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We all face people and situat ions that  we 
dread and ant icipate with anxiety or apathy. 

This seminar is designed to help you:

Learn how to reduce the st ress of dealing 
with dif f icult  people and situat ions, and how to 
deal product ively with tough problems while 
t reat ing others with respect  and achieving the 
best  outcomes. 

 You will walk away with many pract ical t ips 
and st rategies.

 

Pract ical. Results-oriented.  That ’s what  
separates Bill f rom the usual run-of-the-mill 
management  consultants. For him, it ’s not  
about  academic theory, it ’s not  about  pre-pack-
aged tools.  It ’s about  real solut ions that  really 
work.

Bil l focuses part icularly on execut ives and 
the teams they lead to ensure their effect ive-
ness.  His areas of expert ise include manage-
ment  consult ing, execut ive coaching, 
facilitat ion and t raining services.  His manage-
ment  consult ing usually focuses on st rategic 
direct ion and the people side of t he business.  
He provides execut ives with assimilat ion or 
onboarding coaching for those t ransit ioning to 
new roles and problem solving for those whose 
style might  derail t hem.  Bil l facilitates execu-
t ive teams around st rategic direct ion and align-
ment  with vision, mission and values.  And he 
helps execut ive teams become more effect ive 
through team development  init iat ives.

Before launching T2 Management  Consult -
ants in 2000, Bil l spent  12 years with Drake 
Beam Morin (DBM), a global leader in career 
t ransit ion consult ing and t raining.   

Throughout  his career he has provided ser-
vices across a broad range of indust ries, part ic-
ularly health care and professional services 
f irms. Since 1995 Bill has been an adj unct  fac-
ult y member of the American College of Physi-
cian Execut ives (ACPE).  Bill  has published 
several art icles in professional j ournals focus-
ing on execut ive career development  and t ran-
sit ion issues.

     

June 19th
May 16th
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Speaker Clestine I. Herbert Sponsors Diane Barry & 
Dr. Brad Mosser

Ann Ladd & Dana Chatelain

Greg Aarons & Sharon Marsh Pricilla Vega

Pam Mecham PHR, Ann Ladd, PHR, Melanie
Gibb PHR, Susan Caron PHR & Rebecca
Lukban PHR
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H R  Tam pa, SH R M A  an d SH R M
A pr i l  11, 2007

Carol Parks, Dana Chatelain, Pat Gaudin,

Kathryn Woodard, Diane Fowler &
Greg Aarons

April 11, 2007 marked the f irst  in a 
series of meet ings tailored especially to 
the needs of Senior HR Leadership.  Ful-
f il l ing a long t ime goal of  HR Tampa and 
SHRM, we have reached out  to the senior 
HR leaders of our communit y to provide 
an environment  for learning, exchang-
ing ideas and an enhanced program that  
meets the needs of the t ruly seasoned 
pro!  

Carol McDaniel,  Immediate Past  Pres-
ident  of HR Tampa, along with Kathy 
Davanzo and Carol Parks from SHRMA, 
worked dil igent ly to bring Steve 
Miranda, SPHR, GPHR, who is the Chief 
Human Resource and St rategic Planning 
Officer for SHRM Nat ional t o our senior 
leadership. Partnering with Dorothy Hill,  
our regional director from SHRM, we are 
able to say the meet ing was a huge success!  

These invitat ion-only meet ings will be 
held quarterly as part  of  t he membership 
benef it  and will be customized to the 
desired educat ional and informat ive needs 
of the senior leadership, serving as a way 
for that  group to stay involved with the 
local chapter and SHRM.

We are working toward having members 
of this group serve as mentors, speakers and 
ongoing cont ributors to the local chapters 
as we grow the future senior HR leadership 
within the chapters! 

