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Being Confident and
Collaborative

by Lawrence Levy

Over the course of my career,
I've had the privilege of
working with people doing
extraordinary things: inventors,
entrepreneurs, filmmakers,
and even a Buddhist master.
They are pioneers who shatter
norms, change paradigms,
and delight us in new ways.
Despite vast differences in
their styles, persondlities, and
fields of endeavor, they have
striking parallels in what made
them successful. Namely, they
combine their talent with an

important balance between self

confidence and collaboration.
In my personal experiences
with leaders such as the

late Steve Jobs of Apple, Ed
Catmull and John Lasseter of
Pixar, and Buddhist master
Segyu Rinpoche, | saw their
confidence come through in
several ways:

First, they live by vision,
and they have the courage
fo stick with it. Long before
a computeranimated feature
film was technically possible,
Catmull and Lasseter were
determined fo make one. The
many obstacles kept them on
the edge of failure for years,
but they held onto their vision.
Similarly, Jobs never gave up on
his dream for Apple to become
the next great consumer
electronics company — even

during the 12 years he was
away from it. And Rinpoche
is deeply committed to a
higher purpose: resurrecting
a tradition of meditation that
heightens human contentment
by balancing outer attainment
with inner masfery.

At the same fime, these
pioneers focus on the details.
They believe they know best
about how their ideas should
be realized and won't let up
until their high standards are
met. Jobs is legendary for this:
He weighed in on everything
from a product's functionality
fo the design of its packaging.
| saw Lassefer bring the same
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In o world where the average
employee sends and receives
122 emails per day and attends
an average of 62 meefings per
month, your boss or HR leader
ship simply doesn't have the fime
or bandwidth to properly think
through how best to deploy your
falents moving forward. Instead,
we have fo take control of our
career planning to ensure we're
putiing ourselves in position for
longterm growth. Here are four
ways to become more sfrategic
about the process.

Force yourself to set aside fime.
When things get busy, time for
sirategic thinking is almost always
the first fo go. “Planning sessions”
seem amorphous, and the ROl is
uncertain. But going for months or
years without regular introspection
can lead you down a professional
path that you didn't infend fo be
on. Instead, force yourself to make
fime for strategic reflection. Just

as you're more likely fo go to the
gym if you have plans to meet a
workout buddy, you can use the
same fechnique fo enforce disci-
pline around sfrategic thinking.
dentify several frusted colleagues
and start a masfermind group fo
meet regularly, discuss big pic-
fure goals, and hold each other
accountable for meeting them.
Having others whom you frust
challenge your thinking can open
up new ideas and possibilities you
hadn't previously considered.

Uplink pg?2

Get dear on your next steps. Ge-
fing clarity around your profes-
sional goals — such as being
promoted fo SVP, sfarting your
own business, or running the
Asia/Pacific region — is only

the first step. The place where
many professionals fall down is
identifying the pathway to get
from here fo there. As | described
in “"A Campaign Strategy for Your
Career,” one technique you can
use is “pre-writing your resume.” In
this exercise, you put yourself five
years info the future and write your
resume as you envision it, includ-
ing your new fitle and exact job
responsibilifies. The trick is that you
also have fo fill in the infervening
five years, which prompts you to
reflect on what specific skills you'l
need fo develop in the interim,
what degrees or accredifations
you may need fo earn, and what
promotional path you'll need to
pursue in order'fo get there. Un-
derstanding that helps force your
thinking and ensure that you're
faking the right steps (if a masfers
degree is required for a position
you want in three years, you befter
start applying now).

Invest in deep work. It can be
fempting fo invest your fime the
same way everyone else does —
putiing in face time at the office,
or racing fo respond fo emails

the fastest. At lower levels, that
might mark employees as “go-

gefters.” But as you ascend in the
organization, the ability to jump
higher and fasfer becomes less
important. Instead, what marks
you as successful over time is cre-
ating indepth, valuable projects
— whether that's wriing a book
or a brilliant new piece of code,
spearheading the launch of @
promising product, or undertaking
a meaningful initiative, like reorga-
nizing the company’s performance
review system. That involves a shift
from staccato, reactive work into
more selfdirected, longterm proj-
ects ("Deep Work," as author and
Professor Cal Newport puts if].
Many professionals don't seek this
work out, as there's no immediate
ROI — but the longferm benefits
and recognition are subsfantial.

Build your external reputation.
A study by Wharton professor
Matthew Bidwell showed that
external hires info a company get
paid 18-20% more than intemol
workers who are promoted info
similar jobs. (Cratingly, they also
perform worse for the first two
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THINK STRATEGICALLY
ABOUT YOUR CAREER DEVELOPMENT

years.) That's patently unjust, but
it points to an important fruth:
professionals are often faken

for granted inside their own or
ganizations. That doesn't mean
you should jump ship every few
years. But it does point o the fact
that, even if you'd like to stay at

CONTINUED ON PAGE 4
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Recent cases highlighted in the
media suggest that executives,
in a desperafe quest to quench
the market's unquenchable thirst
for growth, are ignoring reason
and dicfating growth targets
so insurmountable that their
employees are turning to unethi-
cal and perhaps illegal means
fo achieve their goals. Are you
worried about something like this
happening in your organization?
You might believe that you're
an innocent pawn in this game,
but as a manager, you have @
responsibility to ensure that un-
reasonable targets don't unleash
harmful behaviors on your team.
Harmful behaviors come
in many forms. At the relatively
mild end of the spectrum, un-
realistically high targets can
motivate employees to game the
sysfem using shorterm factics
that can be destructive in the
long run. Common examples of
such trade-offs include upselling
products or services that are of
little value to the cusfomer or

Bri?gh’r Ideas

Managing a Team
That’s Been Asked to Do Too Much
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selling at unprofitable prices.

lesscommon but more-dire
consequences of unrealisfic
targets include immoral actions
such as charging customers
for services they didn't want or
invoicing for work that never
happened.

