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By Dr. David L. Goetsch, Vice -President, Northwest Florida State College  

Need HR Help NOW??? Get it with LIVE HELP from SHRM!  

instead.  

 

Who are the "live persons" 

on the other end of Live 

Help?  
 

Live Help is brought to you 

by the Information Center and 

the Customer Service Depart-

ments -- the same SHRM 

Staff who answer your ques-

tions via the SHRM phone 

and email services.  Many 

staff take turns on Live Help, 

so different people may be 

"on" at different times of the 

day.   

 
Continued on page 3 

 

 

What is Live Help?  
 

Live Help is an interactive, 

one-to-one chat feature that 

connects you directly to a 

SHRM staff member for 

quick real-time assistance.  It 

is provided for both customer 

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 service can be found 

at http://www.shrm.org/help/

whatis.asp.  

 

How does it work?  
 

Click the live help button and 

answer a few quick questions 

so SHRM can direct you to 

the appropriate department. 

You will then be greeted by a 

staff person and can submit 

your question. You will re-

ceive a response within sec-

onds and may be able to get 

an immediate answer during 

your brief chat. If no one is 

available at that moment to 

respond, you will be given the 

option of sending an email 

Inside this issue:  

Do not assume that everyone 

knows what you mean by a 

ñpositive work ethic.ò  Talk 

about it and write down what 

is decided. 

 

2.Expect and communicate 

the characteristics you wrote 

down in Step One.  Put these 

characteristics in all job de-

scriptions, evaluate them in 

performance appraisals, and 

include them in team charters. 

Develop a ñwork ethic state-

mentò for your organization. 

Include a discussion of the 

work ethic statement in new 

employee orientations and 

make sure that supervisors 

discuss it with their direct 

reports in team meetings.   
 

Continued on page 6 
 

   

The ME -Generation at Work (part II)  

 

In Part One, I talked about the 

declining work ethic among 

what is commonly referred to 

as the ñMe-Generationò    

 (people in the 18 to 30 year 

old age group).  I explained 

that me-geners often have an 

entitlement mentality rather 

than a positive work ethic as a 

result of two influential fac-

tors: 1) overindulgent par-

entsðcalled ñhelicopter par-

entsòðwho gave their chil-

dren everything except re-

sponsibility during their for-

mative years; and 2) schools 

that focused more on inclu-

siveness, building self-

esteem, and avoiding hurt 

feelings than on developing 

self-discipline, self-reliance, 

and the other elements a posi-

tive work ethic. 

 

In Part Two, I present a model 

that organizations who hire 

me-geners can use to help 

them develop a positive work 

ethic.  The purpose of the 

model is to transform entitled 

employees who think ñItôs all 

about meò into peak perform-

ers and team players who are 

committed to continual im-

provement and helping their 

employer excel in todayôs 

hyper-competitive business 

environment. 

 

THE TRANSFORMA-

TIONAL MODEL  

1.Decide what you expect 

of employees and write it 

down.  What do you mean 

when you say a ñpositive 

work ethicò?  Typically this 

means such characteristics as 

commitment, dependability, 

resourcefulness, initiative, 

teamwork, honesty, and so on.  
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Greetings SHRM-ECC members!  This is 

my final newsletter article as the Presi-

dent of the Emerald Coast Chapter.  The 

last two years have flown by!  I would 

like to thank each member who has 

served our board in 2008.  What a tremen-

dous job each of person has done.  I look 

forward to watching each continue to 

grow into other board positions and con-

tinue to add value to the success of our 

organization.  I would also like to thank 

you, the general membership, for your 

continued support and knowledge you 

Presidentõs Corner 
By Michelle Anderson  
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Need Career Advice? SHRM is the Answer!  

Did you know that SHRM devotes a sec-

tion of its website to assisting members 

with their HR careers?  Itôs true!  Not 

only does SHRM have job postings, but 

they also provide a tool called the HR 

Career Guide.  SHRM also has dozens of 

online resources to aid you in your job 

search or career path, found at 

www.shrm.org/jobs.   

