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By Theresa Minton -Eversole 

Military Family Leave  

This story can fit 175-225 words. 

The purpose of a newsletter is 

to provide specialized informa-

tion to a targeted audience. 

Newsletters can be a great way 

to market your product or ser-

vice, and also create credibility 

and build your organizationõs 

identity among peers, members, 

employees, or vendors. 

First, determine the audience of 

the newsletter. This could be 

anyone who might benefit from 

the information it contains, for 

example, employees or people 

interested in purchasing a prod-

uct or requesting your service. 

You can compile a mailing list 

from business reply cards, cus-

tomer information sheets, busi-

ness cards collected at trade 

shows, or membership lists. You 

might consider purchasing a 

mailing list from a company. 

If you explore the Publisher 

catalog, you will find many publi-

cations that match the style of 

your newsletter. 

Next, establish how much time 

and money you can spend on 

your newsletter. These factors 

will help determine how fre-

quently you publish the newslet-

ter and its length. Itõs recom-

mended that you publish your 

newsletter at least quarterly so 

that itõs considered a consistent 

source of information. Your 

customers or employees will 

look forward to its arrival. 

interim, employers are en-

couraged to provide this type 

of leave to qualifying employ-

ees. 

 

(2) New Leave Entitle-

ment . An eligible employee 

who is the spouse, son, 

daughter, parent, or next of 

kin of a covered servicemem-

ber who is recovering 

from a serious illness or  
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On January 28, President Bush 

signed into law the National 

Defense Authorization Act for 

fFY 2008 (NDAA), Public Law 

110-181. Section 585(a) of the 

NDAA amended the FMLA to 

provide eligible employees work-

ing for covered employers two 

important new leave rights re-

lated to military service: 

 

(1)  New Qualifying  

Reason for Leave. Eligible 

employees are entitled to up 

to 12 weeks of leave because 

of òany qualifying exigencyó 

arising out of the fact that the 

spouse, son, daughter, or 

parent of the employee is on 

active duty, or has been noti-

fied of an impending call to 

active duty status, in support 

of a contingency operation. 

By the terms of the statute, 

this provision requires the 

Secretary of Labor to issue 

regulations defining òany 

qualifying exigency.ó In the 

Inside this issue:  

Caption describing picture or 

graphic. 

cent of the disengaged and 

roughly one-third of the 

workforce overall. Less than 

5 percent of the engaged em-

ployees said they were ac-

tively looking for other jobs, 

compared with more than 

one-quarter of the disengaged 

employees.  

Towers Perrin says the study 

also debunks a widely held 

view that engagement is an 

innate trait. Rather, it is the 

organization itself--

particularly its senior leader-

ship--that has the biggest im-

pact on engagement levels.  

"Personal values and work 

experience factors have less 

of an impact on engagement 

than what the company does-

-particularly the extent to 

which employees believe sen-

ior management is sincerely 

interested in their well-

being," said Gebauer.  
 

Theresa Minton-Eversole is a SHRM 
Online editor/manager. 

Less Engagement, Less Profit, Research Finds  

 

Just 21 percent of nearly 

90,000 surveyed workers 

from 18 countries reported 

being engaged in their work 

and willing to go the extra 

mile to help their companies 

succeed, according to a global 

workforce study conducted 

by professional services firm 

Towers Perrin.  

Nearly 40 percent of respon-

dents reported that they are 

partly to fully disengaged. The 

resulting gap between work-

ersõ effort and overall organ-

izational effectiveness signifi-

cantly affects a companyõs 

financial performance, the 

study shows.  

"At a time when companies 

are looking for every source 

of competitive advantage, the 

workforce itself represents 

the largest reservoir of un-

tapped potential," said Julie 

Gebauer, managing director 

and leader of Towers Perrinõs 

Workforce Effectiveness con-

sulting practice, in a state-

ment.  

The global workforce study 

found that companies with 

the highest levels of employee 

engagement achieve better 

financial results and are more 

successful in retaining their 

most valued employees than 

companies with lower levels 

of engagement (See chart, 

above.)  

Engaged employees are more 

likely to see a direct connec-

tion between what they do 

and company results, accord-

ing to the global workforce 

study. More than 80 percent 

of engaged employees believe 

they can and do contribute to 

the quality of products and 

services, and to customer 

satisfaction. Only half as many 

of the disengaged share that 

view.  

