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SHRM to Hold Regional Webinars  

Wednesday, August  

       26, at noon ET/11:00   

      CT (special content for    

      small businesses with  

      <100 employees) 

   

To participate in these we-

binars, watch your email 

inbox.  Details for each one 

will be sent via email, so 

make sure your spam filter 

allows emails from 

@shrm.org.  Each webinar 

is limited to the first 100 

participants.  If you canôt 

get into the webinar, it is 

likely full, so be sure to 

login early.    

Mark your calendars!

SHRMôs Southeast Re-

gional Team will be hold-

ing special webinars to 

showcase new additions to 

the website, enhanced 

member benefits, ways to 

earn recertification credits, 

and more!  Plan to join in 

on the webinars as listed 

below.  

   

SHRM will also be giving 

away a free membership to 

someone who is a chapter 

member but NOT a current 

SHRM member on the Au-

gust 5th call.  Angella Clark 

 

from Louisville KY was 

the lucky winner of a free 

membership in April. Upon 

winning, Clark said, ñIôm 

excited to win!  I now have 

access to a variety of reli-

able and current HR infor-

mation.ò  YOU could be 

the next winner!  
  

Wednesday, July 22, at    

       noon ET/11:00 CT 

 

Wednesday, August 5,  

       at noon ET/11:00 CT  

       (giving away a SHRM 

       membership) 

 

Inside this issue:  

system that will allow em-

ployees to openly talk about 

issues they may be facing, 

and utilizing team building 

exercises to create unity 

among staff members.  Most 

importantly, business owners 

and managers must stay 

abreast of Floridaôs anti-

discrimination laws and im-

plement sound workplace 

policies to ensure fair treat-

ment for all.  

 
Lets work together to ensure 

that Floridaôs businesses, and 

seniors, thrive!  For more 

information on age discrimi-

nation, please visit the Florida 

Commission on Human Rela-

tionsô web site at http://

fchr.state.fl.us.  

 

 
 

 

 

Age Discrimination in Florida is on the Rise  
Commissioner Mario Valle (Naples)  

Unfortunately, older Ameri-

cans often face discrimination 

and stereotyping in the work-

place.  In addition to being 

viewed as senile, seniors are 

often thought of as generally 

incompetent, suffering from 

physical disabilities, lacking in 

technological skills, and un-

able (or unwilling) to learn 

new things.  

 

As the state agency which 

enforces the stateôs civil rights 

laws, we are all too aware of 

the discriminatory actions 

which continue to plague our 

seniors.  In fact, the number of 

age discrimination cases 

closed by the Commission has 

increased every year since 

2004.  During the 2007-2008 

fiscal year, 20% of employ-

ment complaints closed by the 

Commission were based on 

age discrimination.  The Equal 

 

 Employment Opportunity 

Commission (EEOC) has 

reported that age-

discrimination allegations by 

employees are at a record 

high, jumping 29% to 24,600 

filed in the year ended Sept. 

30, up from 19,103 in 2007. 

 
It is important for businesses 

to realize that a workforce of 

individuals from a variety of 

age groups can be very bene-

ficial.  Older workers have 

years of experience that can 

be used to teach and mentor 

younger, less experienced 

workers.  

 
Managers and business own-

ers should find ways to work 

with their employees by 

learning how to communicate 

across generations, allowing 

for collaborative decision 

making, creating a support  
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tional Membership to SHRM. 

 

6.) Our website and newsletters are the 

best around and I have been looking.  

Make sure that you take the time to 

visit our website: www.shrm-

emeraldcoast.org. 

 

We will continue to go strong the next 

half of the year with some great pro-

grams and speakers.  Our night net-

working meeting has been moved to 

August 12th and is a great night to meet 

some of the members that you have not 

met before.  Peggy will have some fun 

things in store for us that night. 

 

Please take some time to meet our new 

members and make them feel wel-

come.  Also, please invite someone 

that you know in the HR Field to join 

our group. 

 

Have a great summer! 