 

On the main HR Careers section of the 

site, you will find Job Seeker Resources 

such as: 

A webcast on advancing your HR      

        career 

Articles on: 

       Mentoring 

       Trusting your interview instincts 

       Overcoming overqualification 

       Innovative interviews 

       Career transitions 

       HR competencies 

       Getting promoted 

       Job seekers bulletin board where you        

       can post comments or questions for   

       fellow job seekers. 

 

each bring to our monthly meetings. 

At our August social meeting Lavonne 

put together a silent auction to help raise 

money for the SHRM National Founda-

tion.  This was a huge success.  We were 

able to raise $475!  Thank you all who 

participated, those who donated items to 

auction and to Lavonne for lending her 

fund raising expertise. 

SHRM-ECC will continue to offer our 

HR 101 seminars to local employers.  We 

have another meeting scheduled for Octo-

ber 21 at JobsPlus.  This is free of charge 

and SHRM-ECC members are welcome 

to attend.  We also hope that SHRM-ECC 

members will volunteer to speak at future 

seminars to be held in 2009. 

 

Have an excellent holiday season.  I look 

forward to seeing at our future monthly 

general meetings! 

MEMBER NEWS 

If you have news you would like to share with  

fellow HR professionals, please email Ester Molder  

at emolder@uwf.edu 

WELCOME  

NEW MEMBERS 
 

Raquel Bryant  

HR Coordinator 

Sandestin Golf & Beach Resort 

raquelbryant@sandestin.com 

 

Eleanor Hypes 

HR Specialist 

Northwest Florida Daily News 

eleanorh@nwfdailynews.com 

 

Clifford Ott 

Director, Human Resources 

Mediacom Communications  

COtt@mediacomcc.com 

 

Alonzo Smith 

Vice President 

Thomco Enterprises, Inc. 

hr@thomcoent.com 

 

Lawanda Washington 

Rr2speedy@cox.net 

In addition, SHRM offers the HR Career 

Guide which allows members to fill out a 

personal profile about where their careers 

are today, where they want to go, and 

how to get there.  This tool will show you 

where your career ñgapsò are and what 

you can do to make yourself more mar-

ketable for the job you really want!  

 

 The HR Career Guide is located at 

www.shrm.org/hrcareerguide.  

http://www.shrm.org/jobs
http://www.shrm.org/hrcareerguide
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2009 Slate of Officers -Executive Board & 

Committee Chairs  

President 

Michele Burns, Kelly Services 

 

President-Elect 

Peggy Fountain, DRS C3 Systems 

 

Secretary 
Michelle Williams, Qualis Corporation 

 

Treasurer & Membership 

Tina Eakes, Cox Communications 

 

Public Relations-Director at Large 

Kay Godwin, Okaloosa County Board of 

County Commissioners 

 

Hospitality -Director at Large 

LaVonne Vasquez, Hurlburt Field Airman 

& Family Readiness Center 

 

Diversity-Director at Large 

Carla Scott, Tybrin Corporation 

 

SHRM Liaison/Foundation Coordinator 

Michelle Anderson, Jacobs TEAS 

 

 

 

 

 

 

 

Accreditation/Education 
Robin Grobsmith, Jacobs TEAS 

 

Legislation 
Tami Manard, Tybrin Corporation 

 

Communications 

Ken Mallory, Micro Systems, Inc. 

 

Newsletter 

Ester Molder, University of West Florida 

 

Non-Dues Revenue 
Sheryl Hollarn, BAE Systems 

 

Workforce Readiness 
Lynndriette Rome, Boeing 

 

Website/By-Laws 
Sharon Adams, Kelly Services 

 

LIVE HELP continued 

The staff of the SHRM Information Cen-

ter provides the "Answers to HR ques-

tions" section of Live Help.  The Cus-

tomer Service Representatives, experts 

on SHRM membership benefits, confer-

ences and seminars, provide Live Help 

for many non-HR questions.  

