Federal contractors and subcontractors
are facing a few challenges under a new
rule requiring them to use the E-Verify
system to determine whether their em-
ployees are eligible to legally work in
the United States, according to attorney
Charles A. Roach.

New Requirements

Under the federal contractor E-Verify
rule, which became effective on
September 8, 2009, use of the U.S.
Citizenship and Immigration Services’
E-Verify system is mandatory under
certain circumstances.

Contractors must use E-Verify if they
have a federal contract for work within
the United States that lasts at least

120 days and is valued at more than

$100,000, and the contract contains a
specific E-Verify clause, says Roach, a
partner in the Minneapolis office of Ford
& Harrison, LLP (www.fordharris
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Contractors pull information collected
on Form I-9, the Employment Eligi-
bility Verification Form, when using
the E-Verify system.

As a result, they must either audit
their I-9s for current employees—
to check whether information needs
to be updated and whether the docu-
mentation employees provided as
new hires meets current standards —
or “re-1-9” them, which means asking
current employees to bring in the
necessary documentation to identify
themselves and verify their employ-
ment eligibility again, he explains.

Another challenge contractors are
facing is deciding whether to run

all of their employees through the
E-Verify system or only those who
will be working on a federal contract,
Roach says.

That decision varies by employer—
especially in cases where multiple
employees will be working intermit-
tently on a federal contract, some
contractors are deciding to
“E-Verify their entire workforce.”

What to Do

Here is some advice to consider in
light of the new federal contractor
E-Verify rule:

. Plan ahead. Even if your company
does not currently have a federal
contract that requires use of E-Verify,
Roach recommends educating
yourself about the system now, if
your company anticipates having
such a contract in the future. In
general, the E-Verify system seems
to be straightforward and efficient,
but it can take time to familiarize
yourself with it, he says.

. Proceed carefully. Consider the
administrative burden and potential

union, employee morale, and other
issues when deciding whether to
require current employees to go
through the I-9 process again,

he says.

Consult with legal counsel if you
need help wading through the
process or deciding whether to
E-Verify your entire workforce.

. Encourage internal communica-
tion. Roach says it is important
for HR to be aware of the types of
federal contracts the company is
entering into and whether such
contracts contain the specified
provision requiring use of E-Verify.

. Centralize the E-Verify process.
“It helps to keep it centralized,”
Roach says. “If you have a lot of
different people ... that are running
E-Verify queries and no oversight,
things can slip through the cracks.”

#(&# (' (continued from page 1)

Key Preparations to Consider

McConnell says it is important for
HR and IT to collaborate on making
sure that the intranet can adequately
support remote work and for users
to help identify needs and “test
drive” intranet applications during
development.

“HR needs to make their needs clear,
always thinking of the end-user
viewpoint. They should ask IT to
build prototypes [and] to let them
test ... [prototypes] with real users,”
she explains.

“They need to ask IT to keep things
simple; they themselves must listen
to IT and keep their requests reason-
able, especially if they are working
under time pressure. There needs

to be careful project management
on both sides, good communication
and trust.”

HR also must make sure the work-
force is prepared for the possibility of
working remotely and communicat-
ing via blogs and online chats, she
adds.

For example, “it is important for
management to be comfortable using
virtual communication tools. They
need to be at ease in running meet-
ings online ... Being at ease means:

(1) Being able to use the tool, and

(2) Understanding and practicing
virtual meeting etiquette.”

She recommends organizing a “work
from home” day for all staff, so em-
ployees can gain experience working
remotely before a potential flu pan-
demic or other emergency disrupts
work in the office.

“This will help them get ready with-
out the stress of a real emergency.
In a large organization, this can be

done progressively, team by team or
department by department,” she says.

“This is just why organizations do
fire drills. You cannot expect people
to react well if the real emergency is
the first time they have even thought
about it!”

Those with questions or comments
are encouraged to contact her at
jane@netjmc.com.

Her blog, entitled “Globally Local,”
can be accessed on her website at
www.netjme.net/globally local.

Follow Us on Twitter

We invite you to follow us
on Twitter at
http://twitter.com/BLR HR.

