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Breakfast Meeting = 7:30 a.m..- 16 a.m. at The Center Club @ March 19th

The Strategic HR Coach

March 19th, 2008

7:30 AM10:00 AM
Centre Club
123 SWest Shore Blvd
Tampa, FL 33609

From leadersto line managers -- it seems
everyone brings their issues to Human
Resources for solutions, or better yet, let HR
handle it for them. The better solutions you
give, the more requests you get. But, solving
other peoples management problems not only
hinders your own productivity, our experience
shows it actually stifles the development of
your managers and ultimately prevents you
from being viewed as a strategic business part-
ner.

There is a better way. Away that estab-
lishes a new pattern of interaction, increases
your reputation as a trusted advisor who is hon-
est and insightful, elevates your conversations
to the more critical underlying issues, and
ensures the solution is their responsibility, not
yours.

Anne E. Doster will introduce you to:

* Your role and opportunity as a coach and
advisor ;

» The difference between consulting and
coaching and when to do which;

* How to transform your interactions from a
problem solver to a strategic advisor;

» Tips to enhance your coaching success,
including a successful coaching model .

Anne Doster, Ed.D

tives and conducting leadership development,
and competency-based training for managers,
supervisors, and employees. She has worked in
a broad range of industries: healthcare,
finance, technology, education and computer/
software training.

Development from North Carolina Sate Univer-
Sity.

Anne Doster is a nationally
recognized executive coach
and an authority on issues
related to change manage-
ment, team building and
effective communication.
She has over 17 years of
experience in devising
career development initia-

Anne holds a doctorate in Training and

Calling all SPONSORS

We sold out EARLY Last
Year! Hurry while the
booths are still availablel

HR Tampa Annual Expo Legal Conference
September 17th, 2008

We are now accepting Sponsors for
this event. Hurry to secure your
booth today!

Don’'t Miss Out

Contact Sharan Backus at (813) 289-6600 or
email sharan.backus@floridamoves.com
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Sponsorship Packages

2008 HR Tampa Expo and Legal Conference
A’ La Carte — Pavilion, Tampa, FL

September 17, 2008

(1) Platinum Sponsor - $3000(Early Bird 5/30/08 ) $2500
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One (1) booth in expo hall —in location of choice with banners
displayed if provided

Fve (5) minutes of microphone time from the podium at the
Main Lunch general session.

Sponsor of Lunch with company Table top signage
acknowmedgement

Four (4) full Conference Registrations including lunch

Logo in Tampa Tribune Conference advertiserment

Logo on all major HR Tampa Conference mailings

Logo displayed in on-site conference program

Logo displayed on dual screen set-up at beginning of all
general sessions

Full page ad in HR Tampa E-Newsletter

Description of company and products/services (up to 40 words)
included in on-site conference program

Sponsorship ribbons for four staff members

Ribbon identifying sponsorship level at booth

(2) Gold Sponsor - $2500 —(Early Bird 5/30/08) $2200

*
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One (1) booth in expo hall

Introductions of concurrent speakers and two minute company
announcements

One (1) general session announcement from HR Tampa officers
thanking company

Two (2) full Conference Registrations including lunch
Breakfast or afternoon Break Table Top signage
acknowledgement

Logo in Tampa Tribune Conference advertisement

Logo on all major HR Tampa Conference mailings

Logo displayed in on-site conference program

1/2 page ad in HR Tampa E-Newsletter

Description of company and products/services (up to 40 words)
included in on-site conference program

Sponsorship ribbons for two staff menbers

Ribbon identifying sponsorship level at booth

(2) Silver Sponsor - $1500 (Early Bird 5/30/08) $1200

One (1) boath in expo hall

One (1) general session announcement from HR Tampa
officers thanking company

Logo on all major HR Tarmpa Conference mailings

Logo displayed in on-site conference program

Description of company and products/services (up to 40 words)
included in on-site conference program

