
By Annie C. Prosser, Senior Vice -President of HR, Envision Credit Union  

 

-Presidentõs Corner 

-Welcome New Members 

-ADA continued 

-Humor 

2 

-What is the SHRM  

Foundation? 

-Change the Role, Not the 

Person 

3 

-Managing Amid Economic 

Uncertainty 

4 

-Recertification 5 

-Executive Board &  

Committee Chairs 

6 

 

-Sponsors 
 

-Sponsorship Plans 

-Upcoming Meetings 

7 
 

 

 

8 

 

  

 

 

Americans With Disabilities Act: Big Changes in 2009  

to its original intent.  Under 

the new amendments, effec-

tive January 1, 2009, the de-

termination of whether a per-

son has an impairment that 

substantially limits a major 

life activity, a ñdisabilityò in 

the legal sense under the 

ADA, must be made, with a 

few exceptions, without re-

gard to the beneficial effects 

of a mitigating action, such as 

taking medication.  In addi-

tion, the amendments require 

that the disability only has to 

limit one major life activity. 

 
Continued on page 2 

Historically, those seeking 

protection from employment 

discrimination on the basis of 

their disability have been 

traveling down a challenging 

road. 

 

The promise of 1990ôs 

Americans with Disabilities 

Act (ADA) was dimmed a 

decade later by United States 

Supreme Court interpretations 

that made it extremely diffi-

cult for a person to prove they 

were ñdisabledò in a legal 

sense.  Supreme Court deci-

sions in 1999 and 2002 re-

duced a personôs ability to 

demonstrate that they were 

entitled to protections under 

the ADA.  While the ADA 

was designed to protect indi-

viduals with disabilities from 

employment discrimination, 

individuals who were no 

longer limited in their life 

functions through the use of 

medication or other mitigating 

actions frequently discovered 

they were not protected by the 

ADA. 

 

Now Congress has passed, 

and President Bush has 

signed, the Americans with 

Disabilities Act Amendments 

Act of 2008 ï a law that at-

tempts to restore ADA back 

Inside this issue:  

designation of FMLA leave. 

-If FMLA leave is not timely 

designated and the employee 

suffers harm, the employer 

may be liable. 

-Employers may contact an 

employee's health care pro-

vider without the employee's 

consent; while the employer 

does not have to utilize a 

health care provider to make 

contact, the employee's direct 

supervisor is prohibited from 

doing so. 

The DOL has created seven 

new optional forms. 

 

For the article in its entirety, 

please go to www.shrm-

emeraldcoast.org and click on 

FMLA Regulation Changes. 
 

 

   

New Year, New Regulations! Changes to the FMLA...  

 
The long-awaited, and much 

commented-on, changes to 

regulations governing the 

Family and Medical Leave 

Act (FMLA) were finalized 

and released by the Depart-

ment of Labor (DOL).  They 

are effective January 16, 

2009.  The regulations are, for 

the most part, not signifi-

cantly different than the pro-

posed rules that were issued 

earlier this year, except there 

are new rules concerning the 

expansion of the FMLA for 

military family members.  

Here's what you need to know 

about what's in the new final 

regulations that has been 

clarified or changed from the 

current regulations. 

  

Highlights 
-"Continuing treatment" and 

"periodic treatment" have 

 been defined for purposes of 

establishing a serious health 

condition. 

-"Qualifying exigency" has 

been defined. 

-Employees may be required 

to follow the employer's nor-

mal call-in policies for re-

questing leave. 

-Perfect attendance awards 

may be denied to employees 

who have taken FMLA leave. 

-An employee's performance 

of a light-duty assignment 

does not affect his/her right to 

FMLA leave and to job resto-

ration. 

-Employers have five days to 

notify employees of their eli-

gibility to take FMLA leave; 

employers also have five days 

to notify employees of the 
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Hope everyone got to spend some time 

with family and friends over the Holidays.  

I would like to say thanks for allowing me 

to be your President this year.  This 

should be a very exciting year for us and I 

am sure that the 2009 Board is up for the 

challenge of making this year great for 

our Emerald Coast Chapter. 

