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The highlight  of this year’s j oint  SHRMA & HR 
Tampa Diversit y Meet ing promises to be an 
excit ing and unique presentat ion.

Dramat ic Solut ions, an act ing t roupe from 
Cent ral Florida, will be conduct ing a presenta-
t ion on Sexual Orientat ion/ Gender Ident if ica-
t ion ent it led “ Let  This Be Our Last  Bat t lef ield” . 
This presentat ion/ skit  is like no other presenta-
t ion you have at tended. It  is meant  to have HR 
professionals think about  how to deal with situ-
at ions that  might  occur in the workplace sur-
rounding Sexual Orientat ion/ Gender 
Ident if icat ion. 

 So if  you are up for something dif ferent  and 
can leave any preconceived stereotype 
thoughts behind, please j oin us with our sister 
chapter for this very unique meet ing.

 Regist rat ion start s at  7:30am - Breakfast  
starts at  8:00am  

 2201 Feather Sound Drive
Clearwater, FL  33762  

(727) 573- 5666

. .  .  diversity-educat ion that  is humorous, poi-
gnant ,  and always but ton pushing. Geared 
toward senior level execut ives, mid-level 
supervisory staffs, and front  line personnel a 
t roupe of highly t rained improv actors enact  
scenes that  mirror some of today's workplace 
challenges and then faces audience feedback 
that  makes a last ing imprint .  

There are many facets to diversity t raining 
and workplace improvement  issues and Dra-
mat ic Solut ions puts together a scene, or series 
of scenes, that  reflects relevant  workplace 
issues and raises the part icipants’  level of  
awareness to a new level of  understanding.

If  you are a new f irst  t ime paid member who 
j oined in 2005 t hen mark your calendars for t his 
FREE event .  See our websit e and register onl ine.

      “Let This Be Our Last Battlefield”
Joint with Pinellas County SHRMA  “How Your Employment Case Goes

Through the Appellate Court” 

Go to www.HRTampa.org for more informat ion.
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Employee Ret ent ion:  Not es 
f r om t he Under gr ound

        by Howard Adamsky

Part II

The Dirty Dozen 

The following are what  I 
call the "dirty dozen" of 
employee retent ion princi-
ples. Are there more and 
other variat ions on these 
ideas? Of course; but  the 

commitment  to retain employees is akin to the 
commitment  to lose weight . You must  start  
today. Not  tomorrow, but  today. And start ing 
small is far bet ter than not  start ing at  all.  

Armed with this knowledge, consider begin-
ning with the following. If  you are successful at  
implement ing all of them, you are clearly on 
your way to creat ing an organizat ion that  has 
employee retent ion as part  of the corporate cul-
ture. And this,  my friends, is a giant  step in the 
direct ion of corporate greatness. 

1. Hire only the best candidates. 

The interviewers and those who make the 
f inal hiring decisions are the gatekeepers of an 
organizat ion. They should be allowing 
only the cream of the crop to enter - 
no compromises. This should be upper 
management 's standard as well as 
yours. 

So often people j oin an organiza-
t ion because of the qualit y of the 
staff  already in place. It  is crit ical 
that  you understand this point . If  you 
let  this standard slide, you eradicate 
this very signif icant  reason for people 
to j oin your company. Great  compa-
nies are, for the most  part ,  made up 
of great  employees. If  you are fortu-
nate enough to have, or be part  of  
such a company, hiring only the best  
candidates is a good way to remain in 
that  posit ion. (Do you think Microsoft  goes 
through dif f icult  t imes in order to hire only the 
best  candidates? I think so.) 

2. Work to make sure employees are 
satisfied with their jobs. 

Create reasons for people to j oin your orga-
nizat ion and to stay. See that  they enj oy their 
j obs, their responsibilit ies, and their possible 

career paths. They should also have a good 
understanding of how their work supports the 
obj ect ives of t he organizat ion, and you should 
offer ongoing feedback so they know if  they are 
meet ing expectat ions. 

