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Breakfast Meetlng w 7:30 a.m. - 10 a.m. at The Centre Club = July 18th

Breakfast Meeting

Develop Your Strategy | {=S53C

Plan for HR m— Kelley L. Rexroad, SPHR

Speaker Kelley L. Rexroad, SPHR el il TEUmsier of
krexconsulting and its Princi-

pal Consultant. She has
twenty-five yearsin the com-
munications and human
resources fields. She earned
her B.A. from Mary Baldwin
College and holds the profes-
sional designation of Senior
Human Resources Professional and International
HR Management certification. Kelley has exten-
sive experience in the following areas:

Registration starts at 7:30 a.m. - Breakfast
starts at 8:00 a.m.

* Organizational Restructuring including Work-
force Reductions, Divestitures, Mergers,
Acquisitions

e Due Diligence
« Executive Coaching
INSURANCE * HR Organization and Management

* Interim or Part Time HR Leader
Brown & Brown Insurance are

bringing the experts to you!!

2 hour COBRA ALERT REVIEW . )
No Charge $$ e Executive Compensation

* Executive and Group Benefits

* Organizational Communications
e« Compensation

Date: Thursday, July 26th
Time: 9:00am - 11:30am

* Merger and Acquisition Integration

. * Organizational Development including succes-
Location: 13805 58th Street North sion plans

Largo, Florida (EpiCenter) . Leadership Development

If you are interested in attending, contact Tracy * Recruitment Strategies
Becker by July 13th at (727) 450-7122 or Preston «  Benefit and Reti & 9l Sl
Hearn az‘g Zy 7) 450-7044 or send e-mail to Sl EIPHINSHIEmEE i SHEtgliss
tbecker@bbpinellas.com orphearn@bbpinel- *+ Gilobal HR Issues
las.com. + Employee Relations
* Union Campaign Strategy
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Welcome to the New Reality

N avigating the Quagm ire of Hum or an d Political
Cor r ectn ess

by David Granirer MA
North America’s Psychot herapist/ S and-
up Comic

Confused is how many people feel when it
comesto the whole idea of political correctness
and workplace humor. Some resent having to
watch every word that comes out of their
mouth, while others now feel safer knowing
their vulnerabilities won't be targeted for ridi-
cule. The bottom line isthat political correct-
ness has brought a whole new perspective to
what is and isn't acceptable humor. And that's
not necessarily a good or bad thing; it'sjust a
reality to which people have to adjust.

In order to bring some clarity to this compli-
cated and emotionally charged topic, it helpsto
put aside the issue of what isor isn't politically
correct, and look at the functionality of our
humor. In other words, what healthy workplace
humor is supposed to accomplish, and whether
or not the way we use our humor accomplishes
those purposes.

H ealthy Workplace Humor

My definition of healthy workplace humor is
"acts involving some sort of surprise and/ or
exaggeration that make people feel good." Cer-
tainly this can take the form of joke telling, but
it can also take many others. Leaving a cookie
on a coworker's desk, giving an unexpected com-
pliment, and sending an encouraging e-mail are
all actsthat involve some form of surprise ("Hey,
| wasn't expecting that!") and leave people feel-
ing good.

By "making people feel good," | mean that
healthy workplace humor accomplishes four
main goals. It releases tension, creates a sense
of acceptance, conveys a sense of unity or sup-
port, and restores a healthy perspective on a
given situation. So if I'm having a bad day and
someone does something humorous, chancesare
I'll feel lesstense, more accepting of myself and
my situation, less alone, and more able to see
the whole picture, whereas before | may have
been fixated on just one small part of it.

These four goals of healthy humor are non-
controversial - something everyone supports,
regardless of their views on political correct-
ness. We all want to work in an environment
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“If we pay them starvation wages—
why do they need a lunch break?”

that is astension-free as possible, where we
feel accepted, supported, and able to develop a
healthy perspective on the difficulties we inevi-
tably face as working people.

S0 a good criteria for the functionality of our
humor is to ask ourselves if how we use it pro-
motes or undermines these four goals. And what
we find isthat politically incorrect humor
undermines them all. Take an actual case in
point. Afemale employee receives a surprise
gift from some male coworkers. So far so good,
but unfortunately, the gift contains lingerie and
sexual devices. Of course workplace tension
immediately shoots up, acceptance is
destroyed, office unity is shattered, and now
everyone is hyper-focused on the issue of sexual
harassment, losing any sense of perspective
they may have had. So this kind of humor is not
only politically incorrect, it also creates a nega-
tive atmosphere, something no one wantsin his
or her workplace.

This act, which perhaps to give the benefit
of the doubt may have begun as a seemingly
harmless practical joke, broke some very impor-
tant rules of healthy workplace humor, resulting
in a lawsuit and several people losing their jobs.