 

Can I get a record of the discussion I 

have?  
 

Yes. At the conclusion of your chat you 

may choose to provide an email address 

where a transcript of your session will be 

sent within seconds.  

 

What if I have a follow-up question?  
 

If it is necessary for you to be in touch 

with the same staff member you chatted 

with previously, and that individual is no 

longer available on chat, your request 

will be directed to them via email for a 

separate response. Complex issues are 

best addressed by phone or email in 

most cases. If your question takes more 

than a few lines to type, or you have 

several questions about an issue, it is 

probably best to ask it through email or 

the telephone. Live Help is best suited to 

one quick question.  

 

Why does it sometimes take several 

seconds for a response?  
 

There may be a brief delay before you 

see a response for many reasons, one of 

which is that they may be chatting with 

up to three visitors at one time. In addi-

tion staff may be pulling up a link to 

provide you or another member with a 

response to a question.  They respond as 

quickly as possible, but complicated HR-

related questions or those requiring sys-

tem research may result in delays of a 

few seconds.  Live Help is busiest late in 

the day when more individuals tend to be 

on the SHRM website conducting Inter-

net research. You might want to try it 

again at a less busy time of day.  

 

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 bene-

fits of SHRM, please visit our member-

ship information section at 

www.shrm.org/join.   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

HUMOR  

The president of a large corporation 

opened a directors meeting by an-

nouncing, "All those who are op-

posed to the plan I am about to pro-

pose will reply by saying, 'I resign'." 

 

From workjoke.com 

http://www.shrm.org/join
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Research: Low Expectations Limit Womenõs Results 
By Rebecca R. Hastings, SPHR   

Low expectations for female executives 

continue to exist in the executive suite 

and on the golf course, according to two 

studies presented during the 2008 Acad-

emy of Management Annual Meeting 

held Aug. 8-13, 2008, in Anaheim, Calif. 

This is one explanation for the earnings 

imbalance between men and women, 

researchers suggest.  

 

Male executives tend to be rewarded 

handsomely when their companies flour-

ish, for example, but female executives 

see practically no bonus gains, according 

to Who Gets the Carrot and Who Gets 

the Stick? Evidence of Gender Dispari-

ties in Executive Remuneration, a study 

of British businesses. 

 

"While 'performance-based pay' is an 

intrinsic part of any male executive's pay 

package, the term may be something of a 

misnomer when considering female ex-

ecutives," conclude the study's authors, 

Clara Kulich, Grzegorz Trojanowski, 

Michelle Ryan and Alexander Haslam of 

the University of Exeter in the U.K. and 

Luc Renneboog of Tilburg University in 

the Netherlands. 

 

The researchers studied British compa-

nies' bonus payments to top executives 

between 1998 and 2004. Female execu-

tives of 96 companies were matched 

with male executives who performed 

analogous functions in firms of about 

equal size in a similar industry.  

 

The researchers analyzed the relation-

ship between companies' financial per-

formance (in terms of return on assets 

combined with a stock-price-related 

measure) and the bonuses received by 

the executives in question during the 

following year, controlling for factors 

such as company size, stock-price vola-

tility, industry differences, and execu-

tives' tenure and age. 

 

Kulich and her colleagues found the me-

dian total remuneration of male execu-

tives to be 19 percent greater than that of 

their female counterparts. But far more 

striking to the researchers were the gen-

der differences in what they dubbed 

ñbonus sensitivity,ò the degree to which 

the executives' bonuses reflected compa-

nies' financial performance. ñThe sensitiv-

ity for male executives is strongly positive 

whereas the one for female executives is 

virtually zero,ò the authors reported. 

 

For example, as a company moves from 

the lowest to the highest levels of financial 

performance, the expected bonus for male 

executives increased by 263 percent while 

the corresponding increase for a female 

director was only 4 percent.  

