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Agenda 
 
11:00 am—11:30 am CST: Registration and Networking  
11:30 am—12:00 pm CST: Meeting Announcements and Lunch 
12:00 pm—1:00 pm CST: Program 
 
Description 
One Step at a Time: A Young Marine’s Story of Courage, Hope, and a New Life in the NFL follows Josh Bleill’s 
journey from his enlistment then on to active duty in Fallujah, through two years of rehab, and ultimately to 
his job as the community spokesman for the Indianapolis Colts. Audience members will be inspired by his un-
dying enthusiasm, infectious joy, and sense of humor. Everyone has had that “one bad day”. Josh discovered 
that life begins when we embrace our bad days and keep going forward, one step at a time. HR Professionals 
can apply what’s learned towards leading companies through challenges and change. 
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A Young Marine’s Story of Courage, Hope, and a New Life in the NFL 
Southern Indiana Career and Technical Center |  1901 Lynch Rd. |  Evansville, IN 47711 

$15.00 EHRA Members, $30.00 Guests, $5.00 EHRA Student Member 
Schedule below 

The use of this seal is not an endorsement by HR Certification Institute of the quality of the program. It means that 
this program has met HR Certification Institute’s criteria to be pre-approved for recertification credit.  All members 
are responsible for retaining information on each event for submission to the HR Certification Institute.  A certificate 
of attendance will be emailed to all attendees upon the completion of the event. 

 

This program has been submitted for recertifica-
tion credit with HRCI. 

 HR Indiana  
 Conference Volunteers 
 
 

Are you registered for this year’s HR Indiana Conference?  Enjoy volunteering?  We can use your help! 
 
The conference will take place at the JW Marriott in Indianapolis on August 24-26, 2015. 
 
Volunteers may select their assignments through iVolunteer this year.  Please visit the following link to make your selections once you are registered 
to attend the conference: http://indianashrm.ivolunteer.com 

 

SAVE THE DATE 

Heroes, Villains, and Drunk Old Men: Revolutionizing Talent Development 

Presented by Andy Janning 
Southern Indiana Career and Technical Center |  1901 Lynch Rd. |  Evansville, IN 47711 

8:00 am—11:00 am 

http://indianashrm.ivolunteer.com


Supreme Court Update 2015 
By Anthony Glenn, KDDK 

 
The Supreme Court has been busy in the first half of 2015, and they have decided some 
pretty impactful cases dealing with the employer/employee relationship. While the Court 
has not always provided the clarity employers are looking for, it has at least signaled that 
if employers don’t make some changes to the way things have customarily been done, 
they will run a significant risk of liability. So without further ado, here is a rundown of the 

most important Supreme Court employment law cases of 2015 thus far. 
 

Young v UPS: Must Employers Accommodate Pregnant Employees? 
 
On March 25, the Supreme Court issued its much-anticipated decision in Young v. UPS. Unfortunately, however, the 
Court didn’t issue the much-anticipated clear answer employers are looking for. The Court’s assignment in Young was to 
provide an official interpretation of the Pregnancy Discrimination Act (PDA) as it bears on employers’ obligation (or not) 
to accommodate pregnant employees. The PDA provides that employers must treat “women affected by pregnancy…
the same for all employment-related purposes…as other persons not so affected but similar in their ability or inability to 
work.” Is similarity in ability or inability to work the only relevant comparison? Must a court ignore other potentially 
relevant differences? These are a few of the questions the Court provided some not-so-clear answers to. 
 
The facts of the case are simple. Peggy Young was a delivery driver for UPS. An essential requirement of that position 
was being able to lift up to 70 pounds, which was a problem for the pregnant Young, whose doctor restricted her to 
lifting only 20 pounds or less. UPS, like many employers, had light-duty positions available, but reserved them for em-
ployees with on the job injuries. UPS also accommodated two other categories of employees: those considered disabled 
under the ADA, and drivers who had lost DOT certification and were unable to drive. Young sued UPS alleging pregnancy 
discrimination under the PDA when it would not accommodate her with a position that complied with her restrictions.  
 
Would an employee with a lifting restriction as a result of an on the job injury or an ADA-qualifying disability technically 
be “similar in their ability or inability to work” to Young? Possibly. But if that were the end of the analysis, Young would 
automatically be entitled to an accommodation. The Court recognized that the PDA was not intended to grant pregnant 
employees “most favored nation” status, so that they would automatically get at least equal treatment to any other 
employee with similar restrictions regardless of other circumstances. So the Court rejected that argument, but it also 
rejected the argument UPS offered that the PDA simply clarifies that discrimination based on pregnancy is a brand of 
sex discrimination. So some sort of duty on the part of employers to accommodate pregnant employees may exist, but 
exactly when would that duty arise? 
 
