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Join us for an informat ive half-day event  
and excit ing evening at  the Marriot t  Waterside 
Hotel and Marina and part icipate in an exclu-
sive gathering of Tampa’s HR professionals and 
business execut ives as they share their best  
pract ices and honor Employers of Excellence.

This is an opportunit y to learn, network and 
be mot ivated by your peers, indust ry experts 
and inspirat ional keynote speakers and work-
shops covering such topics as:

• How to create energy in your organizat ion in  
your employees to maximize performance, 
prof it  and to retain your top staf f

• Coaching and the role of feedback

• Facing adversity in a team environment

• Leadership

• Effect ive use of posit ive thinking

• Aligning individual and team obj ect ives

• Re-evaluat ing your goals
Regist rat ion:       11 a.m.
Opening Remarks: 12 p.m.
Lunch/ Mark Woods: 12:15 p.m.
Workshops: 1:45, 3:30 p.m.
Cocktail Hour  5 p.m.
Welcome Message and Dinner: 7:00 p.m.
Award Ceremonies: 8:00 p.m.

For more informat ion, log onto ht tp: / /
www.hrtampa.org/ associat ions/ 1682/ files/
EventTampa_D.pdf

MY EMPLOYEE IS GREAT, BUT 
HE CAN'T COMMUNICATE!

 by Marcia Hoodwin, M.A.

Some companies have employees that  work 
hard and are very capable, but  ……

• Mispronounce many words,

• Speak English with 
a st rong foreign 
accent  and are dif-
f icult  to under-
stand,

• Have a hearing 
problem (complain 
of other people 
mumbling),

• Do not  speak out  in 
meet ings or have a fear of public speaking,

• Have unprofessional speech with grammat ical 
errors or inappropriate vocabulary,

• Speak too loudly or soft ly, have chronic 
hoarseness, or have a voice that  is too low or 
high in pitch.

Many work-related problems can arise from 
these diff icult ies. For example, Company XYZ, 
a large mult inat ional company, had an 
employee in sales that  used inappropriate 
vocabulary and grammar; a prospect ive client  
lost  faith in the organizat ion's abilit y to per-
form competent ly and decided to do business 
with another company. 

The company had a manager that  had a 
st rong foreign accent . He was misunderstood 
when giving a solut ion to a problem and there-
fore, PRODUCTIVITY was affected for the week.

                                  Continued on Page 12
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Tonya Fletcher, Director of College Relations

Brad Moser congratulates
student  chapter.

Swearing in Student Chapter Officers

Honoring College Relat ions
Committee

Student Chapter Charter

Todd thanks Juge LaRose
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 Holiday Net wor king Tips
                                              by Carol McDaniel

With the approach of the holiday 
season and the onset of holiday parties, 
social events and other networking 
meetings, I feel compelled to once 
again remind those who attend these 
types of functions to not lose sight of 
their intended purpose.  More often 
than not, you will meet someone that 
you will see at another event, so always 
be professional and focused.

In these times when we want to just 
have a good time, instead of working our net-
work, I want to share some insight as it relates to 
structured networking events and unstructured 
events.  Both have advantages and disadvan-
tages, but how to know which ones are better 
suited for you, and how you can thrive in either of 
these environments, is important.  

If you have ever attended a structured net-
working event…you'll remember.  These events 
can occur weekly, monthly or even quarterly.  
The event itself is designed for one purpose….to 
get the most out of the time you are there and 
ensure that you are accountable for your own 

success.  

Typically, you will have one 
or more facilitators who will 
keep the group on track.  
While there are many ways 
in which to setup these 
t ypes of networking func-
t ions, here is a general 
idea of what  you can 
expect .  

Each person that  
at tends will be responsible 

to report  on their latest  networking and/ or j ob 
search act ivit ies.  This also includes contacts 
that  were made.  The at tendee must  then 
report  on their upcoming interviews, as well as 
networking events that  they wil l be at tending 
for the following week.  Any contacts that  are 
made are to be shared with the group, espe-
cial ly if  the contact  can be of benefit  to some-
one else in the meet ing.   There may also be a 
guest  speaker,  and specif ic goals may be estab-
lished for each at tendee to further enable 
them to secure that  great  j ob!  

More often than not ,  t hese st ructured 
events are smaller in size, and the reason for 
that  is simple.  This allows the at tendee to ben-
ef it  enormously from the advice and expert ise 

of t he facilit ators, and provides a 
more int imate set t ing to exchange 
ideas, business cards and contacts.

The unst ructured events can con-
sist  of  monthly associat ion meet ings, 
media sponsored events, career fairs 
and award programs, j ust  to name a 
few.

These events, while not  specif i-
cally focused on your personal j ob 
search, should also be included in 

your plan!  Try to at tend one of these a month, 
if  your budget  and t ime allows, as there are 
typically fees associated with at tending.

