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	Quotes That Inspire
"If I don’t ask “Why me?” after my victories, I cannot ask “Why me?” after my setbacks and disasters. 
Arthur Ashe
Common Employer Mistake in Employment Screening –Relying on interviews alone to provide adequate levels of information about a candidate for a workforce position. 

Many managers believe they are good at identifying someone lying to them in the interview process. Fact is that most people do not have that ability.  "Most liars can fool most people most of the time," says psychologist Paul Ekman of the University of California at San Francisco. “ Liars know we look for signs of nervousness, so liars quell the impulse to fidget.” 

Compare the investigation done by your firm when an expensive process or piece of equipment is being procured with the investigation when you bring a person into the workforce. There is good reason why firms intensely evaluate a process or piece of equipment before hundreds of thousands of dollars are spent. References from previous buyers are pursued and historical results are examined. Doesn’t it make sense to do at least as much with an individual who could cost hundreds of thousands of dollars if a mistake is made…if a bad hire gets into your workforce?  


101 Ways to have a Great Day at Work by Stephanie Goddad Davidson 
  
" To love what you do and feel that it matters-how could anything be more fun.” –Katharine Graham 

What do you love about your job? Is it more than what you hate about it? Can the things you love be turned into work? Start thinking about this today. 




	
[bookmark: _GoBack]This free eNewsletter contains news and ideas to help you in your business life and is brought to you by Randisi & Associates, Inc.  If you wish to unsubscribe at any time, please reply to this message with Unsubscribe in the subject line.
This month we highlight:

1. Social Media. It is taking over our personal and business life. This article summarizes seven things to keep you and your firm out of trouble.  
1. Are you known as the manager that always says “NO”? While this article was specifically addressed to Human Resource Managers, its advice can be used by any manager.  

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

Social Media's Seven Deadly Sins
Summary of an article By Jonathan Segal at 
http://www.businessweek.com/management/social-medias-seven-deadly-sins-08092011.html

Social media is now main stream. Like every other technology advance, it carries risks and rewards. To maximize the rewards and minimize the risks of social media, consider the following seven deadly sins for managers and executives.
1. Compromising Confidentiality
Some leaders express themselves on their social media pages. But in the world of social media, private really doesn’t mean private. The people you’ve friended can always quote or paraphrase your thoughts to others—people you never intended to get their hands on that information.
So your posts about your co-workers’ tiresome complaints, your worries you won’t meet Wall Street expectations, or your concerns that your company’s products have defects can turn into public knowledge just as quickly as you hit the Tweet button. Your career can end that quickly.
Think twice before posting or tweeting anything that’s confidential or that employees, investors, or customers could interpret in a negative way. If litigation results, your need to share may have a large price tag.
2. Indiscriminate Friending
Friending a co-worker on Facebook can turn dangerous. You are better off not knowing about any personal issues, period.
Second, you may be telling your subordinates too much about yourself. 
Third, employees could cite your friending patterns as proof you have favorites or exercise bias. 
What if you already have friended people who work for you, directly or indirectly? Consider an e-mail in which you bcc all of your workplace “friends” and explain you have decided not to friend people with whom you work, so you are going to unfriend everyone in the workplace. Nothing personal.
These rules don’t necessarily apply to professional social networking sites, such as LinkedIn. There, the risks of connecting with subordinates are lower.
3. Giving Dangerous References
Sometimes managers try to get around their company’s neutral reference rules by responding to requests for personal references via LinkedIn or Internet chat rooms. But going this route may violate your company’s policy. Then why not just give a personal reference, making it clear it’s unrelated to your employer’s opinions? Well, in that case you may be buying yourself personal liability.
4. Impugning Disgruntled Employees
Let’s say you discover a worker has written negative comments about the company on her own social media page or in an Internet forum. 
You should know that some disparaging remarks are protected by law. 
Whistle-blower laws may protect the employee if the employee alleges unlawful practices. 
So before you take any adverse action against an employee for posting what you consider to be a disloyal or disparaging message, ask your legal counsel whether it’s protected. 
One note of caution: The National Labor Relations Act protects only employees. Supervisors, managers, and executives generally are not employees as defined by the NLRA. So what protects your subordinates might not protect you.
5. Marketing Without Disclosing
Leaders take pride in the products they produce. So sometimes they discuss their company’s products or services on their Facebook page, in an online forum, or in a tweet. 
If your message is promotional, you need to disclose your employment status. If not, you will violate FTC guidelines that address social media and endorsements. Your failure to state your connection to the employer may be considered a material omission that could mislead the public.
Stating your employment status when you engage in promotional posting is not only a legal mandate but also good business.
6. Accidentally Associating Your Employer
While you want to mention your employment status when engaging in promotional activity, you should also make clear you’re speaking for yourself and not your employer when you blog, post, or tweet about political opinions and other issues of public interest. 
Don’t list your employer’s name when you say, “This is not on behalf of my employer.” Otherwise, you have made the connection you are trying to avoid. In other words, don’t call a candidate a “moron” and note that this is “my view only and not the view of XYZ Company.” When people search for XYZ Company, your posting may come up.
7. Joking Around About Protected Groups
You all know that discrimination on account of gender, race, religion, or membership in any other protected group is not only unlawful but also bad business. It undermines and turns away talent. A manager who posts his favorite ethnic jokes may find that he gets no laughs and he’s no longer a manager.
So think before you post. And that includes making negative comments about competitors. There are cyber cops out there engaged to search the Internet looking for references to their clients, by name or circumstance. These parties can use the negative comments as evidence in defamation claims.
Note: This article should not be construed as legal advice or as pertaining to specific factual situations.
Jonathan A. Segal is a partner at Duane Morris in the employment, labor, benefits and immigration practice group. He is the managing principal of the Duane Morris Institute, a provider of employment instruction via seminars and webinars. 