In addition, engagement has a 

direct impact on retaining 

employees. Half of the en-

gaged employees had no plans 

to leave their companies, 

compared with just 15 per-
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and September located at the Elkõs 

Lodge. 

 

Looking ahead to 2009, if any of you 

are interested in serving the board, 

contact Michele Burns or me.  We 

would love to hear from you. 

 

Have a wonderful 1st quarter!  I will 

see you at our next meeting! 

report an accurate membership list. 

 

The main goal of the board this year is to 

educate employers on HR issues.  We 

realize that many small companies in 

Okaloosa and Walton County are not 

equipped to have an HR department.  

However, these same employers are 

responsible for HR functions and act as 

HR practitioners.  SHRM ð ECC is part-

nering with JobsPlus to organize classes 

on various HR topics for these employ-

ers.  Donõt be surprised if you hear from 

one of the board members to recruit you 

to help teach one of the classes! 

 

This year we will have two lunch meet-

ings.  Many of our Walton county mem-

bers are unable to attend the early 

breakfast meetings.  We want to be flexi-

ble enough for all of our members so 

they may continue to gain something 

from their membership with SHRM-ECC.  

Visit www.shrm-emeraldcoast.org to 

view the 2008 schedule.  The lunch 

meetings are scheduled to be in March  

Presidentõs Corner 
By Michelle Anderson 
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Ask the Ethics Guy!  

46 to find the woman I wanted to 

marry (or perhaps more accurately, 

the woman who wanted to marry me). 

 

The implications for the workplace are 

this: The odds against an office ro-

mance succeeding are just slightly bet-

ter than what youõd find at the worst 

casino game in Las Vegas. When you 

lose at roulette or Keno, though, 

youõre out only a couple of dollars (if 

youõre smart), and thatõs the end of it. 

When you lose at the game of love at 

the office, you have to face the other 

person day after day. That constant 

reminder of a relationship that didnõt 

work out is a painful burden to bear, 

and it can affect how well you are able 

to do your job, which is the main, if 

not sole, reason weõre employed in the 

first place.   
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Office Romances: Looking for love 

in all the wrong places.  

  

For many of us, the workplace isnõt just 

where we go to do our jobs. Itõs also the 

place where we spend a large percentage 

of our waking hours, eat many of our 

meals, and develop and maintain friend-

ships that last beyond office hours and 

sometimes even the job itself. 

  

Given the amount of time we spend at 

work, the workplace seems like the most 

logical venue to look for romance ðor 

even a hook-up -- and itõs certainly the 

most practical. Fellow employees are 

more likely than total strangers to share 

at least some of our goals and values. At 

work, we get to know people in ways 

that are difficult to do in bars, on the 

Internet, or through a blind date set up 

by well-meaning friends and family mem-

bers.   

  

For all these reasons, it is tempting to 

pursue a romance with a co-worker, an 

assistant, or (gulp) the boss. But there 

are many more compelling reasons why 

we shouldnõt.  For all of their potential 

benefits, office romances are at best 

troublesome and at worst damaging to 

ourselves, our co-workers, and our em-

ployer.  

 

Hereõs why. 

The Sad Truth About Romance  

Most romantic relationships do not work 

out. How many people do you know 

who are married or still in a committed 

relationship to the very first person they 

ever dated? Not many, I suspect, and it 

would be rather odd if that werenõt so. 

After all, it is only through experience 

that we discover what we are looking for 

in a partner and what we ourselves need 

to do to make a relationship successful. 

For many of us, this process of trial and 

error takes a while. It took me, your 

humble correspondent, until the age of 

Happy 2008!  On behalf of the board I 

would like to say thank you for allowing 

us to come back and serve you a 2nd 

year.  We have had several changes on 

the board due to relocations and career 

changes.  I will miss those who have va-

cated their board positions.  However, I 

am excited to be working with their re-

placements: Ester Molder, Ken Mallory 

and Michelle Williams. 

 

Our goal in 2007 was to increase or 

membership by 5.5%.  We began the year 

with a documented number of 110 

SHRM-ECC members.  We ended the 

year with 134 members.  I am excited 

that we exceeded our 5.5% goal, how-

ever, the board members and I are not 

fully convinced that we have an accurate 

count of all of our members.  Tina Eakes 

accepted our membership position mid 

year in 2007.  She is dedicated to main-

tain an accurate membership list for 2008 

and has done an excellent job thus far.  