 

    

 

 

 

 

 

 

 

 

 

I would like to take a few minutes to 

share some of the great successes that 

we have had this year; our board has 

been hard at work and we are already 

seeing some of the rewards. 

 

1.) Our April Seminar that was pre-

sented by Robin Grobsmith and Tami 

Manard was  a huge success and 

brought in a profit of over $1300.00.  

We have some very talented members 

 in our group and it is always a pleas-

ure to listen to them speak.  

 

2.) We are giving away three Take 

Stock in Children Scholarships this 

Presidentõs Corner 
By Michele Burns  
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Legislative Update  
By Tami Manard  

E-verify has been delayed until 

9/8/09; Homeland Security Depart-

ment did not provide a reason for the 

delay. 

 

Employee Free Choice Act  (EFCA) 

Will change current law regarding 

unionization as follows: 

Unions can organize employees 

exclusively through the card-

check process instead of giving 

employees an opportunity to vote 

in a federally administered, pri-

vate ballot election. 

 

Will require binding arbitration 

within 130 days after a union is 

certified through a singed-card 

collection process, if the em-

ployer and the union are unable to 

reach a first contract agreement. 

 

 

year for $500.00 each. Our Board 

read through essays and chose three 

students to receive the award. It was 

difficult to only pick three winners; 

maybe next year we will be able to 

give even more. 

 

3.) The first HR 101 class this year 

was ñ Ask the Experts,ò presented by 

Robin Grobsmith and Tina Eakes.  

The class was well received that most 

attendees indicated they would be at 

our next class.  Our next class filled 

the classroom and Tami Manard and 

Eleanor Hypes spoke on ñDiscipline 

and Job Descriptions.ò  Pizza and 

soda is provided and this is becoming 

a great venue for HR Professionals. 

 

4.) At this time, we have 9 members 

going to the HR Florida Conference 

in Orlando in August. 

 

5.) At our July meeting, we will do a 

drawing for someone to win a Na-

Restricts and employerôs commu-

nications to employees about the 

workplace issues involved in the   

      union organizing drive. 

 

Increase penalties, including back 

pay plus liquidated damages, on 

employers that discriminate 

against pro-union employees dur-

ing organizing drives. 

Healthy Families Act 

Would require employers with 15 or 

more employees to provide up to 56 

hours of paid sick to all employees. 

SHRM is advocating an alterna-

tive that if employer voluntarily 

offers a certain amount of paid 

leave they will be deemed to have 

met the requirements. 

 

Scholarships for HR  

Professionals  

Are you a SHRM member pursuing a 

college degree or professional certifi-

cation?  Forty academic scholarships 

($1,375 each) will be awarded--both 

part-time and full-time students are 

eligible.  Sixty certification scholar-

ships ($750 each) will be awarded to 

members pursuing PHR, SPHR, 

GPHR or CA certification.   
 

Application deadline: July 15.  

 

 

 

 

 

 

 

For more information, choose 

"Scholarships and Awards" on the 

SHRM Foundation website 

(www.shrm.org/foundation).  

http://www.shrm-emeraldcoast.org/
http://www.shrm-emeraldcoast.org/
http://www.shrm.org/about/foundation/scholarships/Pages/default.aspx
http://www.shrm.org/foundation


Do cemetery workers prefer the 

graveyard shift? 
 

From workjoke.com 
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Talent scouts on the hunt for the next 

singing sensation would hardly give 

the likes of Susan Boyle, a 47-year-old 

British spinster, a second glance. But 

when she began to sing on the April 

11, 2009, episode of ñBritainôs Got 

Talent,ò she proved instantly that age 

and appearance-related stereotypes 

might result in hasty rejections of supe-

rior candidates.  
 

For example, applicants who are con-

sidered overweight or unattractive or 

those who sport tattoos and body pierc-

ings might be less likely to be consid-

ered for jobs or disciplined or termi-

nated for appearance later. And, as 

SHRM Online has reported, some indi-

viduals even resort to cosmetic surgery 

to make their appearance more appeal-

ing to employers. 
 