 

Moreover, the male executive director's 

bonus as a percentage of salary rose from 

15.1 percent to 59.8 percent, while for fe-

males the bonus rose from 28.1 percent to 

37.2 percent of base salary. 

 

ñPut differently, the relative increase in 

men's bonuses as a function of improve-

ment in company performance is approxi-

mately nine times larger than women's 

increase,ò the authors said. 

 

Gender pay differences are not unique to 

the U.K., however. According to an Aug. 

15, 2008, MSNBC article, the average sal-

ary and bonus package among Fortune 500 

CEOs in 2007 was $12.8 million, nearly 

double the average earnings of female 

CEOs, which stood at $6.5 million. 

PepsiCoôs Indra Nooyi, the highest-paid 

female CEO, made $12.7 million 

(including $4.5 million in bonus pay) in 

2007, placing her 139th on the list. But her 

total compensation was just one-fourteenth 

that of the highest-paid man on the list, the 

article notes. 

 

The U.K. study researchers noted that the 

bonuses of top women executives vary 

little whether their companies perform 

brilliantly or dismally. ñThe fact that fe-

male executives are neither rewarded nor 

punished for their work can be seen as an 

indicator of a more generalized organiza-

tional apathy and indifference toward 

women,ò the authors concluded. 

 

Golf Expectations Lower Too 
Low expectations can have adverse effects 

for women managers outside the office too, 

according to a second study presented at 

the Academy of Management meeting, The 

Impact of Gender-Differentiated Golf 

Course Structures on Women's Networking 

Abilities, which found an uncanny link 

between the placement of tee boxes for 

men and women and the success of women 

in sales, management and marketing. 

 

The research is based on data from 455 

U.S. golf courses across 50 states, with 

each course matched to a specific census 

locale. A web site that produces names and 

information about golf courses randomly 

provided the distances between the men's 

and women's starting tees for each hole, 

permitting the researchers to calculate the 

average distance for each course. 

 

Obtaining workforce and earnings data in 

the relevant locales from publicly available 

sources, the researchers focused particu-

larly on three occupations in which net-

working is a crucial activityðgeneral man-

agement; sales and related occupations; 

and marketing and sales management. 

 

On average, women's tee boxes are about 

50 yards closer to the hole than men's. But 

the researchers found a significant associa-

tion between greater tee box distances and 

the level of participation of women in mar-

keting and sales management. They dis-

covered a marginal association with lower 

participation of women in general manage-

ment.  

 

The professors found greater distances 

between tee boxes to be strongly or signifi-

cantly associated with lower female earn-

ings in all three occupations. Greater dis-

tances were strongly associated, too, with 

lower earnings by women relative to men 

in marketing and sales management and 

were marginally associated with lower 

earnings relative to men in general man-

agement. 

 

Continued on page 6 



The Problem with Work/Life Balance  
By Kerul Kassel  
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Everyone talks about the importance of 

achieving the elusive work/life balance. 

But in my opinion, trying to find perfect 

balance is a pipe dreamða wasted effort. 

 

In todayôs fast-paced workplace most of us 

are urged to do more, faster, and with 

fewer resources. There seems to be more 

pressure to be successfulðwhatever that 

meansðthan ever before. While doing the 

job of two or three people at work, weôre 

expected to be exemplary parents AND 

have a fulfilling personal life in which we 

rear perfect children, enjoy our hobbies, 

volunteer in the community, and take su-

perb care of our bodies, spirits, and minds. 

But I maintain that while the quest for bal-

ance is a wonderful goal, itôs just not a 

realistic goal for most folks. Instead, it has 

become one more ñto-doò on an ever ex-

panding, guilt-inducing list. 

 

What if the balance weôre looking for in 

our lives was more like the dietary balance 

that nutritionists recommend? We donôt 

need to eat all the proper numbers of serv-

ings from the five food groups each and 

every day. The goal is to eat a diet that 

allows us to get a good balance over the 

course of a week or month thatôs still quite 

healthy. 

