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"We are experiencing a fundamental shift  in 
our profession unlike any seen before.  In the 
past , both employees and employers were con-
tent  with personnel administ rators who admin-
istered benef it s, processed payroll and 
arranged enj oyable employee events.  Increas-
ingly, our stakeholders are yearning for more -- 
they are now demanding passionate, highly 
competent , and courageous HR leadership.  Our 
keynote speaker,  Johnny Taylor, J.D., SPHR, 
Imediate Past  Chairman of SHRM, will discuss 
with us his ideas about  how we, as HR profes-
sionals, best  respond to the new mandate"

Johnny C. Taylor,  Jr.  
t ravels the world exten-
sively as a business 
leadership speaker and 
human resource 
thought  leader and is 
frequent ly sought  out  
by nat ional and interna-
t ional media out lets 
such as The Today 

Show, CNBC, Reuters, HR Magazine, Time, For-
tune, and The Wall St reet  Journal for his opin-
ion and comments regarding complex human 
resource issues facing employers.  He is the 
Immediate Past  Chairman of the Society for 
Human Resource  Management  (SHRM), one of 

the world’s largest  professional associat ions 
with 217,000+ members in 120 count ries and 
serves as the Senior Vice President  of Human 
Resources for IAC/ InterAct iveCorp, parent  com-
pany to well known companies like Ticketmas-
ter, LendingTree.com, Ask.com, Home Shopping 
Network and Match.com.  

Before his current  role as chief HR execut ive 
for IAC, Mr. Taylor served as the Senior Vice 
President  of Human Resources for Lend-
ingTree.com and President  of McGuireWoods HR 
St rategies LLC, the human resources consult ing 
subsidiary of the McGuireWoods law firm.  Pre-
vious to that ,  he served as Execut ive Vice Presi-
dent , General Counsel & Secretary for Compass 
Group USA, Inc. and spent  more than eight  
years in senior execut ive human resources and 
legal posit ions with Viacom subsidiaries, Block-
buster Entertainment  and Paramount  Pictures.

Mr. Taylor received his Bachelor of Science in 
Communicat ion, with general honors, f rom the 
Universit y of Miami;  Master of Arts in Mass 
Communicat ion, with honors, from Drake Uni-
versit y;  and Doctor of Jurisprudence, with hon-
ors, f rom the Drake Universit y Law School, 
where he served as research editor of the 
Drake Law Review and argued on the Nat ional 
Moot  Court  Team. He is a member of the Flor-
ida, Il l inois and Washington, D.C. bars, and 
holds a Senior Professional in Human Resources 
(SPHR) cert if icat ion
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St r ict ly f or  Laughs

Salar y Negot iat ions
Reaching the end of a job interview, the 
Human Resources person asked a young 
engineer fresh out of MIT, "And what 
starting salary were you looking for?"

The Engineer said, "In the neighborhood 
of $125,000 a year, depending on the 
benefits package."

The interviewer said, "Well, what 
would you say to a package of five-

weeks vacation, 14 paid holi-
days, full medical and dental, company 
matching retirement fund to 50 percent 
of salary, and a company car leased 
every two years, say, a red Corvette?"

The Engineer sat up straight and said, 
"Wow! Are you kidding?"

And the interviewer replied, 
"Yeah, but you started it."

First 
Name

Last Name Certification Title Company Name

Kevin Goyer Jr. PHR

Ashlee Sprague HR Manager Granite Services, Inc.

Jamie Easton Raymond James & Associates

Christ ina Gasperino HR Manager New Century Mortgage Corp.

Mat t Jaye Sales Consultant Corporate Screening Services, Inc.

Jennifer Adams Recruiter Sterling Payment  Technologies

Rebecca Witherow HR Manager New Millennial Homes

Lisa Alexander PHR, CCP, CEBS Corporate Beneft is Mgr. Jabil Circuit , Inc.

Sean Gordy SPHR HR Manager Fidelit y Nat ional Informat ion Srvs.

Mario Herranz AVP Human Resources Fidelit y Nat ional Informat ion Srvs.