Post conference participant and vendor lists

Sponsorship ribbons for two staff members

Two conference Lunches provided

(20) Bronze Sponsor - $900(Early Bird 5/30/08%750)
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*

One (1) booth in expo hall

Business Card ad in on-site program

Description of company and products/services (up to 40 words)
included in on-site conference program

Post conference participant and vendor lists

Sponsorship ribbons for all staff members

Two conference Lunches provided

Deadlines
Early Bird Rates Expire after 5/30/08

All Sponsorship payments must be received by 7/15/08
Company 40 words must be submitted by 7/15/08 and must be in “Word”
Company Logo must be in Web-ready JPG (15 K max) and received by 7/15/08

Sponsorship Information, contact Sharan Backus (Coldwell Banker) 813-289-6600 or email:

sharan.backus@florida moves.com
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February Sponsor,
Work Net Pinellas
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Career Workshop and Expo...
3rd Annual Event for the Student Chapter

On April 19th the stu-
dent chapter will host
their Third annual Career
Workshop and Expo. The
event isthe student chap-
ters opportunity to pro-
mote the benefits of
membership, available
programs (such as the
mentor/ internship pro-
gram), and available net-
working opportunities.
The event, held at Devry University's Keller
Shool of Management, hosts break out ses-
sions, resume review, interview skills/ prac-
tice, vendor booths and a business panel
comprised.

The workshop is designed to assist student
chapter members and guest who are beginning
or fine tuning their job search campaign by
providing break out sessions with topics such
as "Building Your Job Search Campaign" and
"How to Market Me!" The resume review sta-
tion puts attendees one on one with HR Pro-
fessionals who provide guidance to create a
professional resume. After alittle resume
assistance, attendees have the opportunity to
brush up on their interview skillsin a mock
interview. Vendor booths are also a part of
thisannual event. Organizations participating

in this portion of the event are seeking candi-
datesto fill open positions or relay informa-
tion to attendees.

A highlight of the workshop isthe business
panel. The panel is comprised of Bay Area
business professionals in the fields of HR,
Management and Leadership. Panel members
share their experiences within their specific
industry and answer any questions attendees
may have.

The event will be held on :

April 19, 2008

at Devry University's Keller School of
Management

Registration begins at 8am, with no cost to
premium student chapter members. Attend-
ing chapter members and students (must show
a current class schedule or student ID) are $25
with pre-registration, $35 at the door.

Please contact Toni Mayros, Director of Col-
lege Relations at: tmayros@gmail.com.

New Members

First Name Last Name Cerification Title Company

Sherry Lemen PHR Employee Services Manager | University Comm. Hospital
Ana Swiger HR Manager Travelers of Florida

Ann Holmes

Belle Fobare

Renee Juergens

Joseph Seen CEBS ChFC| Vice President Aon Consulting

Anthony Adamo VP Corp.& Comm. Relations | Advantica Eye Care, Inc.
Lynette Kane




. ' 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 20087 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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Preparing Employers
for a Changing World

27 Mar 2008
8:30 AM 5:30 PM
Tampa Marriott W aterside
700 S. Florida Ave
Tampa, FL 33602

CONSTANGY

Brooks & Smitu, LLC
The Employers’ Law Firm, Bince 1946

Presented by

Horace Mann once said: “ Education, then, beyond &l other devices of human orign, isthe
great equdlizer of the conditions of men -- the balance-wheel of the socid machinery.” In our
ever-changing world of employment law, employers must continualy seek education and
training to prepare themselves to match wits with litigious employees, overzeaous regula-
tors, and union organizers. The Constangy, Brooks and Smith, LLC Labor & Employment
Lav Workshop is an interactive program for human resource professionals, managers and
supervisors, designed to prepare them for the challenges of a changing world.

W hether seeking knowledge on new rules on worker eligbility to work in this country, the
pitfalls of hiring and employee leave laws, technica payroll lavs, new benefits lavs, new ways
to prevent employees from stealing company secrets, or the keysto successfully deaingwith
an agng work force, this program will provide practica information which will be useful on a
day-to-day basis in deding with the changing world of employment law.