 Em br ace t he Sen i or  Leader shi p 

Carol McDaniel & Sherry Moore 

Terri Gonzalez &
Rosalee Fortune

Linda Garcia

Nanci Odom & Carol McDaniell

Kim Woolard, Kimberly Braswell

Linda Bailey, Steve Miranda,
Kathy Davanzo & Dorothy Hill
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H R  Tam pa Col lege R elat i on s Secon d A n n u al
Car eer  W or kshop

HR Tampa College Relations held our second 
annual Career Workshop on April 14th at Keller 
Graduate School of Management of DeVry Uni-
versity.   In addit ion to concurrent  sessions from 
senior business professionals, students had the 
opportunit y to network and visit  with individuals 
at  university and vendor booths.  Students also 
had the opportunity to have their resume 
reviewed by an HR professional and to part ici-
pate in a 15 minute mock interview to gain valu-
able feedback.

Student  at tendee Ruth Buchanan later e-
mailed "I had a wonderful t ime at  the career fair 
Saturday and I learned a lot .   I felt  very wel-
comed by everyone and I can't  wait  unt il next  
year!"  Speaker at tendee Dr. Pat D'Urso also 
wrote "I thoroughly enjoyed my t ime at  your 
event  today and I am delighted that…we were 
able to part icipate. Further, I appreciated the 
comments from all of the panel;  varying per-
spect ives help people to relate and make their 
own decisions. Congratulat ions on a very produc-
t ive day!"

Sponsors and part icipants of  the event  
included: DeVry University, Ogletree Deakins, 
Webster University, The Tampa Tribune, DBM, 
University of Phoenix, Remedy Staffing, Tri-
dent Marketing, Price-
waterhouse Coopers, 
Tomlin Staffing, Bank 
of Tampa, Tampa Bay 
Workforce Alliance, 
NAAAHR, Advantec, 
and Academic Finan-
cial Services.

Thank you to our 
excellent  speakers: 
Gina Potito, DBM; 
Linda Bailey, SPHR, 
Bailey Consulting; Lori 

Goldsmith, SPHR, HR Florida; Amanda Osmera, 
SPHR, Lanier Upshaw Business Solutions; Dr. 
Pat D'Urso, University of Phoenix; Greg 
Aarons, HR Tampa; Todd York, SPHR, Advantec.

Thank you also to all of our volunteers who 
took t ime out  of their Saturday to be involved: 
Jill Conklin, PHR; John Bornman, Sheryl 
Shearer, Karen Reinhart,  Lynn Quido, Manny 
Viera, PHR; Lisa Murfield, SPHR; and Ann Ladd, 
PHR.

Finally,  a big shout  out  to our student  off ic-
ers and college relat ions commit tee 
who worked very hard to pull the 
day together - Toni Mayros; Ted 
Emerson, PHR; Keris Simmonds; 
Anna Pinney; Amanda Osmera, 
SPHR; Brad Moser; Susan Styx, 
PHR; and Ignacio Garcia, Esq.

The Tampa Bay HR Student 
Chapter meets monthly a dif ferent  
business locat ion where students 
have the opportunity to network and 
learn more about  HR and the real 

world of  business. 
Students also have 
the opportunit y to 
part icipate in men-
tor and internship 
programs.  To learn 
more, or to get  
involved, j ust  
check out  the Col-
lege Relat ions sec-
t ion of the HR 
Tampa website.  We 
look forward to 
hearing f rom you!

by Tonya Fletcher, M.A., SPR
Diretor of College Relations

Panel of  HR Experts

Amanda Osmera
presents

Speaker Gina Potito

Student chapter officers
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St r ict ly f or  Laughs

Resumes

Job-search specialist Robert Half 
reports that the following bon mots 
recently appeared on actual resumes: 

"I am extremely loyal to my present 
firm, so please don't let them know of 
my immediate availability." 

"Qualifications: I am a man filled with 
passion and integrity, and I can act on 
short notice. I'm a class act and do not 
come cheap." 

"I intentionally omitted my salary his-
tory. I've made money and lost money. 
I've been rich and I've been poor. I pre-
fer being rich." 

