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SEXUAL HARASSMENT

Your pictures are ready!
More workplace harassment

Years ago, certain pubescent schoolboys would place mir-
rors on the tips of their shoes, hoping to catch a fleeting glimpse
under the dresses of their classmates. Fast-forward to 2005,
and the schoolboy has gotten older, and the little mirror on the
shoe has been replaced with the digital camera. Recently, a south
Florida company faced a situation in which one of its employees
obtained “upskirt” footage of his co-workers. In the lawsuit that
ensued, the company found out that the pendlties for not

squelching the teasing and taunts that arose from the incident
can be harsh.

The glimpses

Ocwen Financial Corporation and Ocwen Federal
Bank (collectively, “Ocwen”) operated offices in Palm
Beach County. One of Ocwen’s employees, Ronald Min-
nis, Jr., apparently went to some length to obtain covert
footage of his female co-workers. He placed cameras
around the office so he could get “upskirt” footage. One of
the cameras was placed under a mail desk where female
workers frequently sat. There were even rumors of him
climbing up into the crawlspace over the women’s bath-
room and shooting footage.

While some employees may have suspected that
something was amiss with Minnis, the true nature of his
activities was unknown until he was arrested outside a
woman’s apartment. At the time, police confiscated his
video camera after they discovered what appeared to be
inappropriate footage of at least two of his co-workers,
Patty Kidder and Katherine Dean. When questioned, he
admitted to obtaining the footage without the women’s
knowledge and then selling it to one or more porno-
graphic websites. The police informed Ocwen, Kidder,
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and Dean of their discovery, and the company promptly
fired Minnis.

The guffaws

Not surprisingly, word spread around the Ocwen of-
fices about Minnis’ activities. More important, word
spread that the footage of Kidder and Dean was floating
around the Internet. Ocwen employees began to tease the
two women about the incident and gave them nicknames
such as “Patti Porn Star” and “Internet Queen.” Col-
leagues asked them how to find the footage online, and
they were even subjected to jokes about how they should
get under male employees’ desks.
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In February 2000, Kidder and Dean filed suit against
Ocwen, alleging that it engaged in sexual harassment, per-
mitted a hostile work environment, and retaliated against
them (Kidder was fired after she filed suit). After five years
in litigation, the suit went to trial, and both Kidder and
Dean were victorious. The jury found that Ocwen was
negligent in its supervision of Minnis, had invaded the
women’s privacy, and had violated the Florida Civil Rights
Act and the Florida Whistleblower Act. The jury awarded
each woman $1 million for “pain and suffering, mental an-
guish, or loss of capacity for the enjoyment of life.” Dean
was awarded an additional $55,000 for lost wages.

The gist

Clearly, while you can take steps to minimize the risk
of delicate situations like this, sometimes a determined —
albeit somewhat deviant — employee such as Minnis may
succeed in violating company rules or policies to the detri-
ment of other employees. The lesson in this case concerns
how you deal with the situations that slip through. If
Ocwen had taken and documented active steps to address
Kidder and Dean’s situation (e.g., disciplining employees
who engaged in the teasing and other inappropriate be-
havior), the results may have been different. In fact, if it
had joined the women in the “fight” against the inappro-
priate teasing, the lawsuit may have been avoided alto-
gether.

Weh  You're either with
Alert us or against us

Our website, HRhero.com, gives you the latest
national news in employment law. Go to www.
HRhero.com/news to read:

e “Feeling free to fire political opponents” — A
road foreman’s claim that he was fired because
he wasn’t of the same political persuasion as the
county judge gets driven out of court.

e “Court tires of Michelin’s refusal to wheel and
deal” — An employer faces liability because it
didn’t adequately work with a disabled employee
to find a reasonable accommodation.

e  “No, Virginia, white-collar exemptions aren’t
the only FLSA exemptions” — A delivery driv-
er fails to outrun the FLSA’s motor carrier ex-
emption.