Talk to your employees on a regular basis. 
Never assume things are rosy because you have 
not  heard otherwise. By the t ime you hear bad 
news, things are probably far worse than you 
expect .  These surprises are seldom posit ive, and 
the result s can be downright  disast rous. 

Above all,  be sure to communicate with new 
employees on a regular basis. Do not  watch 
them "sink or swim." Set  goals, coach, and give 
them every opportunity to succeed. I suggest  a 
one-on-one with each new employee at  least  
once a week. Do this for a few months to review 
progress and address concerns that  arise both 
for the employee and/ or the manager. In this 
way, you are being proact ive rather than reac-
t ive, and it  allows you to catch minor problems  
before they become maj or ones. Your new 
employees will feel valued, mot ivated to do 
their best , and will take pride in being part  of a 
successful organizat ion. 

3. Let it be known your organization 
wants the best. 

It  is important  that  the organizat ion informs 
it s employees that , as a company, it  is 
always on the lookout  for except ional 
talent  and not  j ust  t rying to f i l l open 
posit ions. But  what  happens if  a stellar 
candidate arrives at  your door and 
there is no posit ion for that  candidate? 
What  do you do? You f igure out  a way to 
create a place because bril l iance and 
abilit y demand a place. 

If  you locate a candidate who is 
clearly a "must  have," make room for 
that  candidate. Most  important ly,  it  is 
more effect ive to change the posit ion 
to f it  the person than the other way 
around (people don't  change all t hat  
easily). This behavior demonst rates 

your commitment  to hiring the best  and speaks 
volumes about  your organizat ion's overall com-
mitment  to seeking excellence. 

4. Develop your employees. 

Except ional employees want  to become even 
bet ter. You can help by developing them in the 
following ways: 

                      Cont inued on Page 4
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• "Develop a comprehen-
sive career advancement  
program. 

• "Ut il ize mentoring and 
coaching where appro-
priate. 

• "Allow employees to 
move in dif ferent  direc-
t ions within the organi-
zat ion (this develops 
perspect ive). 

• "Always look within 
before you look outside 
to promote. The employ-
ees who took your com-
pany to it s present  
posit ion deserve the f irst  
shot  at  the new j obs that  
will in turn help your company to get  to 
the next  level 

5. Create an atmosphere where fun is 
valued. 

People want  to have fun, but  the wisdom of 
corporate America sees very lit t le value to this 
most  important  and often overlooked at t ribute. 
I don't  know about  you, but  I'd never want  to 

work for a company 
where no one ever 
laughed. (Don't  t ell me 
that  work is work, and 
there is no room for 
fun in the workplace. 
That  is "dark ages" 
thinking at  best .) 

Fun lowers blood 
pressure, releases ten-

sion, eases st ress, humanizes the workplace, 
and helps people to think. We all know that  
work is t iring, st ressful,  compet it ive, and 
demanding. This is all t he more reason to create 
some diversion in the workplace. 

Of course, your sense of fun may not  be the 
same as your employees', so consider asking 
what  they would prefer by conduct ing a survey, 
appoint ing a commit tee, or sending out  emails. 
(As an aside, the workforce is aging. Lots of peo-
ple feel that  they have "paid their dues" and 
have lit t le tolerance for organizat ions that  are 
devoid of fun. Life is too short  for that  sad state 
of existence.) 

6. Get to know your 
employees. 

This is not  easy, especially if  
you are a Fortune 500 company. 
But  is your company that  large? 

If  the answer is no, take a few 
minutes to step into your employ-
ees' off ices and ask a quest ion or 
two about  their proj ects (even if  
your company is really that  large, 
managers can st il l get  to know 
their employees). Get  their opin-
ions on indust ry t rends. If you see 
family pictures, ask how old their 
kids are (come into my off ice and 
I'l l tell you all about  my motorcy-

cle). You want  to regard your employees as peo-
ple, not  only as workers in your organizat ion. 
The f ive minutes spent  may turn out  to be the 
best  investment  of your day. 