Unfortunately, the Court provided little clarity on this point. A pregnant employee, the Court explained, can make her 
prima facie case by showing that she requested an accommodation which was denied by her employer, and the employ-
er accommodated others similar in their “ability or inability to work.” The employer then has the opportunity to provide 
a legitimate, nondiscriminatory reason for denying the accommodation, which, the Court continued, normally cannot 
consist of the claim that it would be more expensive or inconvenient to add pregnant women to the categories of em-
ployees the employer already accommodates. The employee can reach a jury on the issue by providing sufficient evi-
dence that the employer’s facially neutral policies impose a “significant burden” on pregnant employees and that the 
employer’s reasons are not sufficiently strong to justify that burden. 
 
If that all seems vague and unclear to you, don’t be dismayed: it is vague and unclear. Not knowing exactly how the low-
er courts will fill in the gray areas the Supreme Court created here—employers need to be cautious when confronted 
with a pregnant employee who asks for an accommodation. An employer who regularly accommodates other employ-
ees with similar restrictions runs a significant risk of running afoul of the PDA if it excludes pregnant women from the 
accommodation discussion. Policies and procedures for dealing with these situations should be adjusted accordingly as 
employers prepare to deal with these situations in the coming months. 
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Supreme Court Update 2015 (continued) 
 
EEOC v. Abercrombie & Fitch: Religion Discrimination Based on Failure to Ac-

commodate?? 
 
On June 1 the Supreme Court delivered another opinion that is sure to result in more Title 
VII lawsuits from employees claiming religion discrimination. The facts of the case are 
pretty simple. Samantha is a practicing Muslim who applied for a job at Abercrombie and 

Fitch. The interview process went well and the store manager gave Samantha an evaluation that qualified her to be 
hired. But there was just one problem: Samantha, consistent with her interpretation of what her religion requires, wore 
a headscarf. Abercrombie had a uniformly applied policy that prohibited employees from wearing any kind of “cap” for 
any purpose. Samantha never mentioned that she would need an accommodation, nor did she mention that she wore 
the headscarf for religious reasons. However, communications between the store manager who conducted the inter-
view and her boss revealed that they both at least had a suspicion that Samantha wore the headscarf for religious rea-
sons and that it conflicted with the company’s “no caps” policy. The store manager was directed not to hire Samantha 
because of this conflict. Samantha, through the EEOC, sued Abercrombie alleging that its failure to hire her was a viola-
tion of Title VII. 
 
Under Title VII, employers cannot fail to hire an applicant “because of” the applicant’s religion. So far, no problem for 
Abercrombie. The issue arises because of Title VII’s definition of “religion”: 

 
“The term ‘religion’ includes all aspects of religious observance and practice, as well as belief, unless 
an employer demonstrates that he is unable to reasonably accommodate to an employee’s or prospec-
tive employee’s religious observance or practice without undue hardship on the conduct of the employ-
er’s business.” 

 
So, while Title VII contains no direct mandate to employers to accommodate the religious beliefs and practices of em-
ployees, such an obligation is implicit in the way the statute defines “religion.” Abercrombie rightly argued that it had a 
neutral “no caps” policy and that the reason for not hiring Samantha was her supposed inability to comply with that 
policy, and not “because of” her religion. However, the accommodation language in Title VII’s definition of religion can-
not be ignored. Thus, it seems that Title VII permits a plaintiff to argue that some adverse employment action was taken 
against her “because of” her religion, when the claim is really that the employer failed to “reasonably accommodate” 
the employee’s religious practice. This was exactly the issue the Supreme Court had to grapple with. 
 
The Court held that Abercrombie impermissibly failed to hire Samantha to avoid having to make an accommodation. It 
is the employer’s motive behind the action that counts. Thus, “an employer who acts with the motive of avoiding ac-
commodation may violate Title VII even if he has no more than an unsubstantiated suspicion that accommodation 
would be needed.” In other words, the employer must have some inkling that the employee’s practice or observance is 
religious in nature, otherwise no unlawful motive (i.e. discrimination on the basis of religion) could be attributed to the 
employer. In this case, such a motive was easily attributed to the employer because communications between the store 
manager and her boss clearly indicated that they both thought Samantha wore the headscarf for religious reasons. 
Thus, the Court concluded that Samantha’s religious practice was a “motivating factor” in Abercrombie’s decision—
which, under Title VII means Abercrombie failed to hire Samantha “because of” her religion. 
 