Safe Humor Rules

Practicing the following four rules ensures
that humor will achieve the aforementioned
four goals:

Rule#1: Don't make jokes about coworkers sexual-
ity. People are very uncomfortable with sexual

Continued on Page 10
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LEGI SLATI VE UPDATE

By David Steffen

While things often slow
down during the summer
months, this June there were
several noteworthy develop-
ments. In order to touch on
these issues, | wanted to pro-
vide a quick update highlight-
ing several thingsthat
occurred over the last few
weeks.

Immigration Legislation Fails Again

Despite efforts to revive the comprehensive
immigration reform legislation, on June 28, 2007,
the Senate Bill (S 1639) fell 14 votes short of the
60 needed to advance it toward a final vote. The
revived Bill contained more than two dozen
amendments. These included a revised employ-
ment verification program that was supported by
the Society of Human Resource Managers, but
opposed by President Bush and the Department
of Homeland Security.

While the most recent vote was a significant
defeat, Senator Edward Kennedy, and the Bill's
other supporters have promised to continue their
effortsto passimmigration reform legislation.

Employee Free Choice Act

On June 27, 2007, the Employee Free Choice
Act fell nine votes short of the number needed to
proceed to a full vote by the U.S Senate. While
the U.S Chamber of Commerce and other
employment and business groups consider thisto
be a significant victory, organized labor has
vowed to continue its fight to pass union friendly
organizing legislation. John Sweeney, President
of the AFL-CIO, responded to the vote by saying,
"Those who continue to support our broken sys-
tem will find themselves on the wrong side of
history. And that battle engages now, aswe move
into the 2008 elections, when working people
will elect more senators and a president who will
champion their concerns and fight for their
futures." Therefore, it is probably safe to
assume that the Employee Free Choice Act, or
similar legislation will resurface as organized
labor triesto turn it into an election year issue.

DOL's Report on the FMLA

For the first time since the United
Sates Department Labor ("DOL") pro-
mulgated the Family and Medical Leave
Act's ("FMLA") rules and regulationsin

1995, it released an in-depth report analyzing
their impact on the American workforce. Based
upon the almost 15,000 responses and more than
2,000 comments, the DOL identified several com-
mon themes that were identified as causing
problems in the workplace.

Inits summary report, the DOL indicated that
intermittent leave "...is the single most serious
area of friction between employers and employ-
ees seeking to use FMLA leave. With respect to
employer comments, no other FMLA issue even
comes close." It also acknowledged that "The
[DOL] is cognizant that certain of itsregulatory
decisionsmay have contributed to thissituation."

A second major area of concern, for both
employers and employees, involved the medical
certification rules and regulations. The summary
report noted that employers and employees both
identified issuesthey had with certifications that
fail to provide meaningful guidance regarding an
employee's use of intermittent leave.

Apparently, simply identifying the most com-
mon problems and publishing a report to docu-
ment the frustration people have with the FMLA
was enough for the DOL. The department made
it clear that the report is not a prelude to any
proposed rule changes, but was simply designed
to provide information to interested parties and
policy makers regarding the impact of the DOL's
regulations on the workplace. Therefore, we
cannot expect any changesto the rules and regu-
lationsin the near future.

Case Law Update

In Albra v. Advan Inc., 11th Cir., No. 06-
15969, the Heventh Circuit Court of Appeals
ruled that the Americans with Disabilities Act
does not permit an employee to sue individuals
for retaliation when the alleged underlying dis-
criminatory conduct involves workplace discrimi-
nation. (In contrast, an individual may be sued
for retaliation under the ADA's public services
provisions.)

A second significant issue in the case involved
an employer's liability under the Florida Omnibus
AIDS Act. The Heventh Circuit affirmed
the lower court's dismissal of the Mr.
Albra's discrimination and retaliation
claims, based on his HIV status, against
the company's individual officers as well.

Enjoy your summer.




Searching for the Human in Human
Resource Management

Thisisa contributed text that challengesthe
traditional way in which the management of
people is often viewed solely within an eco-
nomic framework by acknowledging that
human relations are social, reciprocal, multi-
dimensional and embedded in group and soci-
etal dynamics. The contributionscome from a
range of international experts and explore
the tensionsthat come about due to a neglect
of the societal nature of human relationsin
the workplace.

The Solution Tango: Seven Smple Sepsto
Solutions in Management

Based on techniques and methods from the
world of psychotherapy, this book presents a
new approach to conquering the numerous
challenges, problems, and failures that man-
agers encounter at work, many of which are
people-related. An important lesson identi-
fied in the book isthat a manager must act as
both the leader who provides direction for a
team or company and as the coach who
enables others to make the most of their
skills, enabling the individual and the organi-
zation to succeed. A seven-step framework to
enhance problem-solving capabilities, exam-
ples and tips, and a survival kit for sinking
managers will help managers improve their
people skills and learn how to approach

July Book Suggestions

everyday issues from a positive per-
spective.

