advertise their business or 

programs!  

 

 

As a silver sponsor, you 

have access to multiple 

avenues to advertise your 

business, job openings 

and opportunities to get 

your brand in front of 

over 400 Wichita SHRM 

members. Methods 

include rolling website 

banners, program 

sponsorship, E-Blasts, 

Newsletter Ads and social 

media postings. A great 

package for a casual 

sponsor or company just 

needing to add avenues to 

advertise! 

 

Platinum Gold Silver 

   

As we enter the New Year, we enter a new period for ways to provide an even 
better opportunity to our members. We are excited to announce with the addition 
of the new website, we are now also offering new sponsorship and A la carte 
options for access to over 400 + SHRM members. Click the links to our packages 
for more information on pricing and included items. 
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We have liftoff! We are very excited to officially launch our new site after months of 
development. You’ll see things are looking pretty spiffy around here. We’ve made the new 

website prettier, easier to navigate and easy to update. Most of all, we wanted to help you, our 
member, get to know us better and make life easier for you. If you take a look around the site 
we think you’ll get a pretty good idea of who we are, what we do and more importantly, how 

we can help you further your HR career. You can sign up for events, view your event 
attendance, look for jobs and more!  

Check it out  www.wichitashrm.org  

 

We have officially  

Launched 

http://www.wichitashrm.org/
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Why you should get 

SHRM Certified 
There are many reasons why you should pursue 
SHRM-CP or SHRM-SCP certification. Once you set 
your goal, it’s time to talk to your manager and let 
them know the value of certification. We’ve 
provided 3 topics to hit so that this conversation will 
go smoother.  

My knowledge will be current and relevant  

Now, more than ever, HR teams are required to assume a greater leadership 
role, contributing to and advancing their organizations’ strategic direction. 
The SHRM-CP and SHRM-SCP credentials recognize this trend and take a fresh 
and current look at what HR professionals need to know—and how to put 
that knowledge to work. 

I will learn practical skills that will impact my job immediately 

When I prepare for the certification exam with the SHRM Learning System, I 
won’t be simply memorizing a textbook; I’ll be applying concepts, using 

behavioral judgment and understanding best practices for handling day-to-
day business as well as unexpected scenarios. I’ll be learning from the 

experiences of other HR professionals, sharpening my skills, and boosting 
my productivity and effectiveness. 

It’s a lifelong learning process 

The SHRM BoCK, the foundation of my credential and recertification, is 
supported by SHRM, is kept current and relevant, and encourages lifelong 
learning. Training of this caliber and reliability cannot be replicated, and it 
provides an opportunity for our entire HR team from which our whole 
organization can benefit—ultimately saving our organization time and money 
on training and professional development. 

https://www.shrm.org/certification/about/AboutSHRMCertification/Pages/keybenefits.aspx
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To Our Sponsors  

Our sponsors help us to continue to provide for our HR professionals. Whether 

that’s sponsoring an event, a door prize, a newsletter ad or even an event 

basket; our sponsors help us (and helps you) get our name out there for the 

world to see.  

So here we are, saying how much we appreciate you -  

But really, we are telling you we ‘love’ that you continue to support us and 
our mission.  

 

Thank you for your contributions.  

Gold Sponsors 

 

  

Silver Sponsors 

Program & Door 

Sponsors 
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Thanks to all who attended our January luncheon! 
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2017 Wichita   

Business Journal  

HR Pro Nominees 
Congratulations nominees.  We are pleased to 
recognize everyone that was nominated at the end of 
2017 for this award!  

Teresa Alexander – Global Partner Solutions 

Kathi Bragg – Axiom Healthcare Services 

Darla Brunner – Kansas Leadership Center 

Morgan Cabral – Mahaney Roofing Company 

Joy Grove – Vermillion Inc. 

Phil Hayes – The Arnold Group 

Robyn Heinz – Vornado 

Kim Hillard – Intrust Bank Arena/SMG 

Christina Klaus – Profit Builders, Inc. 

Amie LaMarr – T-Mobile 

Leanne Lechner – NuStar Energy 

Cecilia Luna – UKSM-W Medical Practice Association 

Carrie Perry – Envision, Inc. 

Vicki Milburn – Foley Equipment 

Paula Page – Goodwill Industries of Kansas, Inc. 

Tiffany Rhodes – Butler Community College 

Melissa Richardson – Martin Pringle 

Brandi Richardson – Johnson Controls International 

Jason Runnalls – Kansas Big Brothers Big Sisters 

Betty Schrader – City of Wichita 

Katie Stout – Wolters Kluwer 

Coleen Tabor – Spirit AeroSystems 

Rhonda Wills – Lewis Brisbois 
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Searching 

for an HR 

job?  

You’ve come to the right place. 

 

Find out how to advertise your company HR job openings 
HERE. 

https://wichitashrm.site-ym.com/networking/opening_search.asp