®  “You can use statistics to prove almost any-
thing” — A federal appellate court says that
even though a statistician’s facts might be shaky,
it’s up to a jury to decide their validity. O

At the end of the day, the old adage “the more things
change the more they stay the same” is true. As the princi-
pals of those pubescent boys knew in days gone by, while
the boys needed punishing, the victims needed to know
they had an ally in their corner. That effort to empathize
and protect soothed hurt feelings then — and it still can
today.

Find out more about sexual harassment in the subscribers’
area of HRhero.com, the website for Flovida Employment Law
Letter. You have access to two HR Executive Special Reports
on the subject: “Workplace Harassment Trail Guide: Avoiding
the Avalanche Zone” and “A Supervisor’s Guide to Preventing
Sexual Harassment.” Just log in and scroll down to the link for
all the Special Report titles. Lost your password? Call customer
service at (800) 274-6774. O

CHILD LABOR

EEOC turns its attention to

harassment of teen workers

When the Equal Employment Opportunity Commission
(EEOC) announced late last year that it was launching a new
initiative to address workplace discrimination against teenage
workers, few would have guessed how much attention the
agency was planning to give the issue. But it turns out that the
agency takes the issue very seriously indeed.

In its efforts to “ensure that every teen’s first work experi-
ence is a positive one,” the EEOC has devoted a substantial
amount of time and energy to reaching and educating the na-
tion’s four million teen workers about their rights under the equal
employment opportunity laws. But beyond that, the agency is
also diligently pursuing and settling claims against employers
that commit or tolerate discrimination against and harassment
of teen workers. Let’s take a look at the agency’s efforts in that
regard and what you can learn from them.

Youth@Work initiative

Last September, the EEOC announced that it was em-
barking on an “unprecedented” national outreach and ed-
ucation campaign designed to proactively prevent discrim-
ination against teenage workers. The agency says that it’s
taking that action in response to an alarming trend of in-
creased sexual harassment and discrimination against
teenage workers.

Dubbed the Youth@Work initiative, the program has
multiple goals. First, it’s intended to help young workers
understand that they’re entitled to the same legal protec-
tions as anyone else in the workplace — namely, that they
shouldn’t be subjected to harassment or discrimination be-
cause of their sex or other protected characteristics, such
as race, religion, national origin, or disability. Along with
that, the program aims to teach young people what to do
in the event they're subjected to workplace discrimination
or harassment.
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The agency’s outreach efforts include a new website
(www.youth.eeoc.gov) dedicated to educating young
workers about their workplace rights and responsibilities
and dozens of events for high-school students and youth
organizations. One of the most novel events to date has
been an EEOC press conference for which the only in-
vitees were student journalists from high-school news-
papers. In addition, the Youth@Work website offers
many tools to educate teen workers, including explana-
tions and examples of the different types of job discrimi-
nation they may encounter and strategies they can use
to prevent and, if necessary, respond to such discrimina-
tion.

Finally, the program looks to employers to take affir-
mative steps to prevent and proactively address harass-
ment and discrimination against teens. Among other
steps, the agency is looking to forge partnerships with busi-
ness leaders, human resources groups, and industry trade
associations (such as the National Restaurant Associa-
tion) to explore the workplace trends and challenges af-

fecting young workers.

Increased enforcement efforts
The EEOCs efforts to address teen harass-

ment and discrimination don’t end there,
though. The agency is also putting its money
where its mouth is (so to speak) by going after
companies that allow such discriminatory
practices. In two of its highest-profile lawsuits
to date, the EEOC recently sued McDonald’s
restaurants in Arizona and New Mexico for
sexual harassment and/or retaliation against
teenage employees.

Both lawsuits allege harassment in the
form of inappropriate touching and vulgar
comments. In the Arizona lawsuit, the agency alleges
that young female workers at a McDonald’s in Cordes
Junction were sexually harassed by a male assistant man-
ager and that management took no appropriate action to
correct the situation in response to the employees’ com-
plaints. In the New Mexico lawsuit, the EEOC claims
that teenage boys at an Albuquerque McDonald’s were
subjected to same-sex harassment by a male supervisor
and that one of them was retaliated against for opposing
the harassment.

