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	Quotes That Inspire

Your mind is the only thing you control exclusively. Don't give it away too freely through useless arguments. 

-- Napoleon Hill

Have you been inspired by Dr. Hill's words? To subscribe to Napoleons Hill's Thought For The Day please visit http://www.naphill.org/tftd/join.asp
101 Ways to have a Great Day at Work by Stephanie Goddad Davidson 

  

"No kind of action stops with itself. One kind action leads to another. The greatest work kindness does to others is that it makes them kind themselves." 

Amelia Earhart 

If there is an employee, co-worker or manager with whom you have some tension, take the first step and try to remedy it. Any effort you make toward making the relationship better will not go unnoticed, even if it appears to at first. 

 

Common Employer Mistake in Employee Screenings:

Drug tests should not be used to manage poor performance of an employee. 

Drug testing, particularly on a random basis, is a very powerful tool that can keep illegal drug users out of the workplace. Just one illegal drug user can cost more than $13,000 according to the Society of Human Resource Management. 

Many employers try to use an anticipated positive result from a drug test to fire an employee who is performing poorly on the job. The employer suspects the use of illegal drugs and gives a drug test instead of managing the poor performance. 

Vendor Spotlight  

Do you need help with an audit of your I-9 activity? 

I have read where ICE is increasing the frequency of I-9 audits. 

Ron Adler is the author of the Employment Labor Law Audit.  

Ron has offered to provide free of charge his chapter on I-9 audits to anyone contacting him and telling him that Randisi & Associates, Inc. referred.

Feel free to call or write Ron to get your free I-9 chapter. His contact information is 301-299-4117 or radler@laurdan.com. His web site is  http://www.laurdan.com


	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 -What do you do with an employee who refuses to sign the handbook? This article has some suggested answers.    

2. Do employees really need a "why" for going to work? Does a "why" matter to them? This article will explain why you need a "why".   

3. Ever heard the expression Life is a Number Game? Does just one complaint really matter? This article tells why you should.   

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
Should employees be required to sign an acknowledgment form for the employee handbook? What if an employee refuses?    

This is a summary of an article that appeared in the February 2010  issue of SHRM (Society of Human Resource Management)  Magazine.

 
While not required by law, employers should consider requiring employees to sign the employee handbook acknowledgment form. In addition, employers may require employees to sign an acknowledgment whenever an updated handbook is distributed.

Because an employee handbook outlines the policies and guidelines of the company, it is an important part of the employment process for employees. The purpose of a signed acknowledgment is to demonstrate that the employee has not only received the handbook but also understands the information contained within the handbook. Depending on the language in the acknowledgment form, signing this form can also demonstrate that the employee understands the “at-will” statement and that the employee does not have an “employment contract” with the company. Employers that have proof that an employee received a handbook may find that it becomes critical in legal disputes. 

An employer cannot force an employee to sign the handbook acknowledgment. However, if an employee refuses to sign a handbook acknowledgment, an employer does have some options. One option would be to have the employee write “I refuse to sign acknowledgment” in his or her own handwriting. Another option would be to have a company representative write “employee refused to sign acknowledgment” and have the company representative and another witness sign the form. If a legal issue arises, the employer then has documentation indicating that the employee was asked to sign the acknowledgment form and was aware of the handbook.

Employers should make every effort to receive signed handbook acknowledgments from all employees when first hired and at any time the handbook is updated.

Yvetter Lee is an HR Knowledge advisor with HR Magazine. 

 Managing with the Power of Purpose  
Summary of an article in the February 2010 issue of SHRM (Society of Human Resources Management) Magazine

A manager must play many roles to engage employees—resource allocator, opportunity creator, talent manager and goal setter among them. But one role often gets overlooked: torchbearer of purpose. 

When people get out of bed and go to work in the morning, they want to use their talents in the service of goals they believe in. When team members at Whole Foods Market go to work, they’re inspired to change the way Americans eat. When Patagonia employees go into the office, they’re on a crusade to save the planet through sustainable design. Those who work at the quirky apparel company Life is good Inc. spread the power of optimism. These companies provide examples of the power of purpose to inspire people. 

Some managers might dismiss the power of purpose as a fluffy concept that distracts from the goals of achievement, productivity and competition. Performance follows purpose. If organizations can genuinely fulfill a purpose employees believe in, employees will be inspired. "Maximizing profits may excite investors, but I assure you most employees don’t get very excited about it " notes John Mackey, founder of Whole Foods Market. "Employees can get very excited and inspired by a business that has an important purpose." 

Purpose is the definitive statement about the difference you are trying to make in the world. Purpose:

· Will drive all major decision-making and determine how you allocate resources, hire employees, plan for the future and judge success. 
· Is a path to high performance. It fulfills a deep-seated need and will drive preference for your company. 

· Fosters visionary ideas and meaningful innovation. 
· Rallies troops to overcome seemingly insurmountable odds. 

· Holds you steady in a turbulent marketplace when times get tough and the road seems unclear. 

· Injects your brand with reality. 

· Creates a competitive advantage in attracting talented, passionate people. 

· Brings energy and vitality to work. It provides sustainable motivation. 

· Contributes to a life well-lived. Work is no longer a 9-to-5 job to be endured, but a meaningful source of fulfillment. 
Defining Your Purpose
Before any high-performing culture can exist, a manager must articulate the fundamental purpose. Why does the organization exist? How does the organization achieve goals differently from competitors? What difference is the organization trying to make in people’s lives? What are you asking your employees to strive for? Purpose is an animating force. As a manager, you will see the power of purpose at work in a variety of dimensions. 

The author is co-founder and chief purposologist of the Purpose Institute and co-author of It’s Not What You Sell, It’s What You Stand For: Why Every Extraordinary Business is Driven By Purpose (Portfolio, 2009). She can be reached at www.thepurposeinstitute.com.

What's The Big Deal? It's Only One Customer Complaint 
Very often we hear the 1983 TARP study recited that states one disgruntled client speaks with an average of 10 clients. With the advent of the internet and e-mail however, and more recently, social media such as blogs, tweeting, and Facebook, this statistic is considered very outdated :

One unhappy client who escalates their issue to management represents 50 clients, on average, who either complain locally or don't complain at all.

75% will complain to 8 others about the issue either face-to-face or via the phone which represents:
296 people who have been told directly who then tell 237 more people

13% will complain to 60 others via blog, tweet, or social media, such as Facebook which represents: 
420 people who have been told directly who then tell 336 more people

12% will complain via e-mail or chat with 8 people which represents:
48 people who have been told via chat who in turn tell 38 more people 

In summary, one escalated complaint = an average of 50 clients and 1,375 cases of word of mouth! So the next time you receive a complaint, handle it seriously, realizing the true cost and realizing that what you are dealing with is just the tip of the iceberg. 



(Newsletter Editor Comment - keep this rule in mind when you hear just one complaint from a co-worker about situations in the workplace. It could be the tip of the iceberg. Don't dismiss even just one complaint)


Susan Hoekstra is principal consultant of Susan Hoekstra & Associates and author of The Service Journey. She has a proven 25 year history developing customer service strategies and solutions including strategy development, training, presentations, recognition programs, surveys, and contact center CRM technologies.




