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Speaker Gina Potito

Future, Past & Present HRTampa Leaders 

AAA Sponsor
Janie Jones

Rebecca Lukban, busy
HR Professional

Linda Bailey & Shelley Bevins

Bev King has Stars in 
Her Eyes

Beth Martinez & Debbie Dube

Tonya Fletcher

Sarah Williams & Danna Chatelain Nicole & Debra Contined on Page 3
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Did you know .. .Sixty percent  of  corpo-
rat ions are tailoring their mobilit y poli-
cies in order to facilit ate recruitment
of  employees with part icular skil l sets.

SOURCE: Worldwide ERC® Global 

For more information, please contact: 
Sharan.backus@flor idamoves.com

Relocation Corner

Shelly Bevins, Cythia Duval & Gladys Garcia Tina Antram, Michele Lembo &
Asley Richards

Martha, Greg & Sharan

Superior Merit Award Student Chapter
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Welcome t o t he New Realit y
N a v i ga t i n g  t he  Qu a gm i r e  o f  Hu m o r  a n d Po l i t i ca l  

Co r r e ct n e s s

by David Granirer MA
     Nort h America’s Psychot herapist / St and-

   up Comic

 Confused is how many people feel when it  
comes to the whole idea of polit ical correctness 
and workplace humor. Some resent  having to 
watch every word that  comes out  of t heir 
mouth, while others now feel safer knowing 
their vulnerabilit ies won't  be targeted for ridi-
cule. The bot tom line is that  polit ical correct -
ness has brought  a whole new perspect ive to 
what  is and isn't  acceptable humor. And that 's 
not  necessarily a good or bad thing; it 's j ust  a 
realit y to which people have to adj ust .

In order to bring some clarit y to this compli-
cated and emot ionally charged topic, it  helps to 
put  aside the issue of what  is or isn't  polit ically 
correct ,  and look at  the funct ionalit y 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.

Healthy Workplace Humor
My definit ion of healthy workplace humor is 

"acts involving some sort  of  surprise and/ or 
exaggerat ion that  make people feel good." Cer-
tainly this can take the form of j oke 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 acts that  involve some form of surprise ("Hey, 
I wasn't  expect ing that !") and leave people feel-
ing good.

By "making people feel good," I mean that  
healthy workplace humor accomplishes four 
main goals: It  releases tension, creates a sense 
of acceptance, conveys a sense of unit y or sup-
port ,  and restores a healthy perspect ive on a 
given situat ion. So if  I'm having a bad day and 
someone does something humorous, chances are 
I'l l feel less tense, more accept ing of myself  and 
my situat ion, less alone, and more able to see 
the whole picture, whereas before I may have 
been f ixated on j ust  one small part  of  it .

These four goals of healthy humor are non-
cont roversial - something everyone supports,  
regardless of t heir views on polit ical correct -
ness. We all want  to work in an environment  

that  is as tension-free as possible, where we 
feel accepted, supported, and able to develop a 
healthy perspect ive on the dif f icult ies we inevi-
tably face as working people.

So a good crit eria for the funct ionality of our 
humor is to ask ourselves if  how we use it  pro-
motes or undermines these four goals.  And what  
we find is that  polit ically incorrect  humor 
undermines them all.  Take an actual case in 
point .  A female employee receives a surprise 
gif t  from some male coworkers. So far so good, 
but  unfortunately, the gif t  contains lingerie and 
sexual devices. Of course workplace tension 
immediately shoots up, acceptance is 
dest royed, off ice unity is shat tered, and now 
everyone is hyper-focused on the issue of sexual 
harassment ,  losing any sense of perspect ive 
they may have had. So this kind of humor is not  
only polit ically incorrect , it  also creates a nega-
t ive atmosphere, something no one wants in his 
or her workplace.

This act , which perhaps to give the benef it  
of  the doubt  may have begun as a seemingly 
harmless pract ical j oke, broke some very impor-
tant  rules of healthy workplace humor, result ing 
in a lawsuit  and several people losing their j obs.

Safe Humor Rules
Pract icing the following four rules ensures 

that  humor will achieve the aforement ioned 
four goals:

Rule#1: Don't  make j okes about  coworkers' sexual-
it y. People are very uncomfortable with sexual 

Continued on Page 10
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While t hings of t en slow 
down during t he summer 
mont hs, t his June t here were 
several not ewort hy develop-
ment s.  In order t o t ouch on 
t hese issues, I want ed t o pro-
vide a quick update highl ight -
ing several  t hings t hat  
occurred over t he last  few 
weeks.  