 

Our goals for 2009 will be to continue to 

grow our membership and have programs 

that are informative for our members.  I 

would like to see our classes at the One 

Stop continue and have more of our mem-

bers involved in teaching these classes.  

We started this program last year and it 

was well received and attended. 

Presidentõs Corner 
By Michele Burns  
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Americans With Disabilities Act continued 
While beneficial to the worker, these 

amendments will provide more certainty 

in the interpretation of the ADA for com-

panies, as well.  Not only will the amend-

ments make it easier for workers to estab-

lish they are disabled, but they will also 

improve a companyôs ability to determine 

whether they are dealing with a worker 

who is disabled, especially when the 

worker asks for an accommodation based 

on their impairment.  This provides for-

ward-thinking companies the opportunity 

to establish effective human resource 

management policies that facilitate dis-

abled workers. 

 

It is extremely important that human re-

source managers understand the signifi-

cance of these amendments.  To that end, 

the Florida Commission on Human Rela-

tions offers workshops and an annual 

Employment Law Conference to keep 

individuals informed of their rights and 

responsibilities under state and federal 

anti-discrimination laws.  By learning 

more about these important laws, busi-

ness owners and managers can avoid 

costly lawsuits, decreased productivity, 

and low employee morale. 

 

For more information about the Florida 

Commission on Human Relations, our 

upcoming Florida Employment Law Con-

ference or the trainings we offer, please 

visit our website at  

http://fchr.state.fl.us  

 

We will continue with having two lunch 

meetings this year along with two ½ day 

seminars and one night meeting.  Hope-

fully, by having a variety of meeting 

times, everyone will have the opportunity 

to attend some of our meetings.  Our 

Holiday meeting in December was great 

and some of our members won some 

great baskets put together by our own 

ñBasket Ladyò LaVonne Vasquez. 

 

This could be a year of changes for all of 

us as we wait and hope for our economy 

to turn around.  I think that it is more im-

portant than ever that we continue to net-

work and help each other through these 

times.  Unfortunately, some of our mem-

bers have already been affected with lay 

offs and plant closures. 

 

I hope everyone had a Happy New Year 

and I look forward to seeing you in Janu-

ary.  Please check out our website for the 

2009 schedule  

www.shrm-emeraldcoast.org. Invite 

someone you know to one of our meet-

ings. 

WELCOME  

NEW MEMBERS 
 

Karen Lord 

DRS C3 Systems, Inc. 

 

Wendy Demaray 

Liberty National Life 

 

Jodi Edwards-Boyd 

L-3 Communication 

 

Jerry McDaniel 

Workforce Dev. Board of 

Okaloosa & Walton Counties 

 

Michelle Schack 

City of DeFuniak Springs 

 

Tammy McDaniel 

Heritage Plantation 

 

Paige Perillard 

Tybrin Corp. 
 

 

HUMOR  

If a train station is where the 

train stops and a bus station is 

where the bus stops, what is a 

work station? 
 

From workjoke.com 

  Wisdom outweighs  

any wealth.                                                         

Sophocles  

http://fchr.state.fl.us/
http://shrm-emeraldcoast.org/index.htm


Page 3 Volume 22, Issue 1 

 

 

 

 

 

 

 

 

 

 

The SHRM Foundation is a 501(c)(3) non-

profit organizational affiliate of the Society 

for Human Resource Management 

(SHRM) founded in 1966. With assets of 

more than $9 million, the SHRM Founda-

tion promotes innovation, education, re-

search and the use of research-based 

knowledge. A volunteer board of HR prac-

titioners, academics and SHRM representa-

tives governs the Foundation. All contribu-

tions are tax deductible. 

