Providing Information and Updates
to Participating Organizations
www.501cTrust.org
HR Services Hotline (800) 358-2163

HR Update

March 2016

the human resources newsletter of 501(c) Agencies Trust

Why Managers Still Matter
By Michael Watson, Senior Vice President, Talent and Culture, for National 4-H Council

I

t’s 10:00 p.m.
As an organizational leader, the one question you need to
answer
before
going to sleep is:
Will my best employees leave the
organization tomorrow?
How you answer
that question will
depend on how
well you understand your managers.
Nonprofit Employees Ready to Move
For several years, surveys conducted by
Gallup, Inc., the Corporate Leadership
Council, and other organizations found
disturbingly low levels of employee engagement. Gallup estimated that disengaged employees cost the economy
between $450 and $550 billion per year
through lost productivity.
Nonprofit organizations, despite compelling missions, are not immune to
employee disengagement. The 2012
Chronicle of Philanthropy article “Charity Workers Report Feeling Extreme Pressure” reported that 43 percent of nonprofit employees were looking for a new
job. An additional 39 percent said they
would look for a new job if the economy
were stronger. That’s 72 percent of employees ready for a change.
The Job Market Has Improved
The future has arrived. Unemployment

has dropped. The Bureau of Labor Statistics recently reported that (1) there
are 5 million job openings, and (2) the
number of employees confident enough
to quit their jobs has increased since the
peak of the Great Recession. Economists
expect the job market to continue to improve, increasing opportunities for employees to leave their current employer
if they are dissatisfied.
Accenture White Paper Describes Low
Employee Engagement
Employees leave organizations for many
reasons—higher pay, more responsibility, and better chances for development,
for example. But one of the major factors remains the employee’s relationship with his or her manager. Equally
important, this relationship impacts an
employee’s decision to remain but exert
less effort.
As a human resources professional, I
have always cared deeply about the
importance of employee engagement.
So when a senior Accenture executive

asked me to suggest a topic
that would complement
their previous white paper “Increasing Employee
Engagement in the Nonprofit Sector”, I suggested
focusing on the role of the
manager. I coined and recommended the phrase “Superior Engagement Managers” to describe managers
who possess superior skills
in creating an environment
where employees are motivated to contribute their
best work. The resulting white paper by
Accenture, “Superior Engagement Managers in U.S. Nonprofit Organizations,”
details the significant impact of low employee engagement on the important
work of nonprofit organizations.
> continued on page 2

From the Editors
We would like to thank Michael
Watson, Senior Vice President of
Talent and Culture for National 4-H
Council, for allowing us to reprint
an excerpt from his LinkedIn Pulse
“Why Managers Still Matter.” We
hope you find this article and the
other information in this edition
useful. You can read Mr. Watson’s
complete article at www.linkedin.
com/pulse/why-managers-stillmatter-michael-watson.
Maureen & Sonya n

Why Managers Still Matter
>

continued from page

•

Speaking with employees about career aspirations

•

Serving as a resource to minimize
work barriers

•

Recognizing individual contributions

•

Creating individual and group high
expectations

•

Communicating what is important
in the organization and setting clear
and understandable goals

•

Providing visibility to senior management

•

Establishing an environment where
each individual feels included

•

Supporting fair treatment and providing honest and constructive feedback

1

To get a clearer picture of how disengagement could be costing your
organization precious resources, I
encourage you to download and review the PDF: http://www.accenture.
com/us-en/Pages/insight-superiorengagement-managers-sems-us-nonprofit-organizations.aspx.
The Solution: Superior Engagement
Managers
Superior Engagement Managers (SEMs),
due to their ability to engage and retain
employees, make crucial contributions
to the success of organizations. Employees who work for SEMs work harder
and are more productive. They contribute the extra time and innovative ideas
needed to help organizations achieve or
exceed their goals.
SEMs have their individual management
styles, but they share a fundamental
philosophy: to increase employee engagement. To that end, SEMs provide a
supportive environment and rich development opportunities, including:

A Lesson from Google
Google supports the critical role managers play in organizations in the corporate
sector. In 2009, Google, which has been
ranked the #1 place to work in America
six times, launched Project Oxygen to
determine whether managerial quality
made a difference.

