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Letter from the President

Happy New Year BNHRA Members!
As we enter 2010 and begin to work
on our development goals, |
thought it may be fitting to share a
blog post | recently came across. |
often ask myself - what does it take
to become a great HR Professional
and how can BNHRA help? This post
sums up HR competencies quite
nicely and confirms that there
really is no perfect recipe, but
definitely some must have ingredi-
ents!

The BNHRA Board of Directors is
confident that our 2010 dinner
meetings, workshops, one-day con-
ference, and networking opportuni-
ties will help develop some of these
ingredients and help you stay ahead
of our rapidly changing field.

Building the Perfect HR Professional
for 2010 and Beyond -Sugar and spice
and everything nice? No, that does-
n’t sound right. Maybe it’s more
like Steve Austin, the six million
dollar man- building someone who
is stronger and faster. No, that’s
not it either. So what does it take
to build the perfect HR profes-
sional?

I’ve heard people who say that in
order to be successful in human
resources, you must have a Human
Resource degree. Others say you
MUST have a PHR or SPHR certifica-
tion in addition to vyour de-
gree. Still others say you should
not have a HR degree or certifica-
tion, you should be an MBA with
real-world experience. Just this
past week at the Senior HR Execu-
tive Conference | heard some of
these ideas plus executives who
believe that you can take someone
with operations experience and
turn them into the perfect HR
pro. So, who is right?

The answer is simple: there is no
“perfect” recipe. It depends on
the company, work environment,
culture, and role the person will
fill. Certain skills are paramount to
being a strong business profes-
sional regardless of whether that
person is in HR, marketing, adver-
tising, finance, or opera-
tions. What this conversation and
debate tells me is that there are
currently HR professionals out here

who could be doing more to demon-
strate their value. | assert that if
you only have a HR degree, certifi-
cation, MBA, or operations experi-
ence, you will not be the ideal HR
pro. You need to have skills from
each of these components in order
to truly be a successful business
leader. There are some key skills
you can focus on obtaining or im-
proving that will ensure you will be
able to remain relevant in 2010 and
beyond.

Strong human resource knowl-
edge—This is a MUST. Now, obvi-
ously this can be learned in a de-
gree program or by studying for
certification, but it goes beyond
that. It involves REAL LIFE experi-
ence working with employee is-
sues. You must have experience

-actually picking up the phone

and recruiting candidates

-interviewing candidates in per-

son for all levels in the organiza-

tion

-investigating reported issues

-coaching and counseling

-understanding and applying HR

related laws

-handling the compliance (I-9’s,

Visas, etc.) developing talent

through strategic and tactical

approaches to training

Finance and Internal Communi-
cations—These are areas where
many HR professionals are
weak. From a finance and account-
ing standpoint at a bare minimum
you must be able to understand
general accounting principles and
be able to read and interpret a
balance sheet. If you cannot do
that, you need to set that as a
goal. How can you advise your
CEO, CFO, and other company lead-
ers if you cannot interpret the fi-
nancial results of the com-
pany? Strong financial acumen will
help you drive the business for-
ward. Then, in terms of internal
communication, you need to be
able to effectively communicate
the policies of the company in a
way that aligns with the company
strategies.

Innovation—The HR professional
of today and the future needs to
have the spirit to innovate. It is
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critical to success. If you plan to
sit back and just do the day-to-day
role, you will not help move the
company forward. Our world
changes fast and innovative ideas
will be the catalyst to propel your
HR career. Challenge yourself each
day or week to come up with an
innovative way to handle something
differently. Hold your feet to the
fire to make sure you are account-
able for keeping your department
from getting stagnant.

Global Effectiveness—Technology
has made the world a much smaller
place. More companies are global
than ever before, so more HR pro-
fessionals need to have an under-
standing of what is going on in
global markets. Are you making
yourself aware? Are you reaching
out to gain understanding of other
countries laws, financial systems,
and culture? This is something you
should focus on if you are not al-
ready. Today’s HR leaders are
responsible for driving the success
of people around the world.

HR Technology—To the average
HR generalist or specialist, HR tech-
nology is the “big bad wolf” of the
story. It’s the one thing we’re all
afraid of. In order to really be
successful at running an effective
human resources department, you
need to have a solid understanding
of your current HR technologies as
well as staying abreast of emerging
technologies.  You will need to
understand how to evaluate your
systems effectiveness as well as be
able to identify technologies that
will support the data needed to
make strong business decisions for
the company.