 

Research  
The SHRM Foundation funds original rig-

orous academic research that advances the 

HR profession. The Foundation funded 

more than $560,000 in research grants in 

2007 and plans to fund another $750,000 

in projects during 2008. The brochure  

 

ñConnecting Research to HR Prac-

ticeò (available from the Foundation) pre-

sents highlights of recent research projects 

and explains how research ultimately im-

pacts HR practice. In 2007, the Foundation 

also completed a major research initiative 

to identify the top human capital chal-

lenges facing C-suite executives. To view 

the results of this project and to learn more 

about Foundation-funded research, visit 

www.shrm.org/foundation and select 

ñResearchò. 

 

Please feel free to contact me if you have 

any questions about SHRM Foundation or 

would like to make a personal contribution 

to the foundation. 

 

Michelle Anderson, SHRM Foundation 

Coordinator 

 

 

 

 

Weôve spent a lot of time and money 

on training sessions to increase diver-

sity awareness and a lot of people 

seem to respond well. Why donôt we 

see better bottom-line results from 

these programs? 

 

The goal of most diversity programs is 

to maximize diversity and inclusion in 

order to foster an improved work envi-

ronment. Some believe the absence of 

inclusion can be remedied by exposing 

people to the experiences and uniqueness 

of other people. The assumption is that 

this intervention will create a change in 

the individual, causing them to recognize 

the value that each person possesses, 

thereby resulting in a wider harmony and 

better relations. 

 

While it is true that knowledge of other 

peopleôs experiences will bring greater 

understanding and promote empathy 

between people who might otherwise not 

understand each other, there are two 

problems with this approach: First, 

changing people is extremely difficult. 

People donôt like to change and they 

particularly donôt like other people try-

ing to change them. Second, empathy is 

not enough. If a business is to function 

better, greater empathy is only going to 

help it get so far. 

 

If the goal is to change behavior, trying 

to change people is going too far, and 

will likely fail. But trying to make them 

more empathetic probably doesnôt go far 

enough. What is required is to change a 

personôs role rather than changing the 

person as a whole. The term role is not 

used to refer to an actorôs part, or a spe-

cific job. Role is used in a systemic 

sense. In a system, everyone is con-

nected. If someone alters their place in 

the systemðtheir roleðthey change 

their relationship to everyone else in the 

system. It is as if an invisible line con-

nects everyone to everyone else. If one 

person moves, everyone must adjust. 

 

 

 

Change the Role, Not the Person  
By James Borwick  

Some years ago, we worked with a 

company president who was a tyrant. 

He yelled, he screamed, he threatened, 

and intimidated everyone. One day, on 

his own initiative, he enrolled himself 

in an active listening course. Upon his 

return, and between his threats and put

-downs, he advised everyone that he 

had attended an active listening course 

and from now on he would be active 

listening. After the usual demand and 

command performance, he stopped 

short, pointed to the first person in 

front of him and said, ñIôm active lis-

tening. Speak!ò  And he sat and lis-

tened for the first time in the groupôs 

experience. He listened to what each 

person had to say, and he learned what 

was really happening in his company, 

and he was able to be a far better 

president than he had been. 
 

The president had not changed as a 

person. He was still a tyrant. But he 

had redefined his role by incorporating 

active listening as part of what he did, 

and his change in behavior affected 

everyone around him. In this case, 

listening brought new ideas and better 

collaboration. His change in role in-

evitably caused a change in relations, 

and that created new rules for working 

together. 

 

The goal of diversity is not to change 

people. That is a rare and difficult task 

at any time, and is certainly not the 

responsibility of organizations. The 

ultimate goal of diversity is to offer 

individuals the opportunity to redefine 

their roles and relations so that they 

can maximize their own abilities and 

skills and add their wit and wisdom to 

the corporate effort while maintaining 

their exclusive individuality. 

 
 

This article was originally published 

in the SHRM Diversity Newsletter,  

December 2008. 

What is the SHRM  

Foundation?  

 

http://www.shrm.org/foundation
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Managing Amid Economic Uncertainty  
By Liz Ryan  

When employees are distracted by loom-

ing foreclosures and fear of job loss, 

keep morale up by confronting their con-

cerns directly 

 

During the Internet bust a few years ago, 

I had lunch with a corporate HR leader. 

