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Crisis Communication

Regardless of What You Think You Know About
Crisis Communication, When It Really Happens
You Throw The Book Out The Window

Join HR Tampa for our dinner program on
Wednesday September 28, 2005, as two representa-
tives of Watkins Motor Lines, a national corporation
with local roots, give a crisis communication presen-
tation unlike any you've experienced before.

Seve Newhouse, Vice President of Human
Resources for Lakeland-based Watkins Motor Lines
and Rose Ann Froberg, the company's Director of
Corporate Communications, are teaming up to give
you an inside look at how they handled the effects
of not one, but three violent and deadly workplace
shootings within a three-year span. For this pri-
vately held company with a 72-year history of truly
"Walking the Talk" of working together within its
family culture, these eventstested the organiza-
tion's mettle in an unprecedented manner.

Learn from them why the books on crisis commu-
nication can never really prepare you for the real
thing - and why in most cases, you throw the book
out the window. They tell you how they dealt with
what is the most important audience in any com-
pany crisis - the employees - and how they handled
the pressto protect the employees and the com-

pany.
HR TAMPA INVITES YOU TO

Our College Relations Orientation
September 8th at 5:30pm - 7:30pm

Advantec
4890 W est Kennedy Blvd, Suie 500
Tampa, FL 33607
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Dinner Meeting, 5:30-8 p.m. at the Centre Club Tampa w September 28th

Presenters

Steven H. Newhouse &
Rose Ann Froberg

attended Western Michigan
University in Kalamazoo, Michigan, where he
obtained a BBA in Personnel and an MBA in Manage-
ment. He began his career in human resource man-
agement with Kraft/ General Foods and since then
has worked with the Jack Eckerd Corporation, Brown
Group-Cloth World, and Scotty’s Home Improvement
Centers. Snce 1991, he has directed the human
resources function of Watkins Motor Lines, Inc., con-
sisting of 10,000 non-union employees located in 42
Sates. Seve currently serves on the Board of
Directors for the North American Transportation
Employee Relations Association and for CUE, Inc.
(Council for Union-Free Environment) and has previ-
ously served on the Board of Directorsfor The Blue
Ridge Conference on Leadership and United Way of
Central Horida.

graduated from Niagara Uni-
versity with a BA in communicationsin 1979. Asa
health, education and welfare reporter with the
Fayetteville Times, in Fayetteville, North Carolina,
she won the Grand Award from the Council for
Advancement and Support of Education for her cov-
erage of Fayetteville Sate University, a historically
black university within the University of North Caro-
lina system. She joined Westinghouse as a commu-
nications specialist at their Fayetteville plant where
she designed and produced their first in-house publi-
cation and oversaw the Quality Circle program. In
1983, she and her husband David moved to Tampa
and Rose Ann worked as technical trainer for Inter-
conics, and electronics firm that had been a part of
Honeywell. From 1986 to 1988, the Frobergslived in
the Republic of Panama and upon returning to the
Sates, Rose Ann joined Watkins Motor Linesin 1989
and has been the company’s corporate communica-
tions director for the past 16 years.
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Left to Right: propsused in “Fear Factor” and “ Amazing Race”

nierence

Left to right, HR Tampa Board
Members Dannie Perry, Treasurer
and Ann Ladd, Director of Com-

| munications; Laura Benjamin,

second keynote speaker.

presentations; Todd York, SPHR, President of HR Tampa and Margaret
Morford keynote speaker; Mayor Pam lorio and Carol McDaniel,
HR Tampa President Hect with the Proclamation declaring August 17,

2005 HR Tampa Day.

Bottom left: Debra Nosse, Nicole Subbs and Jodie Mutchle.
Right: Greg Aarons, Director of Diversity and Dana Chatelain, SPHR,

HR Tampa Secretary.




m to our Expo sponsors for their support
i and valuable data that was provided at the event

Our attendees enjoyed getting to know our
sponsors and collecting worthwhile informa-
tion. We appreciate your dedication and sup-
port to HR Tampa's organization.
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FINDING YOUR
CAREER SUCCESS

What does it take to reach career
success? Heck, | don't know..but I'll
bet you do. What'sthat? You're say-
ing no way? Okay, let's stop right here
and take a deep breath. Il let you in
on a little secret..your values are key
to your own personal career success -
that's right; it's about your values.

