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T PRESIDENT'S MESSAGE

Leading,
Learning and
Empowering

“In the end, it's not the years in your life that count. It's the life in your years.” — Abraham Lincoln

ime is our most valuable resource. As each
I second passes, we cannot get it back, and
we don't know how much time is left on
each of our individual play clocks. While planning
for the future is important, especially as leaders,
we also have to enjoy the moment and inspire
those around us to the do same. This can be done
in little ways around the office every day by keep-
ing your sense of humor and inserting fun where
you can. There will always be more work to do,
projects to advance and demands on our time. In
order to achieve any type of work/life balance, or
the new term “work/life blend”, we have to know
when to step back to take care of ourselves and
inspire our teams to be their best as well. When
everyone plays by these rules, we come back to
our work refreshed, with new energy and new
ideas, and knowing we are multifaceted in our
purpose. When people have purpose, specifically
from multiple areas of their lives, they turn the
ordinary into extraordinary results.

My favorite book about leadership is Lincoln on
Leadership: Executive Strategies for Tough Times
by Donald T. Phillips. Being in tough times or not,
the lessons within this book hold true.

Lincoln was (fortunately) ahead of his time
in many ways, and showed us examples of
this time after time. Some of these lessons are

highlighted in modern day scenarios in the arti-
clesin this edition of the HR Florida Review, such
as "Clear Vision Leadership”, “Transformational
Leadership”, and the importance of delegation
in “Leaders See Around the Corner.”

Lincoln saw the value of delegating to not only
free up his time, but to teach his team to think
like him and perform certain functions. This
is succession planning at its finest! While it is
easy to think “this will take me five minutes, | will
knock it out myself” or hearing comments from
others like “I don't trust my team to do it cor-
rectly” (which is a whole other issue), taking the
extra time to share the work with your team is a
step that needs to happen. What if something
comes up and you are in a meeting, out of the
office, or win the lotto? Will they know how to
carry out your duties? If you've done your work
well, and the team is operating under a unified
vision, they will know the right answers, and with
your training, delegation and empowerment,
will have the hands-on experience to execute.
Once the team is proficient in those tasks, you
then have more time to be strategic and see
what's coming next.

The best leaders never stop learning. Kudos
to you for picking up this magazine and staying
active in your profession. Lead on!

HhoS

“l do the very best | know how — the
very best | can; and | mean to keep
on doing so until the end.”

— Abraham Lincoln
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B cEDITOR'S NOTE

hat does it take to be a great leader? Are

Wyou actually leading others, or are you going

it alone with nobody following along? In this

edition, we're presenting a variety of engaging topics on

leadership, providing a clear vision for the future (how
appropriate in 2020!).

In his book, The Carpenter: A Story About the Greatest
Success Strategies of All, John Gordon states that one’s
greatness as a leader “will be determined by how much
you serve and sacrifice for others to help them become
great. Great leaders don't succeed because they are
great. They succeed because they bring out the great-
ness in others.” Leadership can be defined in so many
ways. Every organization needs leaders to create a vision
and sell it to staff. Leaders set the course and make sure
everyone stays on track. Leadership is not the same as
management. It is so much more than managing tasks
and things. It is about influence and leading people
toward the accomplishment of some strategic objec-
tive in line with the organization’s mission and vision.

This issue’s contributors have set the stage for some
of this information by providing insight into how leaders
can look ahead and effectively delegate work to their
teams, how a transformational leadership style serves
to improve relationships and generate innovation while
moving employees to action, how we can set a clear

Effective
Leadership

vision and help people understand how their efforts fit
into the big picture, and how we can leverage data to
inform our decision-making. My hope is that you will find
these materials to be inspiring and informative, giving
you some meaningful takeaways you can implement
in your own workplace. Enjoy!

HR Florida’s new Editor, Eduardo “Eddie” Safille, is an
adjunct professor in Florida International University’s
Master of Science in Human Resource Management
program, where he teaches a graduate level course on
Labor Issues and Conflict Management. He is a co-
founder and managing member of Kaito Consulting,
LLC, and the Vice President of Talent Management for
Arc Broward. He previously served as the President of
the Human Resource Association of Broward County in
2019. Eddie earned his law degree (JD) from Washington
and Lee University School of Law, a Master of Laws (LLM)
in international arbitration from the University of Miami
School of Law, and an advanced certificate in strategic
human resource management from Cornell University.
He holds multiple HR certifications, and is a certified
Myers-Briggs Type Indicator (MBTI) practitioner. If you
would like to submit an article for the quarterly HR Florida
Review or the monthly HR Florida Newswire, please email
Eddie at Editor@hrflorida.org.

66

Every organization needs leaders to create a vision and sell it to
staff. Leaders set the course and make sure everyone stays on
track. Leadership is not the same as management. It is so much
more than managing tasks and things.
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HR Florida State
Council Announces

201

art of the excitement of the HR
P Florida State Council is being able

to recognize the amazing achieve-
ments of our local chapters with awards
of distinction.

The Council recently made the follow-
ing honors.

2019 Chapter Excellence Awards

This award recognizes local Chapters
that have made a difference in the human
resources profession and their com-
munities through exemplifying one or
more of the following core leadership
areas: College Relations, Diversity, Global
Affairs, Legislative Affairs, Membership,
Workforce Readiness, Certification and
Chapter Leadership.

The following four chapters were
recently recognized for their work
in 2019.

HR Tampa was recognized for its
efforts in Diversity that included host-
ing a sold out, interactive diversity and
inclusion event; writing three diversity
newsletter articles; partnering with the
Suncoast chapter on a diversity meet-
ing about autism and employment; and
featuring five inclusion speakers at the
2019 HR Tampa Conference & Expo.

SMA South Florida was honored for its
efforts in Certification for a three-event
book club that connected human
resources professionals over coffee

to share best practices while receiving
SHRM credits and showcasing books
presented by local authors.

Charlotte County SHRM won the
award for its Workforce Readiness focus
with the 4th Annual Job & Education Fair
that included 51 employers talking with
350 members of the community/job
seekers who attended.

SHRM Jacksonville was applauded
for its Chapter Leadership project that
involved a partnership with CareerSource
of NE Florida to host “Ask the Experts”
HR Panel Discussion for its Professional
Network participants. This event enabled
attendees to participate in a panel discus-
sion with senior human resources execu-
tives answering questions about the job
search landscape in the 21st century.

Community Impact Award

The HR Florida State Council recog-
nizes one HR Florida Chapter for out-
standing achievements with outreach
and impact within the community of
which they serve. This winning chapter
was chosen based on demonstrated
achievements in activities, such as volun-
teering, donations of goods and financial
donations.

The Council is pleased to announce
the 2019 winner is the Suncoast HR
chapter that raised $1,242 through-
out last year to support the Wounded

Chapter
Awards

Warrior Project, Clothes for Kids and
the Bahama hurricane victims with
cash donations. In addition, the chap-
ter collected and donated clothes for
Clothes for Kids, cleaned up 722 pounds
of trash in St. Pete after the hurricane
and provided resume reviews for the
quarterly job fairs that, in total, equaled
over 83 volunteer hours.

HR Florida State Council President’s
Award

This award recognizes one exemplary
Chapter President who has significantly
impacted the performance of their chap-
ter by leading with a combination of com-
passion, creativity and innovation.