Once we have our annual renewal for 

membership we will be able to better 

By Bruce Weinstein, Ph.D. 

 

http://www.shrm-emeraldcoast.org/


MEMBER NEWS 
If you have news you would 

like to share with fellow HR 

professionals, please email 

Ester Molder at 

emolder@uwf.edu 
 

injury sustained in the line of 

duty on active duty is entitled 

to up to 26 weeks of leave in 

a single 12-month period to 

care for the servicemember.  

This provision became effec-

tive immediately upon enact-

ment. This military caregiver 

leave is available during òa 

single 12-month periodó dur-

ing which an eligible em-

ployee is entitled to a com-

bined total of 26 weeks of all  

 

types of FMLA leave. 

Additional information on the 

amendments and a version of 

Title I of the FMLA with the 

new statutory language incor-

porated is available on the 

FMLA amendments Web site 

at 

http://www.dol.gov/esa/whd/f

mla/NDAA_fmla.htm. 
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Updating Job Descriptions ñIt Can Be Interesting!  

Updating job descriptions is a typical 

start-of-the-year choreñone thatõs of-

ten put off as drudgery. However, even 

a job that appears not to have changed 

may be quite volatile. Look for the fol-

lowing 

kinds of changes: 

 

Å Scope. The jobõs range of duties may 

expand or shrink. For example, as your 

groupõs assignments change to reflect 

shifts in the organizationõs strategy or 

economic success, individual jobs are 

affected. 

 

Å Deliverables and priorities. Even if 

the scope of the job stays the same, the 

jobõs main purposeñwhat the job-

holder absolutely must accomplishñ

may change. For example, if the job is 

focused on a certain product or service 

that becomes more or less important to 

the organization, a major change has 

occurred. 

 

Å Procedures, technology, and tools. 

Even if the what of the job stays consis-

tent, the how may change. When new 

procedures and equipment are adopted, 

the skills needed to do the job may 

radically change, requiring retraining or 

possibly a new job-holder. 

 

Å Customers and contacts. Even if the 

technical aspects of the job donõt change, 

the internal or external customers may, 

requiring a different approach to using 

the technology. For example, a new 

group of customers may be far less 

technically sophisticated and require 

more attention. 

 

Å The person vs. the job. Even if the 

job as a whole remains the same, the 

job-holder may behave differently. For 

example, the person in the job may 

become more ambitious and expand 

his or her skills, or become less moti-

vated and less active. Do you change 

the jobñor the person? 

 

This article was originally published in The 

Managerõs Intelligence Report, February 

2008. 

Coach Employees To Go Beyond Whatõs Required 

Individually coaching your employees is 

a great way to teach them to meet their 

job requirements, but donõt stop there. 

Teach your crew how to excel as well 

as how to maintain the norm. Raise 

their sights by taking three steps: 

 

1. Define excellence.  

Go through the job descriptions with 

your employees and find ways to go 

beyond the minimum requirements. 

Look for ways to raise the quality, 

shorten the time required, reduce the 

cost of completion, and customize the 

output. In each case, also discuss the 

benefits for the company, the group, and 

the customer of setting and meeting a 

higher standard. 

 

2. Encourage excellence but ban 

busywork.  

Differentiate between doing significantly 

better work and simply more work. As 

you know, excellence can be about get-

ting more done, but thatõs just one sce-

nario. Excellence also involves being able 

to accurately judge when doing more or 

doing it faster is really needed to make a 

significant difference on an assignment 

or for a client. Encourage employees to 

use their discretion, not merely show 

dutifulness. 

 

3. Check on performance and ask 

for input.  

Employees will need time to learn 

to recognize opportunities for  

 

excellence and take advantage of them. 

Encourage them to talk over their ef-

forts to go beyond the minimum. It will 

be time well-invested. 

 

This article was originally published in The 

Managerõs Intelligence Report, February 

2008. 
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The Lives of Others  

òBut I know a couple who met at work a 

long time ago and are still together,ó you 

say. Even if thatõs true, we often overlook 

the downside such relationships have for 

other employees. If co-workers Jane Doe 

and Joe Schmoe are still going strong, and 

theyõre in the same department, when 

Joe goes into Janeõs office and closes the 

door, will others think that two need for 

privacy for workñor for something spic-

ier?  If Jane and Joe break up, will the 

tension in the air make it difficult for oth-

ers to do their jobs effectively?  The 

workplace shouldnõt be a sexualized envi-

ronment or one fraught with the unpleas-

antness from what the rock group Bad 

Company called good lovinõ gone bad.   