When at tending one of the unst ructured 
events, be sure to arrive early.   Most  meet ings 
allow for t ime in the beginning to network and 
exchange business cards.  This is a great  oppor-
tunit y to survey the room and decide where you 
would like to sit  and, more 
important ly,  which person 
you would like to be seated 
with!  It 's no secret  that  a 
lot  of  decisions are made 
over a meal!  

                           Cont inued on Page 11

Newly Cert if ied Professionals
By Lori S. Barndollar, SPHR

Congratulations to our newly certified profes-
sionals:

Eleven more to go! Best wishes for continued 
success in our ever-changing HR profession.

Debbie Gross,SPHR
Jackie Payne, PHR
  

  

Corie Tregoe
   PHR



J oin/ Renew HRTampa in 
2006!

      by Charlie Chadbourne, SPHR
     2005 Volunteer Membership Director

HRTampa is looking forward to another great  
year and we hope you will j oin with us as we 
st rive to make this the best  chapter in Florida! 
We are ending 2005 with over 350 members. We 
had a lot  of  fun, but  also had the opportunit y to 
learn more about  our profession. We understand 
you are very busy so we will cont inue to offer 
both breakfast  and dinner meet ings along with 
some ½ day and full day special events. 

Now is the t ime to j oin or renew! Our dues 
wil l remain the same and we again have several 
opt ions for you to select  from. Once you choose 
the opt ion that  best  f it s your needs, you can 
register on-line. We have links on the Home and 
Join Our Chapter pages at  www.hrtampa.org.   
The new 2006 informat ion will be available on-
line soon.

Forgot  your userid and/ or password? - Click 
on the link on the log in page and the system 
will send you an automat ic email with your 
informat ion.

2006 Dues Options (Dues run Jan-Dec): 
No change from 2005!

We are a 100% chapter and you must  be a 
current  member of SHRM to j oin or renew 
with HRTampa.

PREMIUM $225 - One fee covers annual 
dues and meal costs ($30) for 12 regular 

meet ings. This is a great  opt ion. The more 
meet ings you at tend, the more you save! 
The cost  of  paying for all 12 meals sepa-
rately is $360. We will run this Early Bird 
Special unt il Jan 31st !  After January 31st ,  
Premium Dues are $250

BASIC $100 - This covers cost  of annual 
dues and you pay as you go ($30) for our 
12 regular meet ings.

Payment Methods:

1. Pay on-line using Pay Pal.
2. Send in payment  with copy of your Bill for 

Payment  Due you wil l print  when renewing 
online. Mail to: HR Tampa, PO Box 26544, 
Tampa, FL 33623-6554 

3. Bring payment  to regular meet ing. Please 
bring a copy of your Bill for Payment  Due 
you wil l print  when renewing online.

NOTE TO STUDENTS WHO WISH TO RENEW:

If  you cont inue qualify for SHRM nat ional 
student  rates, your HRTampa dues are free! You 
then pay only $10 for each meet ing you at tend. 
You will only qualify for our free rates if  you are 
a valid nat ional SHRM student  member.

If  you are interested in assist ing one of our 
HRTampa Volunteer Leaders and serving on one 
of our commit tees, please contact  the appropri-
ate board member l isted on the Leadership 
page.   Get  involved and have some fun! 

If  you have any quest ions, please email Jil l 
Conklin, our 2006 HRTampa Volunteer Member-
ship Director at  j il l.conklin@cln.com.
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Join the HR Tampa Society for Human 
Resource Management (SHRM) Student 

Chapter!

Friday, December 9th

6:00-7:45pm
Come and network with business professionals 
and student  chapter members! Food, fun and 
prizes will be provided. There will be a $15 
charge for non-members (the $15 charge will 
go towards your student  membership).

Tina Tapas
615 Channelside Drive

Tampa, FL 33602

If  you need to change your RSVP please e- mail 
Jill Conklin at  thislit t lepiggie13@msn.com or call 
813- 891- 6075..



AS TH E BOARD  TURNS…

As my tenure on the board of HR 
Tampa comes to an end, I thought  I'd 
take a few minutes to highlight  some 
of our accomplishments over the 
past  six years. While we have had 
many challenges, we have also had 
resounding successes. While I will not  
be on the board going forward, I 
have promised Carol that  I will be 
here to assist  during her term as 
President  in 2006 and cont inue to handle post -
ings on the Job Board as part  of  the Technology 
commit tee.

As many of you may remember, I was invited 
to j oin the board in June 1999 by the then HR 
Tampa President  Jarine Dotson while on a f l ight  
back from At lanta. I of ten j oked that  I had to 
accept  because she was sit t ing in the middle 
seat  and had me t rapped in the window seat . 
They were looking for someone to f il l t he Direc-
tor of Cert if icat ion posit ion, which I ended up 
f il l ing through the end of 2000. My f irst  group of 
students included Charlie Chadbourne, who had 
j oined the board as the Membership Director 
earlier in 1999, Lori Barndollar and Gary Opala. 
Lori did such a great  j ob that  she was nominated 
to succeed me in that  posit ion in 2001 and con-
t inues to hold that  posit ion today.   Through her 
effort s we have cont inued to increase our pass 
rates and class sizes. 

