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By Patricia A. Vanderpool, LPC, CEAP, SAP  

Affirmative Action Update:  The Long -Awaited VETS -100A 

Federal Contractor Veteransô 

Employment Report VETSï

100 (óóVETSï100 Reportôô) 

form to provide the informa-

tion on the covered veterans 

in their workforces, will con-

tinue to apply to Government 

contracts entered into before 

December 1, 2003. 

 

Effective Date: These regula-

tions are effective June 18, 

2008. 

 

For Further Information: 

Robert Wilson, Veteransô 

Employment and Training 

Service, U.S. DOL 

RMWilson@dol.gov 

(202) 693ï4719 

 

The Veteransô Employment 

and Training Service is pub-

lishing a new set of regula-

tions, and adopting a new 

Federal Contractor Veteransô 

Employment Report VETSï

100A (óóVETSï100A Re-

portôô) form, to implement the 

requirement under the Viet-

nam Era Veteransô Readjust-

ment Assistance Act of 1974 

(óóVEVRAAôô) that Govern-

ment contractors track and 

annually report the number of 

employees in their workforces 

who are veterans covered 

under the law. The final regu-

lations published today imple-

ment amendments to the re-

porting requirements under 

VEVRAA that were made by 

the Jobs for Veterans Act 

(óóJVAôô) in 2002.  

 

The JVA amendments: Raised 

the dollar amount of the Gov-

ernment contracts that trigger 

a contractorôs obligation to 

report on veteransô employ-

ment; and changed the cate-

gories of veterans that con-

tractors are to track and re-

port. The final regulations 

published today apply only to 

covered Government con-

tracts entered into or modified 

on or after December 1, 2003. 

The existing regulations in 41 

CFR part 61ï250, which re-

quire contractors to use the 

Inside this issue:  

of well-being. Learn to laugh 

at yourself.  Look for the 

positive and humorous.  Al-

though you may not be able to 

control the situation, you can 

control your reaction to it.  

Bring ñhumor sharingò to 

work; develop a humor bulle-

tin board.  Focus on the posi-

tive.  Be grateful. 

 

Positive humor enhances all 

relationships, bar none.  It is 

an amazing coping skill.  (If 

youôve ever been a parent, 

you understand the need to 

cultivate a sense of humor!)  

We all need humor to survive.  

Workplaces need humor to 

thrive!  Live your life 

ñamazed and 

amused.ò  (Karyn Buxman, 

www.humorx.com/

KB_Ezine.html)  

 

Humor Here and Now  

ñLaughter is the tonic, the 

relief, the surcease for pain.ò                                                      

-Charlie Chaplin 

 

If I offered a workplace solu-

tion that would improve em-

ployee health, motivation, 

morale and productivity, de-

crease workerôs compensation 

costs, increase employee re-

tention rates, decrease absen-

teeism, and healthcare costs, 

and enhance learning, creativ-

ity and communication and 

decrease burnout, all at no 

cost to the company, would 

you take advantage of it? 

 

Would you be willing to try 

something which would im-

prove your mental health, 

boost your immune system, 

decrease your blood pressure, 

cure depression, improve neu-

ral functioning, increase your 

energy level, help you con-

nect with others and make 

more friends, decrease stress, 

increase oxytocin (also re-

leased during lovemaking) 

and dopamine (our ñfeel 

goodò neurotransmitter), and 

may even help you lose 

weight and live a longer, 

healthier live, give you a 

healthier complexion, de-

crease anger and anxiety, help 

manage pain, and protect your 

heart? 

 

Healthy humor does all this 

and more, can be learned, and 

must be practiced. 

 

How to hone your sense of 

humor and increase job and 

life satisfaction?  Canôt 

laugh? Smile!  Just the smile 

improves neurological func-

tioning and an overall sense 
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Greetings SHRM-ECC members!  We 

have recently completed our annual mem-

bership renewals.  We have a total of 82 

members to date.  Our numbers have 

dropped.  We believe this is due in part to 

the economic times and expense cutbacks.  

I can understand that.  However, we do 

wish to maintain a healthy membership.  

With this in mind, I would like for you to 

reach out to associates you know that you 

believe could gain something from join-

ing our chapter.  If you would like to 

bring a 1st time guest, get with any of our 

Presidentõs Corner 
By Michelle Anderson 
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SHRM Knowledge Center  

To learn more about Express Requests, 

go to www.shrm.org/hrresources/

expressrequest.asp.   