"Note: Please don't misconstrue my 14 
jobs as 'job-hopping'. I have never quit a 
job." 

"Personal: I'm married with 9 children. I 
don't require prescription drugs." 

"Number of dependents: 40." 

"Marital Status: Often. Children: Vari-
ous." 

"Here are my qualifications for you to 
overlook." 

REASONS FOR LEAVING THE LAST 
JOB: 

"Responsibility makes me nervous." 

"They insisted that all employees get to 
work by 8:45 every morning. 
Couldn't work under those condi-
tions." 

"Was met with a string of broken prom-
ises and lies, as well as cockroaches." 

"I was working for my mom until she 
decided to move." 

"The company made me a scapegoat - 
just like my three previous employers." 

JOB RESPONSIBILITIES: 

"While I am open to the initial nature of 
an assignment, I am decidedly disposed 
that it be so oriented as to at least par-
tially incorporate the experience 
enjoyed heretofore and that it be con-
figured so as to ultimately lead to the 
application of more rarefied facets of 
financial management as the major 
sphere of responsibility." 

"I was proud to win the Gregg Typting 
Award." 

"High voltage telephone answering." 

"Extensive prof reading skills." 

SPECIAL REQUESTS & JOB OBJEC-
TIVES: 

"Please call me after 5:30 because I am 
self-employed and my employer does not 
know I am looking for another job." 

"My goal is to be a meteorologist. But 
since I have no training in meteorology, I 
suppose I should try stock brokerage." 

"I procrastinate - especially when 
the task is unpleasant." 

         

                   Cont inued on Page 12



2007

 

 

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 Sponsor ”  
in 2007?

PUT YOUR
LOGO
 HERE
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Wor kf or ce Globalizat ion
by Patricia Gaudin

As Human Resource 
Professionals, we are 
each responsible for our 
professional develop-
ment .   As key members 
of business organiza-
t ions, it  is our responsi-
bilit y to assist  our 
business teams with the 
crit ical skills and educa-
t ional awareness of our 
ever-changing society.  

What  happens when our society now encom-
passes other states?  Well,  t hat  is easy.  We all 
have friends and family from around the USA 
that  can assist  us with this form of cultural 
diversity.  What  happens when our society now 
consists of other count ries?  What  do we do 
when we become aware of the economy of 
other nat ions?  As HR professionals,  are we pre-
pared to assist  our companies with cultural 
acclimat ion?

As a senior member of management  I was 
recent ly faced with this issue.  And I was elated.  
The opportunit y to learn something new and the 
need to increase my awareness of diversity was 
a challenge I certainly welcomed.  However; I 

was so concerned about  the diversity,  I forgot  
that  I needed to think like a business owner in 
today's economy.  As many senior HR managers 
will tell you, having a seat  at  the table means 
that  you have to be aware of the business driv-
ers in today's world.  And certainly,  our world is 
becoming more connected.  Reaching out  to 
another count ry may simply mean dialing an 
internal extension number within your company.

I would like to welcome all interested mem-
bers to j oin me in defining globalizat ion for HR 
professionals.   Let 's come together and create 
an educat ional network comprised of those that  
would like to learn and share their experiences 
as well as their curiosit y about  our ever-chang-
ing world.  Creat ing st rength within our disci-
pline is the key to assist ing our organizat ions in 
adapt ing to change.  We have to be leaders 
within our indust ry and assist  in this educat ional 
j ourney.

Please email me 
direct ly if  you are inter-
ested in forming and 
becoming a part  of this 
educat ional group.  

pgaudin@scicompa-
nies.com

Relocation Corner

Recruitment Strategies:
The major ity of survey respondents (79%) 

use their relocation Policy as a Recruitment 
tool. Most companies also use signing 

bonuses, although only for select new hires.