Looking back, it  seems as though 1999 was 
the f irst  of  many years of change and growth for 
HR Tampa. This was the year we hired our f irst  
records administ rator,  Shirley Headington.   
Shirley assisted with mail outs and membership 
records and for a long t ime we were suspicious 
that  she didn't  really exist  since Charlie was the 
only one of us that  had ever seen her!  This was 
the year that  we launched our f irst  website. We 
also started alternat ing meet ings every other 
month between breakfast  and dinner in 
response to member feedback. We also created 
a new director posit ion for Non-Dues Revenue, 
which was held by Jeremy Dixon, who remains 
on the board today as our Technology Director.    

We cont inued our growth into 2000 when we 
held the f irst  HR Tampa Expo called "Summer 
Jam" at  the Airport  Marriot t .  Lynn Adams was 
President  and worked hard to f il l vacated board 
posit ions and look for new ways to make money 
for the chapter.   Charlie cont inued as our Mem-
bership Director.

Gae Horridge assumed the Presidency in 
2001 and implemented a new dues st ructure 
where members could choose to prepay for dues 

and all meet ings up front , or pay only 
dues up front  and for meet ings as they 
at tended. While this was somewhat  
cont roversial with our membership at  
the beginning, it  laid the foundat ion 
for the creat ion of a healthy bank bal-
ance, which we cont inue to build 
today. This has allowed us the luxury 
of bringing in paid speakers and pro-
viding more programs and benef it s for 

our membership. This year's expo was a 1/ 2 
legal seminar and golf scramble held at  the 
Westchase Count ry Club. While it  turned out  to 
be a somewhat  rainy day for a golf  out ing, Carol 
McDaniel (who had recent ly j oined the board as 
Technology Director) and I had great  fun riding 
around the golf  course in the ext ra golf  cart  t hat  
wasn't  claimed that  afternoon. I moved into the 
role of Secretary this year, which I cont inued 
through the end of 2002 and Charlie cont inued 
as our Membership Director.    

In 2002, Russ Coughenour took over as Presi-
dent . Shirley Headington resigned and Krist in 
Gwinner was brought  on the board as our 
records administ rator.  For the f irst  of  two years, 
HR Tampa co-sponsored a 1/ 2-day HR program 
with the Westshore Alliance in the spring while 
cont inuing our annual Expo in the fall.  In an 
effort  to increase revenue for the chapter,  we 
began to charge non-members to at tend our 
study groups. The monthly newslet ter was con-
verted to E-News and was dist ributed by both 
email and posted on our website which was a 
great  cost  savings to our chapter. Charlie was 
st il l our Membership Director.

Jeremy Dixon assumed the Presidency in 
2003 and launched a search for a new host  for 
our website. After much research, we selected 
Aff iniscape and off icially launched the website 
over Memorial Day weekend.   We knew we were 
get t ing a lot  of  t raf f ic on our website because 
we received many emails about  the missing Job 
Board, which hadn't  been t ransferred to the new 
website that  weekend. This website has 
afforded us the opportunit y to increase our non-
dues revenue through sponsorship and non-
member j ob post ings, as well as provide easier 
opt ions for regist rat ion for our meet ings and 
events.   We great ly increased our membership 
this year through a mail campaign to the at -
large SHRM members in Hillsborough County and 
once again, Charlie was our Membership Direc-
tor (are we beginning to see a pat tern here?)

                               
                                      Cont inued on Page 6
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AS TH E BOARD  TURNS…
      Cont inued from Page 5

In 2004 I was honored to be the 
President  of HR Tampa. Like our other years, we 
were presented with many challenges as the 
year progressed. While we started out  the year 
with a great  presentat ion by Pam Iorio,  Mayor of 
Tampa, we were tasked with f inding a new loca-
t ion for our monthly meet ings. Although we had 
held our meet ings for the prior 17 years at  the 
Westshore Marriot t ,  we were told they were no 
longer able to accommodate us.   After scout ing 
several locat ions, we were fortunate to relocate 
our meet ings to the Cent re Club. We were pre-
sented with another challenge in September 
with the hurricanes, and since we couldn't  pre-
dict  what  Mother Nature had in store for us, we 
made the decision to move our fall Expo to 
November. Who would have known that  our orig-
inal date would end up being a beaut iful clear 
day! All in all,  the year was st il l a success as we 
once again increased our membership (you 
guessed it --Charlie was st il l our Membership 
Director!) along with our bank balance! 

Todd York assumed the helm in 2005 and has 
provided great  leadership throughout  the year 
with the creat ion of t he student  chapter and 
enhancements with the Internship and Mentor-
ing programs, New Member luncheons and Net -
work Nites. I'm sure this will cont inue into 2006 
as Carol McDaniel assumes the Presidency and 
implements the many ideas she already has in 
the works. But  alas, Charlie has decided it 's t ime 
to ret ire from the post  of Membership Director 

and will be passing that  torch to Jil l Conklin in 
2006. He put  in a t remendous amount  of t ime 
and effort  as a volunteer leader for our chapter 
and while he won't  be gone or forgot ten, I know 
that  he wil l be missed on the board.