 

By Email:  Use the form at 

www.shrm.org/hrresources/

icrequest.asp to send an e-mail question 

to the Knowledge Center staff.  If you 

do not receive an automatic response 

acknowledging your request, please be 

sure to check to see if you have a spam 

blocker activated or you may not be 

able to see the information we send 

when we do respond to your request.  

 

To access this service on behalf of your 

company, you must be a member of 

SHRM.  If you are not a member, and 

would like to learn more about the 

benefits of SHRM, please visit our 

membership information section at 

www.shrm.org/join.   

If you are a SHRM member and have 

never used the Knowledge Center 

(formerly called the Information Center), 

you donôt know what youôre missing!  It 

is surprising to find that some SHRM 

members are not aware of the Knowledge 

Center.  It is one of the greatest benefits 

available!  It is basically a call center 

staffed with ten certified HR profession-

als who are there to answer your ques-

tions.  SHRM provides assistance with 

HR questions as a member benefit. This 

assistance is provided as general informa-

tion and is not a substitute for legal or 

other professional advice.  

 

Options for Requesting Assistance with 

an HR Question 

 

By Phone:  You can call them anytime the 

center is open (8:30 am to 8:30 pm ET), 

toll-free at 1-800-283-SHRM, option 5.   

 

By ñLive Helpò Instant Message: Live 

Help is an interactive, one-to-one chat 

feature that connects you directly to an 

SHRM staff member for quick real-time 

assistance.  It is provided for both cus-

tomer service inquiries and quick answers 

to HR questions and is accessible during 

regular SHRM business hours (Monday 

through Friday, 8:30 am to 5 pm ET).  

The link for instructions to use this ser-

vice can be found at www.shrm.org/help/

whatis.asp.   

 

By Express Request:  You'll find over 60 

Express Request topics between the Ex-

press Request FAQ page and the Express 

Request Archive. To assist you in locat-

ing topics of interest, a brief description 

of each express request response is pro-

vided. Express Request responses are 

available around the clock!   

 

 

 

and I believe that most of our members 

enjoy an opportunity to casually meet, 

socialize, and not have the pressures of 

getting back to the office.  At the Au-

gust evening meeting we will also have 

a silent auction to raise money for the 

SHRM Foundation.  Please be prepared 

to bring your checkbooks to get in-

volved with this auction.  It will be 

loads of fun and there will be excellent 

packages on the auction block. 

 

Have an excellent summer!  I hope to 

see you at the next 3rd Wednesday gen-

eral meeting! 

board members for a breakfast pass.  We 

would be glad to extend a free pass to a 

professional that would consider joining 

our group. 

 

In May SHRM-ECC partnered up with 

JobsPlus to offer a seminar on HR 101.  It 

was a great success.  I would like to thank 

Carla Scott and Peggy Fountain for pre-

senting programs on Labor Law and 

Staffing.  The programs were very infor-

mative and each were excellent speakers. 

Our August meeting is our evening mixer.  

We will be meeting at the Elkôs Lodge on 

Okaloosa Island.  We have met in the  

evening two years in a row.  This has 

proved to be a successful event.  Michele 

MEMBER NEWS 

If you have news you would like to share with  

fellow HR professionals, please email Ester Molder  

at emolder@uwf.edu 

http://www.shrm.org/hrresources/expressrequest.asp
http://www.shrm.org/hrresources/expressrequest.asp
http://www.shrm.org/hrresources/icrequest.asp
http://www.shrm.org/hrresources/icrequest.asp
http://www.shrm.org/join
http://www.shrm.org/help/whatis.asp
http://www.shrm.org/help/whatis.asp
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SHRM Foundation Regional Scholarship Program  

The SHRM Foundation Regional 

Scholarship Program will award a 

total of $100,000 to working SHRM 

members this year.   

A printable scholarship flier is available 

online.  You may also request a supply 

of printed scholarship  

brochures from Sandi 

Peyton at  

speyton@shrm.org.  

 

The awards program is  

designed to assist HR  

professionals in meet- 

ing their career goals.   