McFarlane, T. (2009, December 14).
Building the Perfect HR Professional for
2010 and Beyond. HR Ringleaders Blog.
Retrieved December 29, 2009 from
http://hrringleader.com/

Kirsti Hunt, PHR
~BNHRA President
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Test Your PHR Knowledge...

1)  Which of the following is an advantage of 2) Which level is a needs assessment targeting 3) What is a characteristic of an adult learner?
conducting a pilot program? when measuring what skills are required to

perform a job effectively? a. Directed by others

content.
the training.

more time to design the program.

a. It allows you to evaluate the sequencing of
b. Participants can be out at ease concerning
c. It provides the instructional designer with

d. It creates interest from key stakeholders.

a. Individual

b.  Task

c. Organizational
d.  Strategic

Questions provided by Tim Finney,
Strategic Partnerships Director

b. Resistant to change
c. Inflexible
d. Focus on “real world” issues

Answers provided on p. 3

New Events for 2010

BNHRA is pleased to announce an
exciting lineup of events for the
2010 year. Our first event will be a
dinner meeting, which will provide a
chance for networking and learning.
The topic will be The Impact of the
Proposed Healthcare Reform Act.

Roberta Rifkin, Vice President for
Government Affairs at Independent
Health and Donald R. Ingalls, Vice
President, State & Federal Relations
for BlueCross BlueShield of Western
New York, will offer an informative
discussion and an opportunity to
learn firsthand from local insurance
company representatives how the
health reform bill could potentially
affect your current employer-
sponsored healthcare plans as well
as the impact it will have on our
businesses.

In February, Amy Pearl will offer a
valuable seminar in Strategic Work-
force Planning. In this comprehen-
sive training program, participants
will learn to align business and work-
force strategies in order to recruit,

Salary Survey

develop and retain top talent that
achieves desired business results.
This will ensure that the HR business
partners understand the strategic
direction of the organization and
that both HR and management col-
laborate to understand the human
capital implications of the business
strategy. With hands on activities
and small group interaction, partici-
pants will come away with skills that
can be used at work the next day.
For over 20 years, Amy has led stra-
tegic initiatives that drive business
results. Amy's MBA, Bachelor's de-
gree in Economics and prior work
experience with M&T Bank have
instilled a bottom-line orientation to
every aspect of her thinking.

For more information or to regis-
ter for these events, please visit
our website at www.bnhra.org.

Check out our calendar on page 3
for a full list of exciting events this
year!

The Buffalo-Niagara Human Resource Association (BNHRA) has partnered
with WageAccess® to provide you with current and accurate salary and
benefits survey results at an extremely competitive price.

Participate in the Survey—If you have not yet participated in the survey,
it's not too late. Since the WageAccess® survey results are updated quar-
terly; your data can still be included with the next update.

$150 OFF Annual Subscription! Subscribe using special BNHRA promotion
code to receive the annual survey subscription at the Buffalo-Niagara Hu-
man Resource Association member discount rate of $349 (discounted
from $499) with participation. Once data has been submitted and payment
received, you can immediately view survey results comprised of data col-
lected in previous quarters of the survey.

Benefits Survey Results For Free!

The survey now includes Free Access to the Benefits Survey Results. Partici-
pants in the Benefits Survey can gain free access to an extensive variety of

survey results and trends.

Go to BNHRA.org for more information.

Challenges in 2009 and Opportunities in 2010

As 2009 came to a close, HR
professionals experienced one
of the most active years of leg-
islation in recent times. In New
York State, there is now an A-23
required posting, additional
requirements for new hires un-
der Section 195 (effective Octo-
ber 2009), and a requirement
for discharged employees to
receive a form with employer
information to assist the em-
ployee in filing for unemploy-
ment benefits. We have seen
an expansion of COBRA benefits
and coverage of benefits for
unmarried children up to age
29.