If you would like to learn more about reloca-
tion trends and services: contact:

Sharan Backus at 813-289-6600 or email 
 sharan.backus@flor idamoves com
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TRANSFER ORGANI ZATI ONAL KNOWLEDGE -  OR 
RI SK LOSI NG I T

 By Thomas H. Shea
 CEO -  Florida/ Caribbean, Right Management

With more than 40 percent  of t he U.S. work-
ing populat ion becoming eligible for ret irement  
by 2010, organizat ions of all sizes are facing an 
impending "knowledge crisis."  When mill ions of 
Baby Boomer ret irees punch out  for the last  
t ime, the knowledge they have gathered about  
their j obs, companies and indust ries during their 
careers will walk out  with them.  Also, with the 
average U.S. employee changing j obs every 4 
years, we now have a free agent  work force that  
further impacts knowledge t ransfer.

Surveys show that  80 percent  of an organiza-
t ion's crit ical knowledge resides with a few key 
people and that  only 20 percent  of that  intellec-
tual wealth t ypically has been documented in 
digital or print  form. Today, many companies are 
not  aware of the risk of lost  knowledge - unt il 
the damage is done.

Recognizing the demographic changes now 
occurring in the workforce, savvy organizat ions 
are adopt ing proact ive st rategies to t ransfer the 
priceless insights and knowledge now held by 
aging employees to the next  generat ion. 

Our company's global consult ing experience 
indicates there are several crit ical steps neces-
sary to develop an effect ive knowledge t ransfer 
plan: 

• Ident ify knowledge-at -risk. Pinpoint  t he 
employees who have the most  crit ical 
knowledge to understand where an 
organizat ion is most  at  risk. 

• St rengthen career development  pro-
grams. Organizat ions' t raining and 
development  programs should incorpo-
rate the knowledge that  younger pro-
fessionals need to prepare for future 
roles. 

• Broaden the succession planning pro-
cess. Succession plans must  extend 
beyond senior management  and include 
professionals,  operat ional managers 
and sales execut ives.

• Offer phased ret irements. As knowl-
edge-retent ion and recruit ing problems 
become more acute, companies must  
f ind innovat ive ways to retain their 
valuable employees beyond the t radi-
t ional ret irement  age in either full-t ime 
or part -t ime roles.

• Create mentoring and coaching pro-
grams. Encouraging older employees to 
mentor and coach their successors is an 
excellent  way to t ransfer knowledge 
and experience to the next  generat ion.

• Establish a knowledge harvest ing pro-
cess. This involves capturing and docu-
ment ing an expert 's decision-making 
processes with enough clarit y that  
someone else could repeat  the same 
processes and get  the same results.

• Communicate a vision of the future. 
Employees of al l ages are more likely to 
share their knowledge if  they feel emo-
t ionally commit ted to the organizat ion's 
long-term mission. 

Like the qualit y movement  of the 1980s and 
90s, an effect ive knowledge t ransfer plan builds 
on the st rengths of individuals to create a phi-
losophy of teamwork - working together to 
ensure the organizat ion's future. After all,  
knowledge retent ion is not  j ust  a short -term 
management  challenge - it  involves changes 
throughout  the organizat ion. 

Because intellectual capital f requent ly is the 
primary source of an individual's value to a com-
pany, sharing knowledge demands a great  deal 
of  t rust .  That  may require re-thinking the corpo-
rate culture so that  knowledge capture, sharing 
and reuse are normal, everyday pract ices. 

Establishing a knowledge t ransfer process 
typically has a very posit ive effect  on the orga-
nizat ion's morale.  Younger employees pay more 
at tent ion to how their j obs affect  the ent ire 
organizat ion.  Ret iring employees get  a sat isfy-
ing sense of leaving their "mark" on the organi-
zat ion. Finally, the organizat ion itself  also 
benefits by ensuring business cont inuit y through 
more aggressive management  of it s human and 
intellectual capital.

