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West Sound Human Resource Management Association

Come and joy us for our annual legrgtatipdate. We will learn about
the new legislation that has been passed and &itioning up that will affect
our everyday operations in Human Resources.

Presented by: Mary Ludden has her PhatRiscurrently working as a
Human Resource Manager for Contour Aerospace Catipar- A Vought
Company. She is also a SHRM - Washington Statéslagiye Director.

Mary has been working as a Human ResoManager in several differ-
ent industries including commercial fishing. Cadhter, public agency, and
manufacturing.

She currently holds the position as ldarResource Manager for Con-
tour Aerospace a machine shop manufacturing busingke is also actively
involved in the national Society for Human Resoutamagement Association,
serving the WA State Council Legislative Director.

Sponsored By:
in partnership with

i Kitsap Sun | yaHoO! hétjobs:

kitsapsun.com
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When: Wednesday, March 11th Time: 11:45 a.m. to 1:30 p.m.

Where: Silverdale Beach Hotel Cost: $20 members/$30 non-members
3073 NW Bucklin Hill Road
Silverdale, WA 98383

Registration Deadline: March 8, 2009

Blogs, text messages, E-mail and internet use in today's workplace pose many legal issues for employers. This pres-
entation will cover the following questions that are common to many employers: Can you control employee blogs about
the employer? Can you read your employees’ e-mails and monitor internet use? What controls can you place on em-
ployee internet usage? Can you discipline employees for “improper” employee electronic communications? If you are
sued, what electronic records must you preserve? Are there problems or pitfalls in “paperless” HR?

Answers to these questions and more about the laws governing electronic communication and recordkeeping in the
workplace.

Presented by: Ms. Kellis Borek, a staff attorney with Washington Employers, Inc., is an experienced employment at-
torney who advises and represents employers in all aspects of employment law. She was formerly in private practice in
Seattle, with a focus in business and employment law, and has successfully represented employers before state and fed-
eral regulatory agencies and courts. She has also served as an arbitrator in King County, arbitrating personal injury and
insurance disputes. Ms. Borek has an undergraduate degree from Washington State University and her law degree from
Seattle University. She is licensed to practice in Washington and in the federal courts.
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The 2009 SPHR/PHR Certificate in Human Resource Man agement

New class starting February 12, 2009 for the spring test dates.

Are you interested in this course? Here is the info rmation you need to know.
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How to sign up:
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Print out the registration form on www.wshrma.org a nd mail with checks made out to WSHRMA to:
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Who will benefit from this program?
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2009 Exam Schedule

Testing Window Dura-

Exam tion 1st Testing Window 2nd Testing Window

Contact Information
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Leqislative Update

With a newly seated Congress and state Legislature, things are starting to happen on both a local and federal
level.

There are a couple bills worth watching in Olympia. The first is HB 1160 to Repeal the 2007 Paid Family
Leave Bill. The 2007 bill provided a state payment to employees of $250 per week for up to five weeks for
certain types of leave. However, the bill did not identify a funding source. There are really only two possible
means of funding this bill; payroll taxes on employees or on employers. Another problem with the 2007 bill is
that it is inconsistent with federal FMLA regulations. SHRM is urging us to indicate our support of HB 1160 by
contacting our legislators.

HB 1305 would disqualify individuals from unemployment benefits when incarcerated. This bill provides dis-
gualification from unemployment compensation benefits when terminated from work for absences resulting
from either a violation of law, condition of probation, community custody, community supervision or parole
which results in the individual being convicted and sentenced to jail or prison. Let your legislator know that
this bill just makes good sense.

Another concern in Olympia is Governor Gregoire’s stated intention to tap $400 million, or about 10 percent,
from Washington state’s unemployment program's healthy reserves, estimated at about $4 billion. The
money would be split between increased jobless benefits (averaging. $45 per week for a minimum of nine
months) and Employer tax breaks. The concern is that Ul money is expected to drain fast given our rising
unemployment rate and continued announcements by businesses of layoffs, such as Boeing, Seattle Pl and
Microsoft. This is not the time to touch money needed to fund our unemployment. If we do, we risk a State
unemployment program with insufficient funds, which happened in the 1980’s and is currently the case in
California.