The New York State Depart-
ment of Labor mandated a form
for compliance with Section 195
several weeks after the law
went into effect and then they
withdrew the mandated form
and made it optional. There
was an outcry of will there be
penalties for not using the form
because it was not available,
what about electronic employee
records, do employers go back
and reissue? The State even
suggested using the nonexempt

form for exempts because the
state was not prepared to re-
lease an exempt form. The
state and its poor execution
could not answer the questions
from employers and attorneys
across the state. So, the best
thing to do is just make the
prior mandatory form now op-
tional for employers. When
asked how employers are to
keep up with these changes, the
e-mail response | received was
it is up to employers to keep
track of the New York State
website for changes. In this day
in age, you might see the ability
to sign up for an e-mail blast for
employers to receive updated
information from NYS. | guess
that would be customer service
and make it too easy for em-
ployers to implement changes.

When | asked about working
with groups like SHRM and
BNHRA on implementation of

new laws (to avoid mistakes like
this one), | was met with “you
can write to Albany about it.”
Good thing our tax dollars are
working for you and me.
Con’tonp. 3

Do you have HR News to report?

Your article could be here. To submit an article for

the NETWORK newsletter,

document to:

please email a word

shannon.senger@remedystaff.com

jason.gordon@remedystaff.com

The newsletter is published quarterly. The dead-
lines are the first of the month for January, April,

July, and October.

We are always looking for news, ideas,

events, etc. relating to HR in Buffalo! @

Buffalo: Niagara

Human Resource Association
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Convenient, comfortable & comprehensive
healthcare services close to home!

The Williamsville Diagnostic Center at 400 International
Drive is a one-stop-shop for imaging, rehabilitation, and
laboratory services. Patients have easy access to
Catholic Health’s Partners In Rehab team, extensive
Imaging Services, as well as technologically advanced
Laboratory Services.

For more information, call 447-6205 or visit www.chsbuffalo.org.

- - o
Mercy Hospital

2010 Calendar of Events
Joint meeting with BNPA - Doing

January 20th April 28"
Dinner Meeting—The Impact of ! .

the Proposed Healthcare Reform Business Better - Overcoming
Act the Recession

May 19t

Emergency Preparedness - Plan-
ning for the Worst: Hr’s Role
during Pandemics and Other
Crises

February 24th

Seminar—Strategic Workforce
Planning, Better People Deci-
sions—Better Business Results

June 16

HR Leadership - Economic Crisis
- Goals and Outcomes: Linking
Individual Goals with Organiza-
tions

March 31st
2009 BNHRA Excellence Awards

Answers to PHR Questions

1) A 2) B 3) D

Volunteers Needed!

The BNHRA is preparing to conduct a one-day Chapter Conference
at the Buffalo Niagara Convention Center on Wednesday October
27, 2010. This event plans to be a great way to get possibly as
much as 5.25 HRCI certification credit with variety of keynote and
concurrent workshops during the day. We are looking for volun-
teers to help with logistics planning and "day of" logistics such as
registration and speaker assistance among many other things. If
you have interest in volunteering , please contact Colin Adams at
cadams@moog.com. If you have, you have any suggestions for
speakers, there will be a "Call for Presenters” request coming out
soon. In the meantime, please contact Kim Boeheim at
kboeheim@starline.com.

BNHRA would like to
congratulate the fol-
lowing members on
their recent certifica-
tion:

Sponsorship Opportunities! The Chap-
ter has many upcoming opportunities to
sponsor and/or advertise to the more
than 650 members. You can you great
visibility to your products / services at
our monthly programming, HR Excellence
Heather Okoro, SPHR
Julie Sheldon, SPHR

Jennifer Pokigo, PHR
Tracy Rozewicz, PHR

Awards event in March and the Chapter

Conference in October. For more infor-
mation about packages, please contact
Tony Coccitto tcoc-
citto@premierrecruitmentgroup.com.
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New Members

Hal Kingsley, Trocaire College

Patricia Morgan, Home Depot

Larry Abate, Roadside ASAP Inc.

Barbara Nowakowski, Tonawanda Pediatrics

Daniel Zatkos

Deborah Kmiec, CPA

Jeffrey Oliver, Green Global Energy & Oliver HR Consulting
Nicole Szalay, Paychex Inc.

Tim Dombrowski, Goodwill Industries of WNY Inc

Challenges/Opportunities (con’t from p. 1)

On another topic, if you are interested in what the Governor was doing in
2009, you can access his website to see press releases and proposed bills.

If you are interested the Governor proposed 213 bills in 2009, you can
find all 213 bills by going to www.state.ny.us/governor//bills.