This decision illustrates the framework courts will use to deal with Title VII’s religious accommodation language, even 
though there is no freestanding “failure to accommodate” cause of action in the religious setting. There is basically now 
a cause of action for disparate treatment based on failure to accommodate a religious practice. Thus, even if an employ-
er has a neutrally applied policy, it can still be on the hook for discrimination “because of” religion merely by applying 
the policy to all alike if it conflicts with a religious practice. Don’t be fooled by the “because of…religion” language: the 
accommodation language awkwardly included in the definition of “religion” will act as a trap for unwary employers. 
Uninformed employers could end up paying a hefty price. 
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Supreme Court Update 2015 (continued) 
 

Obergefell v. Hodges: Same-Sex Marriage Now Recognized in Every State 
 
Just in case you haven’t heard, on June 25 the Supreme Court ruled that same-sex mar-
riage is a fundamental right under the Constitution. This ruling obviously has far-reaching 
social impact, but employers should also take care to make sure their policies and proce-
dures treat same-sex couples in the same manner heterosexual couples are treated, 

which is now required under the law. With that in mind, let’s review a few of the areas where employers will be affect-
ed the most. 
 
First and foremost, employers will have to make changes to their FMLA policies and procedures. This is because employ-
ers must now permit eligible employees to take FMLA leave to care for their same-sex spouse with a serious health con-
dition, for qualifying exigency leave if the spouse is being deployed, or any other qualifying reason. Employers should 
now update their FMLA policies and forms to account for this change, and also train their supervisors and FMLA admin-
istrators on the new rule. 
 
The other area that will be impacted by this ruling is employee benefit plans. Employers will remember that in 2013 the 
IRS and the DOL issued a guidance providing that for tax purposes and for ERISA purposes same-sex marriages would be 
recognized, so long as the state where the ceremony took place recognized such a marriage. It does not matter what 
state the couple lives in. These new rules provided a host of new benefit entitlements to same-sex spouses, provided 
that the “state of celebration” rule applied to their situation. This new rule does away with the need to consider the 
“state of celebration,” as all states are now required to recognize same-sex marriages. 
 
One of the biggest benefits of the 2013 IRS and DOL guidance was the ability of same-sex spouses to purchase health 
plan coverage for their spouse on a pre-tax basis and exclude the cost of coverage from gross income for federal income 
tax purposes. However, for state income tax purposes, the cost of such coverage was included in gross income if the 
state so chose to include it. For a state like Indiana that did not recognize same-sex marriages, there were state tax con-
sequences for purchasing such health coverage. Now, that can no longer be the case. 
 
Finally, it must be noted that the law does not require employers to provide these benefits to employees at all. It re-
mains in the discretion of the employer. However, what Obergefell does mean is that if employers provide benefits to 
heterosexual couples, they must treat same-sex couples equally. 
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Do you have a topic you would like our team to get more information on?  If so, contact us at info@ehranet.org.  



The EHRA is currently seek-
ing donations of new or gen-
tly used work clothing to 
donate to many different 
local charities.  If you are 
interested in donating, 
please bring your items to 
our next meeting.  Our cur-
rent non-for-profit company 
that we are accepting donations for is: 

CALLING ALL SPEAKERS 
 

Join the EHRA Speakers Bureau 
The EHRA Speakers Bureau provides professional speakers who can address a variety of topics to 

assist education, business, and the community. 

Members of the Speakers Bureau are available for group presentations on a variety of HR top-

ics.  Topics such as job seeking skills, interviewing tips, resume preparation, etc. for student groups 

along with human resource topics related to the specialty areas of the HR profession. 