Let's take a stroll down Psych 101 memory
lane. Motivation is what drives us, correct?
Join me in examining the following example of
getting out of bed in the morningto go to work.
This can take significant amounts of motivation-
especially on Monday mornings! Why bother
getting out of a nice soft comfortable bed in the
morning? Perhaps you're thinking, because |
have to go to work. Okay, that's a good answer,
but not good enough. Why do you have to go to
work? Oh, because you have to pay bills. Again,
good answer, but not good enough. Why do you
have to pay bills? Oh, so you can maintain good
credit to buy more things and feed your family--
all because of your value of being RESPONSBLE
Yes, responsibility is a value that is driving your
motivation which is causing the behavior to get
out of that bed. Now, that's just one value, you
may have many more that pushesyou out of bed
at the wee hours of the morning. Maybe it'sjust
the good ole greenback and your powerful
yearning to make as much as you can-MONEY isa
value. However, we did have to dig a bit to find
that you value responsibility, didn't we? That's
because motivation is at our conscious level
where values lie in our unconscious level. Not
to say you can't distinguish whether you're
responsible or not, but tying it into the WHY of

the behavior. Hmmm, the value of
being responsible will motivate the
behavior. Perhapsthat is why we
can recognize when someone whom
we are familiar with is dealing with
some problem, because their values
are no longer in sync. Interesting,
huh?

What are some of the other val-
ues that might be the driver toward
finding career success?

(having the opportu-
nity to expressyour ideas and yourself in your
work; being innovative).

(matching your abilities with

others).
(accomplishing desired objec-
tive; mastery).
(attractiveness of work environ-
ment; contributing to beauty of the world).

(being acknowledged for your
work in a tangible way).

I've had clients say to me that they don't care
about recognition. | say, try working your heart
out on a major project for three months and
when it's complete, you don't even get a thank
you. Then tell me recognition isn't important.

Once you are familiar with your own values,
you can now put them into action to locate the
right career fit, company, projects, or people.
Do you see how values can help you focus more
clearly? Let'sface it; our values play a major
role in our decision making and we make deci-
sions daily. Some are routine, while others can
have everlasting effects.

Ask two young people contemplating mar-
riage to take some time and identify their val-
ues using an assessment tool; if their values

differ significantly,

doing things has a little dif- |
ferent twist.

Let's see if we can put
thisinto an equation:
(unconscious) +
(conscious) =

Wow, that wasn't as
tough as | thought it would
be. So, your values and
motivation together cause

there's a good chance
that their marriage is
doomed from the
start..unless they can
come to a deep under-
standing.

Even companies con-
sider values when
selecting candidatesand
making hiring decisions.




Help NOW??

Click Here For

LIVE HELP

What is Live Help?

Live Help is an interactive, one-to-one chat
feature that connects you directly to an SHRM
staff member for quick real-time assistance. It
is provided for both customer service inquiries
and quick answers to HR questions and is acces-
sible during regular SHRM business hours (Mon-
day through Friday, 8:30 am to 5 pm ET). The
link for instructions to use this service can be
found at http://www.shrm.org/ help/ wha-
tis.asp.

How does it work?

Click the live help button and answer a few
quick questions so SHRM can direct you to the
appropriate department. You will then be
greeted by a staff person and can submit your
guestion. You will receive a response within sec-
onds and may be able to get an immediate
answer during your brief chat. If no one is avail-
able at that moment to respond, you will be
given the option of sending an email instead.

Who are the "live persons" on the other
end of Live Help?

Live Help is brought to you by the Informa-
tion Center and the Customer Service Depart-
ments -- the same SHRM S aff who answer your
questions via the SHRM phone and email ser-
vices. Many staff take turnson Live Help, so dif-
ferent people may be "on" at different times of
the day. The staff of the SHRM Information Cen-

Finding Your Career Success

We choose our friendships based on similar
values. So asyou can see, our success has much
to do with our values. Qualifications, creden-
tialsand education are all great, but values help
get you to the next level.