Included is breakfast, workshop manua, lunch, and a chance to learn about the most recent
developments in labor and employment law in the company of a group of dedicated and
highly motivated management labor attorneys.

Examples of the sessionsto be offered include:
No Hazing Involved--Next Generation Harassment and
Harassment Investigations

Senior Class--Addressing An Aging Workforce

Academic Probation--The 12 Most Common Employer
Mistakes

Studying Abroad--Immigration issues Update
Cutting Class--Managing Employee Attendance
Benefits Blackboard

Freshman Orientation--Best Practicesin Employment
and Pre-Employment




LEGI SLATI VE UPDATE

By David Steffen

What Changes are Ahead for the Fam-
ily and Medical Leave Act?

certifications following the expiration of the
original 15-day period. If the employee failed
to meet the 15-plus-7 day deadline,

In what could amount to some
significant changesto the Family and
Medical Leave Act, the United Sates |
Department of Labor recently issued
its long-promised proposed new reg-
ulations. While | have tried to sum-
marize some of the key points, it is
important to remember that these |
are merely proposed changes; there-
fore, |1 do not recommend modifying
your current FMLA policies at this
time. Rather, changes should be made once
the regulations are finalized.

Nonetheless, | thought it would be impor-
tant to discuss some of the proposed changes
now, asthe DOL is seeking comments on the
proposed regulations before they are finalized.
The following are some highlights of the pro-
posed changes:

GENERALLY

New Forms - The DOL has revamped the
employee |leave request notice and medical
certification forms. Among other things, the
proposed regulations explicitly provide that a
health care provider can include the
employee's (or family member's) diagnosis on
the medical certification.

New deadlines - The current regulations
require an employer to designate leave as
FMLA-covered within two business days of the
request, or of the time that the employer
receives enough information to know that the
leave is FMLA-qualifying. Under the proposed
regulations, this deadline would be expanded
to five business days. The proposed regula-
tions would maintain the current 15-day dead-
line for employeesto provide a medical
certification, but they would also
require employersto provide an addi-
tional seven calendar daysto cure
"incomplete” or "insufficient” medical

the employer would normally be
able to deny FMLA leave. Further,
the failure to return a medical cer-
tification within the 15-day dead-
line would normally permit
employersto deny the leave at the
expiration of the 15-day period.

COMMUNICATIONS WITH
EMPLOYEES

Designations of leave - The pro-
posed regulations would incorporate the
Supreme Court's decision in Ragsdale v. Wolver-
ine World Wide, Inc., which provides that
under normal circumstances employees do not
get a "windfall" of extra FMLA leave just
because the employer failed to designate their
leave properly. Under the proposed regula-
tions, such a "windfall" applies only if the
employee can show that he or she was actually
prejudiced by the failure to designate the
leave as being covered under the FMLA.

On a less positive note, the proposed regu-
lations would require the designation to
include the number of days and hoursthat had
been designated as FMLA-qualifying, and if
that information is not immediately available,
the employer would have to inform the
employee every 30 days that the leave had
been designated and the amount of FMLA time
that had been designated during that 30-day
period.

ABSENTEEISM

Attendance bonuses - One of the most dis-
liked aspects of the current regulations has
been its requirement that attendance bonuses
be provided to employees whose absences dur-
ing the relevant time period were
FMLA-covered. The proposed regula-
tions recognize the

Continued on Page 8




Legislation

negative impact that this has on the workplace,
and allows employers to deny attendance
bonuses, as well as other types of bonuses, to
employees who were out for FMLA-covered rea-
sons; however, there is a big catch - if the
employer pays attendance bonuses to employ-
ees who are absent for other reasons (including
vacation), then the employer must pay the
bonus to employees who are absent because of
FMLA leave.

Call-in procedures - The proposed regula-
tions specifically provide that employers may
lawfully require employees on FMLA leave to
use the employer's absence reporting proce-
dures and may be held accountable for failing to
do so. Thisis ambiguous in the current regula-
tions.