Need HR professions for the following topics: 

 Generation Gaps (Younger vs. Older) 

 Women and Competing in the Workplace 

 Compensation and Benefits 

 Employer Incentives 

 Effective Techniques for Conflict Resolution  
 

Please contact the Workforce Readiness Chairperson 

at volunteer@ehranet.org to inquire about the Speakers Bureau. 
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AURORA UPDATE: 
 
Thank you for your recent donations to Auro-
ra.  Any assistance we get is greatly appreci-
ated.  As an update, we are currently in need 
of: 
 Food items including Beanie Weenies, Vi-

enna Sausages, Ravioli, Beef Jerky, Pot-
ted meat, Tuna, Peanut Butter, Fruit 
(canned or cups), Applesauce, Protein 
Bars, Nuts, Soup and Ramen Noodles 

 Pantry items needed include Canned 
goods, box dinners, pasta and sauce, 

 Household items include cleaning sup-
plies, new brooms, mops and dustpans, 
full and queen sheets and comforters.   

 
Sincerely, 
Jayme Walters, MSW  
Director of Development 

http://www.linkedin.com/groups?gid=1791822&trk=myg_ugrp_ovr
http://www.facebook.com/EHRAINC
mailto:volunteer@ehranet.org


 

Developing Cultural Competence 
By Danyelle Granger 
 

Two of the most critical components of developing cultural competence include individual aware-
ness and personal reflection, both of which require close examination of our deeply held beliefs, 
attitudes, and behaviors.  Being aware of our own worldviews is the starting point.   
 
Everyone is a part of many cultures!  These may include our race/ethnicity, nationality, religion, 
organizations and institutions to which we belong or our geographic location.  Our worldviews 
are shaped by these different aspects of culture and impact every aspect of our lives, whether we 
are aware of the influence or not.  Our beliefs begin with those of our family, and continue to be 
shaped by our experiences, exposure and participation in cultural traditions. For the most part, 
cultural attitudes, beliefs, and other behaviors are accepted without question.   
 
What views or cultural beliefs do we have that may differ from others? How can this impact com-
munication, understanding and workplace relationships?  What can we do to ensure that our 
work environment is respectful of the different worldviews and cultures of employees? 
 
Consider the examples below.  These commonly recognized statements represent attitudes/views 
that differ across cultures.  We’ve all heard these simple sayings, yet have we paid much atten-
tion to the different perspective each brings based on the culture it represents? 
 
“The squeaky wheel gets the oil.” vs. “The quacking ducks get shot.” 
“A man’s house is his castle.” vs. “Mi casa es su casa.” 
 
To increase your cultural competence, start with becoming self-aware.  Understanding your own 
cultural influences will help you to better understand others. 
 
 
 
AUGUST CULTURAL OBSERVANCES  
August 6 - 50th anniversary of the Voting Rights Act 
August 12 - International Youth Day 
August 18 - 19th Amendment (Women's Suffrage) Ratified 
August 26 - Women's Equality Day 
 
*Partial Listing.  Click here for a full listing of observances 
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http://www.adl.org/assets/pdf/education-outreach/CALENDAR-OF-OBSERVANCES-2015.pdf


 

 
    EHRA 2015 COMPENSATION SURVEY  

 
 

 
     Wondering what your competitors pay? Want  
     regional compensation information that you can  
     actually use? How about survey results at no cost? 
 
The EHRA 2015 Regional Compensation Survey is for you! Beginning August 
3rd, 2015, you’ll be able to participate in the online survey and all partici-
pants will receive the results at no cost.  Non-participants may purchase 
the survey results for $300. This comprehensive report typically contains 
data from over 100 companies and will cover pay practices for a wide range 
of industries including finance/insurance, government, healthcare, higher 
education, manufacturing, and retail/service. The survey results will be 
summarized by all participants, industry segment, and employer size. 
 
New for the 2015 Compensation Survey– two methods of entering your da-
ta: 1) Enter the data directly into each section; 2) upload an excel spread-
sheet containing your data. The instructions for utilizing either option are 
available to you via the survey link. 
 
The survey results could be used in many ways such as to benchmark sala-
ries, make strategic staffing decisions, assist in organizational planning, and 
support new business development. Your participation is crucial, so be sure 
to complete the online survey at http://www.hr-survey.com/survey/
ehra.htm or by visiting www.ehranet.org and clicking on Compensation Sur-
vey. Survey responses must be entered by August 31, 2015. Survey results 
are anticipated to be released in late September, 2015. 

August 2015—CHAPTER CONNECTION      9 

http://www.hr-survey.com/survey/ehra.htm
http://www.hr-survey.com/survey/ehra.htm
http://www.ehranet.org
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Dear EHRA Members:  

 

I’m happy to announce the availability of EHRA Logo Wear!  As an HR 

professional, you make a difference in the success of your organization 

every day. Your membership in EHRA plays an important role in helping 

you stay on top of current happenings and keeping you professionally 

connected.  