Stephanie Deiter, SHRM-SCP, SPHR
and 2019 President of Sarasota Manatee
Human Resources Association (SHRA),
was the recipient of the 2019 HR Florida
President's Award. During the January
2019 strategic planning session for
SHRA, she made it a goal to make the
Chapter the “go to” organization for
human resources knowledge in its com-
munity. To achieve that goal, Stephanie
led the local chapter throughout the year
with a strong emphasis on strategic com-
munity outreach.

Initially, SHRA partnered with local
charities, raising the awareness of SHRA
in the process, and joined forces with the

Continued on page 14
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Clear Visi

By Doug Van Dyke, CEO of Leadership Simplified, www.leadershipsimplified.com

‘I can see clearly now, the rain is gone.” — Johnny Nash

elcome to a new decade! Hopefully, any “rain” in your world has

dissipated and 2020 looks like clear sailing. We are at an interest-

ing crossroad in our work lives, personal lives, political lives, etc.

From a work perspective, this crossroad holds great opportunity to affirm

your organization’s current vision, or to set a new course. This is also an

ideal time of year to ensure that your team has a clear vision for the future.

Creating or restating the vision for your team holds a variety of benefits. Six

of them, at least. So, let's crystal ball together and make certain we are clear
about the benefits of being a visionary leader.

€6

We are pack animals and
we want to know where the
pack is going and where
we fit into the pack. Thus,
visionary leaders provide
clarity regarding where the
team is going and in what
time frame.

ISTOCK.COM/UZENZEN

Yww.HRFlorida.org



http://www.leadershipsimplified.com
http://www.HRFlorida.org
http://ISTOCK.COM/UZENZEN

on Leadership

1. Leaders who provide a clear vision
to their teams create a climate that
can maximize performance. Note
that | did not say “a rosy vision." |
simply said vision. Good, bad, or indif-
ferent, people want to know where
they are going: With their team, in
their career, and in life. As such, it
is the leader's job to communicate
a vision for the future to their team
members. When you communicate
your vision to your team, remember
to do so in a succinct, understand-
able fashion.

2. Smart leaders who articulate a clear
vision of the future create greater
followership with team members.
Further, once team members know
where they are headed it becomes
easier to set priorities and agree on
goals. Leaders can then assist team
members with well-orchestrated
action plans. All this culminates in
meaningful results. Voila!

3. Leaders who share a compelling
vision with their teams tend to have
a higher retention rate when it comes
to key employees. We are pack ani-
mals and we want to know where the
packis going and where we fit into the
pack. Thus, visionary leaders provide

clarity regarding where the
team is going and in what
time frame. Second, visionary
leaders share exactly why the

team is moving in a prescribed direc-
tion. Third, visionary leaders provide a
detailed roadmap on how each team
member fits into the journey.

. Visionary leaders help key team

members feel valued. Another terrific
employee retention tool is to help your
top performers feel that they are part of
something significant. Being a part of
something significant is inspirational.
Help your people stay motivated and
engaged by ensuring they are clear
about the mission and results of your
organization.

. Savvy leaders reinforce purpose.

Since people desire to be a part of
something, itis critically important that
leaders share a clear vision of what your
organization stands for — its purpose
and positive contributions. In addition,
solidifying a good vision has a lot to
do with letting people know where the
heck your organization is going, and
why it should go there. This type of
focused and visionary leadership has
served organizations such as Apple
very well.

. Sharing a vision that “sticks” calls for

excellent communication skills. This
means that leaders can effortlessly
leverage a variety of communication
tools and technigues. Beyond excellent
public speakers, visionary leaders don't
just listen to respond, they truly listen to
understand. This heightened awareness

enables visionary leaders to articulate

their message so that it has maximum

stickability with their team.

Bottom Line: Visionary leaders are
critical to an organization because they
create and adjust corporate culture.
A strong visionary leader will inspire
breakout results and help team mem-
bers feel a part of something important.
The work that you and your team does
is special, and it is stressful. Do not let
the grind of the journey deflect your
people from embracing the meaning
in their work. What your team does
and what your organization will do in
the future is noble. Share that vision in
a clear and frequent manner. Seek to
enjoy the journey this year and in the
process, make 2020 sizzle.

Doug Van Dyke is CEO of
Leadership Simplified.
He is a leadership and
sales consultant, exec-
utive coach, strategic
planner and certified
speaking professional. Doug’s clients
include Amazon, American Express,
Nielsen Media Research, PepsiCo, CVS,
Humana, Johnson & Johnson, Sysco
Foods, Union Pacific Railroad, the
University of South Florida, and hundreds
of small and medium-sized businesses.
He may be reached at 941-776-1121 or at
doug@leadershipsimplified.com.
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and Limits ok

By Devin Hargrove, Christine Jubelt, and Don Rogers

uman Resource (HR) depart-
Hments are making more & more
decisions based on HR Analytics.
There are many advantages to using
Analytics in decision making, but there
are also many challenges, reflected in the
decision-making biases that can occur.
The biggest advantage of HR Analytics
is the ability to gain insights into the
behavior of the workforce, new insights
captured by using data, statistical anal-
ysis, and high-speed processing. Until
recently, HR managers relied mostly on
opinions and other relatively unsophisti-
cated scientific methods in order to make
decisions about the employees that they
supported. Reputation, word of mouth,
gut-feeling, intuition, and recommenda-
tions provided the evidence to support
decisions about recruitment, promotion,
termination and succession planning.
Advances in data collection and stor-
age, measurement, metrics, analytics,
heuristics, and computing power have
made it possible to analyze an incredible
amount of various types of data about
diverse workforces.
The market for HR Analytics is so pop-
ular because HR professionals value its’

8 | www.HRFlorida.org

utility. Analytics allows HR professionals
to speak the language of numbers that is
central to other corporate functions like
Accounting, Finance, Engineering, and
Economics. An indicator of the popular-
ity of analytic techniques is reflected in
the projected size of the market whichiis
projected to grow to more than $1 billion
dollars by 2023.

Another reason for the popularity of
analytics is that analytics provides HR
professionals the opportunity to under-
stand employees using different view-
points. Personality, decision-making
styles, and moods are just some of the
individual differences that impact per-
formance and productivity. HR analytics
makes it possible to make effective deci-
sions regarding these useful organiza-
tional measures. Moreover, HR Analytics
makes it possible to get closer to making
optimal decisions regarding employees:
Does the employee perform at a high
level within his or her department? Is the
employee more satisfied working with
teams? What creates a comfortable work
environment? An employee operating
at a near-optimal level will benefit the
organization in improved productivity,

commitment to the organization and
decreased counter-productive work
behaviors.

The Business of Sports is one indus-
try that has taken advantage of the
data analytics movement. For example,
Shane Battier, formerly of the Houston
Rockets, was profiled by Michael Lewis
who wrote about Battier's unique value
to a team. Battier was not a top scorer
or All-Star. However, data analytics
revealed the subtle things that Battier
did, like strategically positioning him-
self on defense, which added value to
his team. Those things were highly cor-
related with wins. Analytics laid bare that
which, until then, was unclear. Thatis its
value: providing insights that are not obvi-
ous. Furthermore, once Battier himself
learned about analytics, he focused his
effort on doing those things that maxi-
mized the probability of winning each
game. The fact that he had an unusual
impact on team winning is an indication
that the approach worked. Thus, the data
analytic approach used by the Rockets
with Battier can be employed by a variety
of organizations and the same kinds of
performance gains might be realized.
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And, when employees understand what helps them win, they
can effectively focus their energies.