Lee Walsh SPHR Corporate HR Manager Gerdau Ameristeel

Philip Bell SPHR HR Director Gerdau Ameristeel

Jamie Melendez

Marlina McClure

Karen Inman HR Director Tampa Bay Women's Care

Anne Permenter PHR HR Benefits Specialist Numara Software, Inc.

Mark Dresser President Dresser & Associates, Inc.

Daniel Roberts Sr. HR Representat ive Bausch & Lomb

Bethany Lopusnak PHR Recruiter/ HR Generalist Quest  Diagnost ics

New Members
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Employee Br anding

Par t2:  I dent if y/ Expr ess

What ’s Your  St or y?

By Mary Stanton, Brand Project  Manager
  Shaker Recruit ment  Advert ising & Communicat ions

Think for a moment.
What companies, in your 

opinion, have strong employer 
brands?

We're al l well aware of companies 
that  have become career dest inat ions. 
There's a reason that  people feel com-
pelled to work at  Google or Nord-
st rom. There's a reason that  top 
prospects want  to be aff il iated with companies 
such as Dell or Southwest  Airlines. These organi-
zat ions have taken concerted, deliberate steps 
to live their brand, from the inside out -to foster 
a culture of brand advocates.Research

Now think about this:
What comes to people’s minds when 

they hear your company’s name?
What  do t hey feel? What  do t hey bel ieve? 

Would t hey want  t o be part  of  what  you do and 
who you are?

Employer branding is about  understanding 
and ident ifying the qualit ies that  def ine you as a 
company and a people. It 's about  knowing what  
you want  to achieve and st rategically engaging 
the workforce that  will get  you there-at t ract ing 
talented individuals aligned with your goals,  val-
ues, and personalit y.

As we discussed in the f irst  of  this f ive-part  
series, you already have a brand. It 's our j ob, as 
HR and communicat ions professionals, to inves-
t igate closely and determine honest ly the 
at t ributes that  compose your employer brand. 
That 's why we begin the branding process by 
get t ing to know you through extensive 
research. With that  knowledge at  hand, 
it 's t ime to build opt imal brand ident it y, 
in words and visuals.

Ult imately, your brand is a promise. 
It 's about  what  you deliver.  So the ques-

t ion is this: What  experience does 
your company deliver? What  is your 
"big idea"? What  is your story to tell?

Phase 2: Identify/
Express

To make the most  of your brand, 
you must  ident ify who you are-and 
st ick to it .  Our role, using thorough 
research, is to uncover and art iculate 

your different iat ing brand promise-one that  is 
credible and relevant , sustainable yet  f lexible. 
This process involves the following:

o Ident ify core employer brand at t ributes or 
employee value proposit ion (EVP).

Pinpoint  the dif ferent iators and "what 's in it  
for me" elements lived throughout  your com-
pany.

•  Identify target attributes.
Just  as certain qualit ies def ine you, certain t ypes 
of people wil l thrive with you.

• Evaluate existing corporate brand 
and brand promise.

Specify how employer brand aligns with organiza-
t ional obj ect ives and employee values/ needs/
goals.

• Craft employer brand concepts/
campaign.

Establish emot ional connect ion, company dif fer-
ent iators, and consistency across touch points.

• Pilot-test concepts, internally and 
externally.

Determine resonance with top performers and 
ideal candidates. 

• Establish brand messaging 
elements.

Set  forth key ideas and messages, in appro-
priate brand voice and tone.

 

Continued on Page 10
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PART I I
The Car r ot  Pr inciple’s 

200, 000- Per son Resear ch 
St udy

As a manager, why should you worry about  
being on the Nice List  this holiday season? One 
word: Trust .

A study of 200,000 employees unveiled in 
our new book, The Carrot  Principle, shows that  
there is a much greater level of  employee com-
mitment  in organizat ions where leaders are 
t rusted. And that  creates greater prof it abilit y,  
since an employee who t rusts his manager-and 
believes the manager has his best  interests at  
heart -is mot ivated to give his best  to his work 
and the company.

"To reduce costs, increase product ion and 
nurture a culture of innovat ion you've got  to 
have high t rust  among your workers and part -
ners," says leadership guru Stephen Covey. "If  
you don't  have high t rust , none of those things 
will happen."