Executing Strategy for Business
Results

To survive and thrive under today's
competitive conditions, companies
must constantly formulate effective
strategies and they must execute
those strategies flawlessly. Thankfully, mas-
tering the skills needed to define and carry
strategy is possible. And thisvolume will help
you. Learn about the common pitfalls of
strategy creation as well as the toolsto suc-
cessfully surmount the challenges.

Succession Planning: Survey Report 2006

Thisreport interpretsthe findings of a survey
of human resource professionals about the
prevalence of organizations with succession
plansin place, including HR professionals
insightsabout these plansand HRsrole in the
succession planning process. The results are
reported by exploring the difference between
organizations with formal plansin place com-
pared to those without formal plans, and sig-
nificant findings are reported by organization
staff-size and sector. Information on how to
implement and communicate a succession
plan and interpretations about current appli-
cations and future trends are also included.

Understanding Action Learning

As much as adult learners can absorb in a
classroom, they learn and retain alot more on
the job. Action Learning, or AL, can be based
on any of several different schoolsof thought,
and there ismuch debate asto which isideal.
The authors advocate tailoring the best
attributes of each approach tot he specific
purpose and the learning environment.




. ' We are now accepting sponsors, so
Would you like to be a hurry while the months last . ..

“Spotlight Meeting Sponsor® o most popular opportunity is our

in 20077 monthly meetings. Here are our
“Spotlight Sponsor” benefits:

Exclusivity as sponsor for the meeting

Adisplay table set up in the registration area that can include use
of a banner, 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
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Book Corner

Building Cultural Intelligence (CQ): Nine
Megaskills

Developing Diversity Consciousness: Nine
Megaskills assists readers to become CEO's of
their CQ skill development rather than relying on
otherstotake theinitiative. Exploresthe bottom
line relevance of CQ. Multiple means of engage-
ment tap into different interests and ways of
learning. There are a large number of helpful
learning aids built into each chapter. Practical,
real-life applications of CQ. Assessment ques-
tions provide learner with feedback on those
areasthat need the most improvement. The book
is highly interactive and engaging. The learner
becomes more intelligent in terms of developing
the ability to adjust to cultural differences.

Self-Coaching Leadership: Smple Seps
from Manager to Leader

Generally, leadership isabout influencing people
to make bigthings happen. Management
is a process of organizing people to get
things done. They are different skills,
but equally critical to successin today's
workplace. The key isto know which
approach works best in each situation.

Wkittenin aclear, simple style the book redefines
and demystifiesthe journey to leadership. Angus
McLeod's no-nonsense thinking, straightforward
approach and practical tools enable readersto
more easily identify when a leader is needed -
and coach themselves toward improved influ-
ence, performance and effectiveness.

The Theory and Practice of Training
Revised Edition

Firmly established as a comprehensive introduc-
tion on the topic, thisrevised 5th Edition pro-
vides a wide-ranging outline of the major
instructional and training concepts and their
relationship to training in practice. The authors
have expanded on information relating to the
training environment, equipment, strategies,
and the target population, and have included a
completely new section on ethics. Written with
the newcomer to the training function in mind, it
provides numerous real-life case studiesto illus-
trate the theory. Thisbook isasvaluable to those
who want to put their training experience into a
coherent context asit isto managers who need

to understand the role training can play.

Daniel T. Bloom

District Sales Manager -

Tampa Bay, Gainesville and Tallahassee

Borders Group, Inc.

EMail: dbloom@bordersgroupinc.com

First Name Last Name | Cerification Title Company

Jennifer Roberson Mercer Health & Benefits

Paige Robinson HR Generalist Kforce Inc

Beth Timko Apria Healthcare

William (B.J.)| Harris Owner Harris Financial Group

Raymond Dile PHR Senior VP Business Solutions | CoAdvantage

Khadeeja Morse SPHR SHP Senior Living Services,
LLC

Eva Lockard HR Manager Gulf Tile

Andrea Daggett Ph.D Director, HR Logistics Tech Data

John Colburn MBA Regional Manager PDS Technical Services

Paul Woodbury HR Coordinator Cemex

Charles OReilly HR Analyst Cemex

Felisha Dicks HR Manager Precision Communications

Cynthia Duval Esq. Attorney




Welcome to the New Reality
Continued from Page 4

innuendo in a workplace. Your friends may find it humor. And I think that most people would like
hilarious, but unless all the people you work with to think of themselves as clever, creative, and
are close friends you've known for years, leave it considerate, regardless of their views on politi-
at home, because someone is bound to be cal correctness.

offended. For information on David's products, contact him
Rule #2: Don't make jokes about people's appear- directly at: (604) 205-9242 or Email: david@psychoc-

ance. Thisis another emotionally charged area, Scieen

and whether you agree or not, just don't go there.