Meritocracy is one of the goals of many organizations. It
reflects the ideal of fairness. People want to believe that they
are getting their fair share. In terms of pay, training and treat-
ment, people want to be treated equally. Analytics seems to
provide a way for the ideal of fairness to be manifested. For
example, once professionals decide that a characteristic is
worth exhibiting, a measure can be devised and data can be
gathered. Each individual in the organization can be directed
to perform according to the measure. It is possible, then, to
develop performance reviews that are as objective as the
organization wants them to be, removing the appearance of
bias or favoritism that can harm the morale of employees. The
resulting improvement in teamwork, creativity and productivity
should be worth the effort.

On the other hand, this new and exciting ability to harness
information can be tricky to manage: It can be tempting to
measure everything; to measure everything easy to measure;
to measure what others are measuring (benchmarking); to
measure things that don't apply to your organization; to ignore
the costs of measurement and analysis; to ignore the time
pressures on decision making (a good decision now is better
that a great decision in six months); and to rely on the analyt-
ics gurus rather than the actual managers who have to make
the decisions that impact the organization. Furthermore, bias
can creep into the decisions based on HR Analytics just as it
creeps into any other decision process. The most common
biases include:

Surrogation — a cognitive bias that refers to the measure
of the stated goal becoming the objective itself, reflecting
the fact that a person or group has lost sight of the original
goal. For example, a group might want to improve creativity.
They may measure this by the number of new ideas pro-
posed. Surrogation occurs when the groups focus turns to
the number of new ideas proposed rather than the actual
creativity of the new ideas.

Anchoring — the tendency in decision-making to rely too
heavily on one piece of information, especially when that infor-
mation is received early in the decision-making process. For
example, in labor negotiations, a union may have a higher wage
objective for its members than it thinks management is will-
ing to provide. Anchoring can be a negotiation strategy if the
union “anchors” the negotiation by introducing a high wage as
a potential outcome early in the process. The result is that the
part of the negotiation that revolves around wages tends to
occur around the original high wage introduced by the union
and the final outcome is correlated with the original high offer.

Pain avoidance — a cognitive bias experienced especially
when delaying an employee termination decision. Although
HR analytics and data clearly support a change in a position
or staffing, a decision is made to retain employees based on
other non-quantifiable factors.

Loss aversion — which occurs when a firm hires two quali-
fied candidates in an attempt to assure the right candidate is
onboarded. Although we require only one recruit, HR analytics

may provide data steering a decision to hire both candidates.
This of course creates other problems, hiring the wrong per-
son, having too many employees and violation of budgetary
constraints.

Bullet-proofing — refers to the tendency to not make a
decision unless there is no room for failure. This strategy is
taken in order to avoid criticism. For example, consider a hiring
decision. The HR analytical data clearly provides information
to hire the safe candidate who meets all data output. Without
other consideration the best hiring decision is jeopardized. In
other words, when hiring, there is often a checklist of desired
qualities that the prospective employee should possess.
Bullet-proofing occurs when the hiring committee selects
the person who checks off enough boxes that the hiring deci-
sion is beyond critique, based on the checklist, even if there
are other, non-quantifiable issues that raise red flags with the
prospective employee.

It cannot be emphasized enough that, although the dimen-
sion that analytics brings to human resource management
can be positive and useful, there can also be disadvantages
to documenting with data the lives and career paths of human
beings, the most important asset of any organization.

Managers must be aware that analytics can give the illusion
of objectivity. The same analyst that trumpets fairness and
objectivity in his or her report may actually be unintentionally
promoting bias. Irrational fairness bias is a concern. That is,
our unwillingness to consider what appears to be an unfair
decision based on data. For example, when an analyst says
that the results of an analysis are objective it suggests that
the report is fair and unbiased. Often, that is not the case.
Here's why: Research is only as good as the inputs utilized
ie. the technical skill of the analyst, the correct application
of statistical methods and appropriate measures for the
construct of interest. If any one of these inputs is not applied
coherently then the results will probably be biased. Poor
decisions will result. Careers may be affected. For instance,
in the area of criminal justice, Tom Douglas, Senior Research
Fellow at Oxford reports “algorithms used to assess the risk
of criminal recidivism often have higher error rates in minority
ethnic groups.” Furthermore, Joy Buolamwini, a researcher at
MIT found that facial recognition software often has a hard
time recognizing minorities because the developers of the
software didn't code the facial recognition algorithm to pick
up these kinds of differences in people. HR Analysts need
to understand that software and data solutions are only as
good as the people and technology behind them: the maxim
garbage in, garbage out still applies.

Itis disconcerting to many employees to know that personal
information is being intentionally gathered, organized and pack-
aged for the purpose of making decisions about their jobs and
careers. Results from data collection can be sold to individuals
looking for an edge in the marketplace often without the explicit
consent of those that generate the data.

This raises ethical concerns, not limited to the fundamen-
tal question of who owns the data that is generated in the
first place? For instance, analytics allows professionals to
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have the most personal information of employees at their
analytical fingertips. What if the analyst discovered that an
employee was going to have a baby? Furthermore, what if
the analyst denied that employee a promotion, assuming
that the new baby would take up too much of the employees’
time and attention? On the other hand, what if an HR profes-
sional found that an employee had a medical condition and
altered medical benefits based on this information? These
examples show that data can be misused to the detriment
of employees.

Given the new data-centric environment that we live in,
there are ethical ways to handle data. First, research shows
that simply being aware of decision-making biases helps to
reduce their effect. So, HR professionals should be made aware
of the potential pitfalls of faulty thinking. In order to improve
their decision-making, professionals should seek out books
and websites that provide lists of decision-making biases
that they can review. Second, 2) when it comes to data of a
personal nature, norms should be established where profes-
sionals understand that customers and colleagues have a right
to privacy. This is especially important when access to data
is so easy to come by. There should be ethical standards that
everyone is coached in so that each professional understands
the importance of this norm. 3) A more technical approach
and related to the second point, professionals should make
all attempts to de-identify sensitive information within work
files in order to maintain confidentiality. This can be done
by using encryption or simply by replacing names and other
identifying information with random numbers, with the master
file locked in a safe place. Also, 4) organizations should offer
incentives to employees to make sure that a focus on privacy is
aligned with the organization mission. Over time, the focus on
privacy will tend to become internalized by HR professionals.
Finally, 5) those HR professionals who have the resources might
consider hiring a data scientist who specializes in the ethical
maintenance of personal information. Some companies, like
Facebook, even hire a group to make sure that an appropriate
level of privacy regarding personal information is maintained.
Again, considering the stakes, this could be an investment
worth making.

The ethics regarding HR analytics can be confusing since
analytics can have positive and negative effects for the people
under examination. HR Analysts have to remember that in
attempting to understand what makes each employee tick, he
or she doesn't lose sight of the person attached to the data.
No one wants to be treated like a number or, in the case of
analytics, a datapoint. As HR professionals, one of the most
important things we can do is treat employees with respect
and sensitivity, like the individuals they are.

Devin Hargrove is an Assistant Professor in
the Department of Business at Rollins College
where he teaches International Organizational
Behavior. Prior to his work in academia,
Dr. Hargrove worked in industry for Accenture
as a Manager of Strategy and Proctor & Gamble
as an Assistant Brand Manager. Devin Hargrove earned his
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PhD in Management and Organizations at Duke University’s
Fuqua School of Business. Devin has a B.A. from Morehouse
College, an MBA from Dartmouth and an M.S. in Sociology from
the University of Wisconsin. His current research interests are
leadership, self-monitoring and trust.