His company, a telecommunications 

giant, was in trouble. Every week, more 

layoffs were announced. People who 

could find better jobs were leaving in 

droves. 

 

I asked the HR fellow: "How are you 

dealing with employee morale?" "Oh, 

we don't think about morale," he chuck-

led. "We focus on Engagement with the 

Mission." I was astounded by his reply, 

and I could all but hear the capitalized 

"E" and "M" in the phrase. Lots of HR 

people talk about engagement, and they 

also talk about missions. These are good 

things to talk about when half the work-

force isn't in fear of losing jobs at any 

moment. How does one get engaged 

with the organization's lofty mission 

when one is preoccupied with job secu-

rity, the threat of missing a mortgage 

payment, or worse? 

 

"Isn't it tough to rally the troops around 

the mission when business conditions 

are so challenging?" I asked. I had just 

met a marketing director from this man's 

company the night before at a network-

ing event. "Yes, I took a job working for 

XYZ," she told me, mentioning her em-

ployer by name with a shudder. "Don't 

judge me for working there. I had to take 

the job. Any port in a storm." 

 

Hollow Ring 

That's how my lunchmate's company 

brand was being publicly trashed by its 

own new management hires. Yet he 

clung to the notion that Engagement 

with the Mission would prevail. "We just 

have to keep talking about it, to keep the 

Mission uppermost in employees' 

minds," he said. 

 

My lunch partner was wrong in thinking 

that the most important issue then was 

Mission instead of morale, and the same 

holds true now. When employees are 

distracted by zooming foreclosure rates, 

the cost of fuel, the threat of job loss, and 

other real-life concerns, our corporate mis-

sion is the last thing they want to hear 

about. We're foolish if we don't respond to 

our teams' fears directly. 

 

Like any issue that can suck time and men-

tal energy away from our work, employees' 

economic concerns are an elephant in the 

room. Job One is to address those concerns 

forthrightly, and often. We can't guarantee 

our employees a job for life, or even for 

the next 12 months. What we can and must 

do is level with them, with as much detail 

as possible, about what's happening in our 

firms and what the future appears to hold. 

We need to talk about orders in the pipe-

line, the state of our customers' business, 

the state of our competitors. We need to 

address the impact of the financial indus-

try's woes on our own business. If senior-

leadership teams aren't convening this 

week to craft an internal communications 

strategy dealing with these top-of-mind 

and scary issues, they're deluding them-

selves. 

 

When Basic Needs Are Threatened 

People won't stick to their knitting when 

their own and their families' stability and 

future are at risk. They can't. They should-

n't. Maslow's famous pyramid shows us 

why. Next year's new product launch is fun 

and exciting to think about when one's 

housing, health care, nourishment, and 

other basic needs are well in hand. When a 

person is worried about his ability to take 

care of basic needs, his attention to lesser 

mattersðthe new product launch being 

one exampleðgoes out the window. Who 

can blame him? 

 

Frequent and relevant employee communi-

cation is the name of the game during chal-

lenging economic times. And outbound 

communication is just half the battle. The 

other half is responding. 

 

For instance, employers who have been 

slow to accommodate employees' telecom-

muting requests should delay no more. All 

employers should be stretching their views 

of what constitutes a day's work right now, 

because fuel prices have increased employ-

ees' household expenses dramatically. If 

people can accomplish their work from 

home one day a week, this is the time to let 

them do it. If you've looked at the flex-

time and flex-place concepts all summer 

without acting, there's no more time for 

delay. 

 

Now is the time to listen to employees, and 

now is the time to act. 

 

The Whole Truth 

Nothing that we can invent to stimulate 

and reward employeesðnot a trip to Ha-

waii, not free flu shots, not even the prom-

ise of a hefty yearend bonusðcan allay the 

fears of personal disruption or catastrophe 

that preoccupy our teams. No fun promo-

tion, slogan, or contest that we dream up at 

a staff meeting will turn our teams' atten-

tion away from their instinctive fears for 

their own economic stabilityðnothing 

except plain, unvarnished truth. 