It's easy to lay the blame
for inappropriate targets at the
feet of those well above you
in the hierarchy. It's tempting to
exonerate yourself and attribute
any negative behavior fo the
mistakes made at the top. But
that would be an abdication of
your responsibility as a manag-
er. When those above you fail
in their leadership obligations,
the responsibility falls to you.
For the people on your team,
you are the leadership. They
are counting on you fo guide
them through the precarious
choices they face.

The first thing your team
is counting on you to do is to
question unreasonable targets
before accepting them. Too
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few managers have the cour-
age or the wherewithal to do
anything but roll over when their
boss hands them an astronomi-
cally high number. If you receive
a farget for your team that you
believe is unaffainable, it's your
responsibility fo share your con-
cerns. The point is not fo reject
the goals, which might have
negative repercussions on your
career. Instead, you must calmly
and rationally share the facts
and highlight your concerns.

For example, you could say,
"I saw the $2 million target for
our team. That would represent
a 23% increase over last year
at a time when our staffing has
been cut. To reach these targets,
each team member would have
fo improve their yearoveryear
performance by 38%, when the
best improvement we've ever
achieved is 11%. I'm concerned
that attempting to achieve those
fargets will encourage shortterm
thinking that will offect our cus-
fomer satisfaction and ultimately

constrain our growth. Are there
opportunities fo revisit this tar-
gete”

Although it would be nice
fo think that advocating for a
more reasonable target would
work, my experience has been
that it seldom does. The pres-
sures to perform and fo grow
are simply too high. In that case,
you're saddled with unachiev-
able goals and your role is to
mitigate the negative conse-
quences. There are a variety of
fechniques you can try.

You do have one other
recourse if your boss won't
change your target: You can ask
for the resources you'll need 1o
be successful. In the example
above, you might ask for ad-
ditional staffing fo reduce the
burden on each employee. Al
fernatively, you might ask for ad-
ditional marketing or advertising
support, or for tools fo reduce
the administrative burden.

CONTINUED ON PAGE 9

Uplink pg3

Feb - Mar "17

www.peoplelinkstaffing.com



Meet CAROL WOOD »

RVP,  ILLINOIS

» How long have you been
in the staffing business? |
have been in staffing for a litile
over 20 years.

» What was your first job?
What do you remember
most about it? My first real
job was at Container Corpora-
fion of America. What | remem-
ber most is when we got our
new Wang Word Processors.
And | got fo go to Bosfon and
meet Dr. An Wang, Founder of
Wang Labs.

» Who was the worst boss
you ever had and why? The
worst boss | ever had was one
who failed to communicate with
us individually and lost her temper
regularly.

» What motivates you each
day to sell and service your
clients? | am motfivated by
watching my feams pull together
and make things happen. It gives
me confidence in our ability fo
provide solutions and that makes

me want to go out and tell the
world.

» What are some of your
long-term goals? Profession-
ally, I am defermined to double
the size of our footprint in lllinois.
I'm excited to see some of my
staff grow info leadership roles
and that we are doing this
together. Personally, I'm very
inferested in returning to school
and ultimately teaching some
evening business classes to ca-
reer changers. Creating a secure
retirement with my husband in
some luxurious place is hopefully
also in my future.

» What makes Peoplelink
unique, from your perspec-
tive? Peoplelink really defines
the idea that every single person
is instrumental in making our
system work. We have the big
ideas and the innovation to

pull them off with a very small
and intimate group of people
banding together to get it done

(From the Presidenf's Desk ))) ......................................

the same company, it's impor-
fant o cultivate a sfrong external
repufation so that you have oppor-
funities if you want them, and to
remind your boss and colleagues
that your abilities are sought

after and appreciated by others.
Blogging for indusiry journals, ap-
plying fo speak af conferences,
and taking on a leadership role
in your professional association
are dll great ways to stay visible
in your field — both o outsiders
and those inside your company

CONTINUED FROM PAGE 2

who need to be reminded of your
falents.

Taking time to think about your
career development is obviously
important, but if's almost never
urgent, so many professionals fail
fo take action, year after year.

By focusing on these four steps,
you can begin to carve out time
fo be more deliberate, and lay
the groundwork for the job you
want — five years from now, and
beyond.

»

swiftly and efficiently. It keeps
our energy high and our

clients confident in our ability fo
change and grow with them at
their pace.

» What makes you success-
ful as a Manager? Genuine
interest in my co-workers offers
me the opportunity fo get fo
know their falents. | am always
amazed by the bright ideas that
come out when | brainstorm
with the team. Friendly and
approachable are two keys for
getting the most out of people.