Become a Compliance Coach Don’t be the one who always says ‘no.’
 
[bookmark: 437]Summary of an article by Jathan Jonove a shareholder with Ogletree Deakins in Portland, Ore., and author of The Star Profile: A Management Tool to Unleash Employee Potential (Davies-Black Publishing, 2008). jathan.janove@ogletreedeakins.com.
One way HR professionals can establish cooperative, trust-based and synergistic relationships with management—and make sure they aren’t underperforming—is by converting from a compliance cop to a compliance coach.
 Provide Options
 Matthew Effland, managing shareholder of the Los Angeles office of Ogletree Deakins, says  “HR, which knows firsthand the risks involved in disregarding state and federal employment laws, must remember that it provides support for the operations side of the company. 
 “So, I recommend to my HR clients—particularly when confronted with a complicated situation —provide as many options as possible to help those in operations feel like they have some buy-in to the decision-making process. 
Just Say ‘No’ to ‘ Saying No’
According to Louis Franzese, vice president of global labor relations and HR practices at The Hertz Corp. in Park Ridge, N.J., “We say ‘no’ way too often.” He says HR professionals need to be less rigid and more solutions-oriented.
 Sharon Toncray, labor and employment counsel for Providence Health & Services in Portland, Ore., states, “If you’re seen as the ‘no’ person, you won’t have a seat at the table. People will avoid you.”
 Max Neves, vice president of human resources at 1-800 CONTACTS Inc. in Draper, Utah, agrees but notes this doesn’t mean always saying, “Yes, boss.” When “no” really is the answer, it needs to be explained. Neves recalls a time when the chief executive officer of a former employer told him, “I want to fire the head of operations.”
 “Why?” Neves asked.  
“Because he’s too old.”  
“You can’t do that.” 
“Yes, I can. I’m the CEO.”
Neves responded, “Let me rephrase what I said. You can do whatever you want if you’re willing to suffer the legal consequences. But before you do, let’s explore some alternatives.” Following their discussion, the CEO changed his mind.
Aikido vs. Karate
 Both aikido and karate are defensive martial arts. In karate, however, the defense is typically to block the attack and strike the attacker whereas in aikido, the defender blends with the attack and channels the attacker’s energy to a place where no one gets hurt.
 When an attack comes to an HR professional because management wants something done that violates a policy or raises legal problems, the karate response is “No, you can’t do that because …” It’s a karate block and strike. By contrast, the aikido response is to blend by saying, “Let me see if I understand what you’re trying to accomplish and why you think this action is the best means to accomplish it” and then channel by saying, “Here are options that should help you accomplish your goal and help protect the company.”
 Scott Parson, president and CEO of Oldcastle Materials, Mountain West, in Ogden, Utah, was an HR director in the past. Parson cautions that the “compliance mentality” tends to make HR professionals frame messages to management in terms of “what you can’t do, versus what you can do.” When managers raised issues with him in his HR capacity, Parson worked hard to resist the tendency to say “no.” Instead, he would say, “Let me do some research and get back to you.” Parson did this for two reasons:
 •By doing the research, he might discover options that would avoid his having to say “no.”
 •Even if “no” was the answer, managers’ resistance tended to be much less if they knew he had strived to find a viable alternative.  
Monica Whalen, president and CEO of the Employers Council in Salt Lake City, says “Your job is risk analysis. You identify the pros, cons and options, but management makes the decision. Even if you don’t agree with it, accept the fact that they view a bigger piece of the landscape and ultimately the decision is theirs. The question shouldn’t be ‘Did management agree with me?’ It should be ‘Did I give them the tools to make a good decision?’ ”
 Toncray adds, “If there are legal risks inherent in a contemplated action, don’t belabor them. No one wants to hear the 82 reasons why something might go wrong. Instead, quickly get to the options. That’s where your focus should be.”
 A Foolish Consistency
 Executives and many HR professionals share Ralph Waldo Emerson’s dictum that “a foolish consistency is the hobgoblin of little minds.” According to Franzese, “There may be occasions when it’s OK for HR to do what some consider heresy—make exceptions.” He explains that each circumstance calls for an individual look at costs, benefits and risks.
Becoming a compliance coach rather than a compliance cop is an important first step for HR professionals in making sure they are not perceived as underperforming.  
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