Finally, it  is important  to remember that  
each organizat ion's knowledge-retent ion solu-
t ion must  be driven by it s mission and business 
st rategy. Look for a customized approach rather 
than a "cookie-cut ter" solut ion. 

(Edit or's Not e:  Thomas H. Shea is CEO of  Right  Manage-
ment 's Florida/ Caribbean region.  Right  Management  is 
t he world's largest  out placement , execut ive 
coaching and organizat ional consul t ing f i rm.  He 
can be reached at  t om.shea@right f lorida.com.)
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‘s
Become A Sponsor  I nBecome A Sponsor  I n

HR TAMPA’s

EXPOEXPO & Legal Conf er ence



10

Are Your Pay Practices Encouraging a 
Lawsuit? 

Based upon Florida's size, it  is not  surprising 
that  it  has some of the highest  employment  l it i-
gat ion totals in the United States.  According to 
informat ion obtained from the Public Access to 
Court  Elect ronic Records ("PACER"), the federal 
j udiciary's elect ronic court  docket ing program, 
Florida's 3,997 federal court  employment  case 
f il ings were the nat ion's third highest  total in 
2006.  Only California and New York had more 
case f ilings during the same t ime.  A deeper anal-
ysis of PACER's f igures reveals a potent ially bigger 
problem for Florida's employers.  PACER's stat is-
t ics reveal that  Florida had the second most  
wage and hour case f ilings under the Fair Labor 
Standards Act  ("FLSA").   Florida's 1,841 cases 
were second because one case in Alabama, Plain-
t if f  v. Dolgencorp, accounted for 2,377 of  the 
state's 2,449 FLSA case f il ings in 2006.  The vol-
ume of case f il ings in Florida is highlighted by the 
fact  that  the state had almost  600 more f il ings 
than California,  New York, Ill inois and Texas com-
bined.

As these figures indicate, employers are 
being forced to combat  aggressive plaint if fs' 
at torneys who are looking to capitalize on payroll 
mistakes that  lead to wage and hour violat ions.  
Therefore, employers must  pay close at tent ion 
to their pay pract ices to ensure that  they are not  
invit ing a disgrunt led employee to f ile suit  
against  them.  

While most  employers believe that  they com-
ply with the FLSA, there are some common 
assumpt ions that  can create unnecessary expo-
sure.  These of ten include a belief that  the com-
pany's policies and procedures are f ine because 
the company has "always" used the same prac-
t ices and has never been sued.  Another similar 
mispercept ion is the idea that  a company will be 
safe if  it  uses the same pay pract ices as it s com-
pet itors.  Unfortunately,  there is no safety in 
numbers.  The mere fact  that  the pro-
cedures have been used for years or 
"everyone else is doing it " does not  
mean that  the policies comply with the 
law.  If  fact , it  is my experience that  
many indust ry-wide pract ices have 
evolved based upon convenience rather 

than legal compliance.  
As a result ,  employers 
unknowingly implement  
policies that  fail to com-
ply with the FLSA simply 
because the same policies 
have worked in the past .

Even if  an employer 
has proper policies there 
is no guarantee that  it  is 
complying with the FLSA.  Another area that  cre-
ates unnecessary exposure for wage and hour 
claims is incomplete t ime records.  One of the 
most  common causes of improper records is the 
fact  that  the company's supervisors do not  fully 
understand the necessity of properly enforcing 
the company's policies.   Based upon the claims 
made in wage and hour suit s handled in our 
of f ice, we regularly defend lawsuits involving 
allegat ions that  individual supervisors or manag-
ers forced their employees to work of f-the-clock, 
changed the employee's t ime records, and/ or 
deducted t ime for meal breaks that  the 
employee never took.  While these claims may 
not  have merit ,  employers st il l have dif f icult y 
defending against  the allegat ions because 
employees were allowed to improperly complete 
their t ime records or simply allowed to work 
through their breaks, in cont rast  to company pol-
icies.   As a result ,  the company does not  have 
any records to support  their posit ion that  the 
employees were compensated for all of the hours 
that  they worked and is t rying to defend against  
allegat ions that  it  supervisors knowingly allowed 
employees to work for t ime that  was not  prop-
erly recorded on their t ime sheets.