» What is the best advice
you could give to other
Peoplelink staff members?
Try new things. Ask for help.
Compliment a job welldone.
Use please and thank you often..

» What is your favorite
movie? Yankee Doodle Dandy.
Book? The Canterbury Tales
[seriously). Drink? Good
Cabemet.

» If you could have any car
you want, what would it
be? ['ve had my eye on the
Barrettjackson auctions: 1970
Chevelle SS with 454 1S-6 motor
with 450 HP. Vroom Vroom.

» What is your home city?
What is the greatest feature
about your home city?

| live in a suburb of Chicago,
which is of course a beautiful and
exciting city. But | really enjoy the
suburban life. I live in Elmhurst.

| can get to the city in 30
minufes, except in rush hour,

then it's about two hours.

» How do you unwind
when you’re not at the
office?

| spend a lot of time cooking
with family at home and af the
lake. Outside of that, I'm trying
lofs of new ways to stay ac-
five outside the gym. Looking
forward to horseback riding in
the Spring.

» What do people like most
(least) about you?

| think people like my husband
most. He gefs me invited to @
lot of parties. | am known for

a sense of humor, too. least fo-
vorife may be my sense of fime.
| can lose track if | don't have
my calendar and smart phone
handy at all times.
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10 WORKPLACE TRENDS

YOU'LL SEE IN 2017

By Dan Schawbel

These trends are based on hundreds of conversations with human resource executives and workers, a series

of national and global online surveys and secondary research from more than 160 different primary and

secondary research sources, including think tanks, consulting companies, non-profits, the government and

trade associations.

Between 2016 and 2017, the job market will continue to improve causing both job seekers and employ-

ees fo have more leverage, which will cause salaries fo increase and employers to invest in more job

advertising, sfaffing firms and employee benefits. The demand for a more flexible work environment will

continue and you will see an emergence of HR practitioners with new skills, including people analytics,

Internet markefing, branding and knowledge on new technologies like virtual reality and wearables.

The major economic and business themes over the past year have been focused on the war for talent,

creating an employment experience for job seekers and candidates, overtime and compensation, the end

of the annual performance review, the continued skills and leadership gap, the rise of Generation Z and the

shift fo the on-demand workforce. These trends have all impacted how companies recruit, retain, train and

structure their workforce for the future.

'I Companies focus on improving their
candidate and employee experiences.

Companies have always created marketing
experiences for customers, and prospects,
in order fo delight them, increase loyalty
and grow their revenues. This year, you
will see the walls come down between
your R, marketing and customer service
departments in order to develop experi-
ences for both candidates and employees.
A recent study found that nearly 60% of
job seekers have had a poor candidate
experience and 72% of them have shared
their experience on an online employer
review site. When employers don’t notify
candidates of their application status,
they are discouraged from ever applying
for another job at that company again,
which limits their future falent pool.
Furthermore, a bad candidate experience
can tum away customers who may be
your candidates, thus resulting in a loss
of potential revenue. Virgin, for instance,
created a new candidate experience for

the thousands of people they are unable
to hire out of the 150,000 applications
they receive annually, and have created a
new seven million dollar revenue stream
by creating a better experience for them.
Aside from candidates, employee refention
and engagement have become some of
HR’s top issues as top falent has numerous
employment aptions and productivity is
key fo growth. In another study, it was
discovered that 83% of HR said that
“employee experience” is either important
or very important fo their organizations
success, and in order fo enhance the expe-
rience, they are investing more in training
(56%), improving their work space (51%)
and giving more rewards (47%). IBM has
used people analytics fo predict refention
risk for employees in key job roles, and
notifies managers so they can prevent
them from quitting, which has saved the
company over 5130 million dollars.

2 The blended workforce is on the rise.

In the past five years, the gig economy
has become a major trend impacting the
global workforce, and has created a new
kind of diversity, with full-ime permanent
employees working side-by-side with
freelancers. A study exploring the gig
economy found that 93% of companies
already identify the blended workforce as
they're seeing freelance workers teaming
up with employees fo work on projects
together. In addition, the top reason why
outperforming employers are benefiing
from the blended workforce is “more
flexible teaming”. At the SHRM 2016 An-
nval Conference in Washington DC, Henry

Jackson, the President of SHRM, noted
that the “rise of freelance workers” was
one of the top five biggest employment
trends. Mulfiple studies from Intuit fo The
Freelancer’s Union predict that at least
40% of the workforce will be freelancers
in the next few years. As more companies
hire on-demand to solve key problems
and cut costs by removing healthcare
coverage, and other employee benefifs,
more freelancers and full-time workers
will need to work together. With many
freelancers working at remote offices, the
ability to manage without borders is going
to become a critical skill globally.

CONTINUED ON PAGE 6
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10 WORKPLACE TRENDS

YOU'LL SEE IN 2017

CONTINUED FROM PAGE 5

Annual performance reviews evolve into
more continuous reviews.