In addition, the agency has recently entered into
substantial settlements of several other lawsuits involv-
ing harassment or discrimination against teen workers.
Settlements with two restaurants in the Tampa, Florida,
area obligate the restaurants to pay $525,000 in mone-
tary relief as well as to undertake extensive remedial mea-
sures, including long-term monitoring of their progress
by the EEOC. Similarly, the agency settled a lawsuit
against a St. Louis, Missouri, Burger King franchise for
$400,000 plus remedial relief.
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whatever
changes are
necessary to
protect these
new members of

the workforce.

Bottom line

If you employ young workers, you would do well to
take note of the EEOC’s Youth@Work initiative and the
recent lawsuits over teen harassment. As the agency has
pointed out, although discrimination can happen to work-
ers of any age, young people are particularly vulnerable.
For example, offenders often single out teen workers for
harassment because they think they won’t know enough
about their rights to object or complain to higher-ups. In
addition, often the perpetrators of harassment or discrimi-
nation don’t know any better themselves — since those
who are supervising young workers often are also young
and inexperienced.

In short, you can make improvements to your harass-
ment policies and procedures not only by studying the
EEOC’s outreach materials but also by studying the settle-
ments the agency has entered into with other employers.
In fact, the agency says that one of its goals in publicizing
the settlements is for other employers to learn from the
mistakes made by the companies involved.

Primarily, the agency hopes that em-
ployers will put in place preventive mea-
sures to ensure that employees don’t have to
endure the type of harassment the young
people in those cases were subjected to. Pre-
ventive measures could include:

O conducting annual training on Title VII
of the Civil Rights Act of 1964 for em-
ployees with an emphasis on sexual ha-
rassment;

00 conducting extensive sexual harassment
training for management personnel;

O revising sexual harassment policies and
procedures and distributing them to all employees;

0 posting a large laminated poster expressing the com-
pany’s commitment to complying with — and ex-
plaining how employees can obtain more information
about their rights under — federal antidiscrimination
laws;

0 prominently posting an 800-number hot line for re-
porting harassment throughout the organization; and

O diligently enforcing harassment and discrimination
policies and responding promptly and effectively to
complaints.

In short, the EEOC seems to be placing a higher
burden on employers to prevent and respond to harass-
ment of teen workers. If you employ young workers, it’s a
good idea to turn the same critical eye on your own prac-
tices and policies and make whatever changes are neces-
sary to protect these vulnerable new members of the
workforce. O
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FAMILY AND MEDICAL LEAVE

Are you computing

FMLA leave correctly?

As an HR professional, you already know that if your
company is covered by the Family and Medical Leave Act
(FMLA), your employees can take up to 12 weeks of FMLA
leave in a year. You even understand that one of the four ways
to determine what makes up a “12-month period” is the
“rolling” method. But do you know how to calculate the year if
your company has chosen that method?

While most would answer yes, many employers (and even
— gasp — some legal practitioners) don't really know. Take
the following situation: Tom is out on 12 weeks of FMLA leave
that began January 1. As aresult, he doesn’t come back to work
until April. The following December, he asks for 12 more weeks
of FMLA leave starting January 1. Your first reaction is likely
to look at him incredulously. Your second reaction may even be
to think or, worse yet, say: “Who does this guy think he is? He’s
only been back to work for eight months, and he’s asking for
three more months off?” Contrary to the initial reaction, under
the rolling method, Tom’s request is proper, and he’s entitled to
the 12 weeks starting January 1. The remainder of this article
explains why that's true.