We’'re also on Facebook and
LinkedIn. Become a fan!
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There isn’t much handshaking at
Interstate Batteries these days, but
that does not mean that the Dallas-
based company is making fewer
business deals or that employees
are less friendly. It is just one of
the many steps that the company is
taking to minimize the spread of
pandemic flu in the workplace.

Manager’s Guide Created

In response to the outbreak of the
HINI1 virus, also known as swine
flu, Interstate Batteries (www
InterstateBatteries.com) recently
hand-picked about a dozen employ-
ees across the country to serve on a
new taskforce, charged with making
sure that the company’s 1,400 team
members have up-to-date informa-
tion about protecting themselves
from HIN1 and ensuring that day-to-
day work will continue to get done,
says Janie Britton, human resources
business partner.

Comprised of one vice president, six
directors, and six other team mem-
bers at all levels of the organization,
the taskforce met twice in October
and once in November, with some
taskforce members phoning in from
their work locations, she says.

Among other things, the taskforce
created a manager’s guide to HINI,
which was sent to the company’s
100-plus managers in its 75 locations.

The guide addresses strategies for
preventing and dealing with HIN1
in the workplace, such as:

. Buying hand sanitizer and encour-
aging employees to use it,

. Having commonly touched sur-
faces cleaned regularly,

. Displaying Centers for Disease
Control (CDC) posters about HINT,

. Recognizing flu symptoms,

. Making sure employees are aware
of the company’s leave policy,

. Assuring them that there will be no
negative repercussions for taking
sick leave, and
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. Recommending that they stay
home if they are sick.

In addition, each business location
was asked to create a contingency
plan to determine how it would
continue to operate in the event
that many employees call in sick
(i.e., what they would do locally,
how they could share resources
enterprisewide, whether telecom-
muting is a possibility).

Healthy Habits Encouraged

An e-mail “blast” was sent to all
employees who have access to e-mail,
providing tips on common symptoms
of the virus and ways to prevent it,
according to Britton. That message
is reinforced with posters and flyers
downloaded from the CDC website
(www.cdc.gov) that are displayed
throughout Interstate Batteries’
facilities.

Interstate Batteries also offered a
lunch-and-learn at its corporate
office with a doctor from a major
hospital in the area, who offered
advice to employees on what to
do if they contract the flu.

Creation of the HIN1 taskforce is
consistent with Interstate Batteries’
efforts to promote health and well-
ness for all of its team members.

Although a shortage of HIN1 vaccine
this fall prevented the company from
offering on-site vaccinations, the
company did provide on-site seasonal
flu vaccinations at its two major
locations (Dallas and Des Moines)
and arranged for team members to
receive the seasonal flu shots for free
through its insurance provider and
flu reimbursement program.

When the HIN1 vaccine becomes
more readily available, managers
will be encouraging employees to
get that vaccine as well, she says.

Interstate Batteries’ efforts to stave
off HIN1 have paid off. Although
the company does not always know
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Results:

specific reasons employees are out
sick, and she says doctors are not
routinely testing for HINT1, the
company is aware of only about

20 employees who have contracted
the virus, according to Britton. “We
really have not had many employees
go out with the HINT flu.”

In addition, she notes that employees
are heeding the company’s messages
about washing their hands frequently
with company-provided hand sani-
tizer and sneezing into their arms,
for example. “With all the awareness
that we put out, people are really
trying to take care of themselves

and do the right thing,” she says.

“I think we’re really making an
impression on people.”

Getting the Message Out

Minimizing the spread of the flu

in the workplace requires support
from managers at all levels of an
organization and use of a multi-
faceted approach to get your message
out, according to Britton.

For example, she suggests educating
employees about HINT through
e-mail blasts and posters. “The CDC
has some great posters on its website.”

Making hand sanitizer and tissues
available to employees and cus-
tomers, and encouraging them to
use it, will cut down on the spread
of germs and help send the “I care
about you message,” Britton says.
Depending on the size of your
company, “you could spend $300
on supplies, but in the long run, it’s
well worth it.”