One of the biggest discussions in fR circles
is performance reviews, how fo transform
them and implement something new that
serves both managers and employees. Pro-
fessionals foday desire instant feedback, a
behavior they've adopted from the instant
gratification they receive on social net-
works like Twitfer and Facebook. Younger
generations are especially impatient and
are unwilling to wait a whole year to learn
about their strengths and areas of improve-
ment. One fourth of employees feel that
annual performance reviews don’t help
improve their performance. The annual
performance review is coming to an end on
a global scale as generation Zs and millen-
nials are currently receiving feedback either
daily (19%), weekly (24%) or regularly

(23%). In the United States, 28% of gen
Z and 17% of millennials receive feedback
regularly. Two of the largest companies in
the world, including GE and Adobe, have
already abolished their annual review
process in exchange for reqularly feedback.
Adobe, the first major company to step
away from annual performance reviews,
created a “Check-In” system, where ex-
pectations are set annually but feedback is
given regularly, resulting in a 2% decrease
in voluntary attrition. GE followed suit by
created “ Touchpoints,” where there is

a daily development focusing on results
and changing business demands, which
has resulting in a five times increase in
productivity in the past year.

Millennials meet Generation Z in the

workplace.

2016 marks the first year that gen Z is in
the workplace, while a third of millennials
are in management roles, some of whom
have direct reports. 2017 will mark the
first full year that gen Z will be seffled
info the workplace, with a new outlook
on business, new demands and widening
the technology gap even more between
younger and older workers. A new study
found that 78% of gen Zs and millennials
said that their expectations of their current
workplace have been met, and their
education actually did prepare them for

the working world. A different study found
that 36% of millennials have @ manager
title or above yet the Harvard Business
Review found that only 7% of companies
have accelerated leadership programs

to nurture them. Just like with all
generations studied, millennials negatively
stereotype gen Zs as being lozy, which
will cause some friction. Both genera-
tions will continue fo put pressures on
companies to fransform the office, reward
employees, embrace flexibility, and align
the company’s inferests with a cause.

Augmented and virtual reality
revolutionize recrviting and training.

While there was a lot of hype around new
forms of reality in 2016, companies are
taking it a lot more seriously in 2017 as
new equipment, programs and use cases
surface. Virtual realify hardware revenuve

is set to reach over eight billion in the
next two years and the amount of money
invested will be over four hundred million
with 25 million users by that time. In add-
tion, with Facebook’s acquisition of Oculus,
Apple’s patent on a 3D display system

and the current success of Pokémon

60’s augmented reality app, there is no
doubt that 2017 will be a massive year
for these technologies. We've found that
one-fourth of gen Z and millennials want
their companies to incorporate virfual

reality into the workplace and | predict that
this will increase next year as more adopt
VR consumer technology. The technology
that employees are experiencing outside
of work will naturally influence them to
desire the same tech at the office. Virtual
and augmented reality can help close the
experience gap for job seekers and allow
employee training fo be more engaging,
less expensive and free of distractions. For
instance, The British Army is already using
VR in their recruitment process, General
Mills has a virtual reality tour of their of-
fices and GE implements VR at career fairs
where students wear headsets fo explore
their oil-and-gas recovery machines.

The war for talent heats up as the
employer and employee contract
continues to evolve.

The average tenure for employees,
regardless of age is a mere 4.6 years in
the United States and based on numerous
studies we've conducted, millennials
leave affer two years. Employers have
recognized that there is no lifefime em-
ployment contract and some companies
have incorporate strategies from the book
“The Alliance” as they implement “fours
of duty” to appease employees. Through
hardware, including smartphones and
wearables, and social networking sites,
talent is more freely available and falent
has more opportunities fo choose from.
Seventy:six percent of full-time workers

are either actively looking for a job or
open to new opportunities and 48% of
employers are unable fo fill their job va-
cancies because of the skills gap and high
attrition rates. With all of this compefition
for talent, an entire 90% of employers
anficipate more competition for talent,
especially in emerging markets such as
India, North America and Asia. This is why
you will see an even greater emphasis on
the employee experience in 2017 because
companies are being forced to focus more
on corporate culture and values than pay
in order o refain employees.

CONTINUED ON PAGE 7
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Companies get creative with their
employee benefit packages and perks.

Organizations restructure to focus on
team over individual performance.

One of the most fascinating frends,
despite the rise of the gig economy, is
the emphasis of teamwork regardless of
employment situation, industry or politics
in a company. While individuals have
their own career agenda, companies are
now structured with teams because high
performing teams will enable them to
compete for the future. Organizations are
restructuring for several reasons, including
the rise of millennial and gen Z workers
who grew up playing team sports and
have the same expectations at the office

and the fact that organizations are trying
to better align fo customers so they must
be agile due to market volatility. Nearly all
(92%) of companies rate “organizational
design” as their fop priority and three-
fourths of gen Z's and millennials said
they are well prepared to work effectively
in a team. Cisco was one of the first
companies fo embrace this frend, creating
“Team Space,” a platform that delivers
intelligence on how teams can work best
to win together.

Workplace wellness, and well-being,
become critical employee henefits for
attracting top talent.

Companies are using wellness programs fo
lower absenteeism, atiract talent, and save
on healthcare costs. While employees have
become more health conscious in the past
several years, fewer than half of American
workers say that their company supports
employee wellbeing and helps them
mainfain a healthy lifestyle. Compared to

last year, health-reloted employee benefits
have increased by 58% and wellness by
45%, which will continue in 2017. Com-
panies realize that workplace stress is the
biggest health issue that employees face
so they invest in creating a more relaxing
and healthier environment for them.