7. Communicate often and honestly. 

One of the complaints I hear most  often 
from employees is the lack of communicat ion 
from senior management  and between depart -
ments. I recent ly f inished working with a client  
whose market ing and sales departments do not  
communicate with each other.  Can you believe 
that? How does an organizat ion exist  if  sales and 
market ing do not  communicate? 

Set  the tone at  the senior management  level 
and work on communicat ion. Make certain infor-
mat ion is disseminated among your employees. 
Employees kept  in the dark on news both good 
and bad are generally not  the happiest  of  
employees. Regardless of the message, commu-
nicate often and effect ively.  An informed work-
force is more effect ive than an uninformed 
workforce. 

8. Make sure your leaders lead. 

If  you are 
the CEO of your 
organizat ion, 
this is for you. 
Your posit ion is 
all about  lead-
ership, working 
with your team 
to set  and exe-
cute the vision,

                                 Cont inued on Page 5  
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and driving the process to achieve corporate 
obj ect ives. Always remember that  your staff  is 
watching you very closely, and that  they have 
invested their careers, mortgages, futures, and 
t rust  in your capable hands. Make sure you earn 
that  t rust  everyday. 

Be very careful of  saying one thing but  doing 
another. As employees set t le into the organiza-
t ion, they will do far less listening to what  you 
say and far more watching of what  you do, since 
today's employees are probably the most  savvy 
and sophist icated of all t ime. Lead with cour-
age, convict ion, and integrit y.  You might  not  
have everyone agreeing with you all the t ime, 
but  at  least  they will know you are act ing in the 
best  interests of the organizat ion. 

9. Pay your employees well. 

Compensat ion is ext remely 
important . It  buys all t he 
things people need, and more 
to the point ,  it  buys all the 
things people want . It  rein-
forces their sense of value and 
worth to the organizat ion. 

Is compensat ion the most  
important  element  in employ-
ment? No. Studies have shown 
that  it  is generally fourth or 

f if th in terms of importance. But  rest  assured, 
that  order will change quickly if  employees feel 
they are under-compensated for their cont ribu-
t ions; no one wants to feel underpaid. Employ-
ees must  feel good about  their compensat ion 
package. Allowing good people with t rack 
records to leave the organizat ion because of 
inappropriate compensat ion is indefensible. 

10. Conduct exit interviews. 

Exit  interviews are as important  as employ-
ment  interviews and are invaluable to the orga-
nizat ion. They provide the kind of sincere 
insight  that  will allow you to craft  a bet ter orga-
nizat ion. 

In an exit  interview, the employee tends to 
be honest  since he or she has no reason to lie or 
to embellish (as might  be tempt ing in an 
employment  interview). This brutal honesty can 
evolve into an unpleasant  experience for you. 
Try to make it  as relaxed as possible or have 
another more neut ral manager from a dif ferent  
department  conduct  the interview. You will hear 
things in exit  interviews that  you may not  want  

to hear,  but  should. It  is vital that  you t ry to 
understand issues from the employee's perspec-
t ive and give him or her the opportunity to be 
heard. There is a great  deal to be learned from 
exit  interviews. Are you listening? 

11. Be properly prepared for your 
employee's first day of work. 

I have conducted 
numerous exit  inter-
views where the 
employees ment ion 
their f irst  day of work 
as the f irst  negat ive 
experience with the 
organizat ion. Can you 
imagine that? Their 
f irst  impression of 
their new company is one of negat ivit y? Can it  
get  any worse than that? Some of these employ-
ees had been there for 20 years or more so you 
can see how indelible an impression the f irst  day 
of work can make. 

Unfortunately, this is not  surprising; people 
never forget  their f irst  impressions. It  is burned 
in employees' minds forever,  especially if  it  was 
a bad experience. You do not  want  to dash the 
hopes of a new employee by saying, "I'm sorry. Is 
today your f irst  day? I thought  you were start ing 
next  Monday." Or worse, "I'm sorry,  I'm embar-
rassed. I don't  know who you are." Your lack of 
preparat ion tells the candidate how much you 
value him or her. 