Our survey results show an undeniably st rong 
correlat ion between t rust  and recognit ion. The 
reason is simple: The moment  you publicly rec-
ognize someone for her cont ribut ion, the t rust  
meter shoots off  the scale. In that  moment ,  t he 
recognized employee and everyone present  for 
the celebrat ion realizes they can t rust  you to 
share the credit .  It  becomes abundant ly clear 
that  you are a team player who values the con-
t ribut ions of others.

Frequent , specif ic and t imely recognit ion 
reaches employees on a t rust  level that  no other 
form of business communicat ion can.

ARE YOU ON THE NAUGHTY LIST?
Yet  despite the considerable results recogni-

t ion can bring, our research shows a third of 
managers in North America are on the Naughty 
List -they do not  believe their employees need 
recognit ion or that  recognit ion will inspire 
greater t rust  or performance. And what  does 
being on the wrong list  bring you? Turnover, poor 
sales, lower t rust  … coal.

TAKE A LOOK AT MANAGERS' 
PERCEPTIONS OF RECOGNITION:

• 26% are Posit ives: These are manag-
ers who know the power of recogni-
t ion and incorporate frequent  praise 
and recognit ion into their rout ine. 
Survey results show these managers 

score the highest  in employee t rust  
and are by far the most  product ive. 
These managers make it  a priorit y to 
recognize-with or without  their com-
pany's permission.

• 20% are 'Fraidy Cats: These managers 
want  to recognize their employees 
and realize it  will drive performance, 
but  will not  do so without  approval 
and tools from their company.

• 22% are Cont rol Freaks: Leaders who 
would recognize their employees, 
but  only with very st rict  policies and 
tools in place to protect  the company 
from employee abuse and unfair rec-
ognit ion pract ices, fall into this 
group.

• 32% are Negat ives: Managers who 
j ust  don't  believe in the power of 
recognit ion for one reason or another 
are the Negat ives. As you would 
expect , t he survey results show this 
group includes the most  unproduc-
t ive managers with the smallest  per-
centage of engaged employees and 
the lowest  t rust  scores.

As we examined the data, we weren't  sur-
prised to f ind unbelieving managers, but  we 
were shocked to f ind such a high number (74%) 
who don't  recognize for one reason or another. 
It 's a feeling shared by those who organize rec-
ognit ion programs. Most  of t hese professionals 
think if  they roll out  a recognit ion program, 
their managers will j ust  automat ically start  to 
use it  - l ike any other tool given them.

But  recognit ion is not  j ust  another tool.  And 
there are many excuses managers have for not  
using the recognit ion programs they have at  
their disposal. Some are afraid of j ealousies 
arising on their team, others feel too busy to 
bother with it ,  others 
don't  know what  award 
to give for what  
achievement ,  and so 
on. We address about  
20 of the most  com-
mon concerns in The 
Carrot  Principle.

By Gost ick & Elton

Continued on Page 10
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 The Book Corner
January Book Suggestions

By Daniel T. Bloom

Hope your holidays went well with your 
families and friends and may 2007 be an 
excellent  year. The publishers have 
started the New Year with releasing 144 
new t it les. Among those t it les the following 
would be interest  to the HR professional. 
Call me if I can be of further assistance.

Staffing Research                                                
by Society for HR Management     

Focusing on the linkages between staff ing 
st rategy and the changing labor market  con-
dit ions, this report  provides an overview of 
some of the labor market  data available to 
staff ing specialists and includes a discussion 
of how t  use this informat ion to assess these 
issues in the workforce development  process.

Crisis Management in Today's Business 
Environment: HR's Strategic Role 
by Society for H R Management                                                                               

Recognizing the unpredictablity of t oday's 
business world, this guide examines the vital 
role human resources leaders have in organi-
zat ional sustainabil it y during unexpected cri-
ses. It  also emphasizes the importance of 
advance preparat ion to meet  such chal-
lenges, including tact ics in safety and secu-
rit y init iat ives, leadership development , 
talent  management , and solid communicat ion 
plans.