In Washington, health care reform has been the nonstop news and has all
the excitement of backdoor deals and vote buying. The Senate passed
their bill on December 24, 2009. There still needs to be reconciliation of
the House and Senate bills. The public option is “to be or not to be”? The
best comparison and most updated information on both bills can be found
at the website of the Henry J. Kaiser Foundation. This website has a side
by side comparison that is easy to read and accurate. You can find a lot of
good public policy information and the comparison on health care on the
Henry J. Kaiser website located at www.kff.org.

What do we have left for 2010? There are lots more on the federal level.
The debate on health care reform and its implementation will be with us
in 2010. The Employee Free Choice Act or some modified version is wait-
ing in the wings. Healthy Families Act which is paid sick leave bill that
passed the House is waiting for the Senate. This was a favorite of the late
Senator Edward Kennedy.

On the New York State level, we still have the FMLA paid leave using the
disability law to pay for the leave is still alive. The budget crisis will con-
tinue to be debated and impact our companies in different ways with user
fees, taxes, reduced payments, or delayed payments. Unemployment
costs for employers will continue as the economic recovery is slow at best.

One of the biggest events in 2010 on the state level will be the results of
the census. You can bet that Western New York lost population again as
did the rest of the state. When population is lost the result is a redistrict-
ing of representatives. The 2010 elections this fall will determine which
political party gets the job of redistricting New York State. This will make
a difference in our political landscape for about the next 10 years until the
next census. Remember the Tom Reynolds-now the Chris Lee district that
stretches out in the middle of the state to the Amherst area? How about
Louise Slaughter’s area from Rochester across several counties including
Niagara to the northern part of the City of Buffalo? These are examples of
what redistricting can do to create districts that favor one party or contain
another to set up future political outcomes.

It is more important than ever that the HR voice on key issues of public
policy be heard. Yes, it is difficult to continue to do more administrative
and regulatory tasks to meet the law with less and less time and resources
to deploy in your company. There is only one alternative and that is to
take charge and become a voice in the policy debate. Sign up for e-mails
from your federal and state representatives. E-mail your representatives
when a policy or bill has an impact on your business. Sign up for SHRM’s
HR Voice to receive regular alerts and updates. Be active in the policy
debate as part of your 2010 New Year’s resolution! This is the future HR
opportunity for 2010!

Pam Nicastro
~Director of Government Affairs
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2009 Excellence Awards

based instructions.

tions, please contact

cadams@moog.com.

It's that time of year again when the Chapter will
"Reach for the Stars" with the 2009 HR Excellence
Awards hosted by Liz Carey from Channel 7 and the
Buffalo Business First. Like last year, the event will be
held at the Buffalo Niagara Convention Center on
Wednesday March 31, 2010 at 6-9pm.This is an excel-
lent opportunity to recognize our peers and local or-
ganizations for the efforts and professionalism in the
HR field. With categories for individuals and compa-
nies, there are many ways to nominate those deserving
professionals and it can't get any easier. Simply go the
home page of www.bnhra.org and the follow web-
Nominations will be judged by a
panel of senior HR leaders from WNY and the winners
will be announced at the event. If you have any ques-
Colin
Please see page 5 for information
about nominations and categories of awards.

NYS SHRM

* SAVE

starting to

email:

Adams at

The NYS SHRM 2010 Confer-
ence Program Committee is
pleased to announce we are
open for business!!

accept
speaker proposal submissions
for the 2010 Harnessing Your
Human Assets Conference to
be held September 12 - 14,
2010 in Saratoga Springs, NY.

Additionally, we have set up
an email address to filter any
questions regarding program-
ming for the conference -
please feel free to share this
NYSSHRMConfer-

ence@gmail.com.

PAGE 4
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THE DATE!!!

We are
online

BNHRA Conference

OCTOBER 27TH 2010

Buffalo Niagara Convention Center

Wednesday

at the

Don’t Cut Back Too Much

In times when the economy is
shaky, we are most likely to leave
behind many foundational services.
We go into “survival” mode and
forget that we can’t survive if our
foundation starts to crumble. When
individuals and businesses tighten
their belts, they tend to stop
spending money and energy on
things like counseling and consult-
ing because it “costs too much.”
Then as the people involved be-
come more stressed and relation-
ships become more strained, the
belt gets tighter and tighter until
the whole system suffocates.