12. Make sure your managers can and 
want to manage. 

How often does this happen? Your employees 
do well in their posit ions and are promoted to 
managers - and then, the beginning of disaster. 

People are not  necessarily good managers 
because they are capable employees. Some 
don't  even want  the role or the responsibilit y. 
But  as companies grow, you need more good 
managers, so your best  
cont ributors are given 
the golden opportunit y 
to manage. With a raise-
and reassurances, they 
are sent  out  into the 
cruel managerial world 
with no t raining and no 

Continued on Page 6
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 Continued from Page 5

real understanding that  their new role will be 
signif icant ly dif ferent  from the old one. 

Develop a t raining program for f irst -t ime 
managers. That  will sensit ize them to their new 
role and teach them the basics of managing peo-
ple and problems. (Beware of the ones who tell 
you they do not  need this t raining. They proba-
bly need it  more than the rest . Besides, would 
you like to be an employee under the newly pro-
moted manager who never managed anyone 
before and believes he does not  need any t rain-
ing to do so?) 

Make no mistake. Implement ing the above 
ment ioned ideas and making them a part  of your 
organizat ion's culture is no easy task. It  is not  
done in a day, nor done by execut ive order or 
edict . Rather, it  is a gradual process that  should 
be championed by your organizat ion's leaders 
and led by examples that  are highly visible in an 
ongoing and consistent  manner. 

Organizat ional change can be a slow and 
arduous task, but  once again, if  management  is 
will ing to lead by example, they can do virtually 
anything. The commitment  to employee reten-
t ion is clearly worth the effort  if  you are t rying 
to build a business

Howard Adamsky (howard@hrinnovators.com) is 
founder and president of HR Innovators, Inc. and 
author of “Hiring and Retaining Top IT Profession-
als/The Guide for Savvy Hiring Managers and Job 
Hunters Alike,” and the soon to be released “The 
Other Side of Experience/Six Crit ical Assessment 
Tools for Long Term Thinkers.” 
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HR Tampa Successfully Launched the 
Student Chapter This Past Month!

 The f irst  meet ing was 
Sept  8th and there were 
about  a dozen students 
that  f irst  night . Each 
meet ing is hosted by a 
local company and stu-
dents have the opportu-
nit y to hear a business 
speaker,  get  a company 
tour, and network with HR 
professionals. Each month 
the student  chapter will 
be hosted at  a dif ferent  

company - our hosts this fall include Advantec, 
Olget ree Deakins, The Tampa Tribune,  and TECO 
Energy. Students also have the opportunity to 
part icipate in our mentor and internship pro-
grams.

 On Sept . 23rd the student  chapter estab-
lished its bylaws and elected it s off icers.  Toni 
Mayros, Universit y of Phoenix - President ; Tane-
sha Graham, Nova Southeastern Universit y - VP; 
Dorothy Nappi, DeVry University - Secretary; Ali-
cia Spence, Universit y of South Florida - Trea-
surer.  The student  chapter has ambassador 
posit ions at  each universit y as well.

 A lot  of  people have been working very hard 
these last  few months to make this happen.  We 
would like to recognize and thank our College 
Relat ions Commit tee:  Christ y Foster who wil l be 
our Student  Chapter Advisor, Jil l Conklin, 
Michele O'Nale, Ignacio Garcia, Amanda Osmera, 
Amy Pressley, Kari Roberts, and Toni Mayros. 

We look forward to the student  chapter con-
t inuing to grow and we will need the cont inued 
support  of  the regular members of HR Tampa.  
Give your support  t o up and coming HR profes-
sionals! If  you would like to get  involved and 
become a mentor,  have a student  internship, or 
host  a student  chapter meet ing at  your company 
please contact  Tonya Fletcher via the College 
Relat ions sect ion of t he HR Tampa Website.