Fair compensation is most important fo all
age groups, genders and ethnicities almost
unanimously around the world based on
several studies that I've conducted over
the years. Once you get past pay, then the
two most important employee benefits

are healthcare coverage and work flex-
ibility, a benefit that wasn't mainstream

a decade ago but is foday because of the
sheer demands of work and our “always
on” society. In a recent study, we found
that compared fo two years ago, work
flexibility is the fop employee benefit (over
healthare in 2014) globally yet only a
third of companies offer if. Even the com-
panies that offer at least some degree of
work flex aren’t actively promoting those
programs fo employees or job seekers,
who are spending more time researching
companies before applying for jobs. Aside

10

Several years ago, Virgin Founder Richard
Branson was on the cover of Forbes
Magazine with a scissors cutting off his tie,
calling for the end of business formal at-
tire. With the rise of younger generations,
and more employees working remofe,
there’s no doubt that the workplace is
increasingly casual. In 2017, you will see

from these two major employee benefits,
new ones are surfacing focusing around
education and student loans, which is
relevant due o the S1.3 tillion student
loan crisis. One company that is on the
forefront of this frend is Fidelity, with their
“Step Ahead Student Loan Assistance”
program, which helps employees payback
loans up to $10,000. Other companies
have tackled employee benefits differently,
such as Maia Josebachvili of Greenhouse,
who is transparent with their benefit pack-
age costs and surveys her employegs fo
find out how to best allocate their benefit
investments. Other examples include
Ieeto, that provides employees a thirty
dollar Seamless credit for food, Starbucks
with their “College Achievement Plan” and
Twitter that offers just about every type of
exercise class on campus.

Office attire and workplace culture
hecomes more casual

a continuation of this trend, with more
employees demanding to drop their suits
and ties in exchange for jeans and shirts.
Today, 50% of managers say that employ-
ees wear less formal clothing than they did
five years ago and nearly one-third would
prefer to be at a company with a business
casual dress code.
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Being Confident and Collaborative

CONTINUED FROM PAGE 1

attention to every frame of o a halt due 1o unresolved story  of accomplished storytellers great collaboration: confirmation

Pixar's films. And | know that problems. tasked with assisting directors i~ bias, giving too much weight to

Rinpoche considers no detail of We need a counterweight:  developing their films. Evenfop  views that validate one’s own.

a meditation practice or ritual too  collaboration. The challenge is executives were excluded. Jobs When he was at his best, Jobs

small for his attention. that the selfconfidence needed is famous for tolerating only A had a very small circle of hand-
Another factor magnifying to boldly push forward conspires  players. And Rinpoche maintains  picked advisors and put aside

the selfassurance and resolve against the yielding necessary a close circle of his own teachers s stubborn intensity to pay

of these individuals is how for great collaboration. leaders and select students that have affention fo their advice. With an

deep\y They know the hisfory like Jobs, Catmull, Lasseter, studied with him for years. inspiring combination of mastery

of their fields. Jobs studied and ~ and Rinpoche overcome this They also listen to ideas and  and humility, Rinpoche partnered

could recount the past of not challenge in two ways. criticism. This does not mean with four of his students to found

just the computer industry but First, they surround themselves  they'll change their vision or the Juniper Foundation fo achieve

also the consumer electronics with the right people. The their opinions on execution. But a similar result.

industry. Catmull has often said ~ standard is talent — a superb successful collaboration means Excellence requires two

that any filmmaker who wants capacity fo contribute. Politics that even self-confident leaders aftributes that make for uneasy

fo experiment with storytelling and seniority have litle place in -~ keep themselves open to hearing  bedfellows: bold selfconfidence

must first master traditional this consideration. Pixar honed and evaluating what trusted and a willingness fo collaborate.

story structure. And Rinpoche it o an art with its nowfamous  others have fo say, and they resist  VWhen a leader has both, great

is a walking encyclopedia “Brain Trust,” the small feam what is often the downfall of things happen.

of the 2,500-year history of
meditation, having studied with
some of Tibetan Buddhism'’s
finest teachers for more than 30
years. However, these types also
flaunt convention. They have an
infectious, rebellious energy and
are always seeking to break
barriers, fight bureaucracy, and
question the status quo. Their
deep knowledge of history
enhances their confidence o
make these paradigmrshifting
changes.

While all these aspects of
confidence are necessary to
achieve greatness, the collective
effect can careen out of control
if left unchecked. The well
publicized Apple Lisa, original
Macintosh, and NeXT Computer
debacles were blamed on
Jobs" arrogance, and Pixar’s
production of Toy Story ground
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Once you're clear on
the hand you've been dealt,
engage your team in some cre-
afive thinking about how to be
successful. A feam member is
most likely fo turn fo counterpro-
ductive or unethical behaviors
only after exhausting the more
appropriate options. Your job is
fo make sure that there is always
a consfructive option for what to
fry next. Continually engage the
feam in generating ideas. Ask
questions such as, “Where do
we get the most traction?” and
"What approaches are working
best this monthe” VWhere pos-
sible, provide data and help the
feam glean insight that inspires
new approaches.

As important as it is to pro-
vide good options, it's equally
as important to define the
off-limits options. Be explicit in
asking, “VWhat would we not be

willing fo do to hit our targefe”
or "What would give us short-
ferm gain but create longterm
paing” Having an open discus-
sion about the types of behav-
iors that aren't acceptable will
create strong social pressure to
stay within the lines.