Yet idealized standards for female 

beautyðas portrayed in magazines, 

movies and even Barbie dolls, might 

be holding some women back from top 

jobs. 
 

Overweight and obese women are sig-

nificantly underrepresented among the 

top CEOs in the United States, accord-

ing to a study co-authored by Mark 

Roehling, Michigan State University 

associate professor of human resource 

management. The study appears in the 

British journal Equal Opportunities 

International. However, while obese 

men were also underrepresented, over-

weight men were actually overrepre-

sented among top CEOs. 
 

 ñThe results suggest that while being 

obese limits the career opportunities of 

both women and men, being ómerely 

overweightô harms only female execu-

tivesðand may actually benefit male 

executives,ò Roehling said in an April 

7, 2009, statement. ñThis pattern of 

findings is consistent with previous 

research indicating that, at least among 

 white Americans, there is a ten-

dency to hold women to harsher 

weight standards.ò 
 

Roehling said the research is the first 

to focus on the potential effect of 

weight on career advancement to the 

highest levels of management. For 

the study, two groups of experts ana-

lyzed publicly available photos of 

CEOs from Fortune 1000 compa-

nies. The expert raters included indi-

viduals who were tested prior to the 

study to determine their accuracy in 

assessing body weight based on pho-

tographs, and medical professionals 

who by virtue of training and experi-

ence are experts at weight estima-

tion. 
 

The groups found that only 5 percent 

of male and female CEOs at top 

companies were obese (BMI, or 

body mass index, greater than 30), 

which is much lower than the U.S. 

average of 36 percent for men and 38 

percent for women of similar age. 
 

Study findings indicate that between 

45 and 61 percent of top male CEOs 

are overweight (BMI between 25 and 

29), which is higher than the percent-

age of the U.S. population of simi-

larly-aged men who are overweight ï 

41 percent. 
 

By contrast, only 5 to 22 percent of 

top female CEOs were overweight, 

less than the average percentageð29 

percentð of similarly aged U.S. 

women who are overweight. 
 

ñThis reflects a greater tolerance and 

possibly even a preference for a lar-

ger size among men but a smaller 

size among women,ò the researchers 

observed. 
 

According to Roehling, ñIt appears 

that the glass ceiling effect on  

 

womenôs advancement may reflect 

not only general negative stereo-

types about the competencies of 

women but also weight bias that 

results in the application of stricter 

appearance standards to women.ò 

 

Age Discrimination Continues 
An October 2008 survey of nearly 

900 senior-level executives age 40 

or older found that 80 percent be-

lieve there is moderate to severe 

age discrimination in the U.S. 

workplace.  

 

The survey, published by Gray 

Hair Management, a career re-

source, found that 73 percent of 

executives believe they have lost a 

job opportunity because of their 

age. And most (65 percent) admit-

ted they have made adjustments to 

their resume to make their age less 

obvious. 

 

When asked at what point they 

believe age affects hiring decisions 

negatively, 25 percent believe that 

age becomes a negative hiring fac-

tor before age 50, nearly 40 per-

cent believe it becomes a factor 

between 50 and 54, 24 percent be-

lieve it happens between 55 and 59 

and nearly 12 percent believe age 

does not become a factor in hiring 

until a candidate is 60 or older. 

 

U.S. Equal Employment Opportu-

nity Commission (EEOC) statistics 

confirm that age discrimination 

claims continue to climb. 