Toni Mayros, Student
Chapter President

Jason Drake, Michelle O'Nale, Amanda Osmera, and
Rosalind Brown
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WHY WORKING HARD JUST 
ISN'T ENOUGH TODAY

By Barry L. Brown, SPHR, CCP

When I was j ust  start ing 
my career in HR (Personnel 
back then), my Dad told me 
to "work hard, do a good j ob 
and you'll always have a j ob."  
I found out  pret ty quick that  
his advice on this part icular 
issue j ust  didn't  make much 
dif ference in this day and 
t ime.

Maybe you've found the same thing - work 
hard, take work home, stay late, work week-
ends, don't  take vacat ions, go the ext ra mile - 
only to receive a pink slip and the company's 
best  wishes in your j ob search.  No fault  of  your 
own … j ust  that  the company had to cut  back.

Then, you f ind that  you're compet ing not  
only with anyone else in Florida who may be in 
the same situat ion, but  with anyone in the 
whole doggone count ry that  has ever thought  
about  working in Florida!  Sounds all t oo familiar 
to many of us.

Well,  this art icle isn't  going to address that  
part icular issue.  Suff ice it  to say that  our only 
j ob securit y in HR is really how well our skills 
and competencies stack up against  the rest  of  
the HR populat ion.  Having said that , how do 
you think you compare?  Kinda scary, huh?

Instead, this art icle focuses on HR profes-
sionals who are already working hard - but  may 
not  be working hard on the right  things.  Yes, 
working hard is important , but  based on the 
recent  magazine art icle in Fast  Company,  
August , 2005, HR is missing the boat  big t ime. 

The art icle says, in so 
many words, that  HR people 
j ust  don't  get  it  - they don't  
understand how business 
works, the business st rategy, 
key clients/ customers, and so 
forth.  And, because of this 
short coming, HR people are 

seldom invited to the senior-level meet ings to 
discuss business st rategy or offer advice on long-
term HR issues.

SHRM has already started work in responding 
to this direct  at tack on HR professionalism and 
value in today's business.  Having been a mem-
ber of SHRM since 1974, I'm sorry to say they've 
missed the whole point  of  the art icle.  There is 

no need to draft  a defense.  Instead, HR profes-
sionals should take a good look in the mirror.  
When was the last  t ime you were invited to par-
t icipate in a senior-level st rategy session?  When 
was the last  t ime you were asked for your input  
on long-term HR-related issues?  When was the 
last  t ime senior management  asked for any seri-
ous thinking from HR?

Do you think 
maybe it  has to do 
with their complete 
lack of conf idence in 
us?  Rather than 
defending ourselves, 
let 's f igure out  what  
we can do to add 
value to the organizat ion.  Once we become 
t ruly valuable, the likelihood of a pink slip isn't  
nearly as great .  And if  it  should come to that , 
at  least  your abilit y to understand the business 
of business will put  your way at  the top of t he 
list .

So, how do you really stack up against  the 
compet it ion?  When was the last  t ime your 
senior management  really wanted some st rate-
gic thinking from HR?  What  are you doing about  
it?

Barry Brown is President  of 
Effect ive Resources, Inc., a 
Florida-based consult ing firm 
specializing in Compensation 
(including incentive design), 
Affirmative Act ion Plans, Salary 
Surveys, and Employee Opinion 
Surveys.  For more information 
call toll-free (800) 288-6044 or 
visit  their websites:  
www.EffectiveResources.com 
and www.SalarySurveyOnLine.com.



Bill is Running for Congress
Bill Mitchell, HR Tampa's legislat ive 

director is running for Congress as a 
Democrat  in Dist rict  9,  which covers 
parts of  North Hillsborough, North Pinel-
las, and West  Pasco count ies.  Bill 's cam-
paign website is 
www.billmitchellforcongress.com. You 
can google him by typing Bil l Mitchell for 
Congress.  

OSHA Commission Rules Newspaper Dis-
tributor, Not OSHA Employer 

The OSHA Safety and Review commission has 
determined that  a newspaper dist ributor was not  an 
employer of  newspaper st reet  vendors for OSHA pur-
poses.  Because it  was not  an employer the dist ribu-
tor was not  responsible for fail ing to provide st reet  
vendors with ref lect ive vests. Pat rick McDonough 
was st ruck by a car and kil led while sell ing newspa-
pers at  an intersect ion in Boca Raton, FL. The appli-
cable OSHA standard states that  personal protect ive 
equipment  must  be provided to employees who are 
exposed to workplace hazards that  could cause 
inj ury through physical contact .   