 

As a bonus to the outstanding benefits of membership, EHRA is proud to 

introduce a complimentary EHRA Logo Wear offering for members. Each 

current EHRA member is eligible to order one piece of logo wear at no 

charge in 2015. To access the catalog, order form and ordering instructions, log in to your 

EHRA member account at www.ehranet.org and click on EHRA Logo Wear.  Logo wear 

orders will be sent to you directly at the address specified on the order form.  Please note  

that orders must be placed prior to December 15th of this year. 

 

Order your logo wear today and show off your profession and EHRA chapter membership 

with pride!   (Attending the HR Indiana conference? 

Order today to receive your logo wear in time for the 

conference!) 

 

Please join EHRA members at the HR Indiana Confer-

ence from August 24th-26th at the JW Marriott in Indi-

anapolis and on September 17th for One Step at a 

Time: A Young Marine's Story of Courage, Hope, and 

a New Life in the NFL.     

 

 

Thanks for being a member! 

Tela 
Tela M. Erdell, SPHR, GPHR, SHRM-SCP  

tela.erdell@oldnational.com 

812.461.9743   

EHRA Mission 

The mission of the Evansville-Area Human Resource Associ-

ation, Inc. is to promote professionalism in the area of Human 

Resource Management by providing opportunities for net-

working, comprehensive education and proactive support for 

its members while serving as a resource and advancing initia-

tives in the community through the enlistment of engaged and 

talented volunteer leaders. 

 

EHRA Vision 
To be the HR voice for the Tri-State. 

 

Follow EHRA 

on Twitter 

@EvansvilleHR 

http://www.ehranet.org
mailto:tela.erdell@oldnational.com
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Please give a big welcome to our new-

est members: 

 
Amanda Gries, Assistant Manager  Hu-

man Resources with Toyota Boshoku In-

diana, hopes by joining the EHRA to 

continue to be educated on the changes 

that happen in HR as well as how others 

deal with various situations.  She feels 

that in her position as an assistant manager she is truly mak-

ing a difference.  She enjoys the fast paced environment and 

being responsible for how her team directly affects her team 

members. 

 

Emily McAtee, HR Intern at Vectren, 

chose to joined EHRA while a junior in 

college after attending an EHRA meet-

ing. She enjoyed the event and realized 

how much useful information she 

would gain by continuing to attend. She 

especially enjoyed networking with the 

people around her. While Emily learns 

a great amount in the classroom, EHRA 

will provide her with knowledge that 

she cannot attain solely in the classroom; she can’t wait! 
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Did you have a recent accomplishment that you 

want to share? 

Let us put you in the spotlight.  
Email our Newsletter Editor, Jennifer Chang at jchang@cresline.com  

 
Loretta Heidorn  Site HR Director   Bristol-Myers Squibb                       

Kyla McRoberts  HR Coordinator    Bristol-Myers Squibb                       

Christina Hauger  Sr. HR Coordinator   Bristol-Myers Squibb                       

Kimberly Johnson   HR Generalist    Bristol-Myers Squibb                       

David Ivy    HR Generalist    Bristol-Myers Squibb                       

William Hendricks   Talent Strategy Consultant  Springleaf Financial Services         

Mary Brown   Admin/HR Assist   Evana Automation                            
 



Getting a Master’s in HR? 

Susan R. Meisinger Fellowship for Graduate Study in HR 

The Susan R. Meisinger Fellowship for Graduate Study in HR award is designed to support master’s degree students who are 

either SHRM members or certified HR professionals. Sponsored jointly by SHRM, the SHRM Foundation and the HR Certi-

fication Institute, the Fellowship is for those who want to leverage significant past contributions affecting the HR manage-

ment field and continue contributing to the profession by earning a master’s degree in HR. 

 

We encourage volunteer SHRM leaders and academics to share this information with HR professionals who are applying 

now to begin studying HR at the master’s level in fall 2015 or spring 2016. Anywone who meets the eligibility requirements 

is encouraged to apply. 

 

The Frequently Asked Questions (FAQs) document, available online at www.shrm.org/meisinger, details the eligibility and 

submission requirements. The application form is also available online. 

 

Applications are due on Monday, August 17, 2015. Please note: Application packages will not be returned. 

 

Questions? Please contact:  Elissa Soares, Foundation Administrator 

    Phone: (703) 535-6020 

    E-mail: fellowship@shrm.org  
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