On the federal level, the Ledbetter Fair Pay Act, “providing a paycheck rule,” is moving forward on the fast
track. This legislation removes the current statute of limitations on pay discrimination, resetting the clock with
each paycheck issued. If passed, it means that discrimination claims could be brought years after the initial
action took place. The bill applies to Title VII cases and also revises a myriad of current laws, including the
ADEA, the ADA and the Rehabilitation Act. This bill has passed the House, and is now before the Senate.
You can write to Senator Patty Murray and Senator Maria Cantwell to express your views on the Ledbetter
Fair Pay Act.

The Paycheck Fairness Act which amends the Equal
Pay Act to give employees new ways to challenge
their employer’s pay practices is also moving through
the system. SHRM'’s concern is that the bill would
make it significantly more difficult for an employer to
use legitimate factors — such as education, training, or f;
experience — as a component of its pay system. Also,
the bill could impact an employer's ability to use local
market rates and prior salary history in setting an indi-
vidual's compensation. Additionally, the bill would
compel individuals to "opt-out" of, rather than "opt-in"
to, class action lawsuits. This change in the law
would likely result in increasing the number of plain-
tiffs in such cases, with the potential for unlimited pu-
nitive and compensatory damage awards, in addition
to liability for back pay.




Employee Freedom-Third Party Avoidance - Handbook &tements
Presented by: Bob Sebris

As a follow up to the January Luncheon on the EygdoFree Choice Act (EFCA) Bob Sebris has provitiedollow-
ing samples for Employee Freedom Third Party Avodgastatements for you to review and use withirr yiandbooks
as you see fit.

SAMPLE 1

It is our Company’s policy to ensure that our ergpks have and will continue to receive competivages and bene-
fits and good working conditions without the invelaent of outside third parties, such as a uniothodigh our Com-
pany recognizes that employees have certain rigider the law, it is our position that employeestemers, and our
Company are better served without outside intenigzeWe prefer to communicate with each individiraployee on a
person to person basis, and therefore will contowreefforts to listen to each employee’s concamds to make unions
an unnecessary part of our workplace.

For many years, all levels of our workforce haveked together — productively, efficiently, and etigely. We believe
that occasional individual issues or concerns, wibaen come up from time to time, are more easgglke@d and mutual
objectives achieved far more rapidly without theolvement of an outside labor organization. Weagosed to such
outsider activity, as we strive to make our Compaagponsive to everyone.

SAMPLE 2

We recognize the value of our employees and sor&vespecially committed to attracting, retaining amotivating

good employees by providing competitive wage amebeprograms. We strive to achieve this in ancphere at

work where positive employee/employer communicajaasponsible work assignments, and fair and &gjeifproce-
dures are evident. The result of these values@hasive employee group that provides the higleest bf product qual-
ity and service.

While we recognize employee rights under the laespelieve that our employees, customers and bissaresest
served through communication with each individuaptoyee on a person-to-person basis. We are coathiitcon-
tinuing our efforts to listen to each employee’s@@rns and suggestions and to thereby make uniousrecessary part
of our work place.

SAMPLE 3

It is our philosophy that good employee relatioresfaunded on three avenues of respect: for eathidual, for each
other, and for our Company. By working togethea@sam we make this a better place. We preferroramicate with
each individual on a person-to-person basis, amettore will continue our efforts to listen to eashployee’s issues
and solving problems that may arise.

We seek to ensure that our employees have andonitinue to receive competitive wages and benéfilsand equita-
ble treatment, and good working conditions. We hdaee all this without the outside involvementlafd parties, such
as a union. Though we respect the rights thanaileyees have under the law, it is our view thatemaployees, Com-
pany and customers are all better served withdetfarence by outside groups.

SAMPLE 4

Effective Employee Relations

One of our most important policies is to provideges, benefits and working conditions that compaverably with
those offered by similar employers in our regiod amdustry. We also strive to provide the safest la@st possible
working conditions for you, including fair and etable treatment. We do all this already withoutith@lvement of a
third party, such as a union, because our committoegffective employee relations and sound hurneaources man-
agement programs.

One our primary goals is to successfully meet egponsibilities to you, our employee, both as dividual and as an
important contributing member our Company'’s teahisTs accomplished by managing our business in augay that
you will always be treat with respect and dignitye believe that every person deserves to be tréatbts manner, in
any situation. We also believe that this principddps make us successful. And, in this environmentan all work to-
gether to solve any issues or concerns that mag.ari
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