In reaching it s decision the commission deter-
mined that  the newspaper dist ributor did not  con-
t rol the means and manner by which the st reet  
vendors sold the newspapers. The dist ributor did not  
bar the vendors from sell ing newspapers for other 
dist ributors. Although the st reet  vendors were guar-
anteed $26.50 a day, which amounted to the pro-
ceeds of 53 newspapers, the vendors could sell as 
many newspapers as they wanted to, for as long as 
they chose. The dist ributors did not  provide the ven-
dors with leave or ret irement  benefits and did not  
pay workers' compensat ion or Social Security taxes 
for the vendors.  Secret ary of  Labor  v.  AAA Delivery 
Services.  

Eleventh Circuit Requires Reasonable 
Accommodation for Employees Regarded As 
Disabled

The Eleventh Circuit  has decided that  the Amer-
icans with Disabil it ies Act  requires the reasonable 
accommodat ion of employees regarded as disabled. 

Cris D'Angelo was f ired after ConAgra 
determined that  the symptoms of vert igo 
she experienced while watching conveyor 
belts rendered her unqualif ied for her 
j ob. The court  concluded that  the plain 
language of the ADA yields no statutory 
basis for t reat ing  individuals different ly 
who are disabled in the actual-impair-
ment  sense and those who are disabled 
only in the regarded-as sense.

Although it  recognized that  a maj orit y 
of circuits have held that  "regarded as" employees 
are not  ent it led to reasonable accommodat ion, the 
Eleventh Circuit  concluded  that  under the plain lan-
guage of the ADA, employers are obliged to provide 
reasonable accommodat ions for individuals falling 
within any of the ADA's definit ions of disabled, 
including those " 'regarded as' being disabled."  It  
concluded that  the statutory language of  the ADA 
of fered no grounds for dif ferent iat ing between the 
types of disabil it y defined in the Act .

The court  drew support  f rom a 1987 U.S. 
Supreme Court  case decided under the Rehabilita-
t ion Act  of 1973 and the ADA's express incorporat ion 
of many of that  Act 's implement ing regulat ions.   It  
reasoned that  "Since the Rehabilitat ion Act  required 
employers to accommodate employees who were 
disabled in the regarded-as sense, we can f ind no 
principled basis for concluding that  the more expan-
sive ADA does not ."  It  regarded as unpersuasive 
rat ionale used by courts that  took a cont rary view--
that  requiring employers to accommodate individu-
als they merely regard as disabled would produce 
anomalous result s.  It  concluded that  this rat ionale  
ignored the principle that  courts are not  authorized 
to rewrite a statute because they might  deem its 
effects suscept ible of improvement .  It  also ques-
t ioned whether the results might  be as "bizarre" as 
suggested.  D'Angelo v.  ConAgra Foods Inc. d/ b/ a 
Singleton Seafood Fla. deem 
it s ef fects suscept ible of 
improvement . It  also ques-
t ioned whether the results 
might  be as "bizarre" as sug-
gested.  D'Angelo v.  ConAgra 
Foods Inc. d/ b/ a Singlet on 
Seafood Fla.

    By William D. Mitchell
LEGI SLATI VE UPDATE
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Only One- Thir d Of  Companies Say 
Their  Employees Under st and & Live 
Business'  St r at egy I n Daily J obs
Leader s Also Not  Ef f ect ively Communicat ing 
Wit h Wor ker s At  Almost  Half  Of  
Employer s,  Accor ding To New St udy

Fort Lauderdale - September 26, 2005 - 
Only about  one in three companies has been 
successful in mot ivat ing employees to under-
stand, be commit ted to, and carry out  their 
employer's business st rategy in their daily j obs, 
according to a new study.  In addit ion, only 
about  half  of companies have effect ively 
involved their management  and leadership 
teams in communicat ing with employees.

