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	Quotes That Inspire

"I believe that friendly is a huge brick in the foundation of building trust, and when I seek relationships with any kind of person, I want them to err on the side of friendly."

Jeffrey Gitomer's Little Teal Book of Trust 
http://www.amazon.com/Jeffrey-Gitomers-Little-Teal-Trust/dp/0137154100/
101 Ways to have a Great Day at Work by Stephanie Goddad Davidson 

  

"I like people to come back and tell me what I did wrong. That is the kindest thing you can do" 

- Lillian Gish

The next time you think you need to give someone criticism, decide on how the comment specifically relates to that person's performance. If it doesn't you may be judging by style and how it differs from yours instead of a true work concern. If it does relate to work, find a way to present it that focuses on the facts only, not on personality or style.   

FREE 

Family and Medical Leave Act 

Seminar  

sponsored by:
[image: image1]
After 15 years, FMLA is changing...with new leave entitlements and a myriad of reg​ulatory changes

This seminar provides information on FMLA regula​tions and includes a CD with a sample FMLA policy and required notices

Hunt Valley 

Thursday, July 29th

Seminar - 9:00 - 1:00 PM

Regal Bank & Trust
10620 York Road
Hunt Valley, MD 21030



To Register call Linda Erb at

 (410) 666-5911
or (800) 875-7057


	This free eNewsletter is brought to you by Randisi & Associates, Inc.  Periodically, we'll bring you news and ideas to help you in your business life. If you wish to unsubscribe at any time, please reply to this message with Unsubscribe in the subject line.
This month we present the following articles for your consideration:
1. Are employees satisfied with their current jobs? Are they waiting for the economy to rebound before seeking jobs elsewhere? What contributes most to employee job satisfaction? What factors are not connected to job satisfaction?  The answers are in this article

2. Common Employer Mistake - Not complying with the requirements of the Fair Credit Reporting Act when taking adverse action against an applicant or an employee.  

Information in this newsletter is not intended as legal advice. Please consult legal counsel before taking any actions. 
I hope you find this month's newsletter beneficial.
Jim Randisi
410.494.0232
SHRM's 2010 Employee Job Satisfaction Survey
This is a summary of a research report by Society of Human Resource Managers. If you are not a member of SHRM and would like to become one, visit www.shrm.org/application

Investigating What Matters Most to Employees

Stability Still Paramount to Employees’ Job Satisfaction

Employees’ overall satisfaction with their current job remains high at 84% (40% are overall “very satisfied” and 44% are “somewhat satisfied”), according to this study. 

Are employees really satisfied with their current jobs or are they waiting for the economy to fully rebound before seeking employment elsewhere? Only 30% of employees said that they were likely to look for work outside of their organization in 2010 (15% said they were “very likely” to look for job outside of their current company, 15% said “likely”). Also, 51% of employees reported that the current economic climate has made no difference in their satisfaction level with their current job.

What contributors are most important to employee job satisfaction? Job security (63%), for the third consecutive year, remained at the top of employees’ list of most important determinants of job satisfaction. 

The organization’s financial stability (54%),a new contributor to job satisfaction for employees, also made the top five list, tying with the work itself.

Factors that were not strongly connected to employees’ overall job satisfaction were organization’s commitment to a ‘green’ workplace; networking; paid training and tuition reimbursement programs; organization’s commitment to corporate social responsibility; and career development opportunities.

Other Noteworthy Findings

 Employees whose organizations did not lay off any employees were more satisfied overall (“very satisfied”) with their current jobs compared with employees whose organizations had laid off employees in the past 12 months.

In 2010, only 16% of employees reported being very concerned about their current job in light of the economy compared with 22% of employees in 2009.

Common measures to keep job satisfaction at high levels included encouraging open communication between supervisors and employees, fostering open communication with employees regarding the organization’s financial standing and fostering open communication with employees regarding budget cuts, hiring freezes and layoffs.

What Do These Findings Mean for Businesses? 

Communicate Effectively: The economic climate has changed the way employees look at their employers, their jobs and aspects important to their job satisfaction. 

The findings of this research indicate that companies have taken steps to keep employees’ job satisfaction high. The top three measures focus on communicating with employees. How effective are these communications? Although organizations may be communicating with their employees, there might be some disconnect between the message from Executive Summary:

Stability Still Paramount to Employees’ Job Satisfaction

Communicating effectively with employees can provide the workforce with direction, dispel rumors and promote trust. Employers might consider promoting upward communication, such as gathering feedback from employees through focus groups lead by employees.

Partner With Employees: One of the top contributors to employee job satisfaction is having the opportunity to use employees’ skills and abilities. Employees also reported that their professional abilities and skills increased their sense of job security. Organizations need to take steps to discover the skill sets of their employees and utilize them. This could help organizations increase employees’ motivation, productivity and chances of retaining their best talent.

Take Action: You have talked, collected feedback and conducted focus groups—what’s next? Employers will need to take the results of their dialogue with employees and translate them into measurable actions that fit into their organization’s strategic plans. 

Court finds that employer failed to timely provide Plaintiff with consumer report that Plaintiff used to make adverse employment decision
Burghy v. Dayton Racquet Club, Inc., 2010 U.S. Dist. LEXIS 17373 (D. Ohio Feb. 26, 2010) SUMMARY ONLY For more information visit http://www.strasburger.com/fcrablog/template_permalink.asp?id=437
Facts:  Plaintiff worked for Defendants in their accounting department. As part of her continued employment, Plaintiff was required to submit to a credit history check. On January 15, 2008, Plaintiff signed a disclosure form purporting to authorize Defendants to request and obtain a copy of her consumer report. On January 16, 2008, Defendants met with Plaintiff and informed Plaintiff that her credit history did not meet the minimum criteria that Defendants had set for her position. Plaintiff claimed her employment was terminated during this meeting. Defendants also mailed Plaintiff a letter that stated information on her consumer report might affect her employment with Defendants and included her consumer report. Plaintiff received the letter and consumer report two days later. Then, on January 23, 2008, Defendants sent another letter to Plaintiff indicating that she was terminated. 
Notification. With respect to Plaintiff’s claim that Defendants failed to timely provide Plaintiff with the consumer report that Defendants relied on to terminate her, § 1681b(b)(3)(A) states in relevant part: “[I]n using a consumer report for employment purposes, before taking any adverse action based in whole or in part on the report, the person intending to take such adverse action shall provide to the consumer to whom the report relates: (i) a copy of the report; and (ii) a description in writing of the rights of the consumer.” The issue for the Court centered on whether Defendants provided a copy of Plaintiff’s consumer report before taking adverse action. The Court concluded that a jury could agree with Plaintiff’s recitation of the events from January 15 to January 23, 2008, and find that Defendants terminated her on January 16 – before Defendants provided Plaintiff a copy of her consumer report. Thus, the Court denied Defendants’ request for summary judgment on this claim.
Employers need to follow some basic steps when about to take adverse action using any consumer report to make an adverse employment decision. Use the Pre-Adverse Letter to advise the individual that the employer is about to take adverse action based on information in the consumer report, give the individual a copy of the consumer report and a summary of rights under the Fair Credit Reporting Act and a reasonable amount of time to advise the information in the consumer report is wrong. Then, usually after five business days, the Adverse Letter is sent advising that the adverse action has been taken based on no response from the individual. 