Setting up clear boundaries
for good and bad behavior will
be helpful, but it won't neces-
sarily be sufficient to curtalil
counterproductive or unethi-
cal behavior. You need fo be
vigilant about how your team
members are working foward
their goals. In both group and
one-on-one conversations, ask
specifically about the techniques
people are finding effective.
Probe for detail to increase your
confidence that they are using
appropriate sfrategies. Make it
clear that you're paying atten-
fion to what they achieve and

how they achieve it. The right
amount of scrutiny will discour-
age bad behavior.

You also need to reduce the
likelihood that employees will
resort to unsavory approaches if
they feel personally exposed or
vulnerable. Be extremely careful
not to embarrass or belitle a
feam member or cause shame
for nof reaching fargets. Be
quick to discourage competi-
tion within the team that might
exacerbate the temptation for
rogue behavior. Don't compare
team members o one another:
instead of calling out individuals
who are having success, focus
on strategies that are working.

Finally, in the face of unrec-
sonably high targefs, question
any extraordinary results. Dig
info the numbers and under-
stand what is making the outlier
abnormally successful. This will

serve two purposes. First, it will
allow you to test for any untow-
ard approaches and manage
any unethical behavior. Second,
in the cases where you find that
everything was on the up and
up, it will give you an opportu-
nity to share the successful ap-
proaches with the whole team.
A litle skepticism is important
when there’s a risk of bad be-
havior.

If's a terrible position to find
yourself in when you're forced
fo manage a team toward un-
realistic fargets. Unfortunately,
many of the management tech-
niques you use to drive perfor
mance in normal circumstances
can drive unproductive or
unethical behavior in this case.
Make sure you're focusing the
feam on positive and construc-
tive approaches and keep an

eye out for bad behavior. %

-

-

Peoplelink Processes.

Better sourcing. Better screening. Better planning. By implementing better

operating procedures, Peoplelink can give you access to a deeper pool of
talent, reduce the risk of hiring mistakes, and make sure you get the people
you need — where and when you need them.

Our patented, &-step, candidate evaluation process, Assurelink®, allows
Peoplelink to deliver all this and more by digging deeper to obtain more
information about each candidate.

We also go the exira mile to combine successful placements with extensive
assignment fracking, reporting, and follow-up processes — all customized
fo meet your unique sfaffing needs.

By taking a more thorough approach fo hiring, we can consistently deliver
the right people — and the best results, every time.

For more information, call Jeannine Victor at 574.401.6261.
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Harrison Hall (Trade Management Recruiter) is on the left and Tony Anderson
(Lead HVAC Technician) is on the right.

Peoplelink is pleased to announce that
Tony Anderson has been chosen as our
January Shining Star employee. Tony
works as the lead HVAC Technician for
AT&T/Dallas Cowboys Stadium. He
reports to the Fort Worth Trade Manage-
ment* branch.

Tony has worked for AT&T Stadium through
Trade Management since 2014. He main-
tains all HYAC equipment to regulation
and makes sure the stadium is a comfort-
able environment for spectators. Accord-
ing to Tony’s Supervisor, Scott Woodrow,

the quality of his work is excellent. He is
especially good at troubleshooting motor
problems.

While on the job, Tony enjoys teaching his
crew what he’s learned over the course of
his career and takes pride in a job well
done. In his free time, Tony enjoys travel-
ing, horseback riding, and swimming. He
resides in Dallas with his wife and 5 -
soon fo be 6 — children.

Congratulations to Tony for being People-
link’s January Shining Star employeel!

Find your shining star! Contact Peoplelink at 574.232.5400.

*Trade Management is the skilled labor division of Peoplelink Group.
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Your employee
handbook may be
a confract —

unless it says this ...

By Christian Schappel

If you don't want your employee
handbook to qualify as a contract in court,
then here’s what it should say.

“This is not a contract.”

It sounds simple, but missing this
language in one of its employee handbooks
recently got an employer in some legal hot
wafer.

The lesson came from a new appeals
court ruling, which said a handbook can
areate a confract unless it includes a
disclaimer to the contrary.

Contract was implied, the court said.

Commercial truck driver John Staschiak
sued his employer Cerfified Logistics for
breach of contract.

He said the employee handbook Certified
provided him stafed:
® he'd be paid 30% of the gross income

received for loads he drove
o he'd receive S15 per hour in detention
and layover pay, and

 70% of his health insurance costs would be
paid by the employer.
But Staschiak claimed Certified failed to
uphold those provisions in his lawsuit.
Certified argued the lowsuif should be
thrown out of court. It claimed the handbook
wasn’t a contract — nor did it claim fo be.
But the court disagreed. It said enough evi-
dence existed that a reasonable person would
be justified in believing that a commitment had
heen made via the document. So it sent the
case fo trial, where Certified is looking at an
expensive legal bill or costly setflement.
The problem with the handbook — and
Certified's argument — according fo the court:
o it contained no language saying it wasn't a
contract

o it failed to state that it could be changed at
the employer’s discretion, and

e it did contain clear language outlining pay
and benefits.

As a resulf, the court said that @ reasonable
person in Staschiak’s position, after looking at
the handbook, would be justified in believing it
amounted to a contract.