Immigration Legislation Fails Again
Despite efforts to revive the comprehensive 

immigrat ion reform legislat ion, on June 28, 2007, 
the Senate Bil l (S. 1639) fell 14 votes short  of  the 
60 needed to advance it  toward a f inal vote.  The 
revived Bill contained more than two dozen 
amendments.  These included a revised employ-
ment  verif icat ion 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 signif icant  
defeat ,  Senator Edward Kennedy, and the Bill 's 
other supporters have promised to cont inue their 
efforts to pass immigrat ion reform legislat ion.  

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 this to 
be a signif icant  victory, organized labor has 
vowed to cont inue its f ight  to pass union friendly 
organizing legislat ion.  John Sweeney, President  
of the AFL-CIO, responded to the vote by saying, 
"Those who cont inue to support  our broken sys-
tem will f ind themselves on the wrong side of 
history. And that  bat t le engages now, as we move 
into the 2008 elect ions, when working people 
wil l elect  more senators and a president  who will  
champion their concerns and f ight  for their 
futures."   Therefore, it  is probably safe to 
assume that  the Employee Free Choice Act , or 
similar legislat ion will resurface as organized 
labor t ries to turn it  into an elect ion year issue.

DOL's Report on the FMLA
For the f irst  t ime since the United 

States Department  Labor ("DOL") pro-
mulgated the Family and Medical Leave 
Act 's ("FMLA") rules and regulat ions in 

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 ident if ied several com-
mon themes that  were ident if ied as causing 
problems in the workplace.  

In it s summary report ,  the DOL indicated that  
intermit tent  leave "… is the single most  serious 
area of frict ion 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  it s regulatory 
decisions may have cont ributed to this situat ion."  

A second maj or area of  concern, for both 
employers and employees, involved the medical 
cert if icat ion rules and regulat ions.  The summary 
report  noted that  employers and employees both 
ident if ied issues they had with cert if icat ions that  
fail to provide meaningful guidance regarding an 
employee's use of intermit tent  leave.  

Apparent ly, simply ident ifying the most  com-
mon problems and publishing a report  to docu-
ment  the frust rat ion 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 informat ion to interested part ies and 
policy makers regarding the impact  of the DOL's 
regulat ions on the workplace.  Therefore,  we 
cannot  expect  any changes to the rules and regu-
lat ions in the near future.

Case Law Update
In Albra v. Advan Inc.,  11th Cir. ,  No. 06-

15969, the Eleventh Circuit  Court  of Appeals 
ruled that  the Americans with Disabilit ies Act  
does not  permit  an employee to sue individuals 
for retaliat ion when the alleged underlying dis-
criminatory conduct  involves workplace discrimi-
nat ion.  (In cont rast ,  an individual may be sued 
for retaliat ion under the ADA's public services 
provisions.)  

A second signif icant  issue in the case involved 
an employer's l iabil it y under the Florida Omnibus 

AIDS Act .  The Eleventh Circuit  aff irmed 
the lower court 's dismissal of the Mr. 
Albra's  discriminat ion and retaliat ion 
claims, based on his HIV status, against  
the company's individual of f icers as well.   

Enjoy your summer.

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

By Daniel T. Bloom

Summer is here, as if could not 
feel it  by walking out the door, 
and the nat ion's publisher's are 
planning on releasing 121 t it les 
in the business management 
arena for the month of July for 
those moments when you need 
something "light" to read. My new 
phone number, if we can be of any 
assistance, is (813) 340-1126. 
The email address is remaining the same. 
Here are some t it les that  would be rele-
vant to HR professionals:

Searching for the Human in Human 
Resource Management 
by Sharon Bolton  

This is a cont ributed text  that  challenges the 
t radit ional way in which the management  of 
people is often viewed solely within an eco-
nomic framework by acknowledging that  
human relat ions are social, reciprocal, mult i-
dimensional and embedded in group and soci-
etal dynamics. The cont ribut ions come from a 
range of internat ional experts and explore 
the tensions that  come about  due to a neglect  
of  the societal nature of human relat ions in 
the workplace.