So what are the “foundational”
skills that get pushed to the back-
ground? First and foremost is com-
munication. Communication is the
core skill that underlies every rela-
tionship, every proactive move
forward and every success. If peo-
ple are not hearing clearly and
unambiguously what you are saying
or if you are not saying what others
need (and not merely what they
want) to hear, your system will
fail. Good communication will keep
your ship afloat. Great communica-
tion will sail you to ports that you
never dreamed of. Poor communi-
cation will cause your ship to sink,
fast. Ignoring communication prob-
lems can cause mistakes and argu-
ments that result in injuries, even
death, and certainly the loss of lots
of money. If those meetings and
coaching that keep the cogs oiled
stop taking place, then problems
do not get discussed, let alone
solved, and relationship issues get
swept under the carpet. Tension
builds and problems increase expo-

nentially.

A second big foundational skill is
mindfulness, the skill of being
attentive in the moment. Mindful-
ness is not “Zen,” “out there,” or
“touchy-feely.” At the basic level,
mindfulness prevents accidents and
mistakes, everything from equip-
ment damage to physical injuries
to life-destroying disabilities. No
matter how large or small the task,
it can get out of hand if those in-
volved are thinking about some-
thing else. During times of stress
and challenge, if people become
absorbed in worry, mindlessness
prevails. So at higher levels, crea-
tivity can become almost nonexis-
tent during very stressful times.
Even when there are solutions
within reach, it is unlikely that
people who are anxious and mind-
less will come up with them.

Mindlessness, stress and commu-
nication failure can interact disas-
trously. When stress is not ac-
knowledged and is simply allowed
to seep into the interpersonal
workings of business, arguments
based on hidden issues and emo-
tional overreactions can bring
problem solving to a halt. The pent
-up, unrecognized stress explodes
or “comes out sideways,” leaving
people wondering, “Where was he
coming from with that outburst?”
As communication and especially
the tone of the communication and
the general interpersonal atmos-
phere become more charged and
prickly, people feel less and less
comfortable confronting issues.
Problems grind on and grow, and
the synergy needed to overcome

obstacles and generate creative
new ventures is never kindled.
Such vicious cycles have nowhere
to go but down, and the vitality of
an organization and its business
can easily start circling the drain.
The third foundational skill is
support. The art of giving support
is a delicate balance of listening
with empathy and respect on the
one hand and knowing when to
step in with advice and even di-
rect, “cutting to the chase” con-
frontation on the other. Do you
have a fundamental belief in the
capacity of others to know them-
selves and create their own solu-
tions? If so, then you will under-
stand that much of the time, what
is needed is not direction so much
as respectful, active listening. This
involves reflection or “mirroring”
of the other person’s thoughts and
feelings, rephrasing back to them
what you are hearing. If done with
genuine respect for the other’s
viewpoints, such reflection is not
passive but is the most helpful
form of facilitating problem-
solving. After really listening to
another, it is likely that if you “ask
permission,” your supporter may
be quite open to taking advice.
Sometimes, however, the person
you are supporting may be failing
to “catch the drift” of a situation,
or may be betraying his or her
principles and not being true to
self. These are times when the
support person needs to have the
skills to be firmly confrontational
while still upholding the sup-
portee’s dignity.

The other side of the coin is re-

ceiving support, which is actually a
psychological, emotional and atti-
tudinal skill set. Research makes it
clear that the most typical reason
people come out of hard times or
disasters with long-term scars is
that they do not have, or do not
use, good emotional support. Often
people who have adequate support
systems available do not use them
due to twisted logic. They
“reason” that “l should be strong
enough not to need help,” that
“Other people make it okay, so |
should be able to, also,” or “I
don’t want to be a burden.”

But let us return to our starting
point, that in tough times, indi-
viduals and businesses start to
believe that counseling and coach-
ing are too expensive. In fact, hard
times are exactly when we need to
pour on the development of psy-
chological and interpersonal skills.
Keep reminding everyone that all
the money, time and energy
poured into “survival” will not
keep the ship afloat if the hull is
breaking down. And finally, the
foundation of the foundation is
that the people in support posi-
tions get support. Burn out will
happen quickly if those that others
rely on do not have someone to “go
to.”

Amy Remmele
~Owner, Peak of
Success

Read Amy’s bio
on page 6!
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BNHRA announces the 2009 HR Excellence Awards

The 2009 BNHRA HR Excellence Awards were
developed to celebrate the successes in the
human resources industry by recognizing human
resource professionals and organizations who
exemplify outstanding performance and
achievement within the WNY community.