Rule#3: Avoid jokes about religion, ethnic back-
ground, nationality, sexual orientation etc. unless
it'sto joke about your own.

Rule#4: Avoid jokes about bodily functions. The
only exception isif you work in a healthcare or
other setting where these jokes are necessary to
maintain your sanity.

Surprise, surprise, these rules also conform
to what would be considered the guidelines for
politically correct humor, which essentially are
not to make jokes about people's sexuality,
mm(_)”tles’, ,GOd' and' grossness. But ,Welre not “His entire adult lifespan is exactly eight hours,
talking politically correct, we're talking about He won't be around long enough to need benefits.”
achieving the four goals of healthy humor, which
everyone can support.

S what's left to joke about?Here are
three safe areas:

#1: Yourself, your flaws, neuroses and inade-
guacies. When you make these jokes, people
are brought closer to you because they can

relate. And so far, no one's ever been sued for

joking about him or herself. g H .

Pre-paid
Badging

#2: The situation you all face, i.e., the upcom- .:i?.l;fnl ] _ | sand
ing merger, the new reorganization, the diffi- ' 'I;Irl‘-:igl’l:z o
cult customers you deal with, etc. :

#3: Personal characteristics in areas of low

ego-involvement. Though most people are = r

extremely sensitive about appearance, they're . .r-p.;c-i;n

much lessinvested in other aspects of them- badges

selves. For example, | don't mind if someone From Your

makes jokes about my bad handwriting or the
fact that | look tired because | had to get up at In House Bﬂﬂﬂfﬂﬂ sﬂecfaﬂs#

four in the morning to change a diaper. Poking ﬂ
fun at Peter because he'd rather ski than do 1 N 2
paperwork, or Mary because she has a distinc- i SRR (..
tive laugh isrelatively safe to do, and commu- Badging
nicates affection rather than disdain. J
No question, the reality has changed. ' ="
What used to be okay in terms of humor isn't e
any more. Before it was easy to get a laugh e

by putting someone down. But as we've LX}H‘L‘HH ba dj.’,lll £l

seen, all this createsis negativity. However, 800.909.8602 www.expressbadging
this new reality forces us to be more clever,
creative, and considerate in the way we use
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PHR

Congratulations

Newly Certified

(Professional in Human Resources)

Human Resource Professionals

HRTampa proudly congratulates the individu-
alswho have recently earned the prestigious PHR

Wakanm Aharez, PHR
Glen A. Fielkds, PHR
Jolkee Harvey, PHR

Adear Sazgar, PHR

Doryg Goocbrror, SFHR

and SPHR (Senior Professional in
Human Resources) certification

The PHR/ SPHR certification,
awarded by the Human Resource
Certification Institute (HRCI), signi-
fiesthat these HR professionals are
committed to personal excellence
and possess the theoretical knowl-
edge and practical experience in
human resource management nec-
essary to pass a rigorous examina-
tion demonstrating a mastery of
the body of knowledge in the field.

|
Sharon Matlock-Marsh, SPHR with Major Glen A Fields, PHR
i and Jean Moran, SPHR

Officers

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

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

Kristin Gwinner, SPHR
(813) 317-6388
kristin.gwinner@gosolo.com

Dannie Perry, PHR
(813)354-4169
dannie.perry@chasepaymen-
tech.com

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

DI RECT ORS
David Steffan

(813) 222-1353

Lee Hawken dsteffen@constangy.com

(813)766-4281
LeeHawken@yahoo.com
Cheryl Brown, PHR
813-830-5520
cherybrown@metropcs.com

Sharon Matloch-Marsh
(813) 267-9488

Ignacio Garcia
(813) 289-1247
Iggy.Garcia@ogle-
treedeakins.com

Karen Drummond, SPHR
(727) 561-4000 x5612

Kdrummond@Mercurylnsur-
ance.com

Kristine Rizzardi, SPHR
(727) 561-4085
KARizzardi@mercuryinsur-
ance.com

Lisa Murfield, MBA, SPHR
813-639-1176
murfieldld@yahoo.com

Tonya Fletcher, SPHR, MA
(941) 358-5686
TFletcher@advantec-hr.com

Alina Diaz
(813) 259-7506
adiaz@tampatrib.com

Ann E. Ladd, PHR
(813) 503-6798
aladd1@tampabay.rr.com

Patrica Gaudin
(813)882-6579
pgaudin@scicompanies.com

Sharan Backus
(818)289-6600

sharan.backus@floridam-
oves.com
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