The regs

Among other things, 29 CFR 825.200(b) outlines the
four ways to establish a “12-month period” for purposes of
FMLA leave. The fourth — and arguably the most com-
monly used — method is the “rolling” method. The regu-
lation defines that method as a “12-month period mea-
sured backward from the date an employee uses any FMLA
leave.” Since the drafters apparently recognized the defini-
tion lacked clarity, they kindly included a hypothetical ex-
ample of the rolling method in use:

Under . . . the “rolling” 12-month period, each
time an employee takes FMLA leave, the remain-
ing leave entitlement would be any balance of the
12 weeks which has not been used during the im-
mediately preceding 12 months. For example, if
an employee has taken eight weeks of leave dur-
ing the past 12 months, an additional four weeks
of leave could be taken. If an employee used four
weeks beginning February 1, 1994, four weeks be-
ginning June 1, 1994, and four weeks beginning
December 1, 1994, the employee would not be
entitled to any additional leave until February 1,
1995. However, beginning on February 1, 1995,
the employee would be entitled to four weeks of
leave, on June 1 the employee would be entitled
to an additional four weeks, etc.

The roll

Even with that example, many still aren’t clear on ex-
actly how the rolling method works. The best way to come

4

to grips with the process is to picture a conveyor belt and
blocks. The conveyor belt rotates so slowly that it takes a
whole year for a block that was put on the front of it to
reach the end. As the belt rolls over at the end, the block

falls off into a bucket located underneath. Got the picture?
Good.

OK, here’s how it works. The belt represents the pas-
sage of time, and the blocks represent days. An employee
is given only enough blocks to amount to 12 weeks. When
the employee takes time off (whether it be one day, a week,
or a month), the corresponding number of blocks is taken
out of the bucket and stacked vertically in one tall column
onto the front of the belt. The employee can keep taking
FMLA leave time until all of his blocks are out of the
bucket and in stacks on top of the conveyor belt. Once all
the blocks are on the belt, the employee can’t take any
more FMLA time until the first column of blocks falls off
of the belt into the bucket.

Using the above example from § 825.200, if the em-
ployee took four weeks of FMLA leave beginning February
1, 1994, that four-week stack of blocks on the conveyor
would fall into the bucket on February 1, 1995. So as of
February 1, 1995, the employee could begin taking some
or all of the four weeks of FMLA time. If he took all of the
four weeks at that time, the bucket would again be empty.
Thus, he couldn’t take any more time until the next stack

of blocks fell off the conveyor into the bucket (i.e., June 1,
1995).

The result

When an employee takes FMLA leave, he becomes
eligible for more leave on the anniversary of the day the
first leave began. In the example with Tom that began
this article, Tom began 12 weeks of leave on January 1.
Thus, he became eligible for 12 more weeks of leave on
the following January 1. Intuitively, it seems like Tom is
getting more than 12 weeks off in a year. You must keep
in mind, however, that the date the leave is approved
isn’t the date the leave is actually taken. Picture the con-
veyor belt again. While an entire stack of blocks is put
onto the belt the day the leave commenced, the days —
except for the first one — weren’t actually taken until
sometime thereafter.

The key to the “rolling” method is to focus on the
total amount of leave in any one 12-month period. While
it may seem confusing at first, the conveyor-belt method
can be used to visualize the process. After some time, the
rolling method will become second nature and the con-
veyor illustration won’t be needed. Until then, the illus-
tration can help you avoid calculation mistakes that often
lead to improper denial of FMLA leave (and the liability
that comes with those denials). O
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UNIONS

Appropriate employee
groups to avoid union
organizing activity

On February 25, workers at a Wal-Mart Tire and Lube
Express voted 17-1 against union representation. The
union would have been the first one inside any Wal-Mart
store in the United States, according to the Associated
Press.

One of the key steps your company can take to avoid
union representation and to position yourself in the event of
union activity is to examine whether unions would be suc-
cessful in “carving out” separate employee units in your fa-
cilities. For years, unions have found that they’re more suc-
cessful in organizing a smaller unit of employees. If unions
have only 30 percent of the employees in “an appropriate
unit” indicating they want to have a vote, the National
Labor Relations Board will hold an election. For example,
unions recently have been trying to carve out separate units
of truck drivers, quality-control department employees, and
other smaller units within a company. There are many steps
you can take in advance of union activity to defend against
unions carving out small groups of employees. O