© 2010 Business & Legal Reports, Inc. #31503010 (#900)


../../../Articles/11-09%20Best%20Practices%20in%20HR/www.InterstateBatteries.com

4 From the Courthouse

$& &
&' ( $#

An African-American woman claimed
that she was denied promotions based
on her race and gender and that she
was retaliated against for complaining
about discrimination. Several months
after filing suit against the company,
she was terminated.

What happened. “Addison” worked
as a Salary Grade 6 production super-
visor for Ford Motor Company from
April 2000 through March 2005.
During 2001, new performance stan-
dards required employees to work in
their current salary grade for at least
24 months and receive an annual per-
formance rating of “Excellent Plus”
or “Outstanding” to be eligible for a
salary grade promotion.

Addison received a “Satisfactory
Plus” rating for 2001 and a rating

of “Excellent” for each of the next

3 years. She was repeatedly denied a
promotion to Salary Grade 7. Mean-
while, she apparently kept Ford’s
Department of Human Resources
busy “almost daily” investigating nu-
merous complaints about disputes she
had with hourly employees, salaried
employees, and the union, according
to the HR personnel manager.

In addition, between August 2003 and
June 2004, she filed three charges
with the Equal Employment Opportu-
nity Commission (EEOC), claiming
that Ford has refused to promote her
on the basis of her race and sex and
that she had been retaliated against
for lodging the initial EEOC charge.

Ford said Addison was not eligible
for a salary grade promotion because
her performance rating was not high
enough. However, the supervisor
overseeing the promotion process
later realized that three males with
performance ratings below the re-
quired threshold had been mistakenly
promoted.

Addison maintained that Ford had
retaliated against her when her super-
visor met with her subordinates
without her knowledge and when she
was reprimanded for failing to wear a
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safety vest—even though no other
salaried workers at the plant had been
disciplined for such a violation. She
filed suit in November 2004, alleging
that Ford had discriminated against
her by not promoting her and by
subjecting her to heightened scrutiny.

In March 2005, the company termi-
nated Addison, citing four incidents:
(1) falsification of records by under-
reporting scrap (i.e., manufactured
parts that cannot be used for their
intended purpose); (2) harassment
and retaliation against an employee
who refused to falsify the scrap count;
(3) multiple violations of its safety
policy; and (4) insubordination for
not timely responding to union health
and safety complaints.

Among other things, Addison sought
reinstatement of employment with

2 years of grade and pay differential
or an award of front pay. However,
the district court granted summary
judgment to Ford. Addison appealed
to the U.S. Court of Appeals for the
6th Circuit, which covers Kentucky,
Michigan, Ohio, and Tennessee.

What the court said. The appeals
court affirmed the district court’s
decision on the failure-to-promote
claim and reversed the judgment on
the retaliation claim.

Ford established a legitimate nondis-
criminatory reason for failing to
promote Addison (i.e., other employ-
ees had been mistakenly promoted),
and she did not show that that reason
was pretext for discrimination,

. Discipline in a fair and consis-
tent manner. In this case,
Addison was terminated for
violations for which other em-
ployees were not disciplined.

. Review promotion processes.
Make sure all candidates for

THE LAWY

Employment practices that dis-
criminate on the basis of race or
sex are prohibited by Title VII

of the Civil Rights Act of 1964.
Unlawful practices include race-
based or sex-based discrimination
in hiring, advancement, or any
other term or condition of employ-
ment. Title VII covers all public
employers and private employers
with 15 or more employees. Many
states have similar laws that apply
to employers with less than

15 employees.

Title VII also prohibits employers
from retaliating against an em-
ployee who complains of discrimi-
nation or who has made a charge,
testified, assisted, or participated in
any manner in an investigation,
proceeding, or hearing under Title

according to the appeals court.
“Courts have held that an employer’s
explanation of an admitted mistake in
considering and awarding a promo-
tion to one employee over another
constitutes a legitimate nondiscrimi-
natory reason.”