 

In short, a romance between two peo-
ple at work affects more than just 
those two people.  The love-struck 
couple may not notice or care about 
this, but they should. Since ethics is 
fundamentally about considering how 
our actions affect the rights and well 
being of other people, romantic rela-
tionships on the job raise bona fide 
ethical concerns. 
 
A Question of Power  

Dating a fellow employee is tricky 

enough when the parties in question have 

the same or similar levels of power and 

authority within the organization. When 

there is a significant imbalance of power, 

such as between a senior and junior level 

executive or an executive and his or her 

assistant, the stakes are even higher, and 

the ethical problems are more pro-

nounced. Suppose, for example, that you 

are a manager, and a new member of 

your team seems particularly friendly 

toward you. Are her smiles meant to be 

warm, flirtatious, or alluring?  Is she sim-

ply a kind and caring person, is she inter-

ested in you romantically, or she is trying 

to curry favor with you?   Itõs hard to 

know, especially when you are attracted 

to her, and there is nothing like physical 

attraction to make it difficult to think 

straight 

 

But letõs also suppose that you are con-

vinced she is not just a lovely person but 

is genuinely attracted to you.    

You summon the courage to ask her out. 

Here is what can happen next: 

  

A) She is aghast that you have misunder-

stood her, and she now feels uncomfort-

able around you. 

B)  You have read the signs correctly, 

and she happily accepts your invitation, 

because she really would like to get to 

know you better. 

C)  She is thrilled that she has been able 

to manipulate you and is confident that 

she will be able to get what she wants 

from you and the company. 

 
It doesnõt matter which one ends up tak-

ing place (or, for that matter, what the 

gender of either party is).  All of the 

above are deeply problematic. If òAó hap 

 

 

 

 

 

 

 

 

 

 

 

 

 

pens, you have taken steps toward the 

creation of an offensive or hostile work-

ing environment and may have opened 

yourself and your company to a legiti-

mate charge of sexual harassment. If òBó 

is what you get, the going may be great 

for a while, but when the relationship 

fizzles, as it probably will, one or both of 

you will in all likelihood have to go. òC,ó 

of course, has disturbing implications in 

another direction, which I need not make 

explicit.   

  

By the same token, if you have a fling 

with your boss that flames out, and you 

later donõt get the promotion or raise 

you were counting on, can you be sure 

that the broken romance wasnõt the rea-

son why?  Can your boss? 

  

We all know of a couple that met under 

inauspicious circumstances (boss/

assistant, professor/student, therapist/

patient), and today they are happily mar-

ried or have been living in a committed 

relationship for many years.  To borrow 

an expression from jurisprudence, how-

ever, hard cases make bad law.  Just be-

cause a few folks here and there have 

been able to overcome the odds does 

*not* mean that this practice is, for most 

people, wise, healthy, or ethical. 

 

éBut If You Musté. 

You may still find yourself irresistibly 

drawn to someone at work and, in spite 

of the above arguments, you intend to 

follow your heart (or whatever).  I pro-

pose the following guidelines for such 

circumstances: 

  

Proceed with your eyes wide open.   

Be prepared to accept the consequences, 

whether or not the relationship suc-

ceeds.  If co-workers complain, or your 

work suffers, you may have to be trans-

ferred to another department, or you 

may even lose your job, so have a back-

up plan for employment. 

 

Be discreet .  Even if everyone in the 

workplace knows that love is in the air, 

do your best to avoid PDAõs (i.e., physi-

cal displays of affection, not personal data 

assistants.  Iõll discuss those distractions 

in a future column.) 

 

Just donõt do it if the object of your 

affection is your boss or assistant.  There 

is no good way to effectively handle such 

relationships other than preventing them 

from happening in the first place.   

  

In the workplace, the duties to do no 

harm, be respectful, and be fair mean we 

ought to think carefully about how our 

actions can affect our employer, our co-

workers, and ourselves. Thus, there are 

good reasons to turn down Cupidõs call 

for a chance at romance on the job. 

When Freud suggested that work and 

love are the two essential components of 

a happy life, I donõt think he meant that 

we should find them in the same place. 

  

This article was originally published on Busi-

nessWeek.com. 