EMPLOYEE NOTICE

New poster now required
in your workplace:
The clock is ticking

As of March 10, 2005, you needed to be in compli-
ance with the Veterans Benefits Improvement Act of
2004, which requires you to post a new notice of veterans’
“rights, benefits, and obligations under the Uniformed
Services Employment and Reemployment Rights Act of

Briely Minimum
Specking  wage increase

As of May 2, 2005, Florida employers must pay
a minimum wage of $6.15 per hour to qualifying
employees. Florida constitutional law now requires
the state’s Agency for Workforce Innovation to es-
tablish a new annual minimum wage based on
changes in the consumer price index. Any changes
in minimum wage will take effect on January 1 of
the following year. The Fair Labor Standards Act
defines employee eligibility requirements and guide-
lines for Florida minimum wage law. O
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1994.” You're required to post the notice in a workplace
area that’s normally used for employee notification.

The U.S. Department of Labor (DOL) is required by
law to provide you with the text of the notice to be posted.
You can visit the DOLs website, www.dol.gov/vets, to ac-
cess a copy of the new DOL poster.

In addition to the new poster, the law increases the
maximum period employees in the uniformed services
have to continue participation in your health care plan.
Employees who were absent because of military service
now have 24 months of continuation coverage in your
health care plan. O

DEFAMATION

When can you use
invited defamation as
defense to employee’s firing?

When employees are fired, sometimes they want to do any-
thing they can to “get back.” One option can be a suit claiming
that they were “slandered” by their employer. Slander is an oral
statement that degrades a person’s character or reputation. Libel
occurs when the degrading statements are put in writing. Here's
what happened when one Florida employee recently claimed
that slanderous statements were made during his discharge.

Facts

Garvey Charles accused his employer, the Florida De-
partment of Children and Families (DCF), and his former
supervisor, Iris Robinson-Griffin, of defamation when he
was fired for his “criminal lifestyle.” He was notified of his
firing in writing and, in accordance with department pol-
icy, was advised of it in a private meeting with Robinson-
Griffin and Stephen Faroni, Robinson-Griffin’s supervisor.

After Charles repeatedly asked why he was being dis-
missed, Robinson-Griffin responded that he was being
fired because of his “criminal lifestyle.” He denied that was
true and accused the supervisor of defamation. He claimed
“that she made the remark with express malice or im-
proper purpose.” The trial court disagreed and ruled in

favor of the DCE Charles then appealed.

Court’s decision

The appellate court upheld the trial court and ruled
for the DCE, finding that the invited defamation defense ap-
plied since Charles repeatedly asked his employer for the
reason he was being fired. The court held that his request
that the DCF explain the reasons for his firing constituted
a complete defense to defamation. The appellate court
looked to prior cases that held that defamation wasn’t ac-
tionable if the person charging slander or defamation “in-
vited” the communication underlying his claim. Charles v.

State of Florida Department of Children and Families District
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Nine and Iris Robinson-Griffin, Case No. 4D04-1110 (Fla.
4th DCA, February 9, 2005).

Legal conclusion

When an employee “invites” defamation by request-
ing specific reasons for his firing, your response constitutes
a complete defense to a defamation action by the em-
ployee. For example, let’s say that a schoolteacher is fired
at a school board meeting. In the presence of a newspaper
reporter, the teacher asks the board for the reason he’s
being fired, and the reporter publishes the information.
Because the teacher asked you for the reason, you would
have a complete defense to a defamation lawsuit. But re-
gardless of this defense, it’s still best to tell only those who
have a “need to know.” O

INTERNET RESOURCES

What's new on the
menu for employers
at Employ Florida?
by Lucia Fishburne

Employ Florida, the affiliate network that links all of
Flovida’s state and local workforce resources to each other for
easy access, has a brand new tool for employers and job seckers
— the Employ Florida Marketplace. In addition to using the
nearly 100 one-stop centers with physical locations throughout
Florida, now you can find and access many of Employ Florida’s
services virtually anywhere using the Employ Florida Market-
place.

What’s Employ Florida?