 

Translating that to the bigger picture, there 

are times when we need to work more than 

usual and other times when we can take 

more time off. Sometimes we can focus 

more intently on our hobbies and passions; 

at other times different priorities take 

precedence. There may be times when we 

take really good care of ourselves, and 

other times when that slips a bit; times 

where we devote a lot of attention to our 

family, and other times when there is less 

energy and daily time to focus on them. 

And thatôs OK; it is as it needs to be. 

 

The aim of balance is to live a well-

rounded life, to renew and refresh your 

creative energies on a regular basis so you 

can achieve your highest potential. 

 

Get Mindless. The flip side of work 

isnôt only family time; it also includes 

activities that rejuvenate you, whether  

thatôs spa time or a simple hot bath, 

sports, meditation, fishing, taking a 

walk, sitting in your yard and watching 

the birds in the trees or the clouds in the 

sky. This ñmindlessò time is critical to 

restoring your mental prowess, as well as 

your physical stamina. It also creates 

space for spontaneous creativity and  

 

problem solving. Donôt force it, though. 

The aim is to relax and enjoy the time 

fully. 

 

Use your calendar. Remember to 

schedule non-work activities into your 

calendar for specific days and times. If 

you need to contact others to set things 

up, schedule that into your calendar, too. 

Once you enter an activity in your calen- 

dar youôll become committed to it and 

youôll be more likely to follow through. 

 

Reduce family time stress. Quality time 

with your loved ones neednôt be com- 

plex or difficult to pull off. The most 

rewarding family activities arenôt nece- 

ssarily the most formal or expensive 

ones. There are many ways to spend 

rewarding, memorable moments with 

your family and friends. Some ideas 

include going for a bike ride, sharing an 

interesting craft project, baking or cook- 

ing a meal, going for a hike in a local 

park, or taking a car ride. 

 

Be gentle with yourself. If you start a 

new habit that soon gets pushed to the 

side in the onrush of regular life, under- 

stand that itôs completely normal. You 

havenôt failed; youôre just experiencing 

the same breakthrough bumps everyone 

else goes through. Itôs unrealistic to de- 

cide to take up a positive new practice 

and follow through on it forever. Ask 

yourself if the new habit is worthwhile, 

and if it is, work it back into your sched- 

ule. If it isnôt satisfying, try something 

else. 

 

Make it sustainable. If itôs not already 

part of your schedule, creating an expec- 

tation that youôll practice silence, or 

meditation, or journaling, or some other 

activity every day just isnôt realistic. 

Once or twice a week, or even once or 

twice each month may be enough for 

some balance activities, at least to start 

with. After all, any effort is better than 

none. 

 

 

Make it yours. Donôt get caught up in 

trendy balance activities if they donôt fit 

your tastes. Since cultivating our best  

selves is one of the reasons we seek bal- 

ance, spend time doing the things you  

really love to do. These are, after all, the  

pursuits that will truly reenergize and  

gratify you.  

 

So if the pursuit of balance is putting 

you off balance, remember that while itôs 

a worthy pursuit (in moderation), its 

purpose is to reduce your stress, not add 

to it. Understand that on any given day, 

something probably has to give. Just 

make sure that you set aside time on 

another day to devote to the activity 

you've slighted today.  

 

Reprinted from the American Marketing 

Association Website. 
 

Kerul Kassel is the author of the newly 

released book Productive Procrastina-

tion as well as the award-winning Stop 

Procrastinating Now. He is the founder 

of the New Leaf Systems consulting 

firm. For more information visit 

www.Procrastivity.com  

There is no better time to make your 

vote count!  Get informed and get 

involved by visiting http://

www.shrm.org/advocacy/GOTV/.   

http://www.Procrastivity.com
http://www.shrm.org/advocacy/GOTV/
http://www.shrm.org/advocacy/GOTV/
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"If on average the women's tees are far away 

from the men's tees, this may portray a nega-

tive belief about the golfing abilities of 

womenðand perhaps by extension negative 

beliefs about other abilities," wrote the 

study's authors, Michelle M. Arthur, Robert 

Del Campo, and Harry J. Van Buren III of 

the University of New Mexico.  