Here are two of the findings: “Managers also had a much greater impact on employees’ performance
and how they felt about their job
than any other factor,” and Google’s
“best managers have teams that perform better, are retained better, are
happier—they do everything better.”
The Project Oxygen team found that
the most effective managers exhibited eight behaviors that led to their
success. Surprisingly, the top three
behaviors were (1) “is a good coach,”
(2) “empowers the team and does not
micromanage,” and (3) “expresses interest in and concern for team members’ success and personal well-being.” Of the eight behaviors, “has key
technical skills that help him or her
advise the team” was rated last. In
other words, these individuals were
Google’s SEMs.
[This is an excerpt. The full article can
be found at www.linkedin.com/pulse/
why-managers-still-matter-michaelwatson]. n

We Are Here For You
HR Hotline:
Free, Unlimited
Access For All
Trust Members
(800) 358-2163
hrservices@501c.com

Call Us Today!!

HR Services is an important benefit of 501(c) Agencies Trust participation available to
your organization. If you have any questions regarding any of these articles or any other
HR-related questions, please do not hesitate to call at (800) 358-2163 or send an e-mail
to hrservices@501c.com.
HR Services can answer your human resources questions and provide you with information. We can be a sounding board to help you make important personnel decisions that
help limit your organization’s liability. We can also provide you with written guidelines,
sample forms, and sample policy language. Whether you need help defining HR policies
or you just need a second opinion about an HR issue, please contact us. n

Exclusive Free HR Webinars
April 2016 Schedule

14-April

Thur.

FMLA Basics

8:00 a.m. PST

14-April

Thur.

Documenting Employment Events

11:00 a.m. PST

27-April

Thur.

Employee Engagement - Why Does it Matter

8:00 a.m. PST

27-April

Thur.

Appraising Employee Performance 101

11:00 a.m. PST

HRCI Recertification Credit Hours available

For a complete list of our upcoming trainings and to register
go to: www.501cTrust.org/resource-center/ n

WARNING
Independent Contractor
Classification Ahead
“perfect storm” for employers. Employers are getting pressure from all sides –
the DOL, IRS, EDD, Unions and many
other federal agencies - to not abuse the
independent contractor classification.
Littler recommends keeping in mind the
following principals when considering
independent contractors:

Y

our HR Services team recently
attended a legal briefing with the
law firm Littler Mendelson, P.C.
and would like to share some of what we
learned. They are stressing to all their
clients this year the importance of why
employers need to be cautious when
dealing with the independent contractor
classification.
As part of their briefing, Littler shared
this quote from the U.S. Department of
Labor (DOL) about why independent
contractor relationships remain under intense scrutiny:
“Misclassified employees are often denied access to the critical benefits and
protections they are entitled. Misclassification also generates substantial losses to
the federal government and state governments in the form of lower tax revenues,
as well as to state unemployment insurance and workers’ compensation funds.
It forces workers to pay the entirety of
their payroll (FICA) tax. It also tips the
scales against all of the employers who
play by the rules and undermines the
economy.”
Littler describes the current climate
around independent contractors as a

•

Carefully consider changes to
Independent Contractor/Employee
status, because the DOL will too

•

Don’t treat a contractor like an
employee (training, equipment, pay,
direction, supervision, etc.)

•

Have a well-written contract that
legal counsel has reviewed (specify
services, set term, project based)

•

Best if contractor has own company,
tools, phone, cards, schedule

•

Pay contractors as billed, not on a
set schedule

•

Don’t contract with a former employee to do the same work he/she
did as an employee

•

Don’t be a contractor’s first/only
customer

•

Don’t engage a contractor to do the
same work as current employees

•

Don’t convert a contractor to an
employee to do the same work

If your organization has any concerns
about its own employee classification
practices, please contact us for assistance. We are here to help. n

Realistic Job

Previews (RJP)-Part 1

What, you may ask, is a realistic job
preview (RJP)? In this HR Update
and the next two editions, we hope
to answer this question and explain
why a RJP may be one of your best
recruitment tools in your HR toolbox.
A RJP is just that - an honest look at
what a job truly entails. It can include
the good, the bad and the ugly. The
impact of a well-done RJP can be tremendous. When we weed out candidates prior to spending time and
money on background checks, onboarding, and training we save enormous amounts of time and money.
The goal is to bring about a better
understanding of what the candidate
thinks the job entails and the reality
of what the job is really all about. n

Want to suggest
content for an
upcoming issue?
E-mail us at
hrservices@501c.com.