Individuals may apply  

for either a $1375 educ- 

ation scholarship or a  

$750 certification school- 

arship.  A total of 100  

scholarships will be  

awarded.  

 

Application Deadline: July 15, 2008 

 

Eligibility:  National SHRM professional, 

general and associate members pursuing 

a college degree or working towards 

PHR, SPHR, GPHR or California certifi-

cation are eligible to apply. SHRM stu-

dent members and local-only members 

are not eligible for these awards. Chapters 

and state councils may also apply for  

scholarship funds to support certification 

  training programs.  

 

  Awards: 60 certification 

  scholarships of $750 

  each and 40 academic 

  scholarships of $1375 

  each will be awarded. 

  Applications will be 

  judged based on re

  gion.   

 

Each region has a total of $20,000 to dis-

tribute which guarantees that there will be 

20 scholarship winners (12 certification 

awards and 8 academic awards) in each 

region.  

 

How to Apply: Visit Regional Scholar-

ship Program to print out an application 

or learn more about the scholarships.  

 

WELCOME  

NEW MEMBERS 
 

Don Kennedy 

Rocky Bayou Baptist Church 

don@rockybayoubaptist.org 

 

Angela Peoples 

Waste Management 

apeoples@wm.com  
 

USCIS Reverts to Prior Edition of Form I -9  

U.S. Citizenship and Immigration Ser-

vice (USCIS) has withdrawn the June 

16, 2008 version of the Form I-9, Em-

ployment Eligibility Verification, and 

has reinstated the use of the June 5, 2007 

version.   

 

USCIS is now directing employers to 

use the June 5, 2007 version, which has 

been updated with a new expiration date 

of June 30, 2009. Other than the revision 

date, there are no differences between 

the two versions. The form is available 

at http://www.uscis.gov/i-9. 

 

Employers should commence the use of 

the June 5, 2007 version of Form 

I-9 with the June 30, 2009 expiration 

date as soon as possible, though USCIS 

states that employers that used the June 

16, 2008 version while it was in effect 

will not encounter any issues.   

 

Employers are required to use Form I-9 

to verify the identity and work eligibility 

of all new employees (including U.S. 

citizens) at the time they are hired. The 

form is not submitted to the government. 

Instead, employers must retain com-

pleted I-9 forms for three years after the 

employee's date of hire or one year after 

the date that employment is terminated, 

whichever is later. Form I-9 may be 

completed and stored in hard copy or 

electronically. 

 

To get more information on this topic, 

visit the SHRM Express Requests web 

page and select the key-

word Immigration Enforcement and 

Penalties.    

 

 

 

 

 

SHRMõs New Get Out 

The Vote Website  
 

With the Presidential election sea-

son in full swing, SHRM has devel-

oped a new nonpartisan web site 

dedicated to providing useful infor-

mation to HR professionals inter-

ested in participating in the electoral 

process.  

 

The new Get Out The Vote (GOTV) 

web site is the one-stop shop for 

information related to the upcoming 

elections. SHRMôs GOTV site pro-

vides information on workplace Get 

Out the Vote campaigns, updates on 

important ballot initiatives at the 

state level, and deadlines for state 

voting registrations.  Other features 

to be included later are webcasts and 

live blogging from the Republican 

and Democratic National Conven-

tions.   

 

There is no better time to make your 

vote count!  Get informed and get 

involved by visiting http://

www.shrm.org/advocacy/

GOTV/.  Please pass the word on to 

your chapter and state council mem-

bers about our new GOTV web-
site. 

http://messaging.shrm.org/ct/i7qYAbK1bmaK/Flier
mailto:speyton@shrm.org
http://messaging.shrm.org/ct/idqYAbK1bmaD/Scholarships
http://messaging.shrm.org/ct/idqYAbK1bmaD/Scholarships
http://www.uscis.gov/i-9
http://messaging.shrm.org/ct/EpsDiNS1bmLZ/
http://messaging.shrm.org/ct/EpsDiNS1bmLZ/
http://www.shrm.org/advocacy/GOTV/
http://www.shrm.org/advocacy/GOTV/
http://www.shrm.org/advocacy/GOTV/
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The High Cost of Cutting Training Budgets  
By Liz Ryan This article was originally published on BusinessWeek.com  

My friend Nathan took a new job re-

cently, and he's been giving me the play-

by-play. It's fascinating to have a ring-

side seat as he gets up to speed on his 

new responsibilities, but I'm sorry to say 

that things aren't going very well. The 

boss has made it clear that he doesn't like 

to be bothered with Nathan's questions. 