Dr. Christine Jubelt, DBA has over 30 years
Real Estate Investment, Asset Management,
Hospitality Management, and Property
Management experience in the US and glob-
ally. She has been a Real Estate broker in
the state of Florida for over 25 years and
is co-founder and managing member of APM Services, LLC,
a Real Estate Investment Management firm. Dr. Jubelt has
completed research in Real Estate including the topics of
CAM certification for the National Apartment Association
Education Institute (NAAEI) and Competencies Required of
Property Managers in High Performing Work Settings within
the Residential Multi Family Real Estate Industry, and addi-
tional research on Real Estate Negotiations. Dr. Jubelt has
also been a speaker for the NAAEI national conferences on the
topic of the exemplary performing manager and competencies
of high performing managers. Dr. Jubelt teaches courses in
business and finance including Entrepreneurial and Corporate
Finance, Responsible Leadership, and Business Innovation and
Entrepreneurial Thinking Intro for the Responsible Business
Management and the Social Entrepreneurship & Business
Majors courses at Rollins College.

Professionally, Dr. Jubelt held positions internationally
with Kempinski Hotels, China, ITT Sheraton Corporation, Four
Seasons Hotels, and Helmsley Hotel Corporation. She received
a Doctorate degree in Business Administration as well as a MBA
from Crummer Graduate School of Business, Rollins College.
She received a BS in Business Management and Nursing from
Elms College, Chicopee, MA.

Dr. Don Rogers is a Professor of Business
Management in the Department of Business.
He is also the Director of the Master of Human
Resources program (Rollins MHR). Rogers
received his PhD and MBA in Organizational
Communication & Information Systems and
Human Resource Management from the Ohio University. His
BBA in Business Economics is from the University of Arizona.
He is accredited as a Senior Professional in Human Resources
(SPHR) and a Global Professional in Human Resources (GPHR)
by the Human Resources Certification Institute (HRCI). He has
been recognized for his special expertise in Human Capital
Management/HR Metrics and International HR Management
by the Society for Human Resource Management (SHRM)

Rogers teaches courses in Strategic Management, Human
Resource Management, High Performance Organizations,
Critical Thinking and Problem Solving, and Organizational
Behavior. His research focuses in improving individual and
organizational performance and on organizational adaptations
of HR Strategies to meet major changes (mergers, recessions,
hurricanes, etc.).
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By Eduardo Safille

here seems to be an endless

I amount of literature about vari-

ous leadership styles, and which

styles may or may not be effective at get-

ting results in different situations. Which

“style” best motivates a team? What are

the impacts on the organizational cli-
mate, culture, motivations, etc.?

For example, certain situations may
call for a democratic or participative
leadership style approach, wherein
you elicit input from the team as to
the course of action. This style is
effective when you have a competent,

Care:

knowledgeable group of individuals, and
you have optimism that the decision(s)
reached by the group will be acceptable
to you. This would not work for an impor-
tant decision with an inexperienced
group that does not truly understand
their roles, nor with those who lack a real
commitment to the mission of the orga-
nization. They might be more inclined to
make decisions in their own self-interest,
rather than what is in the best interests
of the organization. All leaders face situ-
ations in which they must make a diffi-
cult decision and communicate it to the

team. You must be prepared to get some
pushback, but remain steadfast when
you know it is the appropriate decision
in that situation.

While this is traditionally discussed in
the context of managers and their sub-
ordinates, | propose that the same is true
within the family dynamic. | have four
small children, and | often share with
my colleagues that | use my professional
development tools more so in my personal
life. As parents, we are often faced with
difficult decisions, and there is no lack
of experts and guides sharing purported
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best practices as to the best way that one
should parent.

Instead, if you were to apply the above
scenario to a parent-child relationship, |
could think of many situations that would
be highly inappropriate for this demo-
cratic style of leadership (or parenting).
“Hey, kids, we are running up against our
bedtime, do you think we should turn off
the TV and other screens so that we can
get to bed? What are your thoughts?”
Yeah, the likelihood that they will volun-
tarily opt to forgo the screen time to go
to sleep is somewhere between 0.00%
to none. A different approach is required
in that situation. My wife and | are the
parents, we make the rules, and we know
better. This isn't a decision that will be left
to the masses. And we all understand
that, as parents, we always have to make
decisions that are for the benefit of our
children and the greater good of the over-
all family unit.

Back to the organizational context,
though, where this seems to be less obvi-
ous. Managers often feel that they should
involve their staff in making decisions.
However, they usually only pretend to
cede control over to their teams. When
the feedback they get differs from what
they wanted to do as a leader in the first
place, what do they do? Go with the group
decision and “lead” them down a path
that the leader believes to beill-advised?
Do they instead veto the decision of the
group and go another direction, thereby
losing credibility and hurting morale and
ownership/accountability by the team
over the decision? As leaders, we have
to be careful about what decisions we
cede to our subordinates.

We absolutely should include them in
low-risk decisions, particularly those that
concern hygiene and work environment
matters, but that do not have a significant
bearing on job related performance (e.g.,
from which restaurant do we want to cater
food for our lunch meeting?). But how do
you really know when a certain leadership
styleis appropriate? Will you pick the right
one? If not, what will be the impact?

Consider for a moment another
work-related example: a situation of
reasonable accommodations under the
Americans with Disabilities Act. Title |
of the ADA requires employers to pro-
vide reasonable accommodations to
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qualified employees with disabilities.
| recall a scenario years ago, when a
manager had an employee who was
not exactly a top performer. In fact,
this employee was quite familiar with
the progressive discipline system we
had in place, having been written up
a few times in her career. There came
a time when the employee brought a
doctor's note reflecting a disability that
required an accommodation on our part.
When | discussed it with the manager,
it was clear that she did not believe the
employee suffered from the underlying
disability, nor did she particularly want
to work with her to provide any accom-
modations. In fact, she pushed back
on me pretty hard. Ultimately, do you
know what got her to buy in and figure
things out with the employee? | asked
her how she would feel if it were a differ-
ent employee, specifically calling out her
top performing employee by name. That
manager’'s demeanor visibly changed.
She realized she would be more willing
to provide that solution when it was her
superstar; someone who provided value
and who the manager cared about.

At that moment, | also realized that
much of the complex analysis of what
is the right decision in a particular situa-
tion really just boils down to something
much simpler than that. Just treat your
folks like you genuinely care about them.

Intuitively, we already know how to do
this with our children. We give them nega-
tive answers all the time. Not because we
like to upset them, but there are times
when we believe we know what is best for
them. I know that my school-aged daugh-
ters will be upset if I tell them it's late and
there is no more screen time, but it's in
their best interest to get a full night of rest
so that they can thrive in school the next
morning. If | cede control of that decision,
they'll be up until 3:00 a.m., exhausted
the next morning, and will be dragging
all day. Take another example — every
time I pick up my kids from school, they
implore that | take them to get Chipotle.
If | were to take them out to eat every
day, that would not be in the best inter-
est of our family (the “organization”) as
an unbudgeted expenditure that would
limit our ability to commit those financial
resources to more important priorities,
like paying the mortgage.

There are so many parallels between
the manager-employee and parent-child
relationships. Much like the aspects of
parenting that might separate a great
from a good parent, the difference is
usually attributable to a personal invest-
ment of your time. So, be sure to spend
time with your subordinates, and even
manufacture opportunities for socializing
and learning about what really matters to
them. I have made it a habit to personally
visit each of my staff every morning, and
to take an interest in what they consider
to be important. Do | always find these
topics to be interesting and of value to
me? No, of course not. Then again, | also
haven't sat through so many hours of
children's cartoons because | found them
to be wildly entertaining. Much like you
occasionally suck it up and tough it out
to support your kids, you have to take
similar measures to show your staff that
they matter to you.