 

Moreover, golf is a business-related network-

ing activity. ñTo the extent that the tees are 

situated far apart, it becomes more likely that 

[men and women] will golf in separate 

carts,ò they note. ñIf so, women are excluded 

from prime networking opportunities that 

take place during the idle time spent in the 

cart and waiting at the starting tee boxes to 

tee off.ò 

 

Even though ñovert barriers to women's ad-

vancementò have receded, the authors con-

cluded, ñwe are left with more subtle barriers 

like different golf tee placements.ò 

 

Rebecca R. Hastings, SPHR, is an online 

editor/manager for SHRM. 

 

 

 

 

Frame the statement and mount it 

on the wall in conspicuous places 

throughout your organizationôs 

facility.  Send the statement to all 

personnel by email, feature it in 

newsletters, and encourage man-

agers and supervisors to talk 

openly and frequently about the 

statement.  

 

3.Role model all of the character-

istics contained in the work ethic 

statement.  Make sure that manag-

ers and supervisors are consistent 

role models of these characteris-

tics.  ñDo as I say, not as I doò 

will not work with me-geners.  

They will follow the examples of 

management personnel, not their 

words. 

 

4.Orient all new employees to the 

work ethic statement.  Distribute 

copies of the statement during 

new employee orientations and 

discuss them.  Allow plenty of 

time for new employees to ask 

questions and voice concerns. 

 

5.Mentor all new employees.  

Select personnel who are exem-

plary models of the expected 

work ethic and assign new em-

ployees to them for mentoring 

immediately following the orien-

tation.  The mentoring period 

should be at least six weeks 

 

6.Train all new personnel on the 

expected work ethic characteris-

tics.  Training for me-geners must 

include more than just technical 

and how-to information.  It must 

also include work-ethic related 

sessions. 

 

7.Build teams in ways that support 

a positive work ethic.  Include work

-ethic elements in all teambuilding 

efforts and the team charter. 

 

8.Monitor and evaluate the work-

ethic related attitudes and behaviors 

of all new personnel.  Bad attitudes 

and behaviors become habitual if 

allowed to persist over time.  This 

means that supervisors and mentors 

must correct inappropriate attitudes 

and behaviors the instant they are 

noticed.  This is the daily monitor-

ing aspect of this step.  In addition, 

there should be work-ethic related 

criteria added to your organizationôs 

performance appraisal instruments. 

 

9.Reinforce positive attitudes and 

behaviors relating to the work ethic.  

In other words, let your direct re-

ports know when they are doing 

something right.  The best reinforce-

ment a supervisor can give is a pub-

lic pat on the back for a job well 

done. 

 

10.Assess the status of the work 

ethic in your organization periodi-

cally.  This can be done by conduct-

ing management and team meetings 

organization-wide or by using the 

work ethic statement to develop a 

survey that is distributed to all per-

sonnel.  The results of the assess-

ment will point out weaknesses.  

Your organization can then develop 

and implement a plan for correcting 

weaknessesða process that should 

continue forever. 

 
Dr. Goetsch was the guest speaker 

at the SHRM-ECC July Meeting.   

The ME -Generation at Work (part II) continued 

  When your work speaks for  

  itself, donõt interrupt. 
                                                         HENRY J. KAISER     

Low Expectations contõd 

HR 101 
October 21,  5:00 -7:00pm, JobsPlus on Racetrack Road (Fort Walton Beach), Light dinner included  

 
   FLSA    Effective Interviewing Skills  
   Payroll Hours    Exempt vs. Non -Exempt  
   Policy Manuals   Company Procedures  
   Guns in the Workplace  

 
*Register by October 17 to Michelle Anderson: michelle.anderson.ctr@eglin.af.mil, 850 -729-6165 

**For individuals who may practice HR but may not be an HR Professional  