Throughout  the past  six years I have seen 
t remendous accomplishments within our chap-
ter. We have advanced from virtually having a 
revolving door on the board to a solid group of 
HR professionals that  are dedicated to the suc-
cess of HR Tampa.   We have gone from living 
"paycheck to paycheck" to now being able to 
provide more benef it s to our membership such 
as no charge for our annual expos where we fea-
ture nat ional speakers, new member luncheons 
at  no charge and Network Nite for a nominal 
charge to assist  our members, or non-members, 
in meet ing others within the local HR commu-
nity.  This year we were able to send f ive of our 
board members to the nat ional SHRM leadership 
conference where they are able to network with 
other chapter board members and bring back 
more ideas than we can possibly implement . 
The bar is being raised every year,  which is a 
t ribute to both past  and exist ing board members 
as well as the cont inued support  of  our member-
ship. 

It  has been a pleasure to be part  of  such a 
dynamic group of HR professionals during the 
past  six years and I look forward to support ing 
those that  will be providing leadership to HR 
Tampa in the years to come.

Best  w i sh es for  a  
h a ppy, h ea l t h y a n d  
sa fe H o l i d a y sea son . 
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 The Book Corner
December Book Suggestions

As we enter the 
holiday season, the man-
agement and staff of the 
Borders Store in Carroll-
wood offer our best 
wishes for the holiday 
season.

Industry sources indicate 
that the holiday season 
will be assisted by the 
release of 130 new titles 

in business management during the next 30 
days.

Below you can find the more useful titles to the 
business community. If you have any questions 
please call my office at 813-908-1845.

Balanced Scorecard in Real Time 

by Frank Bernhard 

Authoritat ive advice for taking balanced score-
card methodology to the next  level. Balanced 
Scorecard in real t ime takes the balanced score-
card methodology and links it  to technology and 
technology st rategy. It  provides a prescript ive 
framework for aligning a company's informat ion 
technology with their scorecard for maximum ROI 
and product ivity enhancement , as well as inte-
grat ing technology st rategy into this popular 
method. 

A Framework for Human Resource Management 
by Gary Dressler 

This brief  yet  lucid ten-chapter book provides 
pract icing managers with a review of cent ral 
human resource management  concepts and tech-
niques in a highly readable and understandable 
format . 

Improving Employee Performance Through 
Appraisal and Coaching 
by Donald Kirkpat rick 

Moving beyond more t radit ional performance-
review methods, this book gives readers the tools 
to build a genuinely proact ive performance man-
agement  program. Fully updated with all new case 
studies f rom maj or corporat ions, the second edi-
t ion will help managers and HR professionals. 

Learning at  Work: Excellent  Pract ice from Best  
Theory 
by John Taylor 

Coaching, t raining, mentoring and development  
are all about  helping staf f  to learn, whether it  is 
new knowledge, skil ls or adapt ing to the cultural 

at t itudes of the organi-
zat ion. This book crit ically analyzes the methods 
and inst ruments available for those who want  to 
learn and those who want  to encourage their 
employees to learn. It  avoids j argon and aims to 
make the theory and pract ice of learning more 
easily understood and accomplished. 

Six Principles for Managing 
by Samuel Kaptein 

In the shadow of Worldcom and Enron, managing 
with integrity has risen up the corporate agenda. 
But  managing with integrity has always been rec-
ognized as such. Based on real-life insights not  
theory, Kaptein shows how you can lead by posi-
t ive example and bring real benef it s to yourself,  
your staff  and the wider business. 

Bluffer's Guide to Management 
by John Court is 

Be an instant  expert  in management  and bluff  
your way with those who know anything about  the 
subj ect .  No MBA required, j ust  a sense of humor. 
"The Bluf fer's Guide to Management " scales new 
heights in insights and lays out  everything you 
need to know to climb the corporate ladder. 

Doing Nothing is Not An Opt ion!; Facing the 
Imminent Labor Crisis 
by Robert  Critchley 

By 2010, cit izens over the age of 65 will outnum-
ber children for the f irst  t ime. America's labor 
force is not  only growing older,  it 's also ushering in 
a whole new set  of workforce issues to tackle. This 
a must -read for business owners, execut ives, HR 
professionals and consultants. 

How Great Leaders Get Great  Results 
by John Baldoni 

Use the st rategies of Steve Jobs, Bill Belichick, 
Steven Spielberg, and John McCain to inspire 
employees and generate posit ive results for your 
company. People who make their visions realit ies 
are the ones who are t ruly great  leaders --and 
whose companies achieve the greatest  success. In 
How Great  Leaders Get  Great  Results you learn 
the execut ion st rategies renowned business lead-
ers have used to create st rong, results-driven 
organizat ions. Pairing the prof iles of several top 
leaders with concrete act ion steps to get  employ-
ees to perform at  their best ,  this prescript ive 
guide helps you get  winning result s in all your 
proj ects. 