One thing that I've learned is that
companies typically make hiring deci-
sions based on suitability and not
qualifications alone. If you've ever
been passed over for a job or promo-
tion opportunity and you've had more
tenure and experience, often the rea-
son comes right back to values.

ter provides the "Answers to HR questions’ sec-
tion of Live Help. The Customer Service
Representatives, experts on SHRM membership
benefits, conferences and seminars, provide
Live Help for many non-HR questions.

Can | get arecord of the discussion |
have?

Yes. At the conclusion of your chat you may
choose to provide an email address where a
transcript of your session will be sent within
seconds.

What if | have a follow-up question?

If it is necessary for you to be in touch with
the same staff member you chatted with previ-
ously, and that individual is no longer available
on chat, your request will be directed to them
via email for a separate response. Complex
issues are best addressed by phone or email in
most cases. If your question takes more than a
few linesto type, or you have several questions
about an issue, it is probably best to ask it
through email or the telephone. Live Help is
best suited to one quick question.

Why does it sometimes take several
seconds for a response?

There may be a brief delay before you see a
response for many reasons, one of which isthat
they may be chatting with up to three visitors at
one time. In addition staff may be pulling up a
link to provide you or another member with a
response to a question. They respond as quickly
as possible, but complicated HR-related ques-
tions or those requiring system research may
result in delays of a few seconds. Live Help is
busiest late in the day when more individuals
tend to be on the SHRM website conducting
Internet research. You might want to try it again
at a less busy time of day.

S0 how can you learn more about your own
values? There are assessments designed specifi-
cally to identify and locate your values. Two of
the most common are the Personal Interests,
Attitudes and Values and The Workplace Motiva-
tor. Each is designed to make it easy to under-
stand and provides information necessary to
make better career and life choices
by knowing how you rate your values.

After you have a thorough under-
standing of your own values, observe
others and become more in touch
with the motivation behind behaviors.

For more information on how you can
take this assessment with consulta-
tion, contact Career Designers Services, LLC at
(813) 655-1461 or (813) 767-6086.




LEGI SLATI VE UPDATE

By William D. Mitchell

Unknown Disqualifying Factor Sufficient to
Defeat Sex Discrimination Claim

The Heventh Circuit has concluded that an
Alabama woman who was turned down for a
county truck driver position could not proceed
with her federal sex discrimination claims
because her speeding citations revealed that
she was unqualified for the position, even
though the county was unaware of the citations
when it considered her application.

The woman applied for a county truck
driver position several times. Her applications
did not disclose that she had been cited for
driving 15 or more miles over the speed limit on
two occasions. Her name never was submitted
for consideration, and she never received an
interview. The county hired two males for the
open positions.

In reaching its decision the court merely
considered whether the woman was qualified
to be a truck driver at the time she expressed
interest in the position. The court concluded
that the speeding tickets disqualified her and
that the employer would have discovered the
speeding ticketsif the woman had gone through
the full hiring process. Underwood v. Perry
County Commission.

Network Engineer Not Eligible for Overtime

AFlorida federal court has concluded that a
network engineer is exempt from payment of
overtime under both the administrative and
professional exemptionsto the Fair Labor San-
dards Act. In reaching its decision the court
concluded that the engineer’s job required the
independent judgment and discre-
tion that are the hallmarks of an
exempt job under FLSA. The engi-
neer has a wide variety of duties
related to establishing the network
infrastructure. Among other things
he was responsible for assuring

proper installation of all
cabling, maintaining net-
work availability and
security, interactingwith
clients and vendors, rec-
ommending purchases of
equipment, and evaluat-
ing emerging technolo-
gies. Bagwell v. Florida
Broadband

ESOP Pointer

What are the advantagesto an SCorpora-
tion that establishes an ESOP (employee stock
ownership plan) ?

ESOP's create significant tax planning
opportunities for closely held Scorporations.
The ESOP unrelated business income tax
exemption exempts the ESOP from taxation of
the items of income, gain and loss that flow
through to the shareholders. This means the
ESOP's portion of the S-corporation'snet income
would escape federal income taxation. Partici-
pants, however, are taxed on their ESOP distri-
butions under Code § 402.