The 2009 awards event is sure to be a night to
remember! Come experience an evening with
the true stars of the human resource profes-
sion. This special evening will honor those indi-
viduals as well as organizations in WNY who
truly exemplify the excellence that is required
to advance the human resource profession.

Nominate...

We’re looking for nominations! The BNHRA
Nominations Committee needs your help in
identifying candidates who represent “the
best” in the human resource profession. These
highly prestigious awards recognize and high-
light the best human resource professionals and
practices in Western New York. We want to
showcase the most progressive companies and
to reinforce the fact that talented employees
are a company’s biggest asset.

Individual Awards...

Senior HR Professional:

-strategic partner in their organization

-enables their organization to achieve improved
business performance

-operates at an advanced level in the six human
resources competencies

-links internal organizational practices to exter-
nal customer expectations

-aligns individual behaviors with organizational
goals

HR Professional:

-member of the HR management team

-responsible for management of day-to-day HR
operations

-performs effectively in all six human resource
competencies

-delivers results with integrity, sharing informa-
tion and building relationships of trust

-ensures the basic administrative needs of em-
ployees are dealt with efficiently

-ensures their organization attracts and retains
the best talents

Emerging HR Professional:

-team member new to the HR profession

-shows evidence of emerging talent in all six
competencies

-committed to the profession

-high potential for future achievements in HR

HR Community Volunteer:

-actively involved in the community

-serves on various committees or boards

-displays leadership qualities that support the
HR profession

-made outstanding contributions to the human
resource profession

-contributed their time and efforts, free of
personal gain

-Led at least one project during the year that
impacted the HR community

HR Student:

-active member on the college and/or BNHRA
level

-demonstrated a commitment to the HR profes-
sion

-role model for classmates

-shows high potential for future achievements
in the profession

Organization Awards...

Outstanding Employee Culture:

-demonstrates measurable success in creating a
positive employee culture

-starts with clarity around external customer
expectations (firm identity or brand)

-translates these expectations into internal
employee and organization behaviors

-respects the previous culture and helps to
shape new culture

-understands and applies proven tools of or-
ganization change

-coaches managers on how their actions reflect
and drive culture; weaves that cultural into
HR practices and processes and makes the
culture tangible for all employees

-shapes, enacts, and personalizes culture and
facilitates change

Diversity Excellence:

-recognizes outstanding efforts of an organiza-
tion who has broadly championed diversity
and inclusion

-recognizes, promotes and advances diversity
and inclusion in the organization with creative
and innovative strategies

-demonstrates a commitment to diversity and
inclusion

-established a workplace focus across one or more
areas of diversity

-consistently promotes the values of diversity
and inclusion

-facilitates acceptance and growth of programs
and activities designed to promote and em-

brace the many differences in people and
society

-facilitates acceptance and growth of those
programs and communicates the value to the
organization and community

Best Success Story:

-created or expanded the HR function in order
to achieve business objectives

-recognized the need to “step-up” its focus on
HR to make an impact on the organization

HR Partner:

-HR service provider who works hand in hand
with HR practitioners in implementing strate-
gies

-demonstrates a high level of quality service in
creating effective and innovative solutions for
their clients

Golden Buffalo:

-demonstrates the importance and positive
impact strong HR practices can have within an
organization

-an organization in Erie and Niagara County who
has demonstrated creativity in the develop-
ment and design of an HR best practice

-has aligned an HR best practice with the or-
ganization’s overall mission

-has recognizable and measurable positive out-
comes in HR

-recognizes the highest achievements in prac-
tices that Advance the HR Profession in WNY

If you know of a person or company who has
demonstrated excellence in the human re-
source profession, please complete a nomina-
tion form by January 31, 2010 for one or more
of the award categories.

Sponsorships ...

Make the recognition of progressive human
resource professionals and organizations possi-
ble. This is an outstanding opportunity for
sponsors to also be recognized and appreciated
for supporting our profession. Step out from
the crowd and gain recognition for your own
organization with a sponsorship to the 2009
BNHRA HR Excellence Awards.

Please contact Colin Adams,
cadams@moog.com or Vvisit our website at
www.bnhra.org for sponsorship opportunities.

Attend...
March 31st, 2010 6:00 PM to 9:00 PM - Buf-
falo Convention Center

4
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What’s new on the BNRHA website...