 

"I've asked each of my co-workers three 

or four questions apiece," Nathan told 

me. "I'm actually keeping track of whom 

I've approached for help, so I don't keep 

bugging the same people. There are 

plenty of times when the whole depart-

ment is on the phone or in a meeting, 

and then I have no choice but to ask my 

boss, Jules, for help. I can hardly stand 

to dial his number and hear his long ex-

halation as he picks up the phone. 'What 

is it NOW, Nathan?' is his standard 

greeting." 

 

"I don't understand," I said to Nathan. 

"Didn't they train you?" 

 

"Sure they did," said Nate, "in one mara-

thon five-hour don't-get-out-of-your-seat 

training session, in front of a computer. 

There's a test to take at the end of it, 

when I was completely brain-dead. And 

before that there was a three-hour orien-

tation where a guy stood up in front of 

the room and rattled off facts about the 

company health plan. It was mind-

numbing." 

 

"So you don't remember anything from 

the computer training?" I asked. 

 

The Training Catch-22 

"The test at the end gives you the answer 

if you miss it the first time," said Nathan. 

"After eight hours without a break or a 

meal or a chance to stretch my legs, I 

was just trying to get through that test 

and go home, so whenever I got the 

wrong answer, I let the computer tell me 

the right one and I entered it. I didn't 

retain more than 10%, and now I'm deal-

ing with live customers and complex 

situations." 

 

It's no secret that training budgets have 

been slashed, but companies might be 

surprised to hang around the cubes and 

listen in to hear what damage that budget-

mindedness has done to client relation-

ships. Nathan said he was supposed to 

have further training with a specialist, but 

the specialist called in sick and that was 

the end of it. Without the proper training, 

he feels like he has no choice but to call his 

boss, who gets steamed. And so do the 

customers Nate can't help. 

 

"I had two people hang up on me today 

and they're both major accounts," he told 

me. 

 

Coaching Programs Don't Happen on 

Their Own 

I'm shocked that organizations would view 

the preparation of frontline customer-

facing employees as a low priority, but 

decimating training budgets is a time-

honored way to save money in the short 

run. 

 

I know the thinking is "If we don't give 

people the product and process training 

they need to do their jobs, they'll teach one 

another." And ideally, that is what should 

happen. Employees can be fantastic 

coaches and mentors to one another. But 

good coaching and mentoring programs are 

designed; they don't just happen on their 

own. They especially don't just happen 

when employees are pressed for time, with 

multiple large accounts to service. 

 

Jules, the boss who doesn't like to be both-

ered, is missing a harsh reality. When a 

manager is too busy to help out a subordi-

nate who needs information, three bad 

things happen. One is that the employee 

isn't able to help a client the way he'd like 

to. 

 

The No. 2 ill effect is that a client is left 

less than delighted at the company's ser-

vice level. No. 3 may be the worst of all. 

The employee, frustrated in his attempts to 

figure out how things work, gives up. He 

goes through the motions, figuring "If the 

company won't train me appropriately and 

the manager won't take my calls, what else 

can I do?" The service level drops to the 

bare minimum. 

 

Setting a Customer-Service Example 

Busy managers can be forgiven for bris-

tling when employees hit them with "tell 

me how," "tell me what," and "tell me 

who" every 10 seconds. But if we manag-

ers don't coach our employees, who will? 

If everybody has been trained to a T and 

given plenty of post-training resources to 

refer to when their memories fail them, 

then a manager can be forgiven for saying, 

"Don't you have your training manual from 

last week's workshop? You'll remember 

this better if you look it up." 

But if the training doesn't exist or isn't suf-

ficient to fill the need, then a manager's 

help is a customer-facing employee's last 

resort. When we respond harshly to the 

employee's appeals for help, we're really 

saying, "Figure it out on your own." Hear-

ing that enough times, lots of employees 

will reason "He's the boss, and he doesn't 

care about the customer's satisfactionðso 

why should I?" 