These rules can provide an ESOP-owned S
corporation with a competitive advantage over
a C-corporation because the S-corporation will
not have any federal income tax liabilities. If
the ESOP owns all or substantially all of the
company's common stock, the S-corporation
will not be under as much pressure to distribute
a portion of its earnings to non-ESOP sharehold-
ersto assist them in paying those federal
income taxesattributable to the Scorporation's
net earningsthat flow through to
the shareholders. These tax savings
can provide ESOP-owned S-corpo-
rationswith a source of funding for
future growth that would not be
available to other corporations.




CALLING ALL MEMBERS

| f you are
interested in
sponsoring
one of our
mont hly ;
member ship B
meetings In ' SecuriTy GRoup, PA
2006’ please * Pre-employment Invesfigations
cont act s Frand Investigations
Sharan Backus (813) 289- 6600 * Security Suroeys
or Former CIA Securily Offfcer
Board Cerlifted in Security MManagement
Lee Hawkins - (813) 766- 4281 Certited Fratid Examiner
to arrange it. www. brownsecurity. biz
We are booking the meetings (727) 322-1497 alvin@hrownsecuritv.hiz

fast and would like to give our
indispensable members the
first priority.

Mare From HR TAMPA New Member
Orientation Luncheon

MaggianosLittlieltaly
July 28, 2005

Carolyn Mecham, PHR and
Karmynéhristiansen

ulett@iVielv in
]
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Employee Retention: Notes
from the Underground

Part |

If you are committed to
building an organization
that will someday achieve
what Jim Mullen of Mullen
Advertising calls"corporate
greatness," employee
retention should be at the
top of your to-do list (right
along with hiring the right
people in the first place).

Philosophically, employee retention is
important; in almost all cases, it is senselessto
allow good people to leave your organization.
When they leave, they take with them intellec-
tual property, relationships, investments (in
both time and money), an occasional employee
or two, and a chunk of your future.

And from a more practical standpoint,
retention isimportant for the following reasons:

. Replacing qualified employees can be
extremely difficult, exceptionally
expensive, and very often unnecessary.

. Training new employees is costly.

. Poor retention creates a "revolving
door" _culture within the o_rganization,
lowering morale and confidence.

. Poor retention affects your customers
(no matter the type of business you
have, your customers develop impor-
tant relationships with their contacts
within your organization).

. High turnover eats away at your organi-
zation's productivity, ability to deliver,
and overall efficiency. This sad reality
always manages to impact your cus-
tomers negatively in one way or
anot her.

The first thing to understand about
employee retention is that there is no magic

wand, no single answer asto how to retain your
employees. Many factors that you cannot con-
trol affect retention, including but not limited
to:

. Shifting markets

. Demand for specific skills
. Business conditions

. Demographics

. Lifestyle changes

. Technology issues

. Trends in work/ life decisions as
employees needs change

Retention is not affected so much by the
things you do as a company asthe things you are
as a company. Realizing this, to a small degree,
senior management hastried to create many
things they thought would be good for employee
retention: for example, casual Fridays (soon to
be casual every day); flex time; telecommuting,
company-paid pizza lunches; wine, cheese, and
nachos on Friday afternoons; cookies and prizes
at meetings, and on and on. All of these things
are nice, but they are not enough.

Employee retention is significant in theory;,
elusive in practice, and never-ending as a good
and noble objective.

Part Il, “ The Dirty Dozen of Employee Reten-
tion” will appear in October.

(howard@hrinnovators.com)
isthe founder and president of HRInnovators,
Inc. He is a management consultant, author
and public speaker. As a consultant, Howard's
sole purpose istoimprove the condition of his
clients' business (he hasto or they don't pay
him). His presentations, all customized to
audience needs, include the importance of
ethical and proactive leadership, creatingthe
perfect candidate interviewing experience,
and how to turn your company into an effec-
tive recruiting machine without really trying.
Howard's new book, Hiring and Retaining Top
IT Professionals/ The Guide for Savvy Hiring
Managers and Job Hunters Alike, has been
published by McGraw-Hill. He is currently fin-
ishing the last edits of his new book on people
skills and has just completed development of
an interviewing program entitled The Other
Sde of Experience/Sx Critical Assessment
Tools for Long Term Thinkers.