As a leader and manager of other
people, you are entrusted with their pro-
tection, growth, and development. Both
as a manager and a parent, you must pro-
vide resources, give support, and remove
obstacles to the success of those under
your watch. At the end of the day, this all
boils down to taking the necessary steps
to help them succeed. But you have to care
about their success.

Eduardo “Eddie” Safille
is an adjunct professor
in Florida International
University’s Master
of Science in Human
Resource Management
program, where he teaches a gradu-
ate level course on Labor Issues and
Conflict Management. He is VP of
Talent Management for Arc Broward, co-
founder of Kaito Consulting, and served
as President of the Human Resource
Association of Broward County in
2019. Eddie earned his law degree from
Washington and Lee University School
of Law, a master of laws in international
arbitration from the University of Miami,
and an advanced certificate in strate-
gic HR management from Cornell. He
holds multiple HR certifications and is
a certified Myers-Briggs Type Indicator
practitioner. He can be reached at
eddie@kaitoconsulting.com.
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Leaders See

Around the Corner

By Dr. Dick Daniels

ited resource available to them: time. Their challenge is to

lcontinually lead more effectively and efficiently at higher
levels of organizational complexity. Almost every leader | have
met admits that they continue to do some things week after week
that someone else on the team could easily do. Their rationale
includes: (1) the time it would take to get someone up to speed
on the task, or (2) the self-deception that they can do it faster and
better than anyone else. That choice to keep doing what another
could dois what keeps them from letting go of the urgent in order
to address the more important. It's the danger of defaulting to
one's subject matter expertise in operational tactics rather than
stepping away from operations to think about strategy. The
strategic role of leadership is to see around the corner — to see
what others do not yet see. It demands time away from opera-
tions by climbing to that lonely 30,000 foot perspective to see
what's ahead. It requires the analysis and synthesis of relevant
data: the latest information about the industry, the market, the
customer, the competition, the vendor, the employee base, and
the changes in technology. Analysis tells a story in the numbers.
Synthesis connects that story to your story pointing to what
changes are needed in the next 18 or 30 or 48 months to keep
and expand market share. Since time is limited, the invitation to
every leader is to off-load some tasks in order to address more
important responsibilities. It is the “urgent — important” dilemma.
How do leaders address the conundrum?

Leaders face the daily choice of how to use the most lim-

Handing Off and Letting Go

Delegation is a Handing Off process combined with a Letting
Go process. Responsibility (Handing Off) is an assignment
the leader gives to a team member, along with accountability
for results. Authority (Letting Go) is the appropriate power a
leader gives to a team member to use time and organizational
resources to reach a shared outcome. It is a four-step process
of getting a team member ready for full responsibility and full
authority. The Return on Investment? The team member gets
a stretch assignment that enhances their leadership capacity.
The leader frees up time and resources to give attention to stra-
tegic issues of greater organizational complexity. When leaders
don't go through the four steps to delegate full responsibility
and full authority it diminishes their own capacity — their abil-
ity to lead at higher levels of organizational complexity. It also
prevents the development of direct reports through the stretch
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assignments that are handed off. And, it keeps the organization
from achieving its productivity potential of delivering services
or products efficiently and effectively.

Answering the “Who” Question

There are four Delegation Selection Questions when consid-
ering which team member is ready for a stretch assignment:

The Competence Question: Can they do this delegated
assignment?

The Bandwidth Question: Do they have time to do this
delegated assignment?

The Personal Drive Question: Will they do the delegated
assignment successfully?

The Cultural Fit Question: Will we like them while they do
the delegated assignment?

The Delegation Matrix
Developmental Delegation is a process that leverages four

messages designed to meet team members at each stage of

readiness to take on a new responsibility.

+ Stage One. Low Responsibility/Low Authority. The leader
communicates to the team member: “Come watch me do
this." Then they debrief on what the team member observed.

+ Stage Two. High Responsibility/Low Authority. The leader
communicates: “Let's do this together. You help me." Then
they discuss what the team member observed, experienced,
and learned.

+ Stage Three. Low Responsibility/High Authority. The leader
says: ‘let's do this together. This time I'll watch you do it."
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Then, the leader provides feedback for discussion from what
was observed.

+ Stage Four. High Responsibility/High Authority. The leaders
finally says, “Now you do it, and | will be available to support
you." Then, the leader delegates full responsibility and full
authority with ongoing review and support.

Delegation Readiness and Stretch Assignments

Recent leadership development research indicates the value
of stretch assignments as the optimum approach to move
emerging leaders from a talent pool into a leadership devel-
opment pipeline. The formula includes four components: (1)
micro-learning around leadership competencies, (2) coach-
ing conversations around learning application, (3) on-the-job
application to develop new leadership habits, skills, and behav-
iors that prepare the team member to lead at higher levels of
organizational complexity, and (4) reflection that leads to more
learning and new application. Investing in the development of
team members not only frees up the leader to address more
strategic concerns, but it contributes to the engagement and
retention of your best talent. It also shapes an organizational
culture with a reputation that attracts the best talent in the
competitive recruitment landscape.

Delegation only happens by choice never by chance.

Dick Daniels is Vice President, Consulting
Services and an ICF Certified Executive
Coach with Right Management’s Florida/
Caribbean Region. Dr. Daniels offers Right
Management’s clients more than 17 years
of leadership development consulting and
executive coaching with C-Suite leaders. Prior to joining Right

HR FLORIDA AWARDS...
Continued from page 5

Lakewood Ranch Business Alliance for the first joint event tar-
geting local-area business leaders to connect with those in
non-traditional human resources professional roles. In addition,
SHRA joined the Suncoast Campaign for Grade-Level Reading to
provide teacher and presenter assistance during its Summer
Blast Off event and teacher training day. The Sarasota Police
Department’s Pack the Patrol Car program also benefitted from
SHRA's help as the Chapter donated 278 packs of school supplies.

In September, Stephanie led a group of SHRA volunteers to
provide human resources support and resume review to job
seekers at the Northport Area Chamber Job Fair. The following
month, SHRA partnered once again with CareerSource and
served as table captains/career mentors, sponsored the event
and provided human resources advice to the 1,000 local high
school students that attended.

Additionally, SHRA volunteers provided human resources sup-
port to the Venice Area Chamber of Commerce Career Fair in
November where Stephanie’s passion for working with job seekers
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Management, Dr. Daniels was the leadership development
specialist for the 13,000-employee regional healthcare system
in Fort Myers, Florida. His extensive leadership consulting
and executive coaching experience in Minnesota and Florida
has included system design and implementation for clients
across other industry sectors as well. Dr. Daniels received his
Doctorate in Adult Development (Bethel University, St. Paul,
MN), Master’s degree in Student Development in Higher
Education (Loyola University, Chicago), and a B.A. degree in
sociology (Trinity International University, Chicago). Dr. Daniels
is certified and experienced in: Hogan Assessments, Executive
Coaching, DiSC, StrengthsFinder, EQ, Five Dysfunctions of a
Team, Creating Leadership Development Programs (ATD), and
Group Facilitation (ATD).

was noted by the event planners for a job well done. To top off all
the work completed in 2019, SHRA participated in the Wreaths
Across America campaign, which involved placing memorial
wreaths on veteran graves in the Sarasota National Cemetery.