MEDICAL ISSUES

HIPAA clarification - The proposed regula-
tions provide some guidance on the interaction
of HIPAA privacy regulations and the FMLA, and
also provide that an employee seeking "serious
health condition" leave who refusesto provide a
HIPAA authorization to his health care provider
may be denied leave.

Medical certifications - In addition to
changing the medical certification form, the
proposed regulations would allow an employer
to provide with the certification form a listing
of the essential functions of the employee'sjob,
and to ask the health care provider to indicate
which specific essential functions the employee
cannot perform.

Light duty - On the negative side for
employers, the current regulations say that
time spent performing "voluntary” light duty
may be counted toward the employee's FMLA
entitlement. The proposed regulations elimi-
nate this provision, and the comment section
indicates that the DOL removed it deliberately.
Therefore, the "silence" of the proposed regula-
tions can be construed as meaning that this
option is no longer permitted.

Communication with health care provider.
The proposed regulations allow direct communi-
cation between employer and health care pro-
vider for this purpose, so long asthe employee
has provided a HIPAA authorization to the health
care provider. (And, as stated above, if the
employee refuses, the employer may lawfully
deny leave to the employee.) The employee
must also have been given the 15-plus-7 oppor-

tunity to cure any "incomplete" or "insufficient”
areas on the medical certification form before
the employer may communicate with the health
care provider.

Fitness for duty certifications -The current
regulations do not provide an employer with any
recourse if it questions whether an employee
with a fitness-for-duty certification is really
able to return to work safely. The proposed reg-
ulations are a slight improvement: they allow
the employer to require that the certification
address the employee's ability to perform the
essential functions of hisor her job (aslong as
the essential functions were provided to the
employee with the original FMLA notice), and
the employer is permitted to communicate
directly with the health care provider to
"authenticate" or "clarify" the certification. In
the case of an employee on intermittent or
reduced-schedule leave, the employer may
require fitness-for-duty certifications as fre-
guently as every 30 days "if reasonable safety
concerns exist regarding the employee's ability
to perform his or her duties," based on the con-
dition that created the need for leave. Like the
current regulations, the proposed regulations
would not allow second or third opinions with
respect to fitness-for-duty certifications.

MISCELLANEOUS

Intermittent/reduced schedule leave -
temporary reassignment - The proposed regu-
lations clarify an ambiguity in the current regu-
lations, clearly providing that the "temporary
reassignment” option applies only to employees
on intermittent or reduced schedule leave that
is foreseeable due to planned medical treat-
ment. In other words, employers may not use
the "temporary reassignment” option with
employees who have unscheduled, unforesee-
able absences. Thisis a negative for employers,
but the DOL has invited comment. Employers
are encouraged to ask the DOL to allow the
"temporary reassignment"” option in cases of
intermittent leave due to unscheduled,
unforeseeable absences at least where regu-
lar, reliable attendance is critical to the
employee's position.

USERRA - The proposed regulations have
added provisionsreflecting the existing law that
employees who are away from work because of
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reservist or National Guard duty are entitled to
be credited with time that they would have
worked for the employer but for such duty, for
purposes of meeting the 12-month, 1250-hour
requirement for FMLA eligibility. (NOTE - this
provision is not to be confused with the new
"military" FMLA provisions enacted in the NDAA,
which are discussed below.)

REQUEST FOR COMMENT ON "MILITARY
FMLA" PROVISIONS

The DOL also requested comment on virtu-
ally every aspect of the new "military" FMLA
leave recently authorized under the National
Defense Authorization Act. The DOL does not
know what a "qualifying exigency" should be.
That is understandable, because the NDAA pro-
vides that the DOL should define "qualifying exi-
gency" and that those provisions will not take
effect until it does. But the provisionsrelating
to leave for a service member's "serious injury
or illness" were effective immediately, and the
DOL admits that it does not know whether this
26 weeks is a one-time entitlement, or a once-
every-12-months' entitlement. Therefore, the
potential confusion that may exist under the
"Military FMLA" provisions will require careful
attention to detail to ensure that employers are
complying with its provisions.

