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	Some Advice on Success from Jeffrey Gitomer 

www.gitomer.com

- CHALLENGE: Be your own customer at least once a month 

Here's what to do to self-insure your own success:

1. Call your business five minutes before you open, and try to place an order, or get service.

2. Call your business five minutes after you close, and try to place an order, or get service.

 3. Go online and try to buy something. How long does it take (how many clicks?) compared to Amazon's one? 

4. Call your business during the day and complain to someone. Then ask for the person's boss - or even your CEO. 

REALITY: Whatever your experience is when you call yourself or buy from yourself online, that's the same thing your customers, your life-blood, and your money-line is experiencing. 

For more advice  go to www.gitomer.com and enter the words ANSWER LIVE in the GitBit box.

101 Ways to have a Great Day at Work by Stephanie Goddad Davidson 

  

"Motivation is everything. You can do the work of two people, but you can't be two people. Instead you have to motivate the next guy down the line and get him to inspire his people. 

- Lee Iacocca

If you have employees ask them to list four or five things that really motivate them. Approach this as a group effort to making the most of your contribution. DON'T ASSUME you know what motivates others or that they know what motivates you.  

 

Common Employer Mistake in Employee Screenings:

31 percent of companies screen new members of the extended workforce, e.g.  employees such as temps, vendors and partners. This means that while the director of HR has to have a security badge to get into the CEO's office, the person who waters the plants may be able to enter unscreened. The reason companies shy away from extended workforce screening is because it has traditionally been complex to require outside vendors to screen their workers or because temporary and contract employees are often brought in by individual departments and not through the hiring process facilitated by HR. By instituting a strong policy requiring background screening for all workers, regular or contingent, this security loophole can be closed. *

*Dashboard - Published 2010 "Closing Loopholes" by Rob Pickell

www.talentmgt.com/departments/dashboard/2010/April/1233/index.php
	Dear  Jeff

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. The Americans with Disabilities Act does not require employers to employ individuals that may injure themselves or injure other third parties. This article highlights a situation where the employer takes appropriate action, in accord with applicable law, to protect its workforce. 

2. Getting back to basics with some concepts managers, primarily new managers, often forget. This article has some advice for anyone with management responsibilities.  

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
Safety Threat Validates Medical Examination Demand Under ADA 6th Circuit   
This is a summary of an article by Roger S. Achille in SHRM Magazine

The 6th U.S. Circuit Court of Appeals affirmed a district court’s ruling that a demand for a functional capacity evaluation (FCE) does not constitute an adverse employment action under the Americans with Disabilities Act (ADA) where the employer is prompted by legitimate safety concerns. 

Paul James, a banbury operator with Goodyear Tire & Rubber Co., was diagnosed with progressive multiple sclerosis. Accounts described James holding onto machinery for support when he walked up and down stairs, co-workers helping him perform tasks that required climbing stairs or ladders, and employees driving James to and from his workstation. Nevertheless, James insisted that he could still complete his job duties, citing how he consistently met performance expectations and was never disciplined for safety issues.

James alleged that Goodyear singled him out for testing based on his disability and that no legitimate business necessity supported the demand for an FCE. Goodyear contended that it required the FCE due to reports received concerning James’ safety and that the FCE aimed to determine what jobs, if any, he could safely perform. The district court granted summary judgment to Goodyear, concluding that James failed to establish that Goodyear’s insistence on an FCE amounted to an adverse employment action.

To establish a prima-facie case of disability discrimination, one must show that he is an individual with a disability; he is otherwise qualified to perform the job requirements, with or without reasonable accommodation; he suffered an adverse employment action; and a nexus exists between the adverse employment action and his disability.  

Moreover, concerns about James’ safety and the safety of other employees prompted Goodyear to seek a direct-threat assessment. The ADA allows an employer making a direct-threat assessment to consider the duration of the risk, the nature and severity of the potential harm, the likelihood that the potential harm will occur, and the imminence of the potential harm. Goodyear required James to undergo testing to assess the potential for harm and the imminence of such harm. The facts regarding James’ mobility coupled with reports of prior forklift accidents provided “evidence sufficient for a reasonable person to doubt” whether James could perform his job without creating a direct safety threat. Thus, Goodyear had a valid reason to demand the FCE and therefore did not perpetrate an adverse employment action under the ADA.

James v. Goodyear Tire & Rubber Co., 6th Cir., No. 08-6332, unpublished (Dec. 3, 2009).

Professional Pointer: An employer need not wait for an employee to demonstrate an inability to perform the essential functions of a job before demanding a medical exam if reasonable evidence exists of a safety threat to the employee or others.

By Roger S. Achille, an attorney and associate professor at Johnson & Wales University, Graduate School of Business, in Providence, R.I.
Concepts New Managers Often Forget 
This is a summary of article by Katharine Giacalone in SHRM  magazine

Being an effective manager takes work. Being a manager takes courage, drive and a little insanity. Many new managers know exactly what to do; they are just overwhelmed with the volume of what they need to do.

Small Steps

Here are five concepts managers most likely know but tend to forget.

Determine who’s who. Know the personalities on your team—and who you are. 

Once you figure out personality, determine who’s on your playground. Don’t miss the signs. People are very clear with body language, word usage and intentions.

Peacemakers appreciate communication and collaboration. 

Organizers are structured and decisive. 

Revolutionaries hate routine and prefer to adapt to the moment. You’ll know a revolutionary when you ask, “Where did that come from?”

Steamrollers are smart and opinionated and can solve complex problems. They take opposing views and keep ideas floating at 30,000 feet.

Show respect. Respect starts with the manager. Saying “hello” or “thank you” goes a long way. To show respect:

· Brainstorm ideas with peacemakers. 

· Provide meaningful work with deadlines to organizers. 

· Assign emergency tasks to revolutionaries. 

· Ask steamrollers for their opinions. 

Face facts. Not everyone collects facts the way you do, so ask questions, be open to learning and don’t shut down discussions too early. When you think you have the facts, ask again to make sure.

Find the humor. Humor should never be personal, but try to find the absurdity that invades everyone’s workspace and lighten the mood. Humor helps employees relate to you and builds camaraderie for difficult tasks.

Put it all together. Managers get paid to get work done. Just when you have a plan, something goes wrong.

Here’s a tip: Don’t immediately go to plan B. Leverage personalities and the way each approaches a problem.

Understanding your employees and empowering them to tackle their work in a manner that suits them will get rid of first-time manager jitters and help you blossom into a confident, seasoned professional.

The author is president of KGWorks, a Washington, D.C.-based management consulting firm, and author of Oops! I’m The Manager! Getting Past “What Do I Do Now?!” in 5 Easy Steps (BookSurge Publishing, 2009). She can be reached at www.kgworks.com.