Aligning employees to the st rategy of their 
businesses, and engaging managers and senior 
leadership in communicat ing with workers, rank 
as the top two employee communicat ions chal-
lenges in a survey of 472 organizat ions world-
wide by Right  Management  Consultants and the 
Internat ional Associat ion of Business Communi-
cators (IABC) Research Foundat ion.

63% of companies said that  aligning their 
employees to the st rategy of their business is 
their No.1 employee communicat ions goal, but  
j ust  37% report  that  their ef forts have been suc-
cessful,  according to the report , Best  Pract ices 
in Employee Communicat ion: A Study of Global 
Challenges and Approaches, which provides 
examples of winning internal communicat ion 
st rategies.

42% of companies said act ively involving 
managers and company leadership in communi-
cat ing with workers is the second-biggest  
employee communicat ions goal, but  almost  half  
- 48% - said they weren't  ef fect ively doing this.

"Companies with employees who understand 
and can carry out  their employer's business 
st rategy tend to have higher worker retent ion 
rates and are generally more product ive than 
those with disengaged work forces," said Tho-

mas H. Shea, Managing Principal for the eight -
off ice Florida/ Caribbean Region of Right  Man-
agement  Consultants, the world's largest  career 
t ransit ion and organizat ional consult ing f irm.

According to Paul Sanchez, Chair, IABC 
Research Foundat ion, "There has been much dia-
logue in recent  years about  the value of commu-
nicat ing effect ively with employees.  However,  
the daily st ruggles faced by internal communi-
cators worldwide have largely been unad-
dressed.  In this latest  research from the IABC 
Research Foundat ion, Right  Management  Con-
sultants offers professionals key insights into the 
crit ical challenges in employee communicat ion 
and diverse approaches to deal with each chal-
lenge."The top reasons why managers and senior 
leaders are not  effect ively involved in employee 
communicat ions at  many organizat ions, accord-
ing to the report , include inconsistent  messages 
being sent  to employees; lack of visibilit y of 
leaders - especially during tough t imes; lack of 
employees' t rust  in leadership; and managers 
who don't  understand their roles in employee 
communicat ion, or do not  have the required 
skills or tools.

Two other employee communicat ions chal-
lenges are cited in the report .  They are: man-
aging the overload of informat ion confront ing 
employees in their daily work lives, and measur-
ing the return on investment  from internal com-
municat ion.  

   

About  Right  Management  
Consult ant s 

Right  Management  Consultants 
(www.right .com) is the world's largest  career 
t ransit ion and organizat ional consult ing 
f irm. It  of fers services to corporat ions of all 
sizes through a global network of more than 
300 service locat ions and the Internet .
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 The Book Corner
October Book Suggestions

 As we enter the fall,  here 
are several titles due to be 
released in October that may 
be of value for your company. 
If you have any questions 
about the titles feel free to 
contact us.

151 Quick Ideas to Inspire 
Your Staff by Jerry Wilson 

The basic concept  behind 151 
Quick Ideas is to inspire 

employees to create and maintain delighted 
repeat  customers. This book demonst rates that  
business owners don't  have to constant ly replace 
employees or use art if icial incent ives and harsh 
methods to get  employees to help the business 
succeed. 

Brand Failures: The Truth about the 100 Big-
gest Branding Mistakes of All Time by Mat t  Haig 

Uses real examples and comments from leading 
business experts to describe branding disasters 
and why they happen. Each scenario includes a 
checklist  of  lessons learnt  designed to provide how 
not  to advice for those looking at  their brand. 

Brief Coaching for Lasting Solutions  by Insoo 
Kim Berg 

Explains the use of solut ion-focused psychother-
apy to the coaching of individuals to create effec-
t ive and t ransformat ive conversat ions with your 
employees. 

Building on the Promise of Diversity by Thomas 
R Roosevelt  

Explores how our organizat ions can move to the 
next  level in our work environments in order to 
further enhance the diversity programs that  have 
been int roduced in the marketplace. 