Bottom line: This ruling sends a dlear sig-
nal to employers that a few senfences outlining
that an employee handbook isn’t a contract,
that the employer doesn’t intend to be bound
by the handbook and the handbook is subject
to change af the employer's discrefion can go a
long way to limiting legal liability.

Without that kind of language, you could
be leaving yourself open to a claim that
your handbook is actually an employment
contract — especially if it specifically outlines
compensafion arrangements.

EEOC Releases

Guidance on Mental
Health Conditions

By Joan Farrell
The Equal Employment Opportunity
Commission (EEQC) has released informal
guidance for advising employees of their
legal rights in the workplace with regard fo
depression, postraumatic stress disorder
(PTSD), and other mental health conditions.
Although the guidance is
geared fo employees, it
provides insight for
employers as fo the
EEOC’s position on
protections provided
for employees under
the Americans with
Disabilties Act (ADA).
The guidance is pro-
vided in  question-and-answer
format and covers the following areas:
Discrimination—The EEOC advises
that it's illegal for employers fo discriminate
against an individual because he or she has
a mental health condition. The guidance
explains the exceptions for individuals who
pose a safety risk and for those who are
unable to perform their job duties. It notes
that an employer can’t rely on myths or
stereotypes about a mental health condition
when making its decision, but instead must
base its decision on objective evidence.
Privacy /Confidentiality—The
quidance explains that employees and
applicants are entitled fo keep their condition
private and that employers are permitted fo
ask medical questions in four situations only:

® When an individual asks for a reason-
able accommodation
e After a conditional job offer has been
extended, but before employment
begins (as long as all applicants in the
same job category are asked the same
questions)
e For affirmative action purposes—and a
response must be voluntary
o When there is objective evidence that
an employee may be unable to do his
or her job (or may pose a sufety
risk) because of a medical
condition
When medical
information s
disclosed, the
quidance points
out that employers
must keep the infor-
mation confidential—
even from coworkers.

Job performance—Reo-
sonable accommodation is the focus of the
EEOC’s guidance in this area. It describes
a reasonable accommodation as a type of
change in the way things are normally done
at work and gives the following examples:
e ltered break and work schedules
(e.g., scheduling work around therapy
appointments)

Quiet office space or devices that create
a quiet work environment

Changes in supervisory methods (e.g.,
written instructions from a supervisor
who does not usually provide them)
Specific shift assignments

® Telecommuting

CONTINUED ON NEXT PAGE
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“Substantially limiting” condi-
tion—The guidance points out that o
condition does not need to be permanent or
severe fo be substantially limiting under the
ADA. A condition that makes activifies more
difficult, uncomfortable, or fime-consuming
o perform (when compared fo the general
population) may be substantially limiting,
according to the EEQC.

And even if symptoms come and o, the
guidance notes that “what matters is how
limiting they would be when the symptoms
are present.” It also notes that mental
health conditions like major depressions,
PTSD, bipolar disorder, and obsessive
compulsive disorder “should easily qualify.”

In this section, the guidance is touching
what the EEOC details in its regulations—
that is, that an employer should not conduct
an extensive analysis of whether a condition
qualifies as a disability, but should instead
focus on complying with the ADA's antidis-
crimination and reasonable accommodation
requirements.

Reasonable accommodation—
The guidance advises employees that they
may ask for a reasonable accommodation
at any fime, but that it's generally better fo
ask before any workplace problems occur
because employers are not required fo
excuse poor job perfor-
mance—even if it's caused
by a medical condition or the
side effects of medication.

The guidance notes that
an employer may ask an
employee fo put an accom-
modation request in wrifing
and may ask for documenta-
tion from the employee’s
healthcare provider about
the condifion and the need

for accommodation. The EEQC suggests that
employees bring to their medical appointment
a copy of the EEQC publication The Mental
Health Provider's Role in a Client's Request
for a Reasonable Accommodation.

The guidance adds that an unpaid leave
may be a reasonable accommodation if
the leave will help the employee get o
point where he or she can perform a job's
essential functions. And if an employee is
permanently unable to do his or her regular
job, the guidance explains that the employee
can request reassignment to another job, if
one is available.

Harassment—The EEOC advises
employees to fell their employer about any
harassment if they want the employer to stop
the problem. The guidance recommends that
employees follow the employer’s reporting
procedures, and explains an employer's legal
obligation to take action fo prevent future
harassment.

The guidance provides a simple, straight-
forward explanation of an employee’s rights
under the ADA. It can help employers under-
stand how the EEOC may view an employers
obligations and what the agency expects, and
permifs, employers fo do.

The guidance is available online ot the
EEOC's website.

CONTINUED FROM PAGE 11

DOL and IRS want o
closer look at your

refirement plan

By Jared Bilski

Two of the most-feared government
agencies for employers — the DOL and
IRS — have decided there’s a real problem
with the way retirement plans are being run,
and they're ramping up their audits fo find out
why that is.

In response to the many mistakes the
agencies are seeing from refirement plan
sponsors, the IRS and DOL will be increasing
the frequency of their audits.

What does that mean for you? According fo
experts, plan sponsors can expect the feds fo
dig deep into the minute operations of plans.
That means the unfortunate employers who
find themselves in the midst of an audif can
expect o be asked for heaps of plan info.