Top Compensation Keys for 2016

A

ccording to a new report published by PayScale,
most employers have a positive outlook for
2016 but still face ongoing problems with the
retention and engagement of their employees.
The 2016 Compensation Best Practices Report is the
latest of seven annual evaluations by PayScale of attitudes and perceptions about key employer issues including compensation practices, raises, incentive and
variable pay, hiring trends, HR technology, and other
topics related to effective talent management.
The big finds of the survey indicate that a majority of employers (73 percent) believe
they pay employees fairly, but only 36 percent of employees agree that their compensation is fair. And “seeking higher pay elsewhere” remains a top reason employees
move onto new employers; second only to “personal reasons.” Number three on the
list for why employees left their job in 2015 was cited as animosity with a direct supervisor or manager.
According to PayScale, nearly 40 percent of employers say they are transparent and
open about their compensation practices. The report then goes on to highlight that
47 percent “top performing organizations” – those organizations who are first in their
industry and exceeded projections – embrace compensation transparency.
Ninety percent of top performing organizations also told the survey they provided pay
raises in 2015 compared to only 84 percent of “average” organizations.
A possible “hot trend” that was uncovered by the PayScale survey is in the area of performance reviews. The survey’s respondents indicate that 44 percent of them have
replaced traditional annual performance reviews with ongoing, real-time feedback.
[This is an excerpt. The full article can be found at http://www.501ctrust.org/topcompensation-keys-for-2016/]. n

FAQ - FMLA/ADA
How long does an employer usually allow an employee to stay on leave after
FMLA is exhausted?
You should check on your past practices
and organization policy. You will want
to make sure that the organization policy is carried out consistently to avoid
claims of discrimination. You should
also consider if the employee has a serious health condition that qualifies him
or her as disabled under ADA. In such a
case, reasonable accommodation would
dictate how much longer the employee
could stay on protected leave.
Flexible leave policies should be considered as a reasonable accommodation
when people with disabilities require
time off from work because of their disability. Permitting the use of accrued
paid leave, or unpaid leave, is a form
of reasonable accommodation (29 CFR
1630.2(o). According to the EEOC, an
employer does not have to provide
paid leave beyond what is provided to
similarly situation employees. However,
employers should allow an employee
with a disability to exhaust accrued paid
leave first and then provide unpaid leave
(EEOC Technical Assistance Manual). n

HR Services Quick Notes
ADA Charges Increase
Legislative changes to the Americans
with Disabilities Act (ADA) that occurred
years ago continue to increase with the
Employment Opportunity Commission.
ADA cases today are more often about
what took place in the interactive process for identifying a reasonable accommodation than about whether a disability is covered by the law. We will provide
a complimentary webinar on the ADA
and Accommodations toward the end of
the third quarter.

A Reminder:

HRCI & SHRM Recertification Credits
501(c) Agencies Trust works hard to provide you with the HR educational opportunities you need to stay up-to-date. We
go through an annual process to obtain
continuing education credits toward
maintaining your HR certification. We
have been assured that both organizations, HRCI and SHRM, will accept learning credits from us. If for some reason
SHRM does not recognize a program
code given from our HRCI approved certificates, then you will need to enter the
webinar name; the date of the webinar;
the time spent (typically listed as 60 - 90
minutes) and our company name. If you
encounter any issues, please do not hesitate to give us a call.

DOL Changes to the White Collar Regulations Salary Level
We have heard through the legal grape
vine that we will know on July 7th what
the new minimum salary level will be for
those executive, administrative, and professional employees (white collar workers) that are entitled to the updated Fair
Labor Standards Act’s minimum wage
and overtime pay protections. Once the
new rules are announced employers will
be expected to meet compliance within
60 days! At this time, the DOL has proposed a minimum of $970 per week
($50,400 per year). The current salary
threshold, set in 2004, for exemption is
$455 per week ($23,660 per year). n

The purpose of this update is to review the latest developments in human resource matters. The information contained herein has been
abridged from numerous sources and should not be construed as legal advice or opinion, and is not a substitute for the advice of counsel.

