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Employment Laws You
Should Know

here are many complex laws that govern the
employer-employee relationships as well asthe
provisions requiring reporting or record-keeping.
The more employees you have, the more such laws
apply, and the more likely the employer isto
inadvertently violate alaw due to not
knowing the requirements.

Here aretwo of the laws of interest:

At-will employment defines the employment
relationship in many states. Under this approach, the
employer and employee both may terminate the
employment relationship for any reason or no reason
at al, just so long asthe reason is not illegal or
otherwise prohibited by law, such as discrimination.
Without an express or implied agreement of
employment, employees are usually considered "at-
will."

Consolidated Omnibus Budget Reconciliation Act
("COBRA") isafederal law that requires employers
to allow employees to continue their health insurance
coverage after termination, in the same insurance
group, at the group rate and providing the same
benefits.
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Employee Loyalty

To get loyal employees employers must:
v' Select employees carefully so they match the job and
the company environment
v Pay fair market value wages and saaries
v" Provide training in safety and job skills

Often when speaking to organizations or talking with
clients, the subject of employee loyalty comes up. The
guestions asked are usually the same: “ How come
employees aren’t loyal any more?” or “ How can |
find employees that will be loyal to me?” The
guestions are the same and so is my response.
Employeestoday are asloyal asthey were years ago.
Today’ s employees, like many employers have lost
the ability to defineand

recognize loyalty in the o o ol -
employee-employer relationship. )? ) ﬁ‘m
Employers are looking for {,!_l' L

employees that will express their

loyalty by doing what is expected of them, going the
extra mile when really needed, follow the company
rules, be reliable and remain agood employee (that is,
“don’'t leave us’). Employees on the other hand want
aplace towork that isreliable, safe, paysfairly, has
good co-workers and is free of discrimination.

One would think that it would be pretty easy to match
the two. But often it's not. The primary reasons
employers are not able to find loyal employeesisthey
don’'t invest enough time looking for loyal employees,
and they don’t invest enough effort in creating a work
place that employees want to be loyal to. Employers
often fail to recognize that the employee loyalty of the
past did not walk in the door with the employee as a
part of the recruitment process.
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Failing Forward

We are in the midst of another
presidential election cycle. Recent
campaign ads bring to mind one
particular American politician who
faced more rejection and failure than
you and | ever will. This is a politician
who:

- Lost a legislative race at age 23
- Failed in business at age 24
- Lost an election at age 29

- Lost a nomination for Congress
at age 34

- Lost re-nomination at age 39

- Rejected for land officer at age
40

- Lost bid for U.S. Senate at age
45

- Lost nomination for Vice
President at age 47

- Was again defeated for U.S.
Senate at age 45

- Elected president of the United
States at age 51!

| am sure that some readers have
already figured out that the name of
this politician is Abraham Lincoln.
Newsweek magazine recently ran an
article stating that Lincoln was the
most influential person of the 19"
century, and the most influential
person in United States history. So
when faced with rejection, failure,
and adversity, let us learn a lesson in
persistence from our 16" president.

Pat Gruber isthe president of Pat
Gruber & Associates. His company
has provided Coaching and
Consulting Services to companies
nationwide at al levels of the
organization from executives,
managers, supervisors, sales
managers, to front line staff. His
company is dedicated to helping
people and companies achieve their
dreams and goals.

For resultsyou can count on
contact Pat Gruber & Associates at

573-268-3318.

Continued from page one— Employee Loyalty

Employers often fail to recognize that the employee loyalty of the past
did not walk in the door with the employee as a part of the recruitment
process. It was developed over time, as a part of the employment
process. Loyalty, after all isarelationship. Itisvery similar to love.
When we give love we expect love in return — so too with the
relationship of loyalty.

The first and most important step in any relationship is finding the right
person —amatch. That person must be able to do or learn how to do the
job, and they must be able to fit into the culture of the company. Finding
the right person for the job means clearly defining the requirements of
the job and matching it to a person that has the required skills and work
habits. Finding aloyal employeeisfinding a mate for your work place.

After hiring the right person for the job, the relationship must be
nurtured. Clearly define expectations. Pay employees the market value of
their skills. Be afair, consistent employer — not fairly consistent, but
consistently fair. Continuously train employees to work safely and
efficiently. Teach them that you cannot give them lifetime employment,
but their increased skillswill provide them lifetime employability should
they need to transfer their skills.

Reprint permission granted by Lonnie Harvey, Jr., SPHR. Jesclon Group. NC
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Not All Jobs Are Alike
Why Behavioral Interviewing Must Be Job Related

ne of the most important aspects of behaviord interviewing is

keeping the questions job related. However, "job related” doesn't

mean that the question relates to just ANY job. For the behavioral
interviewing techniqueto be effective, the questions must relate to
specific areasrequired by thejob for superior performance.

Not al jobs are alike. In a customer service position,
communicating with others and customer orientation may be
the most crucial areas to success. Meanwhile, an executive
level position may require competitiveness s and a sense of
urgency. A thorough job benchmark and an unbiased
assessment of the job will quickly reveal the key
performance objectives that are required for superior performance.

By connecting the questions you ask to those specific performance
objectives, you can get to the root of an applicant's behavior in areas that
directly affect success on the job.
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The victory of success is half won when one gains the habit of setting
goals and achieving them. Even the most tedious chore will become
endurable as you parade through each day convinced that every task,
no matter how menial or boring, brings you closer to fulfilling your

dreams. 6
— Og Mandino, 1923-1996, American Motivational Author, Speaker \})
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