Notably, Stephanie was also recognized for her participation
in the State of Talent Conference, which was attended by over
300 human resources and business leaders and broadcasted
live from Sarasota with satellite locations throughout the United
States. Her grace under pressure was tested during a leadership
change, but Stephanie averted crisis and kept the organization
moving forward through collaboration, communication and con-
sistency. Her outstanding leadership during this stressful time
was applauded by the board and her entire leadership peer group.

Congratulations to all of the 2019 winners! The HR Florida
State Council would like to thank all of our local chapters for
their continued dedication to the Council’'s mission of serving,
advising and empowering Florida's workforce communities
through education, partnerships and connections.
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Transformational Leadership:
Implementing a Structural
and Cultural Approach

in Organizations

By Mostafa Sayyadi

What Transformational Leaders

Do That Others Don't

The key to transformational leadership

is based upon satisfying basic needs

and meeting higher desires though
inspiring followers to provide newer
solutions and create a better work-
place. Transformational leaders actu-
ally employ charismatic behaviors and
motivate subordinates to provide better
outcomes, more profitability, and satisfy-
ing careers. These leaders focus on the
critical human assets such as commit-
ment and thus help followers to effec-
tively implement organizational changes
with both efficiency and effectiveness. It
is this leadership style that sheds light
on the strategic role of follower attitudes
and values to accomplish a higher degree
of effectiveness, and it highlights the
importance of employees in implement-
ing changes at the organizational level.

Today's global business environments

involve a high level of uncertainty, organi-

zations will increasingly need more trans-
formational leaders to be more innovative
and creative.

The following characteristics will
make for high impact and effective
transformational leaders, who rep-
resent effective leaders working in
today's knowledge-based economy, can
develop and manage intellectual capital
in corporations.

- Transformational leaders develop a
shared vision and improve relation-
ships with followers; transformational
leaders also concentrate on identify-
ing employee’s individual needs and

empower followers in order to build a
learning climate and mobilize follower
support toward the goals and objec-
tives at the senior organisational level.

- Transformational leaders propel knowl-
edge sharing in the company to gener-
ate more innovative ideas and solutions
for new and demanding issues that
come up constantly in our hypercom-
petitive economic environment.

+ Transformational leaders focus on
inspiring people and not just treat them
as human assets. This sets a higher
level of desired expectations for them.

A Transformational Leader’s
Toolbox to Build a Strong Culture
and Structure

Corporate culture includes three
dimensions: collaboration, trust, and
learning. Transformational leaders
facilitate collaboration to develop rela-
tionships in organizations. A transforma-
tional leader contributes to the cultural
aspect of trust, through considering
both employee’s individual interests
and company's essential needs. Also,
transformational leaders identify indi-
vidual needs of their employees and
develop a learning culture to generate
new knowledge and share it with others.
Transformational leaders can, therefore,
manipulate a firm's culture (collabora-
tion, trust and learning) to conform to
the needs and expectations of strategic
goals and objectives.

Corporate structure can be reshaped
by transformational leaders when they
develop knowledge sharing and inspire

employees to create new ideas for a bet-
ter environment among business-units
and departments. Informal structure
could facilitate new idea generation to
build a more innovative climate within
organizations. Transformational leaders
are known to implement organizational
changes that develop better collabora-
tion among subordinates and managers.
Centralized versus decentralized deci-
sion making is a topic that transforma-
tional leaders must deal with. Scholars
found that more emphasis on formal-
ized and mechanistic structures can
negatively impact the transformational
leader’s ability to exert such changes.
On the contrary, a more decentralized
and organic structure may enable trans-
formational leaders to improve depart-
mental and managerial interactions.
The mechanical or centralization at
the commanding level of transforma-
tion leadership impairs the opportunity
to develop relationships among manag-
ers, business units, and departments.
Thus, transformational leaders are top
management executives who enhance
decentralized and organic structures to
develop relationships and interactions
within organizations.

The Impact of Change

on Knowledge

Management Performance
Corporate culture plays a critical role

in exploiting organizational knowledge.

Collaboration provides a shared under-

standing about the current issues and

problems among employees, which helps
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to generate new ideas within organiza-
tions. Trust towards their leader's deci-
sions is a necessary precursor to create
new knowledge. Moreover, the amount of
time spent learning is positively related
with the amount of knowledge gained,
shared, and implemented. Therefore,
transformational leaders can reshape,
and in some cases, manipulate corpo-
rate culture to create a more effective
knowledge cycle within departmental
and business units of organizations.

Corporate structure can be reshaped by
transformational leaders to be more effec-
tive when the command center of organi-
zations can disseminate information in a
decentralized and organic way as opposed
to the mechanical and centralized com-
mand center. Decentralized structures
shift the power of decision-making to
the lower levels and subsequently inspire
organizational members to create new
ideas and even implement them while cen-
tralized structures may negatively impact
interdepartmental communications and
inhibit knowledge exchange. Ergo, trans-
formational leaders positively contribute
to organizational knowledge management
through building more decentralized and
organic structures within organizations.
The following figure provides a snapshot
of how transformational leadership, cor-
porate culture and corporate structure
are linked.

Managerial Applications

While | acknowledge this work and
encourage more of it, | primarily focus
on practical applications for executives.
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Things that can be used immediately
and applied to the bottom line to improve
profitability and revenue. | stress that
knowledge is a strategic resource for
organizational portfolios. Many organi-
zations stillimplement knowledge man-
agement initiatives without sufficient
consideration of their organizational
leadership. When executives ensure the
effectiveness of knowledge management
projects, they increase control and lesson
operational risk.

This article raises vital questions as
to how executives can successfully
contribute to knowledge management
and subsequently improve perfor-
mance at all levels of the organization.
Transformational leadership is pro-
posed as the focal point of executive
success and a firm'’s ability to enhance
knowledge management can be highly
affected when executives adopt trans-
formational leadership as the primary
form of managing people, resources,
and profitability. Executives can now
see how transformational leaders not
only can directly support knowledge
management, but it can also cultivate
an effective corporate culture and add
to structural initiatives, which will enable
knowledge management processes
within organizations.

Executives can also see that cultivat-
ing an effective culture coupled with
structural issues requires developing
transformational leadership within orga-
nizations — not only at the higher eche-
lons of the organization but at every level.
Thus, in light of the increased pressures

of the global workplace that inspires
leaders to exert effective change at the
organizational level, this article points out
the vital importance of transformational
leadership in reshaping an organization’s
internal resources to have access to more
effective structural initiatives and higher
performing culture within organizations.
l, therefore, suggest that corporate cul-
ture and corporate structure constitute
the foundation of a supportive workplace
to improve knowledge management and
reduce operational risk. In fact, | suggest
that if corporate culture and structural
initiatives are not completely in favor of
supporting knowledge management,
organizations cannot effectively imple-
ment knowledge management projects
and may become obsolete, taken over,
or acquired. Accordingly, | suggest that
executives channeling knowledge man-
agement efforts into organizational
constructs, engaging in the practice of
transformational leadership, and employ-
ing a supportive corporate culture and
structural platform within organizations.