Notice: Also during December, t he new versions of  t he 
PHR and SPHR study guides are scheduled for release. 
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  Don’t  Pick
The Wr ong Car r ot

By Gost ick & El t on
      ©October 2005  

One of the quest ions we're asked most  fre-
quent ly is:  What  do I give? To celebrate an 
employee's achievement , to recognize a team, 
to reward a great  effort? How do I know when to 
give something big, when to give movie t ickets, 
when to send a simple thank you email.

To have the intended effect , a reward's value 
should be an appropriate symbol of the 
employee's effort  and it s outcome. After all,  we 
all know that  winning a mill ion-dollar cont ract  
deserves more than a t -shirt  or key chain, right?

Apparent ly not .

When she was f irst  out  of college, Kathe Far-
ris began working for a bank. She started near 
the bot tom of the corporate ladder, answering 
phones. During a promot ion to cross-sell mutual 
funds, she was able to bring a whopping $1.2 
mill ion into the bank. 

"So what  did they give me?" asks Kathe. She 
scoffs at  her own answer. "A mug." Kathe shakes 
her head incredulously: "A mug," she repeats. 
"Do you think I or anyone else who worked 
around me ever sold mutual funds again? Of 
course not ."

Now, in some cases, a mug would be a f ine 
reward for a simple j ob well done. But  for 
Kathe, who had obviously gone above and 
beyond what  was expected in her posit ion, a 
mug was a very poor carrot . She wanted some-
thing last ing to remind her of that  remarkable 
achievement .

Just  imagine you play second base on the 
world champion Boston Red Sox. You've risen to 
the top of your sport . You've worked together 
with your teammates to beat  the infamous New 
York Yankees. You're king of the world. But  
instead of receiving a championship ring in a 
touching public ceremony, management  decides 
to give you a Red Sox souvenir coffee mug.

It 's a f ine mug. Microwave-safe even. But  it 's 
a st inking mug. 

To avoid being the antagonist  in a mug story, 
you will have to develop your own consistent  

criteria for t ying the size of the award to the 
behaviors in your workgroup. It  sounds a lit t le 
hard, and it  is at  f irst .  That 's why so few manag-
ers do this,  and why so few managers are con-
sidered "great " by their employees.

Today's Carrot A Day: Pick Your Carrots 
Wisely 

Here are a few simple rules to effect ive rec-
ognit ion: First ,  awards should only recognize 
results that  are important  to the organizat ion. 
Second, awards should be fair in relat ion to 
awards received by equally producing coworkers 
and related to the signif icance of the achieve-
ment  (creat ing this t ype of fair reward is almost  
impossible with cash or gif t  cert if icates, but  
much easier with tangible awards that  have 
higher perceived value.) And third, awards 
should be it ems that  employees really value.

That 's why most  st rategic recognit ion pro-
grams we've seen use tangible awards that  
appeal to a basic inst inct  to want  that  which we 
do not  have. We can picture ourselves wearing a 
beaut iful piece of j ewelry.  We can imagine j ust  
where that  cool new f lat -screen TV will go in 
our home. We think of how handy that  ut il it y 
knife would be on the next  camping t rip. We'd 
love to have that  compact  camcorder for when 
the new grandchild arrives. We can visualize 
ourselves burning up the back nine with those 
golf  clubs.

And because we can picture the award and 
can imagine ourselves enj oying it ,  we can't  help 
but  be more likely to work harder to achieve it .  
It 's simple human nature.

                              Cont inued on Page 11



FLSA:  Worker Walking Related to  Donning 
& Doffing Safety Gear Is Compensable

The U.S. Supreme Court  has ruled that  t ime 
spent  on the walk 
between the locker room 
of meat  and chicken pro-
cessing plants--where 
employees were required 
to dress in protect ive and 
safety gear--and the plant  
f loor should be compen-
sated. The Court  con-
cluded that  the locker 
room where the special 
safety gear was donned 

and doffed was a 'place of performance' of  the 
principal act ivit y that  the employee was 
employed to perform. Because applying and 
removing protect ive gear was a "principal act iv-
it y" related to working in a meat  processing 
plant , the walking that  occurred after dressing 
and before undressing should be compensated 
as an integral part  of  that  principal act ivit y. The 
Court  concluded more broadly that  during a 
cont inuous workday, any walking t ime that  
occurs after the beginning of the employee's 
f irst  principal act ivit y and before the end of the 
employee's last  principal act ivit y is covered by 
the FLSA.

