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The ME -Generation at Work

By Dr. David L. Goetsch, Vice -President, Okaloosa -Walton College

Has America produced a genera-
tion that has an entitlement men-
tality? Are we losing the oid
fashioned work ethic? Have young
people in America become too
complacent to compete with their
counterparts in emerging countries
where most employees are PHDs
(poor, hungry, and driven)? Ac-
cording to many employers, the
answer to all three of these ques-
tions is the same: a resounding
YES.
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As a management professor, corf
porate trainer, and consultant, | am
in constant touch with employers.
The complaint | receive most often
from them can be paraphrased as
follows: What has happened to the
work ethic in this country? Most
young people | interview want a job
but they dondt
are more concerned about how mu
vacation time they will have than hc
they can help my organization sugr
ceed. They expect to enjoy in a ve
short time the same salary and per-
quisites | worked hard for 20 years
earn. i
According to the Society for Hu-
man Resource Management
(SHRM), local employers who
express these views are not alone.
Employers nationwide share their

concerns and their frustration. In

causes of the declining work ethic

2007, SHRM released a report that and entitlement mentality among

listed a declining work ethic as one
of the top 10 personnel issues
facing employers in America.

Before summarizing the causes of
the declining work ethic and enti- N
tlement mentality of what has
come to be known as thene )
generatiorg disclaimer is in order. !
There are many young people
from 18 to 30 years olil the me
generatioi who do not fit the
stereotype. They do not have an
entitlement mentality, a poor work
ethic, or unrealistic expectations
about what it takes to succeed in
todayos
environment. In other words, you
can be IN a generation without
being OF that generation. If you

what you have always done and
ignore the concerns expressed
herein. This article is not about
you.

According to Jean Twenge, Ph.D.
fi Associate Professor of Psychol-
ogy at San Diego State University,
aut hor of o0Gener
herself a member of the me
generatiorii albeit a high
performing exception to the
stereotype, three of the major

hyper c o miokandletresporesibilgyl Helicapte

members of the 18 to 30 year old
age group are: 1) overindulgent
parent$i sometimes referred to a|
Ohelicopter parje
that are more concerned with sel
esteem than seffiscipline and
advocate inclusiveness to the detri-
ment of performance, and 3) an
influential entertainment industry '€
that constantly tells young people
oitdés all about

Overindulgent parents who give
their children too much while
requiring too little rob them of an
important success skill: the ability

=

parents who automatically rush tc
the Orescued eve
breaks the rules rob them of an-

w are such a person, just keep doingh ather important success skill: the

ability to handle accountability.
Well-meaning, but misguided edu-
cators who eliminate meribased
practices such as class ranking, the
honor roll, and selecting a valedic-
torianfi all in the in the name of
inclusiveness and protecting the
selfesteem of low performer§

ard tiyiogrto gMeeypuiig paapld
what can only be earned.

Continued on page 3

The National Rifle Association

won its three-year fight to allow
Floridians to bring guns to work.
But powerful business groups,
which lost a riveting battle for the
loyalty of Republican lawmakers on
the issue, said they will sue to
prevent the measure from becom

GUNS AT
COALITION

ing law. The Florida Senate, on a
26-13 vote that mirrored the ear-
lier party-line vote in the House,
sent to the governor a bill that
prohibits businesses from barring
employees or customers from
bringing firearms with them and
leaving them in locked vehicles.

WORK

Only employees with concealed
weapons permits would be pro-
tected. Schools are exempt, as are
power plants and other secure
locations. Gov. Charlie Crist said
he anticipates signing the bill.

For more information visit:
www.flchamber.com
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Presi dent 6s Cor ner

By Michelle Anderson

Take a Load Off

decided to offer 2 lunch meetings this year to .DO not b lgnore y ﬁ ur- fep
accommodate members further away. Ouf 1 Jb us th d ekcLa E Sff? theyore
lunch meeting proved to be a success in accon- foeor;iiat caan r?grr'n a:;:ur?]e::rlinan d
plishing this goal. We also have 1 evening meet-back g\Norkers wh):) sit in unadiustable
ing this year. It will be held in August as it has h o high stool |
been the last 2 years. | hope to see all of you chairs or.on high stools or )
there. We truly have a lot of fun at this meet- who stand at a bench often benefit
ing! from footrests. Footrests under
desks support worker

Have a terrific next few months! | will be seeing
It is that time of the year again! Time to renew you at our general meetings!

your SHRMECC membership. In the past we
have had difficulty getting all the renewals in by
the April 1 deadline. Due to this our member-
ship has been difficult to keep up with. The
board has decided to charge members for non
member rates at our general meetings if renewal
fees are not paid. We do apologize before hand
if this is an inconvenience.

