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	Quotes That Inspire
"Facts are stubborn things and whatever may be our wishes, our inclinations, or the dictates of our passions, they cannot alter the state of facts and evidence"
John Adams 
101 Ways to have a Great Day at Work by Stephanie Goddad Davidson 
  
" If you have a job without aggravations, you don’t have a job” Malcolm Forbes

List the things that are really bugging you at work. Create as many items as you can. Get out every drop of venom. Now go back and read the list. See where you can do something about any of these. Also see where you simply cannot and let it go.    

Common Employer Mistakes in Employment Screening -  

You guessed it – Not complying with the Fair Credit Reporting Act (FCRA). Compliance can be very easy. Non-compliance can be very costly as First Group recently discovered. 
  
First Group affiliates pay $4.3M settlement
http://news.cincinnati.com/article/20110317/BIZ01/303170095/1071/SPT04/First-Group-affiliates-settle?odyssey=nav%7Chead
Thousands of workers and job applicants for two subsidiaries of Cincinnati-based First Group America are eligible to share in $4.3 million from the settlement of federal Fair Credit Report Act claims against the company.
The proposed settlement approved Wednesday by federal Judge Rebecca Pallmeyer in Chicago stems from a national class-action  First Transit, which employs mass-transit drivers, and First Student, which provides school bus drivers. 

The suit accused the companies of obtaining criminal background checks about drivers and job applicants without their written authorization and in some cases denying them jobs without providing them a copy of their criminal background report in violation of the federal law.
A spokeswoman for the law firm that filed the suit, Chicago-based Hughes Socol Piers Resnick and Dym, said the settlement was the largest ever involving employment-related Fair Credit Reporting Act claims.
A spokesman for downtown-based First Group wasn’t immediately available for comment.








	
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.
1. [bookmark: _GoBack]There are many supposed truisms about performance management. This article helps clarify what is true and what is not true.   
1. Time to see how you scored. This article has the correct answers to our questions in last month’s newsletter about drug testing.
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


Dispelling Performance Myths  
Summary of an article by Harold D. Stolovitch, Ph.D. 
http://www.talentmgt.com/columnists/human-peformance/2010/September/1328/index.php?pt=a&aid=1328&start=0&page=1

Superstitions and myths about workplace performance abound. Here are four familiar ones and what to do about them.

1. High job satisfaction results in high performance. Research has found the correlation between job satisfaction and performance to be illusory. Satisfied workers are not necessarily more productive, and knowing an employee's job satisfaction level can actually bias performance appraisal ratings. Managers tend to rate the performance of employees they hired more highly than those hired by others. Support of more intensive work and job challenges appears to produce better performance than job satisfaction. 

What to do: Do not view job satisfaction ratings as performance indicators. Set objective criteria and standards to verify performance. Communicate these clearly to performers, and provide ongoing, timely feedback

2. When employees select their own work goals, their motivation to achieve them is greater. Studies indicate that employees willingly buy into assigned work goals if they perceive those who set them as trustworthy and credible. Meaningful goals that inspire belief and confidence and are considered fair are readily accepted. Such goals work particularly well if managers encourage employees to select the means to achieve them.

What to do: Have respected managers set credible performance goals. Communicate these clearly, meaningfully and fairly. Seek input from performers on the means to attain goals. Accompany goal assignments with support for successful accomplishment.

3. Personality inventories used for selection purposes are strong predictors of job performance success. Some highly respectable studies suggest that labeling people through personality and trait tests is unreliable despite widespread use. Their ability to predict job performance has also been seriously questioned. There appears to be little consistency in trait definitions across published instruments. Performance-based hiring procedures produce more reliable predictions of job performance success.

What to do: Conduct job analyses using top performers to help determine desired performance. Then, identify the characteristics of highly successful job performers. Use both findings to select new performers. Avoid selection based solely on interviews, reference letters and personality inventories. Employ performance-based hiring methods that require candidates to demonstrate what they can do.

4. Organized, supervised work teams outperform self-managed teams. More than 20 years of research overwhelmingly supports self-management. Worker self-management decreases management time and costs. It generates close work coordination, less slacking off, less absenteeism and higher productivity. Workers share ideas, implement needed changes immediately and share benefits, resulting in a greater sense of ownership. Organizational benefits of self-management include fewer supervisory levels, faster task execution, increased loyalty, innovative practices and faster new-hire on-boarding.

What to do: Investigate to identify the best self-management practices. Determine their feasibility in your organizational setting. Develop incentives for self-managed teams. Loosen external controls; shift internal management to the team. Track productivity and other desired performance indicators. Share findings across the organization.