On the other hand, the Court  held that  the 
t ime wait ing to change into safety gear was not  
covered by the FSLA. The employees argued 
that  they were often forced to wait  before 
obtaining their f irst  piece of safety gear and 
that  the t ime spent  wait ing in line before actu-
ally dressing should be compensated. However 
the Court  concluded that  this wait ing 
was two steps removed from the pro-
duct ive act ivit y on the assembly line 
and was not  integral to a 'principal 
act ivit y' that  ident if ies the t ime when 
the cont inuous workday begins. IBP Inc. 
v.  Alvarez

Arbitration: Agreements Need Not Be 
Signed

Discriminat ion, overt ime violat ions, and 
retaliat ion claims are subj ect  to arbit rat ion 
even in the absence of a signed agreement . It  
was enough that  the arbit rat ion process was in 
writ ing. The Eleventh Circuit  also rej ected the 
employees' call for a heightened standard of 
review of their waiver of their right  to t rial 
point ing out  that  it 's conclusion was consistent  
with decisions by four other circuit s.

 Gulfst ream adopted its dispute resolut ion 
process as the exclusive method for resolving 
specif ic employment -related disputes. Gulf-
st ream not if ied it s employees of the new policy 
by mailing all workers a copy of the dispute res-
olut ion process, an explanatory cover let ter, 
and a quest ion-and-answer form by f irst -class 
mail;  placing the dispute resolut ion process and 
accompanying documents on its company int ra-
net ; dist ribut ing the dispute resolut ion process 
elect ronically to about  1,000 employees; and 
post ing not ices relat ing to the dispute resolu-
t ion process's implementat ion on 13 bullet in 
boards throughout  the facil it y. The explanatory 
cover let ter indicated that  the dispute resolu-
t ion process would become effect ive Aug. 1, 
2002, and was a condit ion of cont inued employ-
ment . The dispute resolut ion process expressly 
provided that  no signature was required and 
that  an employee's cont inuat ion of employment  
would const itute acceptance of it s terms.

 The dispute resolut ion process established a 
four-step process for addressing disputes. Step 
one called for human resources review; step 

           Cont inued on Page 10

    By William D. Mitchell
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two, management  panel review; step three, 
mediat ion; and step four, arbit rat ion. It  pro-
vided that  an employee's failure to submit  a 
covered claim to the next  step within 30 days of 
a f inal determinat ion at  the prior level would 
waive the employee's claim. It  did not  contain a 
similar provision for Gulfst ream, and the com-
pany could elect  t o bypass one or more steps 
prior to arbit rat ion for claims brought  by j ob 
applicants, former employees, or the company 
it self .  The dispute resolut ion process also 
stated that  both sides waived their right  to a 
j ury t rial.

Gulfst ream retained the right  to modify or 
terminate the dispute resolut ion process on 30 
days' writ t en not ice, and the policy in effect  
when a claim was received would cont rol the 
process for that  claim. It  later modif ied the dis-
pute resolut ion process, providing that  covered 
claims could not  be brought  as class or collec-
t ive act ions, and again stat ing that  cont inued 
employment  would const it ute acceptance. 

 In concluding that  the disputed resolut ion 
process did not  have to be signed to be enforce-
able the court  noted that  the language of Sec-
t ion 2 of the Federal Arbit rat ion Act  (FAA) 
requires an arbit rat ion provision to be "writ ten" 
but  does not  require it  to be signed by either 
part y, and that  "the overwhelming weight  of 
authorit y supports the view that  no signature is 
required to meet  the FAA's "writ ten require-
ment ." The court  rej ected the employees' con-
tent ion that  the dispute resolut ion process did 
not  waive their rights to a j ury t rial because it  
was not  knowing and voluntary. In so conclud-
ing, it  noted that  the U.S. Supreme Court  has 
held that  enforcement  of an arbit rat ion agree-
ment  under the FAA may only be declined under 
principles of state cont ract  law and that  part ies 
do not  necessarily forego any substant ive statu-
tory rights by agreeing to arbit rate. It  pointed 
out  that  the Const itut ion does not  confer the 
right  to a t rial,  but  only the right  to have a j ury 

hear the case once it  is determined that  the lit -
igat ion should proceed before a court .  If  the 
claims are properly before a forum pursuant  to 
an arbit rat ion agreement , the j ury t rial right  
vanishes. 

 The court  concluded that  the dispute reso-
lut ion process was enforceable under Georgia 
cont ract  law. That  Gulfst ream could unilater-
ally modify it  did not  make the company's 
promise to be bound il lusory because it  st il l was 
bound by whatever terms were cont roll ing at  
the t ime a claim was received. Moreover, the 
dispute resolut ion process expressly established 
that  the proper manner of accept ing its terms 
was cont inued employment , and cont inued 
employment  was more than j ust  a cont inuat ion 
of t he status quo since it  was in the face of 
changed circumstances.