Our first lunch meeting was incredibly success-
ful. Members from Walton County and the
north end of Okaloosa County often find it diffi-
cult to attend our breakfast meetings. It was

As | mentioned in our last newsletter, if any of
you are interested in serving the board in 2009
contact Michele Burns or me. We are in plan-
ning mode and we would love to hear from you

feet; footrests under benches allow
workers to shift weight from one
foot to the other, thus taking stress
off the back or neck. Look for
footrests with adjustable height
and a nonslip surface.

fi Adapted fromShape
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MEMBER NEWS

If you have news you would like to share with
fellow HR professionals, please email Ester Molde

at emolder@uwf.edu
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Ask the Ethics Guy! How to Give and Receive Criticism

By Bruce Weinstein, Ph.D.

We live in an age where the line between criti-
cism and nastiness has blurred. I'm not sure ho\
this happened or when it began, but there are
signs of it everywhere, especially on the Interne
and in the media. The Internet offers anonymity,
distance, and the ability to say pretty much
whatever we want about people. Nastiness
masked as criticism is a staple of television and
radio, whether it's Gordon Ramsay hurling in-
vective at restaurant workers on hisitchen
Nightmareshow, Simon Cowell coming up with
ever more creative ways of informimgmerican
Idolcontestants that they have no talent, or talk
show hosts making snide comments about a
politician's appearance. Our appetite for seeing
other people criticized appears to know no
bounds.

I'm sure you've personally encountered this kinc
of behavior. You've probably had a boss or col-
league who took perverse pride in reminding
you of your shortcomings. Maybe you yourself
have been guilty of treating someone this way.
How we give and receive criticism speaks vol-
umes about our character, so this column is an
appropriate venue for considering better and
worse ways of criticizing people and how we
ought to respond when someone finds fault with
our own work.

What Is Criticism, Anyway? al successes. You have been kind and gener,
Being taken to task for something we've said or ous to people. You have done lots of wonder
done suggests that we're fallible, and who wantsful things that make it easy to like what you
to admit that he or she is flawed? If we don't see when you look in the mirror.
have high seksteem, criticism validates our
already low opinion of ourselves. If we're strong Now think about some of the less noble
and seHconfident, criticism might surprise us choices you've made. You've cheated. You'vd
with an unflattering view of ourselves. Regard- lied. You intentionally hurt someone's feelingy
less of how one feels about oneself, it seems  and refused to apologize. In other words, youj
criticism is something that any reasonable per- have beefi on occasioi all too human. We
son wishes to avoid. all have. Wouldn't it be unfair for you to be
reduced to nothing more than the sum of
However the goal of true criticism is to help your poor choices? Wouldn't you resent
someone be the best they can be. It is not abouthaving your many praiseworthy actions for-
making someone feel bad, instilling guilt, or re- gotten about when someone is troubled by
ducing a person to tears, though all of these cansomething you've done? Of course you would
be an unfortunate byproduct. When criticism is  and you would be justified in feeling this way.
done appropriately, the person who has been  Anyone who has lived beyond the age of
criticized will understand what he or she has three or four will have tallied up at least a few
done wrong and will feel inspired to make a disgraceful decisions, but to be seen as noth
change for the better. Not only should we not  ing more than those bad decisions just isn't
avoid being criticized, we should embrace criti- right.
cism because it is the only way we can continue
to grow professionally and personally. Criticism should include an acknowledgment
of what the other person has done well, as
Criticism Should Recognize the Good in well as an account of what he or she has not.
Others
Think about the full, rich life you've led thus far. Continued on page 5
You have enjoyed many professional and person
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Start Retention Efforts Right Away

Warning! A large chunk of employee
departures occur in the first 90 days

of employment. To head that off, meet with
new employees early on and hold an
hour-long (at least) on®n-one review
meeting at 30 days.

the details. You might also follow up by

asking, OWhods been h

If coworkers have taken time to

help with tasks or made the employee

feel wel come, ask
H e dore Bsyowchnagraisetthe hefpfalk :

n RO oo

abo

A oOHow does working

actions

wi th what we promised VoS i aond

employee expectations is vital to going.