Employ Florida was created in response to the need
for a single entry point for Florida’s workforce system. The
Employ Florida state partners are Workforce Florida, the
state policy and oversight board, and the Agency for

Dynamic new audio seminars keep you

Workforce Innovation, the state agency that administers
workforce funds. At the local level, there are 24 regional
workforce boards that administer nearly 100 one-stop serv-
ice centers. Together, those state and local organizations
represent the Employ Florida network of workforce serv-
ices and resources.

What’s the Employ Florida Marketplace?

The Employ Florida Marketplace is a powerful online
labor market exchange tool specifically designed for em-
ployers, job seekers, students, training providers, workforce
customer service representatives and professionals, and
others seeking benefits and services. It’s considered an-
other component of the Employ Florida network of work-
force services and resources. The marketplace provides fast
access to a complete set of employment tools in one web-
site. The system is designed to be comfortable for every-
one, even those with little computer experience.

You will find the following features helpful. You can:

e define skills and post job orders to find potential can-
didates;

e research labor market information on salaries and eco-
nomic data;

e set up a virtual recruiter search agent to automatically
find candidates within the system that match the job
skills of the job order; and

e communicate with job seekers, workforce customer
service representatives, training providers, and others
within the system e-mail and message center.

Features allow job seekers and students within the sys-
tem to:

® use a professional format to create and send resumes
and cover letters to employers;

e assess job skills, set goals, and research training
providers;

® review available jobs and apply online;

L gy

comfortably compliant with workplace laws.

Live audio seminar April 14.
“Unintentional Discrimination:

Don’t Let It Happen in Your Workplace”
Presented by John B. Phillips, Jr.
You know you can't discriminate based
on factors such as race and gender.
But can you unintentionally discriminate
...and be held legally accountable?
Absolutely. Learn how to protect your
organization. Register by April 14.

Live audio seminar March 24.
“Whistleblowing:

What You NOW Must Know”
Presented by John B. Phillips, Jr.
Discover how the law distinguishes
between a whistleblower and a

Live audio seminar March 22.
“How to Conduct Internal
Investigations”

Presented by Al Vreeland

and Ralph Q. Summerford

A nationally acclaimed attorney and
forensic fraud examiner reveal — step | troublemaker — and exactly what your |  with sexual harassment charges. Get

Live audio seminar April 7.
“Sexual Harassment: What Your
Supervisors MUST Know”
Presented by John B. Phillips, Jr.
Statistics show that supervisors are
the employees most likely to get hit

by step — how to conduct an effective, | legal responsibilities are concerning
legal investigation — without making both. Register by March 24.
things worse. Register by March 22.

clear, comprehensive guidance for
handling this explosive issue.
Register by April 7.

To register for live audio seminars — or to receive CD presentations of any seminar — call toll-free (800) 274-6774
(please mention code J606) or visit http://www.HRhero.com/audio
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® et up a virtual recruiter search agent to automatically
review job postings and notify individuals of jobs that
match their skills;

e track job-search efforts and resumes sent in a personal
profile folder online;

® learn about services and benefits for which a job
seeker may be eligible;

® determine a budget and plan for training;

e research regional labor market information such as
salaries; and

e use the e-mail/message center to contact employers
and workforce customer service representatives.

In addition to quickly accessing those new employ-
ment tools, you can still use the Employ Florida website
and toll-free phone number to locate state and local serv-
ices and resources throughout Florida.

Employer assistance from state partners

Although most of Florida’s workforce resources for
employers are accessed through local workforce boards and
one-stops, the state policy board, Workforce
Florida, offers two popular employer-specific

customized training programs to help with L ocal

business expansion and/or retraining the
workforce:

O The Quick Response Training Program
provides grant funding for customized
training for new or expanding businesses
that produce an exportable product or
service. The companies must be creating

fare transition, unemployment compensation, and work-
force information. The agency houses the Office of Labor
Market Statistics and serves as the designated census data
center for Florida. The agency also includes the Office of
Early Learning, which administers the state’s voluntary
prekindergarten program and the state’s school readiness
programs.