Visit

http://www.bnhra.org/Chapter_Announcements.php

The BNHRA Website offers valuable information, tools, and links for the HR Professional.

to find out!
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Meet Amy Remmele, Owner of Peak of Success

Amy Remmele, owner of Peak of Success, is
a Psych-cess coach, balancing sound psy-
chological lessons with business success
principles. In her individual practice, Amy
works with women who are in difficult or
challenging relationships, with professional
women who want to stand out and make a
mark, and with couples. As a consultant,
trainer and speaker, Amy works with busi-
ness owners who want all of their relation-
ships to be an asset and who want everyone
in the organization to internalize the com-
pany’s sales and marketing strategies to
create the best image. Amy’s latest book,
Chief Life Officer (CLO) uses business as a
metaphor of life, outlining the
“departments” and how they function best
through an authentic, shared mission. From
mapping out a “business plan” and goals for
life, through communication and relation-
ship creation, to maintaining and accessing
support systems, CLO enables the reader to
ask, and answer, life’s vital questions. Amy
also co-authored, with Dr. Kent Bath, the
book, Re-Phrase It: Adding Empathy and
Emotional Intelligence to Your Everyday
Life, and the relationship workbook, Empa-
thy, Communication and Conflict Resolu-
tion Home Study Program. Amy writes a
monthly column called “Ask The Life
Coach,” for the After 50 News and she
writes a column for the newsletter of the

Buffalo Niagara chapter of the National
Association of Women Business Owners.

Because of her passion for de-stigmatizing
mental health services, Amy has recently
partnered with Western New York Psycho-
therapy Services and is their Professional
Relations Specialist. Amy received the Busi-
ness First Women of Influence Award in
2009. Amy is currently on the board and the
mentoring committee of the University of
Buffalo Center for Entrepreneurial Leader-
ship, and on the board and networking and
coaching committees of the Canisius Col-
lege Women’s Business Center. Amy cur-
rently serves as the Awards Chair of the
Buffalo Niagara Chapter of the National
Association of Women Business Owners
(NAWBO) and was their Program Director
from September of 2006 to August of 2008.
She was the Convener of the Amherst Task
Force for Healthy Communities from Sep-
tember of 2005 to August of 2007. She was
on the Board of Directors of the Amherst
Chamber of Commerce in 2005 and received
the Volunteer of the Year Award for that
year. She served as Secretary for the New
York Chapter of the National Speakers Asso-
ciation during 2008 and is currently a mem-
ber of the National Speakers Association.
Amy balances her career with being the
mother of an eighteen-year-old daughter
and thirteen-year-old twin sons.
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Kirsti Hunt
President

Colin Adams
Immediate Past President

Donna Mostiller
Certification Director

Victoria Weise
College Relations Director

Tracy Rozewicz
Communications/ Marketing
Director

Simmone Washington
Diversity Director

Pamela Nicastro
Governmental Affairs
Director

Jamie Moore
Membership Director

Kimberly Boeheim
Professional Development
Director

Kathleen Pascucci
Secretary

Kimberly Nemeth
SHRM Foundation Director

Tim Finney
Strategic Partnerships
Director

Deborah Kmiec
Treasurer

Susan Czyrny
Workforce Readiness
Director

Questions or comments? We want to hear from
you! Contact Shannon or Jason at:

shannon.senger@remedystaff.com
jason.gordon@remedystaff.com

PEAKOTSECCESS

Swar so Your Peak with Usf

Where you gel CHANGE back [tom your coaching and training dollar®
Providing counseling and consulting in

WorkPsych Wellness!

Focusing on the WHYs more than the HOWs
AND DECREASE

Boredom, Mindlessness and Errors

INCREASE

Employee Retention
Mindfulness and Safety
Productivity

Team Cooperation
Creativity and Accuracy

Customer Service
Profits

L]
L]
L]
L]
L]
L]
L]
L]

Emplovee Satisfaction and Esizem

Commitment 1o Company Mission and Goals

Slowdowns and Absenteeism

Insurance Costs

Accidents and lnesses

[njuries
Megative and Toxic Environments

absent)

Amy Remmele

The Psych-cess Coach and author of Chief Life Officer:
Your Life Iy The Most Important Business You'll Ever Own

T16-626-5977

www, PeakOfsuccess, com

Presentesism (physically presenl, mentally