building trust. Common concerns A oWhatos different f
include working more hours than job?é6 Youdl |l probably

expected, not receiving promised that are bettefi and things that are
training (or training that the employee worse. Pay attention to both for lessons
feels necessary), and being assigned tasks you can apply. Look for ways to improve
t hat werendt ment i on e dyodrgroup dn@your exn managementg
process. Your answer s gkidsnidttakenadvardagesof thise

what the employee would like to hear, opportunity to involve the new employee
but they should be accurate and true. in making departmental improvements
A OWhatds been going ngrlhlforl?egnrewc_ orkg;sé
Focus on the good things as well as "t os " a ghﬁﬁé&y morale
problems. If the employee feels good fi Adapted fromResults That Laby Quint
about progressing in the new job, ask for Studer (John Wiley & Sons)

Use Job Shadowing to Shed Light

Jobshadowing, in which one person
observes another at work, is best known
for helping students to learn about the
world of work. Yet job-shadowing can also that the worker has privacy to handle

work right in your department as a way to confidential phone calls ormails. Outside

hel p employees under stafndt keaatc,h rodlhaex dtshe wo
jobs and thus work together more effectively. and due dates so that he or she has time
Whil e itds fitellgppuf or s otmeoeepltaoin whatds goi
what they do and what their challenges are, the shadowerds questi
itds qui te seahentdeaing t h i buil inopportunities for the shadower
with those chall enges. totHeutsdeofthesimpldr asksnandk e
shadowing work in your group: receive feedback from the worker.

2. Agree on the process. Balance the
workerds need to do h
the shadowerds need t

1. Match shadowers and workers. Start
with pairs of people who need to work
togetherfi and who are both willing to

try this experiment. Their success will
make it easier for other employees to
take the plunge.

fi Adapted from the Quintessential Careers
Web site

The ME -Generation continued
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Finally, when young people hear
the entertainment industry tell

Employers can do much to transform
the work ethic of their personnel if

Be Realistic During Layoffs

them repeatedly during their for-  they are willing to approach the chal- Laying off an employee is tofufgh

mati ve year s t halengesystematically and persistentlyt J making promises you may not be

you, 6 who <can bl Butthatis a topic for another article. able to keep. I'n particul ar, don

believing the message and,asa Mor e | ater é rehired when o0things get betjtler.

result, developing an entitlement tion, but in an organization, hiring and rehiring decisions are infju

mentality? Dr. Goetsch was the guest speaker at tifeenced by a lot of people. For now, promise to keep in touch, arjd
SHRMECC March Meeting. make a point of doing so. Thlaft &8s

So what can businesses do when that may indeed lead to better things.

they cannot count on society to Additional article covering the good

provide job applicants who have a news, bad news, and workplace prepa- | fi Adapted fromtheManager 6 s Legal Bul ti

positive work ethic; young people ration for this generation.
who can out perform the PHDs of http://www.shrm.org/hrmagazine/
emerging countries? The good articles/0507/0507 cover.asp

news is that there are options.
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Mentors Make a Business Better

By Emily Keller

When attorney Maria Speth went for an inter- "If you're still active and your company wants to for personal reasons.
view four years ago at Jaburg Wilk in Phoenix, market to younger people, what better opportu-

she told the firm's founder and managing part- nity than to sit with a younger person?" asks ScottPeople put too much weight on chemistry," salys
ner, Gary Jaburg, she'd be more likely to take Allen, a consultant on social networking and buildtois Zachary, president of the education and

the job if he would be her mentor. Jaburg ing business relationships online, and an active training company Leadership Development Se}-
agreed. mentor and mentee. "You will get insight sitting vices, and a consultant to Fortune 500 and multi-

there with oneon-one face time that no market national companies. "Likability is not a prerequf
Speth and Jaburg's ongoing relationship, whictresearch report could ever give you." site for learning."

consists of two monthly meetings for 30 min-

utes to an hour each, has helped Speth improvand if the mentor is lucky, they may even learn a An Aid to Talent Attraction and Retention
her marketing and networking efforts to attract thing or two about technology. "How many times So what makes a good mentor? Asking the right
more sophisticated clients. It has also helped have we heard stories of the CEO finding the kid questions is key, but having all the answers is ot

boost her efficiency: She estimates she spendsn [information technology] to teach him pro- expected. "Your mentors shouldn't tell you whak
90% of her time working directly for clients, = grams?" says Chip Bell, autholMdnagers as your goals are, they should just ask you what your
making more money for the firm. Mentors: Building Partnerships for Learning goals are," says Speth.