Creat ing the New E-Business Community  by 
Michael Gendron 

E-Commerce is a new mindset .  It  is a new way for 
management  to think about  these emerging new 
technologies in a total corporate context , not  j ust  
a means to an end, but  as int rinsic to the organi-
zat ion's st ructure and mission. The book looks at  
technologies we're already familiar with and the 
new ones on the drawing board. 

Creating the Performance-Driven Organizat ion 
by Mark St if f ler 

The author discusses how the balanced scorecard, 
six sigma, economic value added yield posit ive 
results but  could bring higher results if  corporate 
America fully executed their st rategy/  Becoming 
performance-driven is about  mot ivat ing everyone 
in your operat ion to work together to execute the 
st rategy of the organizat ion. This includes 
employees, partners, suppliers, agents and others 
both inside and outside the organizat ion. 

Dealing with Problem Employees: A Legal Guide 
by Amy Delpo 

Part  of  the NOLO series of legal guides, this book 
is essent ial for anyone who employs and manages 
workers. It  combines both pract ical and legal 
informat ion that  is needed when you are dealing 
with problem employees. This the 3rd Edit ion of 
the book by the author.  

Focus: The Future of Your Company Depends on 
It  by Al Ries 

Discusses the concept  that  the premise to long-
last ing success depends on focusing on the core 
products and avoiding the temptat ion to diversify 
into unrelated enterprises from your cent ral busi-
ness purpose. Using real-world examples, the 
author shows that  the companies that  resist  diver-
sif icat ion, and focus instead on growing a category 
in the customer's mind dominate their market . 

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

First Name Last Name Certification Title Company Name
Kevin Johnson Thompson, Sizemore and Gonzalez
Michele Lembo Marriott ExecuStay
Robin Nicholls AE Specializing in Benefits Comm. Colonial
Sheila Hunter LifeMasters Supported Self Care
Arthur Rosen SPHR HR Director Phonetag, LLC.
William Montgomery AIF, CLU, CFS President Montgomery 401(k) Advisors, Inc.
Lydia Babilonia PHR HR Generalist
Christie O'Halloran HR Manager Circle K Stores Inc.
Suzette Andres SPHR HR Manager VF Imagewear
Martha Bartlett Human Resources Assistant CEMEX, Inc.
Heather Brochu Human Resources Manager Progressus Therapy
Kathy Stevens Account Manager-Search Kforce Professional Staffing
Shane Broomall BA Human Resource Analyst CEMEX
Raymond Walsh President Human Cap.Recruiting, Inc. DBA Snelling Personnel Svcs
Ovidio Sardinas`
Ronald Foster MBA, RPC Retirement Plan Consultant Raymond James & Associates

      New Members
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Of f icer s

President
Todd York, SPHR
(813)839-8885
toddyork@msn.com

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

Treasurer
Dannie Perry, PHR
(727)953-4218
Dannie_P1@verifone.com

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

Immediate Past President/
Foundation Director 
Sherry Moore, SPHR/GPHR

(727)563-5834

sherry.moore@catalinamar-
keting.com

DI RECTORS

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

Programs
Paulette Beaudoin
(813)376-4318 

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

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

Non-Dues Co-Director1
Lee Hawken
(813)979-1588 
Lee@HRMan.net 

Non-Dues Co-Director2
Sharan Backus
(818)289-6600 
sharan.backus@nrtinc.com

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

Education/Certification 
Lori Barndollar, SPHR
(813)626-4895
lsbarndollar@tomlinstaff-
ing.com

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

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

Technology Director 
Jeremy Dixon, PHR
(813)623-5777
j.dixon@a1-staffing.com

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

 

HR Tampa members
 gather in the Outer
 Rim Lounge at the 
Contemporary Resort
on Monday.

HR Florid
a’s

27th Annual
Conference
        &
    Expo

Sherry Moore &
Ashley

Mini/aka Beverly King

Look for more photos in the next e-News