 

Continued on page 4 

 
 

 

 

 

 

Diversity Corner  

YouTube Sensation Challenges Age and Appearance Stereotypes  
By Rebecca R. Hastings, SPHR 

HUMOR  



ñThe anti-discrimination laws pro-

hibit employment decisions based on 

ageist stereotypes rather than on the 

actual abilities, experience and job-

related skills of individual applicants 

and employees,ò said Barbara Sloan 

and Dori Bernstein from the EEOC's 

Office of General Counsel during an 

April 2008 SHRM Online chat. ñAge

-based stereotypes are frequently 

implicated in discrimination claims 

and can provide strong evidence of 

unlawful conduct.ò  

 

But thereôs another compelling rea-

son why employers should be sure 

that age-related stereotypes donôt 

cause them to overlook older work-

ers: the groupôs buying power. A 

study released April 20, 2009, by 

Grandparents.com notes that there 

are approximately 70 million grand- 

the Elks Lodge on Okaloosa Island.  

Please have clothing cleaned and on 

a hanger. 
 

Special needs include: 

Women: Larger Sizes (16 and up), 

Dress Shoes, Handbags 

Men: Dress Shirts, Ties, Belts, Dress 

Shoes, Sports Coats 

The annual Suit Up to Move Up 

clothing drive will be in September 

2009.  

 

The Suit Up to Move Up clothing 

drive is a project that provides inter-

view and work appropriate clothing 

to women and men in the local area 

who do not have the means to pur-

chase such clothing.  

 

Suit Up to Move Up Clothing Drive  

  òComing together is 
 a beginning. Keeping  

together is progress.  
Working together is 

success.ó 
Henry Ford 

WELCOME  

NEW MEMBERS 
 

Kathryn Lorch      Brenda Ritter  

NEW Customer Service Companies   HX5 

 

Nancy Murphy       Gail Waller  

Northwest Florida State College    Edward Jones Investments 

 

Anita Peek-Brinson     John Prumatico 

Applied Research Associates, Inc.   JP&A     
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YouTube Sensation continued 

parents in the United States, a group 

that is increasing at more than double 

the rate of the overall population. 

Moreover, the groupôs average real 

income is rising faster than any other 

consumer segment; they buy $2 trillion 

worth of goods and services annually. 

 

Advertisers are beginning to take no-

tice, according to the New York 

Times:  ñFor decades, older consumers 

were largely shunned by marketers 

because they were deemed less 

wealthy, less likely to try new products 

and less willing to change brands.ò But 

now there is ñincreasing interest in 

marketing goods and services to con-

sumers age 50 and older,ò the article 

notes.  

 

But in order for companies to tap into 

such a market effectively, they need to 

understand what makes members of 

this demographic group tick. Many 

large employers use employee resource 

groups, segmented by demographic 

group, to discuss marketing strategies 

and new product ideas targeted to spe-

cific groups. Some have groups for 

older workers, such as Aetnaôs Boom-

ers Employee Resource Group and 

American Airlinesô 40+ Group. 

 

Other employers simply donôt let fac-

tors such as age impact their percep-

tions of employees. Case in point: 

Lucy Panacy, an assembly worker at 

Brookfield Engineering Co.ôs Middle-

boro, Mass. Plant, celebrated her 85th 

birthday in March 2009 following 40 

years of service at the company. 

 
Rebecca R. Hastings, SPHR, is an online 

editor/manager for SHRM.  

At the heart of the project are bou-

tique-like clothing closets located at 

all three JobsPlus One Stop Center 

locations in Fort Walton Beach, 

Crestview, and DeFuniak Springs.   

 

Please plan to participate in the 

clothing drive by bringing clothing 

items to our September SHRM 

meeting on September 16th, 2009 at 



The Midyear Review Takes on More Weight  
By Jena McGregor  
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Like most rites of summer, the mid-

year review has historically been an 

informal affair: a quick chat about 

what needs to be done to get that 

raise in December, a perfunctory per-

formance check-in required by the 

higher-ups in human resources.  
 

But as the economic crisis rewrites 

the rules of management, the mid-

year assessment is taking on dramati-

cally more weight. Goals set in Janu-

ary are being adjusted as the external 

environment becomes less predict-

able. Companies that have frozen 

outside hiring are looking closely at 

whether the people on staff are in the 

right jobs. And faced with the pros-

pect of further layoffs as profits fall, 

some bosses are using the interim 

review to warn of tougher grading 

policies. As Bob Rogers, president of 

HR consultancy Development Di-

mensions International, puts it: 

"There's a heightened awareness of 

holding people accountable."  
 