"[Mentoring is] not about hierarchy or structure.”
"It's never too late to have a mentor," says Audrey Seki, a recruiter for Aon Risk Services
Speth, 43, who has practiced law for some 20 Set Commitment Goals who last year concluded an eigimonth company
years. "If there's an area in your career or yourSuccessful mentorship can be in any number of mentorship, says she benefited when her mengor,
personal life you want to improve, don't think forms: online or inperson, in both formal and David Walker, invited her to observe him con-
it's too late." informal settings, on a temporary or lofigrm ducting official business and encouraged her t@

basis, and between individuals or in groups. Whainterview his colleagues.
For workers who are seeking to change direc- is essential, experts say, is direction, dedication,
tion in their industry, climb to the next level, or and openness. The benefits are fareaching. In addition to im-
adjust to a merger or structural change at their proving managerial skills, company mentorshif
company, management experts say finding a "One of the biggest issues we see is that people programs may also aid in recruitment. "More ajd
mentor could be their best transitional tool.  will say having a mentor is a great idea and they'limore people are attracted to organizations tha
Where can an ambitious person find a mentor?end up having lunch or coffee a few times, but  help them grow and learn," says Bell. "For the
Try retirees looking to give back or stay en-  without committing to goals a lot of relationships whole purpose of talent attraction and talent
gaged, and business leaders seeking to improweill just drift and fade away," says Chris Browningetention today, mentoring is a vital part.”

their managerial skills. vicepresident of operations and client services

for Triple Creek Associates, which creates Web Don't Make Promises You Can't Keep
Insight You Can't Get from Reports based mentoring programs. Yet mentors and mentees must be dedicated t§
Companies looking to promote a diverse work- skilkbuilding for the relationships to work. Men-

force often encourage their managers to be  To be sure your time as a mentee is fruitful, ex- tees should avoid seeking relationships for pol
mentordi the teaching can go both ways. As perts recommend setting specific goals at the  cal or nebulous reasons, like trying to get a prg
the mentee is often younger, he or she can helputset and revisiting them along the way, as well motion, and mentors should avoid making prorp-

enlighten the mentors about new trends in the as looking for a mentor who has traveled the ises they can't keep, says Browning. "One of tife
industry or give them insight into another gen- career path you seek and has the skills you needworst things that can happen is committing to
eration. instead of seeking out a mentor whom you like mentee and then not being able to be there whHen

they need you," says Browning, who encouragps
mentors to reschedule rather than cancel appdnt-
ments with their protégés.

When the right match is made, the benefits of

HUM OR mentoring also extend beyond the participants
. . . . professional lives. Zachary notes that mentoring
This guy is walking with his friend, who happens  can teach life skills such as the ability, to give ahd

to be a psychologist. Héceiv® Bahdid febdback! And prdmbté L1f d ol

a wal king economy. ¢ reflection.

OHowds that?o6 the friendygs8YeSomes alife thing, because we aren!

N . ) ) . segmented human beings," Allen concurs, "Evry
OMy hair line is in receggbhiehadhestdp@ddes Gehturd isd @
victim of inflation, gnd both of thes_e together other areas because they affect our work.”
are putting me into a deep depression!o

. This article was originally published on Busi-
From ahajokes.com nessWeek.com
Emily Keller is a student at City University's Grtduate
School of Journalism in New York, where she i study-
ing interactive journalism and business and ecgpnomics
reporting. Keller works at BusinessWeek.com, fpovering
careers and philanthropy and news.
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SHRM Sons & Daughters Scholarship Program

The Society for Human Resource
Management (SHRM) has estab-
lished a scholarship program to
help finance higher education for
children of its members. The pro-
gram is independently managed by
Scholarship America, a national
nonprofit educational support and
student aid service organization.
Awards are given without regard
to race, color, creed, religion, sex,
disability, or national origin.

Eligibility

Applicants must be children of
national members of SHRM. Appli-
cants may be either high school
seniors, high school graduates or
first-year college undergraduates
enrolled or planning to enroll in a
full-time course of study at an

accredited fouryear college or
university.

Scholarship Awards

Awards are $1,500 each and may
only be used for the first or sec-
ond year of undergraduate study
only. A total of twentyfour (24)
scholarships are awarded annually.