 
About the author: Bruce Weinstein, Ph.D. is the 

professional ethicist and public speaker known as 

The Ethics GuyÈ.  His column, òAsk the Ethics 

Guy,ó appears bi-weekly on BusinessWeek.com.   

òJust because a few 

folks here and there 

have been able to 

overcome the odds 

does not mean that 

this practice is, for 

most people, wise, 

healthy, or ethical.ó 

 



      HUMOR  

      All In The Family  
         A customer service representative was answering calls from the public when a classic customer service 

       test case showed up on the other end of the phone: the out-of-control screamer. 

       This particular rage-aholic started off his rant with the effectiveñthough not very originalñline, òIõm  

       your worst nightmare!ó 

       However, this rep was a veteran and had her comeback ready. òIs that you, Alex?ó she shouted back. 

       The wind taken out of his sails, the puzzled customer asked, òWhoõs Alex?ó 

      òMy ex-husband!ó said the rep. At this the customer began to laugh with her, his problem put in  

      perspective and his humanity remembered. 

 

      ñAdapted from Know Can Do! by K. Blanchard, P. J. Meyer, and D. Ruhe (Berrett-Koehler Publishers) 
 

Support Employees Who Are Grieving  

Explain Realities vs. Expectations To Younger Workers  

 
that youõre paying attention. 

 

Å Expectation: Rapid pro-

motions.  

Explain the experience, skills, 

education, and results needed 

for promotion. Help each em-

ployee create a plan to meet 

those requirements. In the 

meantime, pair younger em-

ployees with experienced 

workers who can explain how 

to go about on-the-job learn-

ing and improvement in your 

group. 

 

Å Expectation: Flexible 

work schedules.  

As with salary increases, ex-

If you feel that your 20-

something employees have 

high expectations regardless 

of their limited work experi-

ence, youõre not alone. A 

June 2007 survey of more 

than 2,500 hiring managers 

and HR professionals by Ca-

reerBuilder.com found the 

same feeling. High expecta-

tions are fine, but suppose 

you have to say òNot yetó 

because your young employ-

ees are short on qualifica-

tions? Or because your com-

pany, like many, canõt immedi-

ately satisfy every demand? 

The best bet is to explain the 

realities carefully and develop 

other options to offer: 

 

Å Expectation: High wages 

and rapid raises.  

Be clear and specific about 

salary structures, but donõt 

just say, òThose are the 

rules.ó Provide an updated 

job description and demon-

strate how quality and pro-

ductivity are measured, show-

ing employees whatñand 

how longñit generally takes 

to earn higher compensation. 

Help employees work out 

plans to improve their qualifi-

cations. In the meantime, use 

short-term recognition, re-

wards, and bonuses to verify 

Page 5 Volume 21, Issue 1 

plain the amount of flexibility 

and time off available in terms 

of the amount of work to be 

done, not in terms of rules. Be 

creative about finding ways 

employees can generate days 

off. For example, can workers 

who are highly productive or 

who beat their deadlines earn 

extra days of vacation? 

 
This article was originally pub-

lished in The Managerõs Intelli-

gence Report, January 2008. 

 
 

When a coworker dies, em-

ployees often find themselves 

grieving at work, the setting 

in which they best knew 

the person. Karla Wheeler, a 

grief support author, suggests 

a number of options that 

can help your group work 

through their grief, and that 

may allow you to comfort 

the family of the deceased as 

well: 

 

Å An event including the 

family. To combine your 

groupõs grief for their co-

worker with their concern 

for the deceasedõs family, you 

might hold a weekend event. 

For example, consider a 

brief service and reception, 

thus combining an occasion 

to express grief with a 

chance to talk to the family at 

length, which would be diffi-

cult to do during the week. 

 

Å Gifts in the employeeõs 

name. If the employee fa-

vored a certain charity, 

cause, or nonprofit organiza-

tion, coordinate a group gift 

in the employeeõs name. Gifts 

of money are easy to gather 

and send, but donations of 

clothing, food, and so on are 

equally welcome by many or-

ganizations. Remember to no-

tify the family of your groupõs 

gift. If the gifts are donations of 

clothes and the like, consider 

inviting the family to accom-

pany you when you drop off 

the gifts. 

 

Å A ceremony at work. This 

type of event can range from a 

moment of silence in the em-

ployeeõs memory to a service 

involving clergy. A middle 

ground is to hold a gathering 

where employees can remi-

nisce about the person. 