Separating organizations from firmly held — but unsupported — beliefs is difficult. But the hallmark of a true performance professional is the ability to marshal powerful arguments that counter unsubstantiated practices in order to achieve results that everyone ultimately values.  


Drug Testing can help prevent illegal drug users from entering your workforce. And, it can allow you to address, in conformity with your policy, current employees who are illegal drug users. 
[bookmark: 437]Why would you want to address the situation of illegal drug use in your company? Illegal drug users will cost you, on average, $13,000* per year in increased accidents, worker compensation claims and use of your health insurance program. Your firm’s reputation could be destroyed should a third party be injured by an employee under the influence of illegal drugs. If your firm does not have and/or enforce a drug test policy, imagine you or one of your managers in front of a jury having to justify that non-enforcement. 
*Society of Human Resource Management (SHRM)
But, what is the right way to implement drug testing? This month we have the answers to questions in last month’s newsletter. How well did you do? 
True or False
1. An employee is not meeting work-performance standards. The best way to handle the situation is to ignore the performance issues and schedule the individual for a drug and alcohol test and hope the individual will test positive.  
0. False - Performance issues should be addressed immediately. Many employers think drug testing an employee and hoping for a positive drug test is the “easy way out” of telling an employee that their performance is sub-standard. 
1. Random Drug Testing is almost twice as effective as Pre-Employment Drug Testing at revealing illegal drug users in the workforce.
1. True – Quest’s analysis of almost six million drug tests reveals that pre-employment positive rates are around 3% while random drug test positives are a bit more than 5%. That is one of every 20 employees in an environment where they know they are subject to random drug tests. Do you even have a random program? How many employees are in your workforce? 
1. One of your managers reasonably suspects an employee is under the influence of illegal drugs. The best way to handle the confrontation is to have the manager and the employee discuss the situation one-on-one first before proceeding to the next step.
2. False – Always confront an employee suspected of illegal substance abuse with two managers. Managers should be trained how to handle the situation. EAP programs offer some great assistance in this area.  
1. Having a Medical Review Officer analyze and investigate non-negative results is an unnecessary expense and should be generally avoided. 
3. False – A Medical Review Officer is a best practice for your drug testing program. It provides a very high level of defense should your actions be challenged on a positive drug test. And, having a qualified Medical Review Officer is necessary in some states. 
1. Having a zero-tolerance policy (i.e. immediate dismissal) for employees who test positive for illegal drug use is the most cost-efficient policy.
4. False - Assuming an employee is a productive member of your workforce, it makes business sense to help the productive employee deal with the substance abuse issue and continue productive employment with your firm. Otherwise, you will incur significant rehiring and training costs that usually far exceed the cost of helping the employee stay with your firm.  
1. Supervisors and senior managers typically do not have substance abuse problems and need not be included under testing aspects of the company drug-free work place program policy. 
5. False - Substance abuse does not discriminate. It affects all strata of our society. 
1. A supervisor reasonably suspects an employee is under the influence of illegal drugs and thinks it appropriate to immediately instruct the employee to drive to the clinic for an illegal drug and breath-alcohol test.
6. False - An employee suspected of illegal substance abuse should not be allowed to transport themselves to a clinic. 
1. John is driving a fork lift truck and hits Sally while trying to avoid hitting Frank. Since John caused the injury to Sally it is appropriate to only have John tested for illegal drugs and/or alcohol.
7. False - Best practice would be to have all employees involved in the accident sent for substance abuse tests.  
1. A Drug Test is considered a medical exam and can only be requested of an individual after a conditional job offer has been extended.
8. False - Drug testing for illegal drugs is not considered a medical exam and can be performed before a job-offer is extended to the individual. 
1. Tom applied for employment with your firm and tested positive for illegal drugs on his pre-employment drug test. He was denied further consideration in the hiring process for current use of illegal drugs. Tom then applies for a job six months later and your hiring manager tells Tom that he is denied consideration for employment because of his positive drug test six months earlier. Your hiring manager is correctly complying with Americans with Disabilities Act as Amended in 2008.
9. False – Your manager just violated the ADA. You can legally deny employment for current illegal drug use only. 
1. Your company wants to implement a drug free workplace program but is only concerned if employees show up to work “fit for duty”. Your company does not care what the employee does with illegal drugs during non-business hours. A fitness for duty policy is an acceptable compromise given your company’s philosophy toward illegal drug use.
10. False -   Just because an employee appears fit for duty does not mean that they are fit for duty i.e. free of the adverse effects of illegal drugs. Most drugs adversely affect an individual’s ability to perceive and perform for many hours after the ingestion of the illegal drug. 
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