However, on the retaliation claim, the
court said there is a question of pre-
text. Safety violations and failure to
timely resolve health and safety com-
plaints “do not typically warrant any
formal discipline... [at the Ford plant
where Addison worked], let alone ter-
mination,” the court said, adding that
there also ““is clearly a question as to
whether Ford actually treats falsifica-
tion of scrap as an offense that could
lead to termination.” It said a jury
should decide whether Addison retali-
ated against the employee who refused
to falsify the scrap count. Upshaw v.
Ford Motor Company, No. 08-3246,
U.S. Court of Appeals, 6th Cir., (2009)

WHAT TO REMEMBER

promotion meet performance re-
quirements. You might be legally
protected if you mistakenly pro-
mote a candidate who does not
meet performance standards, but
that argument might not sit well
with employees.
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Workplace violence recently took
center stage in the national news
media with the shooting, deaths,
and injuries of military personnel at
Fort Hood in Texas and the work-
place shooting in Orlando, Florida,
just days later, which resulted in
one death and several injuries.

Some chilling statistics on workplace
violence were shared by ELT,
specialists in ethics and compliance
training, in a November 2009
Webinar. Twenty percent of all crime
in the United States occurs in the
workplace, accounting for 2 million
injuries and 800 homicides each
year. One-third of the U.S. workforce
has reported being bullied at some
time during their employment.
Meanwhile, 57 percent of HR profes-
sionals reported that they commonly
see intimidating or abusive behavior.
Most (71 percent) individuals identi-
fied as bullies are bosses. The annual
estimated cost of workplace violence
to employers is $121 billion.

The two webinar presenters were
Reid Bowman, Esq., general counsel
for ELT (www.elt-inc.com), and
Margaret Hart Edwards, Esq., share-
holder, Littler Mendelson (www
Jittler.com). Bowman discussed the
complexities of both the organiza-
tional issues and the human toll

that violence and bullying can have
on a workplace. “There’s a loss of
company reputation if your company
is publicized as having a workplace
violence situation and from an
employee retention standpoint, if
employees start feeling unsafe at
work, they’ll start taking calls from
recruiters and headhunters.”

Edwards noted that broadly defined,
workplace violence covers not just
physical violence such as assault or
murder, but also verbal violence/
abuse, and hostile behavior in the
workplace. “The numbers of extreme
violent behaviors are fairly small.”
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She commented that there is no
standard definition of bullying, but
she describes it as abusive behavior,
generally expressed in words that
might be oral or written, including
e-mail. “It’s offensive, not just from
a subjective point of view but an
objective point of view. It should be
behavior that a reasonable person
would perceive as threatening,
humiliating, or intimidating.”

Legal Protections

Employers should be aware that
there are two federal statutes, the
Violence Against Women Act, that
protects both women and men from
violence and physical stalking, and
the Obscene or Harassing Telephone
Calls Statute, explained Edwards.
Between the two statutes, people
are protected from physical violence,
the threat of violence, physical
stalking and cyber-stalking (includ-
ing e-mail), harassment, threats,

and intimidation to themselves or
members of their families or an
intimate partner. These behaviors
and messages are covered whether
delivered in person, through the
mail, through e-mail or other means
on the Internet, or telephone.

What Employers Should Do

Supervisors and managers need to
understand their obligations under
the Occupational Safety and Health
Act (OSHA) to create and ensure a
safe workplace including reporting
and handling threatening situations
and employee complaints, said
Bowman. And many states have
instituted their own safety laws to
further protect employees, added
Edwards.

When you implement practices to
help to prevent workplace bullying
and violent behavior, make sure that
the policies are aimed not only at
internal violence but also take into
acount sources of external violence

that can come from members of the
public, stresses Edwards. “The policy
should create a team of people who
are an emergency response team to
contact, that are available quickly —
particularly to people in public-
facing roles such as the receptionist
managing an outer office. [The
policy and procedures] must empha-
size that safety comes first and
discipline for the perpetrator, if it’s an
employee, comes later. Make sure
that the policy fits with other written
policies.”

Bowman shared some of the
suggested elements for training
supervisors and employees: Begin
training right at orientation and on

a regular basis thereafter—annually,
perhaps, choosing training that
clearly sends a zero tolerance policy
on violence and bullying. Share

the early warning signs of inappro-
priate behavior and how employees
should handle it. And most impor-
tant, make certain everyone
understands the organization’s
physical security procedures.