While it  is impossible for an employer to 
completely insulate it self  f rom a wage and hour 
lawsuit ,  there is no reason to create unnecessary 
exposure for unpaid wages claims.  One of the 
most  eff icient  ways to l imit  a company's expo-
sure is to audit  it s payroll pract ices to ensure 
that  it s policies are based upon the FLSA and not  

an indust ry pract ice or for the employ-
ees' convenience.  In addit ion, the 
proper pract ices must  be communicated 
to individuals responsible for reviewing 
t ime cards to ensure that  the company 
has accurate records of the hours 
employees actually worked.  

    By David Steffen 
LEGI SLATI VE UPDATE
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 The Book Corner
May Book Suggestions

By Daniel T. Bloom

We have reached the end of Spring and the 
onslaught  of summer and the publishers 
are continuing their spread of new t it les in 
the business area with the release of 150 
new business management  t it les in the 
next  30 days. Among the ones of most 
interest  to human resources professionals 
are the following t it les:

Damage Control: Why Everything You Know 
About  Crisis Management is Wrong 
by Eric Dezenhall 

Two masters of crisis management  assert  t hat  
much of the convent ional wisdom about  dam-
age cont rol is self-serving, self-congratula-
tory, self  -deceiving-- and f lat  out  wrong. 
Here they reveal what  works, what  doesn't , 
and how to survive a career-threatening situ-
at ion.

Human Resource Management: Theory and 
Pract ice 4th Edit ion 
by John Bratton 

Human Resource Management  offers a com-
prehensive and accessible analysis of contem-
porary theories and concepts in key human 
resource act ivit ies. It  encourages students to 
think crit ically and evaluate the nature of 
HRM in order to develop a deeper understand-
ing of employment  relat ions. This fourth edi-
t ion has been thoroughly updated including 
new material on--the contemporary context  
of HRM; new employment -related topics, 
such as f lexibilit y, emot ional labour, knowl-
edge work, diversity in work organizat ions, a 
new discussion on workplace wellness; part -
nership st rategies; ethics in HRM; and new 
legislat ion. Ref lect ing the growing emphasis 
on global management ,  it  features a new 
chapter on Internat ional HRM.

Management Secrets from History: Histori-
cal Wisdom for Modern Business 
by Daniel Diehl 

If  you go back in t ime and ask any historical 
f igure fro advice on how best  to manage your 
business or staff ,  who would it  be? Benj amin 
Franklin, Niccolo Machiavelli,  Elizabeth I or 

Helena Rubinstein? Well,  
t hey are all here, and 
more...

Off-Ramps and On-
Ramps: Keeping Tal-
ented Women on the 
Road to Success 
by Sylvia Ann Hewlett 

Hewlet t  showcases what  
an elite group of companies are doing dif fer-
ent ly to retain talented women whoa re leav-
ing promising careers and key leadership 
posit ions in order to achieve bet ter balance 
between family obligat ions and work.

Managing Performance to Maximize 
Results 
by Harvard Business School Press 

This guide contains relevant  informat ion on 
how to develop high-performing employees 
by using both formal and informal perfor-
mance assessments and feedback as part  of  
your regular interact ions with your employ-
ees. Topics include understanding poor per-
formance, using alternat ives to performance 
reviews, and giving the best  feedback. Some 
of the art icles included are "Performance 
Appraisals with More Gain, Less Pain;" "Should 
You Use 360-degree Feedback for Perfor-
mance Reviews," and "Performance Appraisal 
is Dead, Long Live Performance Manage-
ment ."