Work Together and Achieve More                                  
by Robin Throckmorton                                                                  

Because current ly, there are f ive generat ions 
in the workplace: Radio Babies ( born during 
1930-1945); Baby Boomers (1946-1964);  Gen-
erat ion X (1965-1976); Generat ion Y (1977-
1991) ; even some Millenials (1991- present ). 
Each of them has a dif ferent  perspect ive, 
based on their upbringing and daily lives. The 
key to making encounters between genera-
t ions successful is learning to understand the 
point  of  view of each generat ion and respect  
their dif ferences. The individuals and organi-
zat ions that  do this will be the ones to suc-
ceed. This book will show you how.cat ions of 

knowledge to a wide 
variety of organizat ions 
and funct ional areas.

The Hamster Revolu-
t ion: How to Manage 
Your Email Before It  
Manages You         
by Mike Song       

Based on feedback from 
2000 Capital One employees who at tended 
the author's seminars, t his book offers an 
appealing approach to managing e-mail. Writ -
t en in parable form, it  tells the story of an HR 
Director who f inds himself paralyzed by the 
deluge of elect ronic data and email he must  
f ight  daily.

Arbitrat ion Strategy for Labor and Man-
agement Advocates  
by Walt Baer

Providing guidance for labor and management  
advocates, this resource guide contains a 
pract ical analysis of arbit rat ion from the par-
t icipant  side with a view to avoiding the prob-
lems and pit falls of the process. It  begins with 
the very basics of the arbit rat ion concept , 
including discipline and discharge proce-
dures. It  then provides detailed guidelines for 
present ing an organizat ion's posit ion effec-
t ively,  and it  discusses important  principles 
and pract ices every advocate should know.  

Building Prof it  Through Building People: Mak-
ing Your Workforce the

Strongest  Link in the Value-Profit  Chain 
by Ken Carrig

This inst ruct ive f ield book will guide human 
resource professionals and company manage-
ment  in their use of the prof it  value chain to 
build prof itabilit y through good management . 
Inst ruct ion for human resource professionals 
on becoming successful st rategic partners in 
their companies and includes informat ion for 
company management  on how st rategic

                       Cont inued on Page 11  



A New Year’s New Rule

As a general rule I t ry to avoid 
writ ing about  such things as the Fed-
eral Rules of Civil Procedure when dis-
cussing recent  employment  law 
developments, I cannot  avoid the 
topic this month.  The Federal Rules 
of Civil Procedure have been revised 
to address the elect ronic storage of informa-
t ion.  In part icular, the new rules address what  
a company must  do to preserve elect ronic doc-
uments and avoid the potent ial pit falls of fail-
ing to save the data.  

The importance of an employer's compli-
ance has been highlighted in some recent  cases 
ranging from employment  discriminat ion 
claims to securit ies fraud.  For instance, an 
employee was awarded $29MM in New York in 
large part  because the employer failed to pre-
serve its elect ronic evidence and the court  
provided the j ury with an "adverse inference" 
j ury inst ruct ion.  Through the inst ruct ion, the 
j udge told the j ury to infer that  the missing 
documents were favorable to the plaint if f .   

Further,  Morgan Stanley & Co. was hit  with 
a verdict  of $1.5 bill ion in a fraud case.  Again, 
the j udge gave an "adverse inference" j ury 
inst ruct ion after the f irm failed to comply with 
the court 's orders regarding elect ronic discov-
ery. 

Due to the potent ial ramif icat ions of fail ing 
to preserve elect ronic evidence, employers 
need to begin implement ing some st raight for-
ward procedures to preserve their computer 
f iles.  Here are the highlights of the new fed-
eral rules, which were implemented at  the end 
of 2006.  

A "DOCUMENT" IS A DOCUMENT.   For lit iga-
t ion purposes, elect ronic documents are 
no dif ferent  from any other documents. 
They must  be maintained and produced 
during discovery j ust  l ike tangible, 
paper documents.