Some may speak quite seri-

ously about him or her; 

others may want to tell a 

favorite story, even a humor-

ous one, that evokes the 

person for them. 

 

This article was originally pub-

lished in The Managerõs Intelli-

gence Report, January 2008. 

 



Page 6 Volume 21, Issue 1  



 

Membership/Director at Large: 

Tina Eakes, PHR 

Cox Communications 

850-314-8175 

Tina.Eakes@cox.com 

 

Hospitality/Director at Large  

LaVonne Vasquez 

Hurlburt Field Family Support  

850-884-6280 

lavonne.vasquez@hurlburt.af.mil 

 

Diversity/Director at Large  

Carla Scott 

Tybrin Corporation 

850-337-2720 

carla.scott@tybrin.com 

 

Were on the Web At  

http://shrm -emeraldcoast.org  

Serving Human Resource 

Professionals on the 

Emerald Coast 

Communications 

Ken Mallory 

MicroSystems, Inc. 

850-244-2332 

Kmallory@gomicrosystems.com 

 

Legislation 

Michelle Williams, SPHR 

Qualis Corporation 

850-729-6148 

michelle.williams.ctr@eglin.af.mil 

Committee Chairs  
Accreditation  

Robin Grobsmith, SPHR  

Jacobs Sverdrup 

850-729-6117 

Robin.Grobsmith@eglin.af.mil 

 

Website and Bylaws 

Sharon Adams 

Kelly Services 

850-664-7649 

adamssl@kellyservices.com 

 

Workforce Readiness 

Lynndriette Rome 

The Talking Phone Book 

850-243-0129 

lrome@talkingphonebook.com 

 

Non Dues Revenue 

Lee Harmon 

Superior Insurance Solutions 

850-939-7308 

Lee_harmon@superiorINSsolutions.com 

 

Newsletter 

Ester Molder 

University of West Florida  

850-833-3743 

emolder@uwf.edu 

Executive Board Members/Committee Chairs  

Executive Board  
President 

Michelle Anderson 

Kitchen & Bath Center 

850-244-3996 Ext 210 

850-685-2957 

Michelle@mwknb.com 

 

President-Elect 

Michele Burns 

Kelly Services  

850-664-7649 

burnsme@kellyservices.com 

 

Treasurer 

Shayla Farmer 

Northrop Grumman Technical 

850-315-2270 

Michaela.Farmer@ngc.com 

 

Secretary 

Peggy Fountain, PHR 

DRS Training & Control Systems, Inc. 

850-302-3605 

pfountain@drs-tcs.com 

 

Public Relations/Director at Large 

Charlie Ray 

Air Force Enlisted Village 

850-651-3766 

ray@afev.us 

 

Foundation Coordinator  

Stacey Tobik 

The Boeing Company 

850-362-5121 

stacey.g.tobik@boeing.com 
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The Society for Human Resource Management  

Emerald Coast Chapter #459  

P.O. Box 5579  

Fort Walton Beach, FL 32549  

Email: info@shrm -emeraldcoast.org  

 

 



FDA Sponsorship  

Pelican Dental Concepts, a non-profit pro-

gram offered by the Florida Dental Associa-

tion (FDA) and endorsed by the American 

Dental Association, is aimed at controlling the 

cost of dental care expenses for employers.  

This program, comprised of Direct Reim-

bursement and Direct Assignment plans, en-

ables companies to take control by tailoring 

the structure, funding and administration of 

the benefits plan according to their business 

needs.  With cost-savings, less paperwork and 

the ability to budget dental benefits annually, 

Pelican Dental Concepts is providing access 

to quality dental care across Florida.  Put sim-

ply, Pelican Dental Concepts maximizes pa-

tient choices and enhances employer dollars. 

 

Fort Walton Beach           Destin  

   (850) 863-8100                 (850) 269-6400 

 

Niceville    South Walton  

(850) 897-4400  (850) 622-3330 

 

2007 Sponsors 
 

Boys & Girls Clubs of the Emerald Coast 

AAA South Auto Club 

White-Wilson Medical Center 

Air Force Enlisted Widows Foundation 

Workforce Connections 

Pelican Dental 

Cumulus Broadcasting Fort Walton 

Beach-Destin 

Professional Health Examiners 

Fisher Brown 

Vanguard Bank 

Coldwell Banker JME Realty 

Superior Insurance Solutions 

Thank You to our Sponsors  