Hiring and Firing 
by Helen Cicino 

Firing can be t ricky so know the rules on how 
to go about  it .  With the high cost  of hiring 
combined with an employer's exposure to loss 
and liabilit y when f iring, knowing the 
employee-related standards and require-
ments is crucial.  Focusing on prevent ion, 
Helen Cicino and Taylor Paetkau show you 
how to comply with state and federal regula-
t ions, protect  yourself  and your employees, 

Continued on Page 12
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Book Corner
Continued from Page 11

and avoid lawsuits.  Legal issues covered include 
interviewing, hiring, applicat ions, background 
checks, medical test ing, offer let ters,  termina-
t ions, and lawsuits.

Power Sabbatical: The Break that Makes a 
Difference 
by Robert Levine 
New technologies and workplace pressures have 
extended the working day, reduced t ime off , and 
often disconnected workers f rom their communi-
t ies. Vacat ions are of ten too short  or simply not  
taken and st ress-reduct ion techniques and medi-
cat ions may address the symptoms of the prob-
lem but  rarely the causes. The solut ion for many 
of these problems is a t rue planned, focused, 
extended break from everyday life and work--a 
sabbat ical. A comprehensive framework is pro-
vided, detailing how to harness the power of the 
sabbat ical in a way that  can enhance a career 
and earning prospects along with personal, phys-
ical, and spiritual health.  Tips are included for 
how to plan and prepare fro a sabbat ical, with or 
without  employer sponsorship.

Double Outsiders: How Women of Color Can 
Succeed in Corporate America 
by Jessica Carter 
Double Outsiders examines the most  important  
issues facing professional women of color today. 
it  clarif ies the challenges they face and debunks 
myths and fal lacies about  them in corporate 

environments. It  also provides those seeking to 
learn more about  corporate women of color with 
these women's unique perspect ives, their per-
sonal stories, insight  into their experiences and 
cultures, and an understanding of their achieve-
ments. Double Outsiders analyzes crit ical success 
factors for professional women of color,  provides 
resources, and of fers potent ial solut ions to chal-
lenges they face in corporate America. In addi-
t ion, it  provides companies with insights into one 
of their fastest -growing employee demographics 
and helps them learn key st rategies for their 
recruitment  and retent ion.

The Voice of Authority: 10 Communication 
Strategies Every Leader Needs to Know 
by Dianna Booher 
One of the world's leading communicat ion 
experts helps readers f ind their leadership voice. 
The author has helped thousands of people to 
develop communicat ion skills.  Now she dist ills 
years of  experience and research into 10 key 
st rategies that  will help you elevate your com-
municat ion to the next  level. By examining spe-
cif ic styles that  work and don’ t  work, you'l l learn 
how to speak like a leader in every situat ion. Ten 
rules including --be clear, be consistent , be thor-
ough, and demonst rate confi-
dence-- give you the 
language to communicate at  
your best  with colleagues, 
bosses, and clients.

Strictly for Laughs
Continued from Page 5

PHYSICAL DISABILITIES: 

"Minor allergies to house cats and Mon-
golian sheep." 

PERSONAL INTERESTS: 

"Donating blood. 14 gallons so far." 

SMALL TYPOS THAT CAN CHANGE 
THE MEANING: 

"Education: College, August 1880-May 
1984." 

"Work Experience: Dealing with cus-
tomers' conflicts that arouse." 

"Develop and recommend an annual 
operating expense fudget." 

"I'm a rabid typist." 

"Instrumental in ruining entire opera-
tion for a Midwest chain operation" 

"Your requirements match the respon-
sibilities of my present job precisely, so 
I will be glad to do do 
again."
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Ca l l i n g A l l  HR Ta m p a  Sp on sor s

HR Ta m p a  Ca sn i o Ni gh t
June 19th

Quorum Hotel
Spectacular Extravaganza

 Your name could be in lights –
Hurry-Hurry- Hurry –before this event is sold
Call ASAP ~  Sharan Backus for details ~  

813-289-6600
 Do not miss this opportunity sponsor the HR 

Tampa June Spectacular Event