PRESERVE INFORMATION & 
AVOID "SPOLIATION."  Companies 
have a duty to preserve informat ion 
relat ing to a lit igat ion mat ter.   This 
duty arises as soon as one knows, or 
reasonably should know, that  a dis-
pute will result  in lit igat ion. It  is par-
t icularly important  in the elect ronic 
environment  where documents, e-

mail correspondence and other elect ronic 
informat ion is subj ect  to being altered or rou-
t inely purged from the host  computer system. 
Therefore, companies must  implement  proce-
dures for placing a "lit igat ion hold" on all e-
documents, e-mail correspondence and other 
elect ronic informat ion relat ing to any mat ter 
that  may result  in lit igat ion to preserve it  and 
exempt  it  from being automat ically altered or 
deleted from the computer system. 

DON'T WAIT TO BE SUED.   Don't  wait  unt il 
you get  a lawsuit  to start  preserving elect ronic 
evidence. When an employee threatens to sue, 
or f i les an administ rat ive charge, that  is the 
t ime to start  preserving the evidence. Remem-
ber that  the guideline is whenever the com-
pany knew or reasonably should have known 
that  lit igat ion would result .

"EVERYDAY FORMAT" IS OK.  Unless other-
wise requested or ordered by the court ,  elec-
t ronic informat ion may be produced in the 
form in which it  is maintained in the ordinary 
course of business or in a form that  is reason-
ably usable.

DON'T PROCRASTINATE.  When lit igat ion 
begins, the rules require the part ies to discuss 
elect ronic discovery issues early in the discov-
ery process and to address any issues involving 
the discovery of elect ronic informat ion in a 
j oint  discovery plan. In light  of  t his require-

ment , part ies must  consult  with counsel 
at  the earliest  possible opportunity 
about  the nature and scope of elect ronic 
discovery issues raised by the lit igat ion. 

    By David Steffen 
LEGI SLATI VE UPDATE
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 Employee Branding
Continued from Page 6

•  Identify brand visual elements.
Ident if y imagery, design, colors, and t ypography 
wit h appropriat e look, feel,  and st yle.

•  Develop employer brand guide-
lines/ identity standards manual.

Design plat form for branded messaging and visu-
als, t o ensure int ernal / ext ernal brand consis-
t ency.
The process of employer-brand expression is 

undertaken with these goals in mind:

• Create a consistent theme.
Find t he t hread t hat  runs t hroughout  your com-
pany-one on which resonant  creat ive can be bui l t  
and f rom which t arget ed init iat ives or "sub-
brands" might  ext end.

• Craft  the image of the employment  
experience.

It 's your personal it y t hat  people ul t imat ely wi l l  or 
wi l l  not  f ind compel l ing. So what  does your com-
pany feel l ike, look l ike? What  images and mes-
sages wil l  shape bel iefs and feel ings?

• Connect with and extend your cor-
porate brand.

Not  only does it  make sense t o leverage your exist -
ing brand equit y,  but  it  also makes sense in t erms 
of  percept ion. Your company should not  be one 
t hing in t he consumer arena and anot her t hing in 
t he employment  realm. Employee engagement  is 
about  t his relat ionship.

• Engage the right candidates.
You know who you are and t he kinds of  people you 
need t o succeed. Don't  t ry t o be everyt hing t o 
everyone. Be t rue t o yourself -and t o your pros-
pect s. Be clear about  t he "deal ." By t aking t he 
st eps t o uncover your brand ident it y,  you can 
express it  honest ly and clearly.  You can manage 
your employer brand, rat her t han 
having a "defaul t  brand." 
We'll discuss the internal and 

external planning process in the 
next  installments of t his series.

Since 1951, Shaker Recruit ment  Advert ising & Com-
municat ions has helped organizat ions at t ract  and 
ret ain t op t alent . Shaker's services include recruit -
ment  advert ising, int eract ive communicat ions, 
employer branding, employee communicat ions, 
and global advert ising. The largest , pr ivately held 
f i rm of  i t s kind, Shaker is headquart ered out side 
Chicago, Il l inois,  wit h of f ices in New Jersey, Flor-
ida, and Bost on. 

 

Carrot Principle’s
Continued from Page 7

Another place to address the concerns of 
managers is during an in-depth t raining session. 
Realize it  takes more than a let ter f rom the CEO 
and a short  orientat ion meet ing to get  most  
managers to change their minds about  the 
impact  of recognit ion. At  the minimum it  takes 
several hours in a facilit ated session to debunk 
myths, learn from peers what 's working and 
what  isn't ,  and then be shown how to properly 
use the tools at  t heir disposal.