Borders Books, Music and Cafe in
Carrollwood as an ongoing service to
the membership of HR Tampa has the
following books that may be of interest
to the membership:

Common Sense Business by Seve
Gottry.

This book offers a unique resource
for small-business owners present-

Please Don't Just Do What | Tell You, Do
What Needsto be Done by Bob Nelson

The author has taken the message from
Message to Garcia brought it to modern
times. It is subtitled Every Employee's
Guide to Making Work More Rewarding.
Cover notes indicate that this book can
be used by both employees and employ-
erson an equal basis.

Escape From the Box by Ed Hubbard

We constantly get mailings describing how totrain
our employees to think out of the box. Escape
from the Box teaches your employees the practi-
cal means to think out of the box from someone
who truly lived that manta. Ed Hubbard is Col. Ed
Hubbard USAF Retired who spent 2,420 days in
Hanoi Hilton where he truly learned how to think
outside of his box that was a cell for prisoners of
war during the Viet Nam War.

Return on Customer by Don Peppers and Martha
Rogers

Thisnew book from the authors of the One-to-One
series of titleslook at a revolutionary way to cre-
ate maximum value from your scarcest resource--
your customers. This applies whether we are talk-
ing about the customers who buy your products
and the employees within your organizations.

-

A

ing Gottry's storied failures along
with the subsequent success based
on lessons he has learned on the
way.

Presence: An Exploration of Profound
Change by Peter Senge

C. Otto Sharmer, Joseph Jaworski

and Betty Sue Flowers. The authors
explore the work of more than 150
scientists and philosophers around breaking pat-

ternsand seeingthe present asanintrinsic tool for
shaping a knowable future.

Before You Quit Your Job by Robert Kiyosaki

Thisisthe newest addition to the Rich Dad, Poor
Dad shares 10 lessons to share on building a suc-
cessful business.

The Winning Spirit: 16 Timeless Principlesthat Drive
Performance Excellence by Joe Montana and Tom
Mitchell

The authors offer the lessons that they learned
from both the gridiron or the boardroom

The Wisdom of Crowds by James Surowiecki

This best selling book explores the somewhat
counterintuitive proposition that collective
humanity makes better decisions than the smart-
est individual members. Being released in paper-

back for the first time.

Daniel T. Bloom, Corporate and Educational
Sales for Borders Books, Music and Cafe.

First Name|Last Name|Certification Title Company Name
Sharon Kersting PHR Director, HR Bausch & Lomb

Brenna Arch

Karen Wingler HR Coordinator Aston Care Systems

Jennifer Waldhauser Director of Business Development |Apartment Hunters

Rick Tribble SPHR Human Resources Manager Florida Metropolitan University Online
Annick Miller SPHR Human Resource Consultant Gevity

Heat her Sedelmeyer Employee Relations Manager Coca-Cola Enterprises Inc.
Shelli Howard PHR Human Resource Consultant Gevity HR

Jennifer Rey PHR Human Resources Director The Children's Home

Trudy Contessa PHR HR Director ISPE

Scott Feraro SPHR Consultant Coldwell Banker

Ann-Loreta |Maxey




HR Tampa’ Past President
Joins Catalina Marketing

Sherry Moore, SPHR/ GPHR, Immediate Past
President/ Foundation Director of HR Tampa has
joined Catalina Marketing as Senior Director of
Human Resources - International. Sherry’s
responsibilities include Europe and Japan.

Sherry began her new position on August
15th after spending nine years at VeriFone, Inc.

Source the Best
Tech Candidates
at Dice.com

The leading specialty job
board for technology and
security-cleared professionals.

1-800-440-7928

Dice

Look to the tech leader first™

P

JOIN USIN ORLANDO
At Disney’s Contemporary Resort

And Imagine Your Patential

This program has been
approved for 9.75
recertification credit hours
toward PHR and SPHR
ai?“ Y recertification through the

Hurnan Resource
Centification Institute (HRCI).
For more information abouwt
certification or
recertification, please visit
the HRCI homepage at
e, NFCTL 0P,

Approved for Crodit
~—

HR Florida’s 27th Annual Conference & Expo
offers renowned speakers and comprehensive
educational sessions, exciting networking forums,
and a first-class venue for exposure to the newest
HR products, techniques and services.

http://www.hrflorida.org/displayconvention.cfm
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HR.com Employers of
Excellence Program

What makes one employer better
than another? Despite being in an infor-
mation age, finding the right match for
you - whether you are a company or an

being able to provide Tampa employers
and employees with valuable informa-
tion to help them proactively improve
their work environments.