Resources

The entire presentation, “Preventing
Workplace Violence and Bullying,”
is archived on ELT’s website and is
free to download. The presentation
cites specific court cases related to
workplace violence that are educa-
tional and instructive. Click on
‘News and Events’ in the top menu,
then on “Webinars’ and check the
past webinars section where you can
register to download the slides.

Another resource is the Corporate
Alliance to End Partner Violence
website, www.caepv.org. If you look
at the “Get Information” section on
the home page, you will be able to
access statistics, facts, and helpful
articles on topics like creating and
setting up your workplace violence
policy and deterring bullying and
workplace violence related to
domestic violence issues.
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When managers and staff feel like
they must adjust or compromise
their values to work within a com-
pany’s structure, they may not be
contributing all that they could

to an organization’s success. By
speaking up and being true to their
values, employees can support the
organization in becoming stronger
and more successful.

“Cognitive dissonance is so painful
when you realize that you’ve done
something against your ethics, your
values, your principles, or even your
personal priorities, that you have a
strong unconscious incentive to tune
it out,” says Elizabeth Doty, consult-
ant and educator in the field of
organizational learning, and author
of The Compromise Trap: How to
Thrive at Work Without Selling

Your Soul. One seemingly small
ill-advised compromise to meet

a department’s needs, a supervisor’s
order, or to satisfy a company
leader’s demand can lead to another
and another, she explains.

“You adjust [your perceptions] to
make yourself feel like you’re doing
the right thing when you’re copping
out to get short term payoffs [i.e.
making your boss happy] as opposed
to taking on larger concerns such as
‘How do we keep the customers
happy?’.” When you’re making such
compromises, you’re not “being true
to your values and helping the organ-
ization make the right choices for the
overall good of the organization,”
she explains.

It’s Not Just About Being Right

Doty explains some of the costs to
yourself and your staff when you en-
gage in unhealthy compromise. One
cost is self-depleting stress, since it
makes you feel conflicted to support
actions that are not true to your val-
ues and convictions. In turn, your
employees, peers, and even your
superiors, the people who trust
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you to make the right decisions,

will lose faith in you if you let your-
self be bullied into making a decision
that is not good for the customers,
your team, or the overall organiza-
tion, notes Doty.

Doty shares some advice. “First,
speak up, but shift from being right
to helping the right thing happen.
Ask yourself why you are reluctant
to compromise [in the situation],
what impact or risk that you see.
[From your vantage point in the
organization], you may see some
value or risk that a leader doesn’t
see. You are uniquely situated to
connect certain dots. Don’t assume
that others know about the problem
and don’t care.”

“As a leader or manager, the biggest
key is to show that you really want
to know the truth of a situation,”
continues Doty.

“You may have to convey it over and
over in a variety of ways for other
staff to believe you. Get creative
about making the issue visible and
set your limits in nonantagonistic
ways” according to your unique role
in the organization, Doty says, then
make a counteroffer, offering an al-
ternative solution. “Focus on what
you are arguing for, not what you’re
arguing against.”

“Help the system to learn by surfac-
ing the information that’s needed so
others in the organization see what
you see,” she explains. “Present in-
formation in a way that brings in

all the factors and makes them vivid
and compelling.”

A Real Life Example

To illustrate her points, Doty provides
an example of a junior loan officer at
a major financial organization who
turned down a real estate loan for a
business to purchase an apartment
building. There were several reasons
to turn down the loan, including the

fact that based on his analysis, he
thought the business was undercapi-
talized. A senior executive was angry
that the loan had been turned down
since it was a pet project of his and
demanded to know who made the
decision, explains Doty.

“The loan officer said, ‘I can’t make
a loan that will hurt the company,
but I am happy to walk through the
analysis and have your committees
go through it to determine whether I
missed something,” ”” Doty explains.
The loan officer’s analysis and deci-
sion went through three committees
and they agreed it was a bad loan.

This example shows that standing up
for your convictions in the best inter-
ests of the organization often be-
comes the best choice you can make.
When you stand behind your values
and your knowledge for the good of
the organization and can communi-
cate your decisions, company leader-
ship will usually appreciate it.