Express giant  DHL has provided this type of 
t raining to their managers around the world. 
Here is j ust  one leader's comments after a

"The recognit ion session was great  and the 
t iming was perfect . In the heat  of bat t le per-
haps we think we are recognizing our folks 
enough, but  I haven't . It  was a great  reminder to 
ensure I do so not  only in day-to-day business 
but  also formally." 

As evidenced, the good news is that  j ust  
about  every manager can get  it .  And the results 
are always delight ful-a l it t le like f inding Santa 
has left  a package of loose diamonds in your 
Christmas stocking … or the keys to a European 

sports car.  Sure beats a lump of coal.
For more recognit ion t ips and techniques 

based on our 200,000-person study, order your 
advance copy of The Carrot  Principle today.

Today's Carrot A Day: Improve Yourself  

At  t his t ime of  year, we are of t en asked, "Isn't  t he hol i-
day part y or holiday gif t  a bygone f rom the 1950s?"

Well ,  even Scrooge danced at  Fezziwigg's part y, and 
t hat  was cert ainly long before t he '50s. The hol iday 
part y and gif t  have been around for a long t ime, and 
t hey'l l  be in place many years af t er we are ret ired t o 
our condos in Florida.

As a manager, f irst  real ize you must  do somet hing. Man-
agers who t ry t o carry on as if  t he hol idays aren't  hap-
pening can do real  harm to employee loyal t y and 
morale. Simply put , t here is no subst it ut e for a sincere 
t hank you f rom your manager t o help you feel valued 
and appreciat ed. And t he hol idays are t he perfect  t ime, 
since f rankly, employees are expect ing some form of  
recognit ion.

Miss t his opport unit y, and you give employees one more 
reason t o look for greener pastures. The good news is, 
i f  hol iday giving is done right ,  i t  can 
be one of  t he many posit ive memo-
ries your employees wil l  have when 
the ubiquit ous headhunt ers st art  t o 
cal l  in January.
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Book Corner
Continued from Page 8

human resource can cont ribute to an organiza-
t ion's f inancial success. It  focuses on pract ical,  
how-to steps in implement ing value profit  chain 
principles using the experiences of SYSCO, Con-
t inental Airl ines, and other large, well-known 
organizat ions.

Global Sourcing Logist ics: How to Manage 
Risk and Gain Competit ive Advantage in a 
Worldwide Marketplace 
by Thomas Cook
More than ever,  global sourcing is an economic 
necessit y for companies large and small,  and in 
every indust ry. But  with advantages in price and 
terms come new risks that  businesses must  
approach ef fect ively lest  their supply chain and 
ult imately the whole enterprise be undermined. 
Global Sourcing logist ics offers businesses a 
blueprint  for creat ing standard operat ing proce-
dures for managing the risks of  their inbound 
supply chains.

Training Older Workers and Learners: Max-
imizing the Workplace Performance of an 
Aging Workforce
by James Moseley
Training Older Workers and Learners is a ground-
breaking resource that  focuses exclusively on 
age-40 plus workers. This much-needed 
resource of fers t rainers expert  guidance and 
pract ical tools designed to deliver effect ive 
t raining and re-t raining to older worker -learn-
ers. Based on sound theory and best  pract ices,  
the book shows how to maximize the workplace 
learning and performance potent ial of late- l ife 
learners,

The Wellness Matrix: The HR Managers 
Guide to a Healthy and Profitable Work-
place
by Gerry Smith
The U.S. has legislat ion that  provides fewer 
lines of recourse for workers should they be 
working in an unhealthy environment , which 
means that  companies must  take the init iat ive 
to ensure their people are working in a safe 
environment . The Wellness Mat rix details HR 
and senior managers j ust  how key wellness is to 
corporate culture, out lining such specif ic bene-
f it s as improved morale, reduced st ress, and 
higher product ivity.  Arguing that  the benefit s 
and cost  savings of a wellness culture far out -
weigh the costs of creat ing the culture, the 
author includes a return on investment  scenario 
with actual cases that  il lust rate his point .  