Add the fact that employees are fret-

ting about job security, and this 

year's sessions could be tense. Even 

meetings with high performers are 

likely to be tinged with anxiety, as 

many managers know they'll have 

empty pockets when it comes to 

handing out merit raises later this 

year. "They're suddenly thinking: 

'Wow, we have nothing to give,' " 

says Jason Averbook, CEO of 

Knowledge Infusion, a talent man-

agement advisory firm.  
 

As a result, some companies are 

making subtle shifts in this year's 

midyear evaluations to make them 

more productive for both managers 

and employees. Procter & Gamble is 

using its sessions to adjust previous 

goals to reflect more accurately what 

can be achieved in this environment. 

"We just reset expectations with 

Wall Street, and some of our busin-

nesses are doing the same," says 

Keith Lawrence, a director of human 

resources for P&G's beauty and 

health-care business. Lawrence ar-

gues that setting attainable targets is 

important to keeping up morale: 

"Fundamentally, people want to be 

part of a winning team."  
 

Monthly Check-Ins 

While some companies may be look-

ing at midyear discussions as a tool 

for culling employees, P&G has re-

designed its review format to make 

the process more motivational. It's 

asking managers to focus on employ-

ees' achievements rather than just 

zero in on areas that need improve-

ment. "Particularly in this economy, 

people are living in the survival 

zone," Lawrence says. "They're wor-

ried about their job, they're worried 

about their family. That has a huge 

impact on the amount of positive 

energy they can bring to driving the 

business ahead."  
 

Other companies are trying to get 

more out of these conversations, too. 

Southwest Airlines has been asking 

its managers to have monthly check-

ins with staff rather than semi-annual 

ones. The discount carrier is also 

embedding full-time "talent develop-

ment managers" in each department 

to help coach leaders on the best way 

to run reviews. This year, Southwest 

is expanding the number of these 

specialists from three to 20, says 

Fiona Macleod Butts, a senior HR 

executive at Southwest. "At a time 

when people are shrinking internal 

investments, we're more than tripling 

ours by having these managers in 

every department," she says.  
 

Tough Talk, and Carrots 

Employees at other companies aren't 

so fortunate. HR consultants say 

many firms are using midterm check

-ins to give especially candid assess-

ments so employees won't be sur-

prised if they're labeled as "needs 

improvement" come December and 

later shown the door. "You can't af-

ford people who aren't carrying a 

heavy load," says DDI's Rogers. 

Tough grades now may reduce the 

legal risks of laying off someone 

who insists he was performing at the 

top of his game.  
 

For employees who are among the 

top performers, many companies 

must resort to dangling nonfinancial 

rewards as carrots. The midyear re-

view is an opportunity to discuss 

promotions and stretch assignments 

that will keep stars challenged and 

motivated. "It's not going to be about 

money this year," says Hewitt Asso-

ciates consultant Scott Cohen.  
 

Some executives are so worried 

about holding on to their best people 

that they're sharing the wealth with 

top players early. Intuit, the Moun-

tain View (Ca) financial software 

maker, handed out restricted stock to 

its top performers at midyear rather 

than waiting for the company's fiscal 

yearend. "Accelerating the grant was 

very unusual for us," says Jim 

Grenier, an Intuit vice-president for 

human resources. "Attrition costs 

you a ton, and we are trying to do 

everything we can to improve pro-

ductivity." 
 

Financial uncertainty, after all, has a 

way of focusing attention on talent. 

Grenier says requests from managers 

for training on conducting effective 

reviews is up 50% this year. "People 

are paying attention to this stuff they 

might have felt was just an HR 

thing," says the Intuit executive. 

"We're all fearful about our jobs."  
 

This article was originally published on 

BusinessWeek.com.  
 

Jena McGregor is BusinessWeek's man-

agement editor.  
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