Doty’s last thought is an opportunity
for you to practice her concepts: “Go
to your boss and ask in a lighthearted
way, ‘How do you want me to dis-
agree with you?’ Disagreement is a
starting point for breakthroughs and
new ideas.”

For more information about the
book and its author, visit www
.worklore.com.
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The Tree Is Me Team, a workforce
engagement team created several
years ago at Batesville Casket
Company, may well be the central
component in creating an open, team
oriented work culture at the company,
which was named the 2009 winner
of ASSEMBLY magazine’s Assembly
Plant of the Year award.

With headquarters in Batesville,
Indiana, and with 3,300 associates
and more than 90 locations across
the United States and Canada, the
Batesville Casket Company
(www.batesville.com) is a manufac-
turer of metal and hardwood burial
caskets, cremation urns, and contain-
ers. It is also the core operating
company of Hillenbrand, Inc.

Diana Kinker, director of HR-Sales,
explains that The Tree Is Me Team
was born from the results of an
employee satisfaction survey. “We
determined it was important to create
a mechanism for employees to be
able to participate in activities that
were more cross-functionally ori-
ented, that had an impact on the
entire organization as opposed to
individual departments.”

She notes that the Batesville logo

is a large tree with a small tree in its
shadow and that is how the name of
the cross-functional workforce en-
gagement team was born.

The Tree Is Me Team is made up

of approximately 20 associates from
the home office location with repre-
sentatives from Finance, Logistics,
Manufacturing, Administration,
Sales, and HR, and the members are
all volunteers.

Kinker, who supports the sales
organization in the company, also
leads the Team. “We created a vision
that we could all remember and

that resonated with us: ‘The Team is
focused on promoting engagement,
enrichment, and education through-
out the organization.” We have different
activities and events that focus on those
three pillars of our organization.”
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Engagement

“From an engagement perspective,
it’s that aspect of our role that in-
cludes event planning such as the
associates’ picnic, holiday party,
and our March Madness event,”
says Kinker.

“March Madness is when everyone
wears their favorite college team
t-shirt or sweatshirt. We have a lunch
in Batesville and a trivia contest with
questions that go out to all locations
so everyone can participate ... There
is also an annual Thanksgiving
luncheon.” All are coordinated by the
Tree Is Me Team.

Enrichment

“From an enrichment perspective,
we participate in the community
and fundraise,” notes Kinker, while
at the same time building a sense of
camaraderie within their internal
community. The Team recently
organized employee participation
in generating funds for the American
Cancer Society, which has local
branches near the company’s loca-
tions so that all associates could get
involved.

The Team also organized a walkathon
challenge for associates this past

fall, says Kinker. “There were 75,
5-member teams (375 associates)
who signed up and counted the steps
that they walked.

The challenge coincided with the
open enrollment period for benefits
so associates were thinking about
wellness as they made their benefits
selections for the new year.

The winning team walked 6.5 million
steps in 6 weeks. The team members
received gift cards and there were
weekly awards as well for the team
that made the most progress in number
of steps walked over the prior week.”

Education

To promote education, the Team has
started scheduling lunch and learn
sessions, some of which have been
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available through the Internet so that
associates from all locations may
attend. For example, the Security
Department put on an educational
session about identity theft, “We
provide the lunch, generally pizza,”
adds Kinker.

Effective communication is stressed
as important at Batesville, and asso-
ciates’ meetings are held quarterly,
both in-person and through a dial-in
conference call over the Internet.
There are also newsletters for each
plant, explains Kinker.

The company Intranet, HILife, is a
single source of knowledge for all
associates and a place to share infor-
mation across the entire organization,
notes Kinker. The Tree Is Me Team
has its own section on the Intranet,
listing upcoming events and activities
as well as information about how to
join the team.

“It’s important that you partner

with all the company functions and
that HR is viewed as a business
partner throughout the organization,”
Kinker says.

“A team [focused on employee
engagement] should have a cross-
functional focus and a reach that
goes beyond the main location to
the entire network. [We think] it’s
important that everyone connects —
to our culture and to the mission
that we have.