Application

Students must complete the appli-
cation and mail it along with a
complete high school or college
transcript of grades to Scholarship
America, postmarked no later than
May 15. Applicants are solely re-
sponsible for gathering and submit-
ting all necessary information. All
information submitted is confiden-
tial and will be reviewed only by
Scholarship America personnel.

Application Instructions
www.shrm.org/
sons&daughters/08instructions.d

Download the application
Www.shrm.org/sons&daughters/
08sonsanddaughtersapp.doc

For More Information Contact:
SHRM Sons & Daughters Scholarship
Program

Scholarship America

One Scholarship Way

P.O. Box 297 Saint Peter, MN 5608
Telephone: 1800-537-4180
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Ask the Ethics Guy! How to Give and Receive Criticism

Criticism Should Not Be

Personal

It's easy to criticize the person
rather than his or her ideas, but
just because we can do something
doesn't mean that we should. The
Internet in particular is rife with
personal attacks posing as criti-
cism. For example, a person identi-
fying himself as "peter" responded
to my column onthe ethics of
office gambling
(BusinessWeek.com, 1/28/08) by
posting:"Shut up, you're such a
baby!"Grammatical problems
aside, "peter" said nothing at all
about the point | was making.

Responding to the same column,
"cp" wrote:

The only meaningful criticism
about a person's ideas focuses on
the soundness or validity of that
person's argument rather than his
or her personal characteristics.
This means we must consider the
truth of the claims in the argument
and whether the conclusion logi-
cally follows from the premise.
Anything else isn't criticism at all,
but merely an attempt by the critic
to blow off steam, get some atten-
tion, transfer his or her frustra-
tions to someone else, or any
number of other irrelevant issues.

Why It's In Our Own Interest

to Acknowledge Criticism

What should we do when some-
one criticizes us? As long as the

| really can't believe this guy has a criticism isn't petty, vicious, per-
PhD and is wasting his time writing sonal, or otherwise way off base,
column like this. | guess a PhD mal we should take it to heart. It's only
him smarter than me and | really by carefully considering what a
didn't know until a smart person like critic has to say that we're able to
him pointed this out to me. Sounds become better. Of course it's hard
me someone needs to go out and to do this, since we need to have
make some friends to learn what it both selfconfidence and humility
like to be a NORMAL person. to acknowledge that we may be
misguided. It's understandable that
Well, | may have been completely our first reaction to criticism is a
mistaken in arguing against betting refusal to consider the critic's
at the office, but both "peter" and  points. Nevertheless even the
"cpo6d6 missed an omostexpertamong us can have
explain why this was so. room for improvement. We can't
maintain excellence or hope to
improve if we refuse to work on

ourselves, which means, in part,
taking criticism seriously.

The Rules of Fair Play
When you want to criticize some-
one:

1. Begin by finding something you like
or appreciate about the person

you're about to criticize. This is not
only fair, but will also make the per-
son more likely to be receptive to
what you have to say.

2. Focus on what that person has
said or done, not on him or her
personally. Only the former is rele-
vant and likely to be acknowledged.

3. Conclude by affirming your faith
that the other person will consider
what you have to say. This is both a
respectful way to wrap up the criti-
cism and the best way to ensure that
your remarks will be given their due.

When someone criticizes you:

1Resist the urge to dismiss the
critic. Considering what the person
has to say will only strengthen your
own understanding of the issue you
care about.

2. Recognize that you may not be
right. You may be unaware of one or
more of the facts relevant to your

continued

argument, or you may have ig-
nored some of the rules or princ}
ples at stake.

3. Realize thadd hominemttacks
say more about the person mak
them than about you. Rather thg
sink to the level of such attacks,
it's wise to ignore them.

Our goal in life can be to bring oIJt
the best in others and ourselves|
or it can be to puff up our own
egos and debase others by ex-
ploiting our power over them. If
the former is our mission, we
would do well to give criticism
respectfully and receive it gra-
ciously whenever it is offered in
good faith.

This article was originally publisijed
on BusinessWeek.com.

Weinstein is the corporate consylt-
ant, author, and public speaker
known as The Ethics Guy. He hgs
appeared on numerous national [TV
shows and is the author of sevefal
books on ethics. His Ask the Et)I(‘:s
Guy! column appears every oth
week on Busine
aging channel.
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