How to Say it  Performance Reviews 
by Meryl Runnion
A pract ical,  ,user-friendly guide to the most  
dreaded of all business tasks. Writ ten by two 
top business t rainers, this guide reveals thes-
t rategies and language skil ls needed to make 
the most  of  performance appraisals- for both e 
reviewers and the reviewed. It  breaks the pro-
cess into f ive simple steps and explains what  to 
say with hundreds of winning phrases organized 
by topic ( and hundreds of  counterproduct ive 
phrases too). Also included is advice on prepar-
ing an agenda, body language, and tone of 
voice-plus t rue success and horror stories.

Recruit ing, Retaining and Releasing Peo-
ple: Managing Redeployment, Return, 
Ret irement and Redundancy
 by Adrian MacKay
The greater part  of  an HR budget  is spent  on 
recruitment  and retaining good people is key to 
a company's success. This book contains essen-
t ial and up-to-date material around recruitment  
and retent ion including those issues that  are 
current ly pressing on companies with regard to 
f lexibil ity, returning to work, coaching and skills 
shortages. The problems of ret irement ,  redun-
dancy and dismissal are also addressed which is 
an integral part  but  included in many texts. 
cont ract  terminat ion. Meets the management  
standards set  out  by the Chartered Management  
Inst itute and the CIPD.

Employee Benefits in Mergers and Acquisi-
t ions: 2006-2007 Edit ion
by Ilene Ferenczy
Employee Benefit s in Mergers and Acquisit ions is 
an essent ial tool in assist ing both the benefit s 
and M&A professional in handling these compli-
cated issues. This is the f irst  book to fully exam-
ine every maj or employee benefit  concern 
likely to arise in the wake of  a merger or acqui-
sit ion.  Includes legal and tax compliance issues, 
st rategies to avoid cost ly l it igat ion and the 
soundest  business pract ices for administering 
benefit s and compensat ion plans in a merger 
and acquisit ion set t ing. Corporate mergers and 
buyout  t ransact ions af fect  large and small com-
panies alike, and each merger or acquisit ion 
creates a wide range of  legal and tax implica-
t ions.  The most  important  concerns are 
employee compensat ion and benefit s issues,  
which are frequent ly overlooked in the midst  of 
a merger or acquisit ion. Employee Benef it s in 
mergers and Acquisit ions provides expert  guid-
ance on how to deal with these issues.



12

Legislative
Continued from Page 9

KNOW WHAT YOU ACTUALLY HAVE IN YOUR 
FILES.  With all due respect  to the legal profes-
sion, lawyers are not  part icularly well-equipped 
to know how to preserve and ret rieve relevant  
elect ronic evidence. Therefore, any consulta-
t ions about  preserving elect ronic evidence 
should include the client 's IT specialists and, if  
necessary, outside IT consultants. IT specialist s 
should be integrated into the lit igat ion team to 
provide access to the party's elect ronic data and 
technological support  as appropriate during the 
course of the lawsuit .

INSTANT MESSAGING.  Employers should be 
aware that  instant  messages are discoverable, 
too. Many employees will load their "private" 
instant  messaging programs onto their work-
place computers, and send instant  messages 
throughout  the workday. Ret rieval of instant  
messages through "private" programs may be 
dif f icult  and expensive. Moreover,  instant  mes-
sage communicat ions tend to be even more 
casual and more potent ially "inappropriate" than 

e-mail communicat ions. Employers have two 
good opt ions for dealing with instant  messaging 
by employees: (1) ban it  completely, and make 
sure the system blocks the operat ion of all such 
programs; (2) allow it ,  but  make sure a system is 
in place to preserve all instant  message commu-
nicat ions and - most  important ly - make sure all 
employees understand that  even their casual 
communicat ions about  off ice gossip may now be 
made available for everyone to read as part  of  a 
discriminat ion lawsuit .  

While it  is not  clear how much of an impact  
these rules will have on an HR department 's 
daily rout ine, there will probably be numerous 
issues that  will need to be addressed.  For start -
ers, employees wil l need to be t rained on the 
company's procedures for preserving elect ronic 
informat ion and the obligat ions each employee 
has to comply with them.  It  wil l not  be enough 
for a company to implement  a procedure for 
retaining the elect ronic data if  
the relevant  data is not  saved 
because individual employees 
were never not if ied of t he new 
policies.  