While the "military" FMLA leave issue is
unresolved, employers should try in good faith
to address such requests asthey arise, but make
sure that their communications are carefully
crated to ensure compliance with the ambigu-
ities with military leave. In fact, employers
may want to consider drafting a "model memo-
randum" that can be provided to employees.
(Should you be interested in a model policy,
please give me a call and | willb e glad to work
with you on putting one together.) This memo
should briefly explain "serious injury or illness"
and "qualifying exigency" leave and says that
the employer is awaiting more guidance from
the government, but the company will address
requestsfor such leave on a case-by-case basis.

While the proposed regulations are just
that, the potential changescould be significant.
Therefore, if you would like to submit a com-
ment on the regulations | encourage you to do
so. Asalways, if you have a question about this
article or anything | have written in the past,
please feel free to ask me at the next chapter
meeting.
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NEWLY CERTIFIED HUMAN
RESOURCE PROFESSIONALS

HRTampa proudly congratulatesthe following
individuals who have recently earned the presti-
gious PHR (Professional in Human Resources) and
SPHR (Senior Professional in Human Resources)
certification:

@ PredictiveResults

CEO'sreport in survey after survey that their
top two problems are hiring and leadership.
They tell usthat the key to hiring is the ability
to see into the future and project how a candi-
date will perform in a wide range of situations.
They tell usthat the key to leadership isthe
ability to give leadersthe insight to be able to
motivate each employee to do their very best.
For the last 50 years we have accomplished
these two goals. Smply put, we help companies
hire the right people and motivate them to their
best through the insight gained in the Predictive
Index (Pl)Assessment. Our clientstell usthat no
other tool has given them the measurable
results that Pl does. Whether it is driving sales
up or turnover down, increasing employee satis-
faction or reducing errors, Pl is a proven leader.

Te be effective, we require the support of
proactive HR professionals who can help us
develop programs that are targeted to their
company's needs. If you would like to see if Pl
can help your organization, ask us for a free
demonstration. Only by working together can we
truly find the solution that will accomplish your
goals. We can be reached at 904-269-2299 or

Ivonne Acevedo, PHR
Dujhe Colaso, SPH R
Esperanzo Urrego, SPHR

The PHR/ SPHR certification, awarded by the

Human Resource Certification Institute (HRCI),
signifies that these HR professionals are commit-
ted to personal excellence and possess the theo-
retical knowledge and practical experience in
human resource man-

agement necessary to

pass a rigorous exami-

nation demonstrating

a mastery of the body

of knowledge in the

field.

steve@predictiveresults.com.

7Off icers

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

Sharan Backus, CRP, GMS
(818)289-6600

sharan.backus@floridam-
oves.com

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

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

Greg Aarons
(813)259-8234
gpaarons2@mac.com

DI RECTORS

Ignacio Garcia

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

Karen Drummond, SPHR
(727) 561-4000 x5612

kdrummond@mercuryinsur-
ance.com

Patricia Gaudin, SPHR
(813) 258-0293
pgaudin@scicompanies.com

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

Jill Conklin, PHR
(813) 207-857
jconklin@advantec-hr.com

Rebecca Lukban, PHR
(813) 864-8273
RLukban@OasisAdvantage.com

Michele Lembo

(813) 781-0295
mlembo@execustay-main-
sail.com

David Steffan, JD
(813) 222-1353
dsteffen@constangy.com

Sharon Marsh, SPHR
(813) 267-9488
SharonMatlock@ss-electric.com

Debbie Dube
(813) 246-4999 x4387
ddube@lazydays.com

Toni Mayros
(727) 534-4955
tmayros@gmail.com

Alina Diaz
(813) 259-7188
adiaz@tampatrib.com

Cheryl Brown, PHR
(813) 830-5520
cherylbrown@metropcs.com
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