Linda Canafax, a senior refirement consul
tant with Willis Towers Watson, put it like this:

“The DOL and IRS are truly diving deep
info the operations of the plans. We have seen
a deeper dive into the operations of plans,
particularly with data. Plans may be asked for
a full census file on the transactions for each

participant. Expect the DOL and IRS fo do a lot
of data mining.”

WHAT TO WATCH FOR

Ultimately, it's impossible to complefely
prevent an audit. But employers can — and
should — do certain things to safeguard
themselves in the event the feds come
knocking.

First, a selfoudit is always a good idea. It's
always better for you to discover any problems
hefore the feds do.

Next, you'll want to be on the lookout for
the types of errors that can lead the feds to
your workplace in the first place.

The most common errors the IRS and the
DOL are looking for:

e ntimely remitfance of employee deferrals

(i.e., confributions)
® |ncorrect compensation definition (plan

documents dictate which types of comp

employees are eligible to contribute from)
o Not following the plan’s own directives,
and
o Not having a good long-term system

(20-30 years out) for tracking and paying

benefifs to vested participants.

HR NEWS CONTINUED ON NEXT PAGE
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Stuck in OT rule limbo?

3 ways to reduce your legal vulnerability

The Department of Labor’s (DOL)
controversial overtime rule s officially
on hold. But other than that, not much
else is certain with the rule — and
that's a problem for employers.

Not knowing when, or even if, the
ule will kick in is not only faxing on
administrative processes/plans, it also
exposes you fo potential liability.

This injunction may seem like great
news to some, but it raises a host of
questions for HR pros hoping to plot
their next move.

To help, we've compiled a Q&A:

Question 1: Why was the
overtime rule blocked?

The injunction ruling stems from a
lowsuit that consolidated two separate
lowsuits — one brought by nearly two
dozen states and another by several
business groups. In the lawsuit, the
states and business groups claim
the DOL overstepped ifs authority in
sefting the overfime exemption salary
threshold so high.

Essentially, the judge said the DOL
increased the overtime threshold by so
much that it made the OT-exemption a
one-factor test and basically eliminated
the need for a duties fest, an essential
part of the exemption. The rule basi
cally eliminated the duties test, and the
judge said the DOL must also examine
the dufies of employees to determine
who falls within the FLSA's overtime
exemption.

Question 2: What does
the injunction mean?

It's crifical for employers to keep in
mind that the judge’s injunction doesn’t

kill the new overtime rule, it simply blocks

the changes from taking effect until
either the court hands down a ruling in

the future, the DOL wins its appeal of the

injunction or either party drops its case

(there’s a distinct possibility the DOL could

drop its case when Donald Trump takes
office).

When a ruling will be issued in the
lowsuit or the DOL's appeal of the injunc-
fion has yet to be determined.

Bottom line: For the fime being,
employers are free to operate as if the
new OT rule doesn’t exist.

Question 3:
What happens now?

There are a number of possibilities. If
the judge does decide the DOL actu-
ally had the authority fo raise the salary
threshold as much as it's trying to do,
the rule changes could fake effect rather

quickly after the ruling. But this is unlikely

given the judge’s reason for issuing the
injunction in the first place.

Then there’s uncertainty of the Trump
administration. A Trump-controlled DOL
may not have any interest in dumping
resources into defending FLSA changes
made during the Obama administration,
and the rule could simply die out.

5

~

What liability is our

By Christian Schappel company exposed to?

Here are three examples,
as well as how to reduce
your exposure:

Trump could also work with the DOL
to issue a smaller increase fo the salary
threshold. Some groups in the lawsuit
said they'd be OK with a smaller threshold
increase.

Trump may have to act quickly, as the
DOL's motion for an expedited appeals
process regarding the injunction was
granted. That means an appeal could be
handed down, which would implement
the overtime rule, in just a few wegks.
So if Trump is going to act, he'll have fo
do it quickly.

1. The rule could be enforced
retroactive to Dec. 1, 2016.
This could happen if the injunction
is overfurned, and it would mean
employers could be liable for any
overtime worked by employees
that would've been reclassified as
non-exempt had the injunction never
been issued in the first place. As a
result, employers should seriously
consider tracking the hours of any
employees who may be reclassified
if the DOL's rule is put in place.
Question 4:
What should our company
do in the meantime?
Unfortunately, there’s no easy answer
to this question. It all depends on your
company’s situation.

Two straight-forward approaches
employers could take include:

e keeping the changes you made for a
morale boost if employees welcomed
the changes (e.g., they were getfing
overtime, efc.), or

e returing the exempt status of
workers you were going o reclassify
if they felt demoted /demeaned by it.

Inconsistent pay adjust-
ments could be fertile
ground for discrimination
claims. Employers need to be care-
ful about taking half measures when
making adjustments o employees’
pay in the wake of the injunction.
Any changes should be consistently
applied across the entire workforce.
Example: Say you've boosted
some employees’ pay to push
them over the $47,476 threshold.
If you decide to roll back some of
those increases but not all of them,
it could look like a discriminatory
move.

State payroll notice require-
ments still apply. Several states
require employers to provide workers
with advance notice of changes in
pay. Usually, these laws tend fo
require a one-pay-period heads up for
changes — and typically for reduc-
tions in pay. Even if you sent those
notices prior fo payroll changes made
in anticipation of the rule’s original
December 1 implementation date,
new nofices must be issued if those

changes will be rolled back.
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