HR.com, a membership-based
human resources organization that
helps companies effectively manage the
people side of business, is spearheading
thisjoint study. The human resources

employee - isstill very much like trying
to find that proverbial needle in a haystack.

Most companies spend much of their time
with their eyes on Wall Sreet and their nosesto
the daily grindstone. The bottom line is that
many organizations are missing a very important
point ...one that can make or break their busi-
ness. Do they have what it takesto attract,
manage and retain the best employees?

Prospective employees are in a similar posi-
tion. They often have very little real quantifi-
able data available to them to help them make
the best employment decisions relying on word-
of-mouth, referrals and anecdotal information
when looking for new positions.

What if employees and employers could have
easy access to quantifiable, reliable consistent
data?Would the landscape of the regional work-
place change or improve?

The Tampa Tribune “ Employers of Excel-
lence Program” is about to answer that ques-
tion.

The result of a partnership between HR.com
and the Tampa Tribune - the Employers of Excel-
lence Program - is looking to provide the best
information on workplaces within the Tampa Bay
area. Open to companies with 10 or more
employees, this program islooking to provide
prospective employees and employers with a
fuller picture of the opportunitiesthat exist
within the regional employment market.

The program is comprised of an assessment
and supportive educational resources. The pro-
gram concludes with a regional "best employer"
competition, which will be published in a spe-

, cial edition of the
/i jobs section of the
Tampa Tribune on
Dec.4, 2005.

The Tampa Tri-
bune and HR
Tampa, a local affil-
iate of SHRM are
active partnersin
the program and
look forward to

A

company provides its members with the
best practices; research and metrics related to
their human resources needs. Bernard Hodes
Group, eePulse, Saratoga PwC and EMERGE
International are also involved, sharing their
expertise with the study.

The assessment portion of the program mea-
sures companies on six key dimensions found to
impact overall businessincluding: culture, lead-
ership, diversity, workforce performance, busi-
ness performance and HR effectiveness.

.

The overall business performance of an orga-
nization is easily measured through financial
data. It can, however, be difficult to link busi-
ness performance to human-resources practices.
The Employers of Excellence program will work
with HR staff members in participating compa-
niesto determine how these two key areas are
linked. The study will provide concrete num-
bers that will allow organizations to compare
their business performance with other compa-
nies. Metrics will include analysis of the amount
of per-capita money spent on training, financial
performance and evaluations of HR practices
through key business data.

How efficient isthe organization? The bot-
tom line may determine success, but it relieson
an environment that unitesall workersto create
a productive and profitable workplace. Are
good behaviors rewarded and is unproductive
behavior corrected? Is management approach-
able?
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It'strue that effective change in
an organization begins at the top.
Without a strong executive team
with a clear vision and a commit-
ment to quality, no organization can
truly achieve operational excel-
lence. The Employers of Excellence
program allows employees to evalu-
ate the strengths and weaknesses of
their leadership group and provide
feedback on where improvements
can be made. Thisinformation will
then be collated into metrics and
data that can be compared with
other firmsin the region.

"A healthy organizational culture means
more motivated and productive employees,"
says Debbie Imboden, HR.com's Product Man-
ager. "It also meansthat in the long term,
employees are happier, more stable and assist
companies in not only accomplishing growth,
but also sustaining a company through difficult
times."

Companiesthat are able to create a positive
workplace can hire and retain their employees
better than other organizations. It means lower
turnover, reduced recruitment costs and an
improved bottom line. Employers of Excellence
through the employee surveys will help compa-
nies determine what their company's culture is -
and how it affectsthe quality of their work envi-
ronment.

How would you define diversity? Most would
say it's a workforce composed of people of dif-
ferent races, religions, sexual orientations and
genders. But, it's more than that. It's about
creating an environment that values and inte-
grates ideas and innovations that reflect a wide
range of perspectives. An organization that

welcomes different ideas from its
workforce creates a strongly united
company and a happier employee
base.