By the year 2015, over 65 million members, almost  43% of our 
current  labor force will no longer be available!

W h a t  S h o u ld  Y o u  B e  D o in g  A b o u t  I t  N o w ?

W o r k f o r c e  R e a d in e s s  W o r k s h o p s , In c .
can show you how to prepare for these upcoming demo-
graphic changes with . . .

S o lu t io n s  a n d  S t r a t e g ie s  t o  . . .
A t t r a c t , R e t a in , D e v e lo p  &  M o t iv a t e

For  informat ion about  our  HRCI approved sched-
uled workshops in t he Tampa Bay Area,

Please visit  us at
 www.workforcereadiness workshops.com

Register Now. . . Class Space Is Limited!

A r e  Y o u  P r e p a r e d  f o r  t h e  U p c o m -
in g  Ta le n t  P o o l  Ts u n a m i?
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Ca l l  a n d  Reser ve Tod a y  
Con t act :   Sharan Backus

      813 289-6600

J anuar y Febr uar y Mar ch Apr il

May J une J uly August

Sept ember Oct ober November December

• Exclusiv i t y as sponsor  f or  the meet ing
• A d isp lay table set  up in the regist rat ion area that  can include use 

of  a banner , brochures, tabletop presentat ions, business cards,  
and give-aways, etc.

• Your  name and contact  inf ormat ion on the agenda
• Tw o f ree meals f or  you and a col league
• A f ive- t o seven-m inute infomercial
• Presentat ion to t he membership  pr ior  to t he main speaker
• Your  name and logo  (+ l ink ) on the HRTampa website f or  one 

month

2007
e-m a i l :   sharan.back us@f lor idam oves.com

We are now  accept ing sponsors, so 
hur ry w hi le the m onths last  . . .
Our  most  popular  oppor tuni t y is our  
monthly m eet ings. Here are our  
“Spot l ight  Sponsor ”  benef i t s:

Would you l ik e to be a 
“Spot l ight  Meet ing Spon-
sor ”  in 2007?
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Of f icer s DI RECTORS

 Pr esi den t ’s Cor n er
It  is in the spirit  of  peace 

that  I greet  you during this 
wonderful t ime of year. At  
the start  of t he New Year, I 
send best  wishes for 2007 to 
every member of HR Tampa. 
The year behind us is f il led 
with your accomplishments 
on behalf  of the HR profes-
sionals and companies you 
serve, and I congratulate you 
for these achievements, of ten 
in spite of very diff icult  cir-
cumstances.

A new year brings with it  the ides of 
f resh start s and another chance to 
change things up at  work as well as at  
home. Now is a great  t ime to re-evaluate 
goals, set  new ambit ions and change up 
some work habits so that  2007 can be an 
outstanding year.  As a dynamic organiza-
t ion, our chapter act ivit ies change and 
evolve in response to what  we hear is 
most  needed from our membership. This 
board will cont inue to exceed in meet ing 
your needs.

Membership growth, increased com-
munit y partnerships and development  of 
future leaders are j ust  three segments of 

a larger operat ional plan your 
board wil l implement . We wil l 
st rive to increase our annual 
core membership by 35%; 
obtaining the status of Super 
Mega. We will become an 
inst rumental resource to the 
HR community within Tampa 
Bay by securing sponsorships 
and speaking engagements to 
inform others about  our profes-
sion. We will cont inue to 
develop future leaders of our 
organizat ion by providing 

opportunit ies for all members to at tend 
events, t raining and conferences.

The board is proud of the accomplish-
ments HR Tampa has made in the last  
year to serve the profession; and we are 
energized by the needs and challenges 
that  lay ahead of all of  us. With your 
ongoing part icipat ion, we are conf ident  
our programs and related services wil l 
cont inue to meet  your needs.

On behalf  of  all the board, our very 
best  wishes for 2007.

Gr eg  Aa r on s
H R Ta m pa  Pr esi d en t