“In my role in HR, I bring new
associates into the organization.
One of the recurring themes I hear
[from associates] is this is a big
company, but it feels like a small
company —a family company on
the inside.”

© 2010 Business & Legal Reports, Inc. #31503010 (#900)



1R a0l Box

1 ( $&

H&# ( ) #

With enterprises preparing their plans in anticipation of a flu pandemic, now is the time to
get your intranet ready, says intranet expert Jane McConnell (see article on page 1). If you
haven’t started yet, you’ll barely have time to make it before the flu hits, according to predic-
tions. McConnell recommends you show the checklist to your intranet manager or CEO and
make sure he or she knows how much the intranet can help your organization get through
such a crisis. For more information, go to www.netjmc.net.

$
Can staff access the intranet 7. Are your critical HR processes
from home? ) online so that staff can carry
. out their basic administrative
Do you have online colla- . ..
. . needs without coming in to
boration spaces and tools in X
the office?
place so that teams can
continue to work? ) 8. Do staff have access to real-
I . time “chat” tools for their
S your senior management ) L
. daily communication needs?
team ready (psychologically
and technically) to communi- 9. Are you preparing training
cate to staff via blogs and materials in the form of
online chats? 0 podcasts and videocasts so
Have you set up extranets or that new eénglogees can get
other online solutions with up fo speec 1ast:
your key clients and your 10. Have you started communi-
key partners so that you can cating with staff about the
continue doing business? ) possibility of having to work
H . from home or work in cir-
ave you equipped all your
. cumstances where normal
managers with smart phones? ) s
avenues of communication
Do you have the means to may no longer be the norm
send urgent messages to all for a while?
managers? (text messages,
Twitter channel, ...) O

Note: This handout may be reproduced in printed form, without permission, for internal use by current subscribers.
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HR BOOKSTORE

Order today ... WWW.BLR.COM - Use Priority Code: MQP2555

10-Minute HR Trainer
Just 10 minutes to deliver high-impact
training on essential HR topics.
31507300
(plus quarterly updates)

What to Do About
Personnel Problems
in [Your State]

Over 150 federal/state topics and Regs
SXX vttt $395

(includes 6 annual updates) Available in
all states except CT

Employee Compensation
in [Your State]
State/federal guide to effective and

lawful pay practices to attract and retain
a top-notch workforce.

WXX i $395

(includes 6 annual updates)

Family & Medical Leave
Act Compliance Guide
The “one stop” reference you turn to for

informed FMLA compliance.

31500900 ..........ciiinnn $295
(plus quartedy updates/newsletters)

HR Audit Checklists

Practical, prewritten checklists—help
with key HR compliance.

30519900 ............. ..., $295

Employee Training Center

Web-based individual training with course

monitoring
52060700 ... .Call for information

Audio Click 'n Train:
Sexual Harassment:
What Employees Need
to Know

Ready-to-deliver effective toolbox
training—no preparation required!
30520400 ................ $149

More titles available

HR.BLR.com

Your online answer source for state HR

compliance issues and tools.
4200XX00 ... .Call for information

Job Descriptions
Encyclopedia

500 prewritten job descriptions you
can depend on and customize.
31501800
(plus quartedy updates)

Also available on CD (31517200)

Workplace Wellness
Program

Combat increasing costs and keep
your employees healthy.

31511300 ....oniinnaa.., $495

(]
Y
N

HR-SRST0903


http://catalog.blr.com/product.cfm/product/31507300
http://catalog.blr.com/product.cfm/product/sxx
http://catalog.blr.com/product.cfm/product/wxx
http://catalog.blr.com/product.cfm/product/31500900/funcode/wi01
http://catalog.blr.com/product.cfm/product/30519900/funcode/rz01
http://catalog.blr.com/product.cfm/product/52060700
http://catalog.blr.com/product.cfm/product/30520400/funcode/wi03
http://catalog.blr.com/product.cfm/product/4200xx00
http://catalog.blr.com/product.cfm/product/31501800/funcode/qc40
http://catalog.blr.com/product.cfm/product/31511300/funcode/wi04