 

Conventional wisdom says people change 

jobs for pay and perks, but being left 

poorly equipped to do a job is a huge 

source of worker frustration. Luckily, 

there's an easy question managers can ask 

their teams in order to learn how well em-

ployees are prepared for a job's challenges: 

Do you have the information you need to 

get your job done, most or nearly all of the 

time? If the answer is yes, then you know 

that whatever issues you may have to sur-

mount, employee readiness isn't one of 

them. 

 

If the answer is no, at least you'll know 

about your problem before it bites you. 

Even 15 minutes a day of group or one-on-

one refresher training can make a huge 

difference, giving employees a chance to 

get their burning questions answered. 

That's worth 15 minutes of your time, isn't 

it? 
 

Liz Ryan is an expert on the new-

millennium workplace, a former Fortune 

500 HR executive, and the author of Happy 

About Online Networking: the Virtual-ly 

Simple Way to Build Professional Rela-

tionships. Liz speaks to audiences around 

the world about work, life and networking, 

and works with employers on attracting 

and retaining world-class talent. 



Be Positive About Departures  

Hurricane Preparedness Information  

 
Disaster preparedness is in-

creasingly becoming an area 

of responsibility for HR pro-

fessionals. The upcoming 

hurricane season is an oppor-

tunity for the HR professional 

to create value within the or-

ganization by providing a 

disaster preparedness plan and 

mitigating certain risks to the 

organization and its employ-

ees.  

 

SHRMôs HR Knowledge 

Center is providing resources 

to assist you in preparing your 

workplace for the upcoming 

hurricane season. SHRM 

members may receive these 

resources by visiting SHRMôs 

Express Request service at 

www.shrm.org/hrresources/

expressrequestFAQ.asp and 

selecting the key term HUR-

RICANE PREPARED-

NESS.  Express Request is a 

self-service, online benefit 

that allows SHRM members 

to request and receive infor-

mation via e-mail around-the-

clock.  There are many topics 

available, some of which are 

attitude surveys, HR audits, 

HR strategic planning, hand-

books and manuals, and job 

descriptions.   

 

Go to www.shrm.org/

expressrequests to learn more 

about SHRM Express Re-

quests.   
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Itôs as important to maintain a 

positive relationship with a 

departing employee as it is to 

get off to a good start with a 

new hire. Before employees 

move on or retire, you need 

their collaboration and can 

benefit from their insights. 

Emphasize the positive as 

soon as an employee an-

nounces his or her departure: 

 

Å Respond positively but 

realistically. 

Tell the truthðat least a cour-

teous version of it. With an 

employee whose work youôve 

valued, express your appre-

ciation in detail. With em-

ployees whose work has been 

less valuable, you might say 

that you hope theyôve found a 

new position thatôs a good 

match for their skills. 

 

Å Clarify the departure 

process. Review security 

measures, confidentiality re-

quirements, forms, equipment 

to return, and so on. Empha-

size the commonsense nature 

of these measures, rather than 

making them sound like 

threats. 

 

Å Ask for cooperation. For 

example, you might want 

departing employeesô assis-

tance in completing in-

progress work, updating job 

descriptions, and coaching 

their replacements. 

 

Å Prepare for the exit inter-

view. Tell employees what 

will be covered, so that they 

can consider these sometimes 

sensitive issues at leisure in-

stead of being surprised by 

them. Employees will say 

more, and youôll learn more. 

 
This article was originally published in 

The Managers Intelligence Report. 

 

 

 

Scholarship Recipient Update  

In the fall of 2007, the SHRM-Emerald Coast Chapter 

awarded Jennifer Carron with a scholarship for $500.00 

which was used for her to 

further her studies and ad-

vance her career.  Ms. Carron 

works at the Air Force 

Enlisted Village in  Shalimar 

and served as the previous 

SHRM-ECC Newsletter 

Chair.    

 

Words of thanks from Ms.  

Carron: "Thank you to 

SHRM-ECC for last year's 

HR scholarship.  It helped me 

pay for my books and en-

abled me to finish my Mas-

ters with the University  

of Arkansas!  SHRM ECC is 

a valuable resource for the community as well as to those in 

the HR  field and Management as a whole." 

Job-hunters are always 

advised to be honest during 

their job interviews, and of 

course thatôs good advice. 

Some applicants,  however, 

take the idea of honesty to 

extremes far beyond what 

their  advisors had in mind.  