 

Now's the time to open the kimono and 

share the company's plans for the next 12 

or 18 months; now's the time to talk 

frankly about hard choices that must be 

made, about the leadership team's battle 

plan and the associated risks and opportu-

nities. "Just keep working, and we'll let 

you know if anything changes" will not cut 

it, not if we want people focused on their 

work instead of their plummeting home 

value and mutual funds. 

 

If ever there were a time to lose the corpo-

rate happy talk and be honest with employ-

ees, it's now. 

 

Employers who speak to what's real for 

their employeesðthe stock market, the 

firm's fortunes, and the cost of getting 

through the dayðwill earn the privilege of 

talking about Engagement and Missions 

months down the road. Those who insist 

on sticking to the party line may look back 

and see their efforts to avoid tough conver-

sations as an exercise in rearranging deck 

chairs on the Titanic.. 

 

This article was originally published on 

BusinessWeek.com. 
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Hospitality  

LaVonne Vasquez 
Hurlburt Field Airman & Family 
Readiness Center  

850-884-6280 

lavonne.vasquez@hurlburt.af.mil 

 

SHRM Liaison & Foundation  

Coordinator  

Michelle Anderson 

Jacobs - TEAS Group 

850-729-6165 

Michelle.Anderson.ctr@eglin.af.mil 

 

 

Weôre on the Web At  

http://shrm -emeraldcoast.org 

 

Website and By-Laws 

Sharon Adams, PHR 

Kelly Services 

850-664-7649 

adamssl@kellyservices.com 

 

 

Committee Chairs  
Accreditation & Education  

Robin Grobsmith, SPHR  

Jacobs - TEAS Group 

850-729-6117 

Robin.Grobsmith@eglin.af.mil 

 

Communications 

Ken Mallory 

MicroSystems, Inc. 

850-244-2332 

Kmallory@gomicrosystems.com 

 

Legislation 

Tami Manard, PHR 

Tybrin Corporation 

850-337-2572 

tami.manard@tybrin.com 

 

Newsletter 

Ester Molder 

University of West Florida  

850-833-3743 

emolder@uwf.edu 

 

Non-Dues Revenue 

Mike Carraway 

Fisher Brown Inc. 

850-654-6301 

mcarraway@itpays.com 

 

Workforce Readiness 

Lynndriette Rome, PHR 

The Boeing Company 

850-362-5763 

lynndriette.m.rome@boeing.com 

Executive Board  
President 

Michele Burns 

Kelly Services  

850-664-7649 

burnsme@kellyservices.com 

 

President-Elect 

Peggy Fountain, PHR 

DRS C3 Systems, Inc. 

850-302-3605 

pfountain@drs-C3.com 

 

Secretary 

Michelle Williams, SPHR 

Qualis Corporation 

850-729-6148 

michelle.williams.ctr@eglin.af.mil 

 

 

 

Treasurer & Membership 

Tina Eakes, PHR 

Cox Communications 

850-314-8175 

Tina.Eakes@cox.com 

 

Public Relations 

Kay Godwin, SPHR 
Okaloosa County Board of 
County Commissioners 

850-689-5870 

kgodwin@co.okaloosa.fl.us 

 

Diversity 

Carla Scott, PHR 

Tybrin Corporation 

850-337-2720 

carla.scott@tybrin.com 
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The Society for Human Resource Management 

Emerald Coast Chapter #459 

P.O. Box 5579 

Fort Walton Beach, FL 32549 

Email: info@shrm-emeraldcoast.org 
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2008 Sponsors 

 
 

Boys & Girls Clubs of the Emerald Coast 

AAA Insurance Agency 

White-Wilson Medical Center 

Air Force Enlisted Widows Foundation 

Workforce Connections 

Primerica 

Professional Health Examiners 

Fisher Brown, Inc. 

Coldwell Banker United, Realtors 

Superior Insurance Solutions 

Liberty National Insurance Company 

BAE Systems 

Thank You to our Sponsors 
 

 