Mostafa Sayyadi works
with senior business
leaders to effectively
develop innovation in
companies, and helps
companies - from
start-ups to the Fortune 100 — succeed by
improving the effectiveness of their lead-
ers. He is a business book author and a
long-time contributor to business publica-
tions and his work has been featured in
top-flight business publications.
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2020 Executive Board Directory

EXECUTIVE BOARD

PRESIDENT

Heather Deyrieux,
SHRM-SCP, SPHR

heather.deyrieux@hrflorida.org

Sarasota County

PRESIDENT-ELECT

Chad Sorenson,
SHRM-SCP, SPHR

chad.sorenson@hrflorida.org

Adaptive HR Solutions, LLC

VICE PRESIDENT

Martha Bryson SHRM-SCP, SPHR
marty.bryson@hrflorida.org

Hope HealthCare Services

TREASURER

John Kinloch, SHRM-CP, PHR
john kinloch@hrflorida.org
City of Orlando

SECRETARY

Ana Swiger, SHRM-SCP SPHR
ana.swiger@hrflorida.org
Citibank

STATE CONFERENCE DIRECTOR
Tina Kuga-Garrell, MHR
tina.kuga@hrlforida.org

A & B Insurance &

Financial - Florida Blue

PAST PRESIDENT

Lynnette Holsinger, SHRM-SCP,
SPHR, GPHR

Lynnette.holsinger@hrlforida.org

COUNCIL CORE
AREA DIRECTORS

COLLEGE RELATIONS DIRECTOR
Carol Lang, SHRM-SCP, SPHR
collegerelations@hrflorida.org
Advancement Associates Inc.

DIVERSITY DIRECTOR

Mary Muniz-Pellicer,
SHRM-CP, PHR

mmuniz-pellicer@hrflorida.org

YMCA of Greater Miami-Dade

FEDERAL LEGISLATIVE DIRECTOR
Kim Boulahanis, SHRM-CP, PHR
kimmie.boulahanis@hrflorida.org
MedHOK

STATE LEGISLATIVE DIRECTOR
Amanda Simpson, Esq.
Amanda.simpson@hrflorida.org
Jackson Lewis, PC

HR CERTIFICATION DIRECTOR
Douglas Baber, DBA, SHRM-CP
doug.baber@hrflorida.org

St. Lucie County BOCC

MEMBERSHIP-RECRUITING

DIRECTOR

Janelle Doharty,
SHRM-SCP, SPHR

janelle.dohaty@hrflorida.org

Interim HealthCare Inc

SHRM FOUNDATION DIRECTOR
Andrea Williams, SHRM-SCP
andrea.williams@hrflorida.org
Lakeland Regional

Healthy Systems

WORKFORCE READINESS
DIRECTOR

Mike Owens, SHRM-SCP, SPHR
mike.owens@hrflorida.org

Pen Air Federal Credit Union

COUNCIL SERVICES
DIRECTORS

AWARDS & RECOGNITION
DIRECTOR

Eve Sweeting, SHRM-CP, PHR
eve.sweeting@hrflorida.org
Charlotte County

Board of Commissioners

FACILITIES DIRECTOR
Michele Burns
Michele.burns@hrflorida.org
CareerSource Okaloosa Walton

HR FLORIDA REVIEW EDITOR
Eduardo Safille, SHRM-CP, PHR
editor@hrflorida.org

Arc Broward

SOCIAL MEDIA DIRECTOR
Lorena Pabon, MHSA, SHRM-CP
lorena.pabon@hrflorida.org
Assoclates in Dermatology

REGISTRAR

Jacquie Brooks,
SHRM-SCP, SPHR

jacquie.brooks@hrflorida.org

S.I. Goldman Company

CONFERENCE CHAIR

Troy Clements, SHRM-SCP, PHR
troy.clements@hrflorida.og
Tac-Tix

WELLBEING DIRECTOR

Jeri Dembrak, SHRM-SCP, SPHR
jeri.dembrak@hrflorida.org

TBTI

STATE RESEARCH

Jim Gallo, Ph.D.,
SHRM-SCP, SPHR

jim.gallo@hrflorida.org

University of Central Florida

OPERATIONS CHAIR

Dana Mullins, SHRM-CP, PHR
dana.mullins@hrflorida.org
Pen Air Federal Credit Union

DISTRICT DIRECTORS
AND CHAPTER
PRESIDENTS

DISTRICT 1 — PANHANDLE
DISTRICT DIRECTOR

Alonzo Smith, SHRM-SCP, SPHR
alonzo.smith@hrflorida.org

GREATER PENSACOLA SHRM
Randy Ardis, SHRM-SCP, SPHR
www.gpshrm.org

Landrum HR

SHRM EMERALD COAST

Shari Bruns, SHRM-CP, PHR
www.shrm-emeraldcoast.org
Okaloosa County Tax Collector

DISTRICT 2 — NORTH FLORIDA
DISTRICT DIRECTOR
Tammie Eldred,

SHRM-SCP, SPHR
Tammie.eldred@hrflorida.org
H2HR Solutions, LLC

BAY COUNTRY SHRM
Tiffani Hinds, SHRM-CP
www.hrma.memberlodge.org
St. John Catholic School

BIG BEND SHRM

Monique Akanbi, SHRM-CP, PHR
www.bigenshrm?20.wildapricot.org
FBMC Benefits Management

DISTRICT 3 - NORTHEAST
DISTRICT DIRECTOR

Traci Hall, SHRM-SCP, SPHR
traci.hall@hrflorida.org

Center for Retina and
Macular Disease

SHRM JACKSONVILLE

Natasha Slaughter,
SHRM-SCP, SPHR

www.shrmjax.org

Sears Holding Corporation

NORTH CENTRAL FL SHRM

Kelly George, SHRM-CP, PHR

https://ncfshrm.shrm.org

Environmental Consulting

& Technology

OCALA HRMA

Marcy Delk, SHRM-CP, PHR
www.ohra.shrm.org

DISTRICT 4 - NORTH CENTRAL
DISTRICT DIRECTOR

Kelly Marcoux, SHRM-SCP, PHR
Kelly.marcoux@hrflorida.org
City of Bushnell

LAKE SUMTER SHRM

Eric Scott Bowers,
SHRM-SCP, SPHR

https://lakesumtershrm.org

Bowers HR Consulting/

Training Group

MID-FLORIDA SHRM
William Hamrick,
SHRM-SCP, SPHR
www.midflorida.shrm.org
Publix Super Markets, Inc

NATURE COAST HR SOCIETY

Tim McClain

www.nchrs.shrm.org

Express Employment Professionals
DISTRICT 5 - CENTRAL FLORIDA
DISTRICT DIRECTOR

Leigh Mills, SHRM-SCP, SPHR
leigh.mills@hrflorida.org
OneDigital

GREATER ORLANDO SHRM

Nate Shannon, SHRM-SCP, SPHR
www.goshrm.org

Wells Fargo

VOLUSIA/FLAGLER SHRM
Eveline Kraljic, SHRM-CP, PHR
www.volusiaflagler.shrm.org
Council on Aging of

Volusia County

SPACE COAST HR ASSOCIATION
Mcshell Alvarez-Rivon, PHR
www.spacecoasthr.org

FAAC International, Inc.