The court  concluded that  there was no basis 
for f inding the dispute resolut ion process proce-
durally or substant ively unconscionable given 
that  it  was presented in a cover let ter reflect -
ing its importance, it s terms were clear and 
unoppressive, and it s "prohibit ion of class 
act ions and discovery limitat ions was consistent  
with the goals of 'simplicit y, informality, and 
expedit ion' t outed by the Supreme Court . It  
concluded that  because the dispute resolut ion 
process's conf ident ialit y provision might  be in 
both sides' interests that  while [ it ]  might  be 
more favorable to employers (as 'repeat  play-
ers') than to individual employees, it  is not  so 
offensive as to be invalid." It  concluded that  
provisions requiring only employees to exhaust  
the dispute resolut ion process's steps, comply 
with appeal deadlines, and forego counsel dur-
ing the f irst  two steps were "asymmet rical" but  
consistent  with arbit rat ion's goal of  providing 
quick and eff icient  resolut ions.   Caley v. Gulf -
st ream Aerospace Corp.  

                          Cont inued on Page 12
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Holiday Networking Tips
     Cont inued from Page 2

You must  be disciplined enough to send thank 
you notes and make those follow up calls!   Your 
next  j ob could depend on it !  

I hope everyone had a safe and rest ful 
Thanksgiving holiday and you were able to 
enj oy some t ime with your families and loved 
ones.  During these t imes, when the j ob search 
mode gets tough, be thankful for the support  of  
those around you and be sure let  them know 
how thankful you are.

As I close for this month, I would like to say 
how thankful I am for the opportunity to share 
my experiences and offer advice on how to 
make your network work for you!  

I look forward to hearing about  the j ob 
search successes and challenges you have had, 
so keep the emails coming!  

Monthly Networking Events 
In The Tampa Bay Area:

• December 8th:   HR Tampa & The Tampa Tri-
bune's Employer's of Excellence Program;     
RSVP:  www.hrtampa.org

• December 14th:   Suncoast  HR Dinner/ Silent  
Auct ion; RSVP:  www.sucoasthr.org

• December 21st:   Sales and Market ing Execu-
t ives of Tampa Bay; RSVP:  www.smei.org

Don’t  Pick The Wr ong Car r ot
      Cont inued from Page 8

That 's what  Goodyear 
discovered a few years ago 
when it  sponsored a cam-
paign to improve sales of 
t ires in it s North American 
operat ions. Two large 
employee groups were mon-
itored: One was offered 
monetary rewards, the 
other was offered merchandise. The group 
receiving tangible awards outperformed the 
cash-awards group by nearly 50 percent .

Now, depending on the achievement , tangi-
ble recognit ion can take a hundred forms and 
variat ions. At  t imes, a great  leader will send a 
handwrit ten note of thanks for the complet ion of 
a rout ine, yet  important  j ob. When an employee 
stays late to deliver for a key client , the man-
ager may send the employee and her partner to 
a nice dinner. And when something except ional 
happens, the leader may provide a symbolic 
award that  will be t reasured for a lifet ime.

A great  leader may not  get  the formula right  
every t ime, but  the secret  is: they follow the 
three simple rules and t ry their hardest . And 
because of that , their employees would walk 
through f ire for them.

Adrian Gost ick and Chester Elton are t he 
acclaimed aut hors of  t he Wal l  St reet  Journal and 
BusinessWeek best sel ler A Carrot  A Day. Want  t o 
learn more about  employee mot ivat ion? Go t o 
ht t p:/ / www.carrot s.com/

 

“Ethical Issues in Human Resources”

 

Keith J. Greene, SPHR

      HR Tampa’s January 18th
 Breakfast Meeting is certified for
            one hour of credit



My Employee is Great
Continued from Page 1

  Just  think of how many misunderstandings 
occur when two people are from the same lan-
guage background. This is compounded when 
someone is speaking English as a second lan-
guage.

They also had an 
employee that  pro-
vided CUSTOMER SER-
VICE on the 
telephone, but  spoke 
in a monotone voice. 
When a customer 
called the company 
regarding a problem, 
he thought  that  the employee was being rude.

One employee had great  technical skil ls and 
worked hard, but  couldn't  be given expanded 
j ob dut ies or be PROMOTED due to his communi-
cat ion skills. Meet ings were a challenge for him.   
He had wonderful ideas and solut ions to prob-
lems, but  was afraid to speak out ! When he gave 
a PRESENTATION the audience had diff iculty 
understanding what  he was saying and lost  
interest .  

The good news was that  there were SOLU-
TIONS for these problems! The company hired a 
speech t rainer to provide on-site t raining for 
effect ive communicat ion skills. As part  of the 
employees' development  plan, they part icipated 
in these classes.   They were taught  verbal 
skills,  such as to slow down, enunciate words 
clearly,  speak in an interest ing manner, and to 
improve their speaking abilit ies on the tele-
phone. 