The Solut ion Tango: Seven Simple Steps to 
Solut ions in Management
by Louis Cauffman 

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 ident i-
f ied in the book is that  a manager must  act  as 
both the leader who provides direct ion for a 
team or company and as the coach who 
enables others to make the most  of their 
skil ls, enabling the individual and the organi-
zat ion to succeed. A seven-step framework to 
enhance problem-solving capabilit ies, exam-
ples and t ips, and a survival kit  for sinking 
managers will help managers improve their 
people skills and learn how to approach 

everyday issues from a posit ive per-
spect ive.

Execut ing Strategy for Business 
Results
by Harvard Business School Press 

To survive and thrive under today's 
compet it ive condit ions, companies 
must  constant ly formulate effect ive 
st rategies and they must  execute 

those st rategies f lawlessly. Thankfully, mas-
tering the skills needed to def ine and carry 
st rategy is possible. And this volume will help 
you. Learn about  the common pit falls of 
st rategy creat ion as well as the tools to suc-
cessfully surmount  the challenges.

Succession Planning: Survey Report  2006
by Shawn Fegley

This report  interprets the f indings of a survey 
of human resource professionals about  the 
prevalence of organizat ions with succession 
plans in place, including HR professionals' 
insights about  these plans and HR's role in the 
succession planning process. The results are 
reported by exploring the difference between 
organizat ions with formal plans in place com-
pared to those without  formal plans, and sig-
nif icant  f indings are reported by organizat ion 
staff-size and sector.  Informat ion on how to 
implement  and communicate a succession 
plan and interpretat ions about  current  appli-
cat ions and future t rends are also included. 

Understanding Action Learning
by Judy O'Neill 

As much as adult  learners can absorb in a 
classroom, they learn and retain a lot  more on 
the j ob. Act ion Learning, or AL, can be based 
on any of several dif ferent  schools of thought , 
and there is much debate as to which is ideal. 
The authors advocate tailoring the best  
at t ributes of each approach tot  he specif ic 
purpose and the learning environment .

Continued on Page 9
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Ca l l  a n d  Reser ve Tod a y  
Con t act :   Sharan Backus

      813 289-6600
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• 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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Book Corner
Continued from Page 7

Building Cultural Intelligence (CQ): Nine 
Megaskills
by Richard Bucher
Developing Diversity Consciousness: Nine 
Megaskills assists readers to become CEO's of  
their CQ skill development  rather than relying on 
others to take the init iat ive. Explores the bot tom 
line relevance of CQ. Mult iple means of  engage-
ment  tap into dif ferent  interests and ways of  
learning. There are a large number of helpful 
learning aids built  into each chapter. Pract ical, 
real-life applicat ions of  CQ. Assessment  ques-
t ions provide learner with feedback on those 
areas that  need the most  improvement . The book 
is highly interact ive and engaging. The learner 
becomes more intelligent  in terms of developing 
the ability to adj ust  to cultural dif ferences.

Self-Coaching Leadership: Simple Steps 
from Manager to Leader
by Angus McLeod
Generally,  leadership is about  inf luencing people 
to make big things happen. Management  
is a process of organizing people to get  
things done. They are dif ferent  skills,  
but  equally crit ical to success in today's 
workplace. The key is to know which 
approach works best  in each situat ion. 

Writ ten in a clear, simple style the book redefines 
and demyst if ies the j ourney to leadership. Angus 
McLeod's no-nonsense thinking, st raight forward 
approach and pract ical tools enable readers to 
more easily ident ify when a leader is needed - 
and coach themselves toward improved inf lu-
ence, performance and effect iveness.

The Theory and Practice of Training 
Revised Edit ion 
by Roger Buckley 
Firmly established as a comprehensive int roduc-
t ion on the topic, t his revised 5th Edit ion pro-
vides a wide-ranging out line of the maj or 
inst ruct ional and t raining concepts and their 
relat ionship to t raining in pract ice. The authors 
have expanded on informat ion relat ing to the 
t raining environment ,  equipment , st rategies,  
and the target  populat ion, and have included a 
completely new sect ion on ethics. Writ ten with 
the newcomer to the t raining funct ion in mind, it  
provides numerous real-life case studies to il lus-
t rate the theory. This book is as valuable to those 
who want  to put  their t raining experience into a 
coherent  context  as it  is to managers who need 

to understand the role t raining can play.
Daniel  T. Bloom 
Dist rict  Sales Manager - 
Tampa Bay, Gainesvil le and Tal lahassee 
Borders Group, Inc. 
EMail :dbloom@bordersgroupinc.com 