What is HR? Most see it as hiring
and administering benefits. True HR
affects every aspect of a company's
administration, but HRis more than
that, it's the recruitment, training,
development of people resources,
managing of change, and guiding of
leadership. It's helping employees
through life experiences and creat-
ing a solid foundation for the cul-
ture of the organization. HR
touches all aspects of a company; in essence it
isthe engine for the largest and most expensive
capital resource companies have.

Educational and networking meetings will be
made available to employers after the assess-
ment portion of the program is complete. These
meetings will help companies understand and
act on the results of their findings.

Opportunities also exist within the program
to recognize talented individual contributorsto
the world of work. If you know a Tampa Bay
based employee, boss, or CEO that deservesrec-
ognition for a job well done, submit a nomina-
tion online.

Companies are encouraged to open their
doorsto the Employers of Excellence program to
learn more about themselves. Companies com-
plete the program before :
Aug.31, 2005 and be eligible to St
win rewards for your company, '
assessment administrator and
your employees. Registration -4
for the program is open until - l [
Oct.31,2005. Information about
the program is available online
at www. hr.com/ tbo.

SHRMA's Slent Auction

You are invited to attend SHRMA's silent auction to be held from
530 pm t09:00 pm December 14th

at the new Radisson Hatel in . Petersburg

This is your chance to do a little holiday shopping and support your profession
all at the same time. All proceeds from the auction will go to the SHRM Founda-
tion, the research and development arm of the HR protession. Please plan to
attend our holiday "fun"ction; bring a friend, and bring your checkbook.

If you have anything you would like to donate, please contact Grace Ignico at
gracei@stahlinsurance.com or call 727-391-9791. We look forward to seeing you there.
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Hello HR Florida
Sate Council Members!

Injust a litte less than three weeks we
will be gathering for the 27th annual confer-
ence. Our attendance numbers continue to
grow and we are hopeful that there will be
chapters receiving a share of the prdfits in Jan-

Part of the excitement of this event is
the recognition of an outstanding HR Profes-
sional at the closing General Session. HR Hor-
ida is searching for the HR Professional of
the Year, so if you wish to nominate someone
or to nominate yourself, click on the attach-
ment tab and complete the nominating form
Let us know which person should receive this
prestigious awerd. | amrelying on you to make
this effort on behalf of the wonderful accom-
plishments of our chapter members. The dead-
line for submission is Septermber 6, 2005. In
advance, | thank you for submitting a nomina-
tion for HR Professional of the Year: 2005.

Libby Anderson SPHR
HR Florida State Council President

Officers

Todd York, SPHR
(813)282-8888
toddyork@msn.com

Carol McDaniel
(813)961-9255
cmdaniel@ta.hodes.com

Dannie Perry, PHR
(727)953-4218
Dannie_Pl1@verifone.com

Dana Chatelain, SPHR
(813)258-0293
dchatelain@scicompa-
nies.com

Sherry Moore, SPHR/GPHR

(727)563-5834
sherry.moore@catalinamar-
keting.com

DI RECTORS

Charlie Chadbourne, SPHR
(813)307-8015 ext.3101
cchadbou@tampabay.rr.com

Paulette Beaudoin
(813)376-4318

Beverly King, PHR
(813)882-6579
bakingone@msn.com

Ann E. Ladd
(813) 289-4451
AlLadd@datis.com

Lee Hawken
(813)979-1588
Lee@HRMan.net

Sharan Backus
(818)289-6600
sharan.backus@nrtinc.com

Bill Mitchell
(813)223-1959
mitchlaw@askmitch.net

Lori Barndollar, SPHR
(813)626-4895
Isbarndollar@tomlinstaff-
ing.com

Greg Aarons
(813)259-8234
gaarons@tampatrib.com

Tonya Fletcher, SPHR, MA
(941) 720-0776
TFletcher@advantec-hr.com

Jeremy Dixon, PHR
(813)623-5777
j-dixon@al-staffing.com

Judith (Judie) Flynn, SPHR
(813)664-8162
judith_flynn@timeinc.com
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