  The improvement  in the employees' com-
municat ion skills increased their SELF-CONFI-
DENCE. With increased self-conf idence, the 
employees were more successful and therefore 
the company's product ivit y,  sales, and image 
improved!   
Marcia Hoodwin, M.A. ,  Cert if ied Speech-Language Pat hologist  
and Speech Trainer,  is a member of  HR Tampa. Marcia has con-
duct ed t raining for corporat ions such as Verizon, Capit al  One, 
Siemens, and Il l inois Bel l .  Email : marcia@accent saway.com; Tele-
phone: 941-921-9533LEGISLATIVE UPDATE

Legislat ive Updat e
Continued from Page 10

Failure to Tell Employer of Facts Showing 
Serious Heath Conditions Precludes FMLA 
Leave

 An employee's request  for leave to help her 
daughter during childbirth did not  give the 
employer not ice of any condit ion that  could 
qualify the employee for Family and Medical 
Leave Act  protect ion when the employee failed 
to make employer aware of any complicat ions 
arising from the pregnancy.

Pregnancy is not  a "serious health condit ion" 
for FMLA purposes unless complicat ions occur.  
The employee presented a physician let ter when 
she asked for FMLA leave but  the let ter did not  
ment ion any complicat ions for the pregnancy. 

The FMLA ent it les eligible employees to 
unpaid leave to care for close family relat ives, 
including a son or daughter, who have a "serious 
health condit ion." The employee must  give the 
employer advance not ice of the intent  to take 
such leave. When the need for leave is unfore-
seeable, "the employee need only provide her 
employer with not ice suff icient  to make the 
employer aware that  her absence is due to a 
potent ially FMLA-qualifying reason."

Because pregnancy, "as opposed to being 
incapacitated because of pregnancy," is not  a 
"serious health condit ion" for FMLA purposes, an 
employee is not  ent it led to FMLA leave simply to 
take care of an adult  child who is pregnant . An 
employee needs to show that  the child is "inca-
pable of self-care because of a mental or physi-
cal disabilit y."

The Eleventh Circuit  concluded that  the 
employee did not  deliberately mislead her 
employer. However,  it  decided she admit tedly 
withheld crit ical informat ion regarding the rea-
son for her request  "by not  present ing any infor-
mat ion about  her daughter's alleged 
complicat ions." Voicing her wish to 
help her daughter during childbirth 
was not  enough because the FMLA 
does not  cover that  sit uat ion.   Cruz 
v. Publ ix Super Market s Inc.
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New Members

First Name Last Name Certification Title Company Name

Sherrie Newman Vice President HR Allied Internat ional Holdings, Inx.

Melissa Bowen-Zielger PHR Regional Team Manager DriveTime

Belinda Montesde Orca PHR Coord.,  Recruit . & Aff . Act ion TECO

Glenn Nagle Vice President JigsawHRPrint

Karen O’ Brien President JigsawHRPrint
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Would you like to be a
“Spotlight Meeting Sponsor”
In 2006?

We are now accepting sponsors, so hurry
while the months last. . .

Our most popular opportunity is our 

“Spotlight Sponsor” Benefits: 

 

monthly meetings: Here are  our 

Call and Reserve Today Contact:   Sharan Backus
813 289-6600

e-mail:    sharan.backus@ floridamoves.com

J anuar y Febr uar y Mar ch Apr il

May J une J uly August

Sept ember Oct ober November December

2006

• Exclusivity as sponsor for the meeting

• A display table set up in the registration area that can include use of a ban-
ner, brochures, tabletop presentations, business cards,  and give-aways, 
etc.

• Your name and contact information on the agenda

• Two free meals for you and a colleague

• A five- to seven-minute infomercial

• Presentation to the membership prior to the main speaker

• Your name and logo  (+ link) on the HRTampa website for one month

Febr uar y



14

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@floridam-
oves.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

o

Last minute panic…attend the SPHR Crash 
Course, Saturday December 10th,  National 
Louis University

9AM -12PM  St rategic Management         26%

12PM-1PM   Lunch Break

1PM-3PM     Labor Relat ions                  24%

PART I - Strategic 
Management
SPHR Emphasis
Test  Taking Tips
HR Planning
Environment al  Scanning
Int ernal Scanning
Measuring HR Ef fect iveness
Calculat ing T&D ROI
Primary Research/ Quant i t at ive
 & Qual i t at ive Analysis
Rel iabi l i t y & Val idit y
Measures of  Cent ral  Tendency
Organizat ional Life Cycle
Organizat ional St ruct ures
OD Approaches
Int ernat ional  EE & Labor Relat ions
Ethics in HR
Crisis Management  Planning
HR Met rics

PART II - Labor Relations
Labor Relat ions
Provisions of  t he Labor Act s
Organizat ion Process
Elect ion Process
Grievance & Arbi t rat ion Process
ULP's
St r ikes & Boycot t s

Cour se Out line

COST
Members          $150.00
Non-Members  $300.00

(A port ion of  t he fee wil l  be dontated t o 
t he SHRM foundat ion f or t he cont inued 
advancement  of  our HR profession)

Contact Lori Barndollar, SPHR for more information and registration form.
Telephone: 813-626-4895    email:  lsbarndollar@tomlinstaffing.com

SPHR Cr ash Cour se