DISTRICT 6 — SPACE COAST
DISTRICT DIRECTOR

Jehane Myers, SHRM-CP, PHR
jehane.myers@hrflorida.org
Orchid Underwriters

ST. LUCIE COUNTY HRA
Anita Fischer
www.stluciehr.com
Manpower

SOUTH BREVARD SHRM
Donna Larson, SHRM-CP
www.stluciehr.com

Space Coast Health Foundation

TREASURER COAST HRA

Jennifer Pappadouplos,
SHRM-CP, PHR

https://treasurecoasthra.org

United Juice

Companies of America

DISTRICT 7 — TAMPA BAY
DISTRICT DIRECTOR

Tom Topping, SHRM-CP
tom.topping@hrflorida.org
Training Perfected

HR TAMPA

Layla Bonis, SHRM-CP, PHR
www.hrtampa.org

RevT Power Services, Inc

SARASOTA — MANATEE HRA
Renee Hood, SHRM-SCP, SPHR
www.myshra.org

Aviva

SUNCOAST HRM
David Bode, SHRM-SCP
www.suncoasthr.org

Checkers Drive in Restaurants

DISTRICT 8 — GULF COAST
DISTRICT DIRECTOR
Stephanie Deiter,

SHRM-SCP, SPHR
stephanie.deiter@hrflorida.org
The SKY Family YMCA

CHARLOTTE COUNTY SHRM
Heather Lupinetti,

SHRM-CP, PHR
https://ccshrm.shrm.org
Charlotte County Sheriffs Office

HR COLLIER
Dena Rader, SHRM-SCP, SPHR
www.hrcollier.org

Bottomline HR Solutions, LLC

SHRM SWFL

Christy Carpenter
www.shrmswfl.wildapricot.org
Gallagher Benefit Services

DISTRICT 9 — TREASURE COAST
DISTRICT DIRECTOR

Cindy Lau-Evans
cindy.lau-evans@hrflorida.org
Miami Dade College

HRMA MARTIN
Adrienne Hall, SHRM-CP
www.hrmartin.org

Awareness Technology

SMA OF SOUTH FLORIDA
Tashania Morris, SHRM-CP, PHR
www.smasouthflorida.shrm.org

HRA OF PALM BEACH COUNTY
Aimee Mangold,

SHRM-SCP, SPHR
www.hrpbc.org

Kolter Hospitality

DISTRICT 10 — SOUTHEAST FL
DISTRICT DIRECTOR
Terri Davis, SHRM-CP, PHR
Terri.davis@hrflorida.org
Amadeus North America
HRA OF BROWARD COUNTY
Gary Lyew-Ayee,
SHRM-SCP, SPHR
www.hrabc.org
Greater Miami SHRM
Jonathan Ross,
SHRM-SCP, SPHR
www.gmshrm.org
FLORIDA KEYS SHRM
Marianne Magner, SHRM-CP

www.keyshr.net
Awareness Technology
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AFFILIATE OF

SIRM

BETTER WORKPLACES
BETTER WGRLD™

Join us at the largest Human Resources
conference in the Southeast to learn, grow &
network with over 2,000 of your industry peers
at the 2020 HR Florida Conference & Expo.

KEYNOTE SPEAKERS

B J NOVAK

10 LESSONS FROM DUNDER MIFFLIN

Monday | August 311 8:15 AM

B.J. Novak is a writer, actor, and comedian best known for his work on NBC's Emmy Award
winning comedy The Office. In addition to starring as Ryan, Novak was a Co-Executive Producer
for the series and wrote many of the show’s most memorable episodes, including “Diversity Day,”
“Sexual Harassment,” “The Fire,” “Initiation,” “Safety Training,” “Local Ad,” and “Happy Hour."

TYLER SHULTZ

FRAUD IS NOT A TRADE SECRET: A CONVERSATION WITH TYLER SCHULTZ

Tuesday | September 11 8:15 AM

Tyler Shultz is an entrepreneur fostering innovation in healthcare. He graduated from Stanford
with a Biology degree and entered the national scene when he courageously blew the whistle at
Theranos. Tyler complained to the public health regulators in New York and was a source for a
series of Wall Street Journal articles exposing Theranos' dubious blood-testing practices. Owing
to his role in exposing the fraud, Shultz was featured in Bad Blood, the book about the scandal
penned by John Carreyrou, the original author of the Wall Street Journal articles, as well as in
Alex Gibney's HBO documentary The Inventor.

ELLEN LATHAM

A MORNING WITH ELLEN LATHAM - THE ORANGETHEORY STORY

Wednesday | September 2 111:00 AM

Ellen Latham co-founded Orangetheory Fitness, an international franchise licensed in

20 countries. Forbes named Orangetheory one of “The Fastest Growing Woman-Owned
Businesses” in 2017, and it has been recognized by Entrepreneur Magazine, Inc., Bloomberg,

and the New York Times for its disruptive science-backed exercise concept. Ellen’s no-nonsense
approach whips devoted fans into shape, both in life and the fitness studio. Within the pages of
her inaugural book, PUSH, Ellen shares three keys to living an ‘All Out’ life; her mantra is to “look at
what you have, not at what you don't have.”

Sunday (August 30) . L

Pre-Conference Workshops

Additional fee applies, for complete
session listings visit www.hrfloridaconference.org. =

o ——

Charity Partner - Hire Heroes USA
The mission of Hire Heroes USA is to empower U.S. military members, veterans and

military spouses to succeed in the civilian workforce.

It Started with One.

U.S. Army Sergeant Justin Callahan was severely injured in a landmine explosion
while on patrol in Afghanistan. Back home as a patient at Walter Reed Army Medical
Center, he met John Bardis. The two formed an immediate bond, and Bardis learned

that Callahan’s biggest concern, despite his injuries, was finding employment.
After offering Callahan a job on the spot, he was inspired to create Hire Heroes
USA—a nonprofit that provides free job search support to U.S. military members,
veterans and military spouses.

HIRE HEROES
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Upgrade Your Conference Experience!

At any time, you can upgrade your registration to the Plus Pass,
Premium Pass or All-Access. Benefits include the following and
pricing starts at $99!

- Pre-Conference Sessions
- VIP Registration Access
- VIP Seating for the Tuesday Night Event

- Reserved Keynote Seating
- Additional Drink Tickets
- Hot Lunch Served in the Expo Hall

Specific benefits vary by level.

Please visit www.hrfloridaconference.org for complete details on
our upgrade options.

Act now as limited spots are available.

Entertainment

Come one, come all! For one night only, join us for an evening that
will dazzle and delight. Spend a spectacular Tuesday evening under
the big top at our Greatest Show event. Inspired by the movie “The
Greatest Showman”, the night will be filled with different circus acts
that will amaze, inspire, and take your breath away. Step right up,
for the greatest show at the HR Florida conference!

Sponsor/Exhibitor Information

The HR Florida Conference & Expo is the largest HR event in
the Southeast, giving exhibitors and sponsors an unparalleled
opportunity to network with 2,000+ Human Resources
professionals.

2020 Rates

23311 0111 | S S1.950

BronNzZe ..o $3,850
Bronze PlUS ..o, $4,850
SHIVE e eeeeeseee e $6,500
(C7o] [ P $8,500
PlOtinUM oo S1,500

Interested in becoming a sponsor or exhibitor? Contact:
Roger Lear Anna Evans

Sponsor Chair Sponsor/Exhibitor Team
roger.lear@hrflorida.org anna.evans@hrflorida.org

Erin Tuttle
Sponsor/Exhibitor Team
erin.tuttle@hrflorida.org

lan Henry
Sponsor/Exhibitor Team
lan.henry@hrflorida.org

For more information on our Sponsorship and Exhibitor opportunities
and packages, please visit www.hrfloridaconference.org, under the
Sponsor/Exhibitors page.

FOLLOW US #HRFL20
@HRFLORIDA  _f @ [© i r»1omme
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