First Name Last Name Cerification Title Company

Jennifer Roberson Mercer Health & Benefit s

Paige Robinson HR Generalist Kforce Inc

Beth Timko Apria Healthcare

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

Raymond Dile PHR Senior VP Business Solut ions CoAdvantage

Khadeej a Morse SPHR SHP Senior Living Services, 
LLC

Eva Lockard HR Manager Gulf  Tile

Andrea Dagget t Ph.D Director, HR Logist ics Tech Data

John Colburn MBA Regional Manager PDS Technical Services

Paul Woodbury HR Coordinator Cemex

Charles O'Reilly HR Analyst Cemex

Felisha Dicks HR Manager Precision Communicat ions

Cynthia Duval Esq. At torney

New Members
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 Welcome to the New Reality
Cont inued from Page 4

innuendo in a workplace. Your friends may f ind it  
hilarious, but  unless all the people you work with 
are close friends you've known for years, leave it  
at  home, because someone is bound to be 
offended.

Rule #2:  Don't  make j okes about  people's appear-
ance. This is another emot ionally charged area, 
and whether you agree or not , j ust  don't  go there.

Rule#3: Avoid j okes about  religion, ethnic back-
ground, nat ionalit y, sexual orientat ion etc. unless 
it 's to j oke about  your own.

Rule#4: Avoid j okes about  bodily funct ions. The 
only except ion is if  you work in a healthcare or 
other set t ing where these j okes are necessary to 
maintain your sanity.

Surprise, surprise, these rules also conform 
to what  would be considered the guidelines for 
polit ically correct  humor, which essent ially are 
not  to make j okes about  people's sexuality,  
minorit ies, God, and, grossness. But  we're not  
talking polit ically correct , we're talking about  
achieving the four goals of healthy humor, which 
everyone can support .

So what 's lef t  to j oke about? Here are 
three safe areas:

#1: Yourself,  your f laws, neuroses and inade-
quacies. When you make these j okes, people 
are brought  closer to you because they can 
relate. And so far,  no one's ever been sued for 
j oking about  him or herself . 

#2: The situat ion you all face, i.e.,  the upcom-
ing merger,  the new reorganizat ion, the dif f i-
cult  customers you deal with,  etc.

#3: Personal characterist ics in areas of low 
ego-involvement . Though most  people are 
ext remely sensit ive about  appearance, they're 
much less invested in other aspects of them-
selves. For example, I don't  mind if  someone 
makes j okes about  my bad handwrit ing or the 
fact  that  I look t ired because I had to get  up at  
four in the morning to change a diaper.  Poking 
fun at  Peter because he'd rather ski than do 
paperwork, or Mary because she has a dist inc-
t ive laugh is relat ively safe to do, and commu-
nicates affect ion rather than disdain.

No quest ion, the realit y has changed. 
What  used to be okay in terms of humor isn't  
any more. Before it  was easy to get  a laugh 
by put t ing someone down. But  as we've 
seen, all this creates is negat ivit y.  However, 
this new realit y forces us to be more clever, 
creat ive, and considerate in the way we use 

humor. And I think that  most  people would like 
to think of themselves as clever, creat ive, and 
considerate, regardless of their views on polit i-
cal correctness.

For informat ion on David's product s, cont act  him 
direct ly at : (604) 205-9242 or Email :  david@psychoc-
omic.com 
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Of f icer s DI RECTORS

HRTampa proudly congratulates the individu-
als who have recent ly earned the prest igious PHR 
(Professional in Human Resources) 
and SPHR (Senior Professional in 
Human Resources) cert if icat ion

The PHR/ SPHR cert if icat ion, 
awarded by the Human Resource 
Cert if icat ion Inst it ute (HRCI),  signi-
f ies that  these HR professionals are 
commit ted to personal excellence 
and possess the theoret ical knowl-
edge and pract ical experience in 
human resource management  nec-
essary to pass a rigorous examina-
t ion demonst rat ing a mastery of 
the body of knowledge in the f ield. 

Newly Certified
Human Resource Professionals

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


