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HR Trends:

e The Department of
Labor is expected to
propose another sig-
nificant increase to
minimum rate for
exempt employees as
early as next month.

o While the Fair Credit
Reporting Act (FCRA)
does not prohibit em-
ployers from using
credit reports in em-
ployment decisions,
some states and mu-
nicipalities have se-
verely restricted their
use—Washington is
among those.

e Unemployment claims
are at their lowest
rate in over 50 years.

e Due to the pressures
of the pandemic, many
teachers are leaving
their jobs sooner than
they anticipated—this
is a gain for some
industries that are
happy to snatch them
up as good communi-
cators, organizers, and
teammates who can
also work well inde-
pendently.

e The US. House of
Representatives ap-
proved a bill that, if
approved by the Sen-
ate, would prohibit
employers from mak-
ing adverse employ-
ment decisions based
on hair texture or
style, if they are com-
monly associated with
a particular race or
national origin; state
laws are also trending
this way. Employers
would do well to re-
view appearance poli-
cies with this in mind.
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Considering Unlimited PTO

It’s been a while since we
first heard about large tech
companies implementing
unlimited Paid Time Off
(PTO) to show their com-
mitment to work/life bal-
ance. Smaller employers
are also wondering if it
makes sense for them.
Here are some considera-
tions: |. Some employees
who are not able to take a
lot of vacation time due to
the nature of their jobs may
see this as a take-away
since, even if they can’t use
it, it is at least there as a
financial cushion should
they find themselves unem-
ployed. This assumes that

you are in a state that pro-
hibits use it or lose it poli-
cies or you have a policy
allowing some amount of
vacation carryover and pay-
out at time of separation.
Give consideration to how
to deal with this. 2. Does
your culture truly accom-
modate people who want to
be gone for a week or more
at a time? And, is this true
for all employees in all de-
partments where this will be
implemented? 3. If your
organization is performance
based, it is more likely to be
something you can consider.
In this case, you must en-
sure that you focus on re-

Encouraging Employee Loyalty

With unemployment rates
lower than they have been
in over 50 years and the
many challenges employers
face in finding staff to fill
their jobs, it’s important for
employers to explore ways
to increase employee re-
tention. In an earlier news-
letter, ‘Stay Interviews’
were discussed. Here are
some additional ideas for
increasing employee reten-
tion offered by Novid Par-
si.** 1. Think of resigna-
tions as a symptom of
illness—that illness being
work that lacks meaning.
Particularly in light of the
sobering effects of the pan-
demic, workers are looking
for a sense of purpose in
how they spend their work
time, a huge percentage of
their lives. They are not
just seeking feel-good rem-
edies that perhaps provide
fleeting happiness, but a
sense of meaningful contri-
bution. This is why many
applicants are drawn to
organizations who are em-

bracing social-mindedness,
environmental conscious-
ness, and Diversity, Equity
and Inclusion. 2. Ask em-
ployees what is im-
portant to them. This is
one area where stay inter-
views might be helpful. You
could also survey employees
with a set of questions ask-
ing them about their bene-
fits—how useful the existing
ones are for them and what
else might be helpful. Some-
times ready access to subsi-
dized daycare, pet care, or
elder care arrangements can
address stressors that are
impacting their ability to
focus and be effective at
work. These benefits can
become more accessible and
affordable if the company
makes an agreement with
the providers, rather than if
the individual has to re-
search and engage them on
their own. 3. Accept that
flexible work isn’t going
away. According to a Mer-
cer survey |/3 of employees
say that flexibility is why they
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sults rather than on at-
tendance. If compensation
is based on commission,
this approach to PTO is
unlikely to be beneficial. 4.
Studies show that employ-
ees on the average take 13
days off a year when there
is unlimited PTO, as com-
pared to |5 days with a
more traditional ap-
proach.* It is important to
set appropriate expecta-
tions of what is a reasona-
ble amount of time, while
also allowing for flexibility
for unusual or difficult
circumstances that may
arise. For this reason,
sometimes it is better to
just offer a flexible policy
rather than unlimited time

stay with their current
employer. With inflation
and rising gas prices, this
becomes even more critical
for employees’ financial
needs. This has become
not just an accommoda-
tion, but a working model
that many employees value
and some employers em-
brace. It offers savings both
ways. One problem that
has arisen here is some-
thing called ‘proximity bias.’
The person physically close
to the manager gets heard
and given assignments
more readily. Addressing
this requires a structured
approach and a cultural
shift. Managers have to be
creative and deliberate in
ensuring all voices are
heard: the communication
formats they use must
foster that. It also requires
a cultural shift away from
an attitude of “if | get close
and get seen, I'll be re-
warded,” toward one of
what gets accomplished
together as a team is what

off. 5. It’s important that
HR or the manager is reg-
ularly reviewing whether
or not time off is being
taken. Implementing a bare
minimum of time off taken
may help ensure that it is
being used. 6. How you
communicate the benefits
is important. One organi-
zation chose to call it a
“take what you need” time
off policy, rather than
unlimited time off. 7. Get
leadership buy-in. They
need to not only encour-
age staff to maintain a
worlk/life balance, but must
also demonstrate it in
their own behavior.

Don’t compromise yourself.
You are all you've got.

—]anis Joplin

matters.*** 4. Find ways
to foster connection in
a virtual world. Encour-
age staff in similar situa-
tions and close proximity
to connect for face-time.
They can do regular check-
ins and share resources,
but no work talk! 5. Treat
people as individuals
with career goals, not
workers with functions
to fill. With today’s flat
organizations, career pro-
gression is rarely obvious.
Work to create paths that
help your employees grow
and feel enriched. Addi-
tionally, if they grow later-
ally, when someone goes
on leave or moves on, you
will have someone who is
familiar with the job. 6.
Avoid quick money
fixes that lack lasting
impact. One-time quick
fix bonuses and pay bumps
are not effective in the long
-term. Develop a clear and
fair compensation plan—
even consider ownership
shares if you can.
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