 

The job- hunting site 

CareerBuilder.com came up 

with the  following  examples 

of much-too-full disclosure: 

 

Å The personal touch. A 

candidate paused on the way 

to the interview room to smell his armpits. Another 

candidate used the first few minutes of the interview to 

brush her hair. 

 

Å Make yourself at home. A candidateôs cellphone rang 

during the interview, so she asked the interviewer to 

leave her own office because it was a personal call. 

 

Å Happy endings. When asked why he left his last job, 

one candidate said he had been fired for beating up his 

boss. A second candidate stated that if hired he might 

leave the job fairly soon because he expected to receive 

an inheritance from his dying uncle. In other words, 

every hiring interview question is an adventure. 

HUMOR  

http://www.shrm.org/hrresources/expressrequestFAQ.asp
http://www.shrm.org/hrresources/expressrequestFAQ.asp
http://www.shrm.org/expressrequests
http://www.shrm.org/expressrequests
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Schoolõs Out, So Employees Are Too 
June often brings the end of the school year, so prepare for 

absences by employees who havenôt yet worked out day-

care arrangements for their kids.  

 

Early in the month, ask that employees whoôll need to miss 

days let you know as soon as possible. Then line up (or 

have these employees line up) other workers to cover their 

duties. You might allow employees to take vacation days 

to do this, or arrange for them to make up the time through 

longer workdays or over weekends. 

Keep That 'Open Door' 

Open During Change  
When major changes are in progress, you 

probably make it a practice to sayðand 

meanðñMy door is always open.ò However, 

employees may not walk through that door 

on their own. Take the initiative to go out 

and bring them in so they receive the infor-

mation they need.  

Try these two tactics: 

1. Gather your workers. Short, frequent 

conversations with employees are a good 

way to keep them current when change is 

occurring. To be sure you have the contact 

time you need, invite employees (well in 

advance so they can plan ahead) to come to 

you at specific times.  

2. Ask, and ask again. Start by asking em-

ployees, ñDo you have the information you 

need?ò and help them obtain it. But also fol-

low up later and ask, ñHow did that new task 

work out? Was that update information help-

ful?ò Donôt accept vague answers. Busy em-

ployees may be too harried or intimidated to 

come back and tell you on their own that 

your ideas were hard to understand or didnôt 

really help them. Another great question to 

ask is, ñDo you see how this procedural revi-

sion fits in with whatôs going on overall?ò 

Employees who understand the meaning of 

what theyôre doing, do better at it.  

ðAdapted from The Change Cycle, by Ann 

Salerno and Lillie Brock (Berrett-Koehler). 

Suppose a former employee, one 

who left your organization on 

good terms, wants to return to 

the fold. If your organization 

allows former employees to re-

turn and youôre positive about 

this person, open negotiationsð

but proceed with caution. 

 

Treat this as a true hire, not sim-

ply a return to service: 

Å Read the r®sum®, conduct the 

interview. Scrutinize this appli-

cant as a prospective employee 

as well as a former one. Examine 

his or her record at the current 

job. Why the departure? What 

results were achieved? Most 

important, has he or she devel-

oped new skills or improved on 

weaknesses? Use what you know 

about the applicant and probe as 

you would with anyone. 

 

Å What jobs do you have open? 

Avoid having to say, ñOh, good, 

weôve got Anna back! Now,  

what are we going to do with 

her?ò If the same job is open,  

will the applicant be truly inter-

ested in it anymore? If thereôs a 

different job, has the employee 

developed the necessary skills or 

would he or she be willing to? 

 

Å Lay out the terms. In one such 

situation, diversity consultant 

Gail Evans set several conditions 

for an employeeôs returning. 

First, this would be the last time 

the employee could leave and 

return. She would have to prove 

herself on the job, as would any 

new employee. Moving expenses 

wouldnôt be paid. The applicant 

would have to stay at least 18 

months to earn a good recom-

mendation the next time she left. 

In this case, the former employee 

thrived in tenure number twoð

but treat your would-be returnees 

on their own merits. 

 

ðAdapted from Pink Magazine 

Rehire Former Employees? Maybe...  

A momentõs insight is some-

times worth a lifeõs experience. 
OLIVER WENDELL HOLMES  



Volume 21, Issue 3 Page 7 