Employer assistance from local affiliates

Florida’s workforce system is designed to be locally
controlled by 24 business-led regional workforce boards.
That means that local priorities drive local services and re-
sources. You can use the Employ Florida website to locate
your local affiliates and contact them directly to learn
about the specific resources available. Generally, busi-
nesses can get assistance at the local level with:

e employee recruitment services;

e applicant prescreening and job referrals;
® recruitment and retention services;

e employee skills information and services;

e identification of and access to local and
state incentives;

e labor market analysis and information;

priorities and
drive local
services and
resources.

e rapid-response services in the event of a
ramp up or reduction in the workforce.

All of Florida’s state and local workforce
solutions, including the new Employ Florida

full-time, high-quality jobs requiring
specialized training that isn’t available in the local
community. Priority is given to businesses in targeted
industries and in distressed urban and rural areas of
Florida. Through this customer-driven program,
Florida is able to effectively retain and attract busi-
nesses creating new high-quality jobs.

0 The Incumbent Worker Training Program provides
expense reimbursement grants for customized skills
upgrade training and is available to existing for-profit
Florida businesses. Businesses with 25 or fewer em-
ployees receive priority, and as with the Quick Re-
sponse Training Program, priority is given to busi-
nesses in targeted industries and in distressed urban
and rural parts of Florida.

Since its creation in 2000, Workforce Florida has in-
vested over $102 million in addressing the workforce
needs of six key industry sectors: life sciences, information
technology, aviation/aerospace, financial/professional
services, manufacturing, and homeland security/defense.

Employ Florida’s other state partner, the Agency for
Workforce Innovation, is the lead state agency for imple-
menting Florida policy on workforce development, wel-
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Marketplace, can be accessed on the web at
www.EmployFlorida.com, or call toll-free

(866) FLA-2345.

Lucia Fishburne is the communications director for
Workforce Florida. She may be contacted at lfishburne@
workforceflorida.com. O

Briefly
Specking Lean processes

Florida Employment Law Letter is facilitating lean pro-
cessing study groups throughout the state of Florida. Many
of our manufacturing subscribers have been familiar with
lean processing in recent years. Lean processing is the sys-
tematic study of different facets of an operation to achieve
work efficiencies and cost reductions while maintaining
quality. Lean processing study groups include education,
process studies, and consultation by groups of from 10 to
15 companies. The companies come together to receive
training in lean processing and then carry the informa-
tion back to their respective companies to improve
processes, operations, and overall performance. The man-
ufacturing sector has engaged in a revolution of lean
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processes over the past 10 years, and many service-sector
companies have expressed interest in similar studies. Con-
sultants estimate that 60 percent of the savings from lean
processing comes from the streamlining of back office pro-
cedures and operations. Experts believe that the tools
used by the manufacturing sector in Florida can translate
to savings and improvements in the service sector.

If your company has an interest in participating in a
consortium of other companies in your area to conduct a
lean processing study group, contact Tom Harper at
gth@harpergerlach.com. 0

Union
Activity Labor update

Representation petitions filed
City Date Company/Union

Jacksonville 2/15/05  Hilson & Ferguson/Teamsters
Local 512, affiliated with the
International Brotherhood of
Teamsters, AFL-CIO

Tampa

N. Miami Beach

Stuart

Boynton Beach

Miami

Lake Worth

Vero Beach

2/10/05

2/17/05

2/17/05

2/23/05

3/1/05

3/8/05

3/3/05

Westwood One/Metro Networks/
International Brotherhood of

Electrical Workers, AFL-CIO

Parkway Regional Medical
Center/Service Employees
International Union

Adelphia Cable/Communications
Workers of America, AFL-CIO,
CLC

Amerigas/Teamsters Local Union
No. 769

United Parcel Service — SCS
South/Teamsters Local Union

No. 769

Certified Backflow Protection,
Inc./Sprinkler Fitters UA Local
821

The New Piper Aircraft,
Inc./International Association of
Machinists and Aerospace
Workers, AFL-CIO

and employment law.

representative at (800) 274-6774 or custserv@mleesmith.com.
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