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6 Making Sure Your

Employees Succeed
Applicable, professional advice
on best practices for achieving
the win-win of employee
engagement and mission
accomplishment.

8 It takes courage to be

vulnerable We start the first of
a five part series focusing on
Patrick Lencioni’s elementary,
yet brilliant, book on team-
building, The 5 Dysfunctions of a
Team.

EDITORIAL

3 Interdependence &

Engagement
John lays out the theme for this

edition of The Adviser.

FOOD FOR THOUGHT

5 Is independence a myth?

Are we everftruly independent?
Aren’t we always subject to some
type of authority2 Our
clients/customers2 Vendorse
Competition2 The weather? This
article embraces the pow er of
interdependence. Enjoy. (Don't
shoot the messenger.)

THE PRESIDENT’S
MESSAGE

1 O What can we expect

with the new

administration? Roger has the
last word with his look at Trump’s
first quarter in office. He also
shares his prognostications for how
the new administration willimpact
employers and employment
regulations.
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EMPLOYEE
HANDBOOK
UPDATES

11 Stay in compliance

Your best defense is a good
offense: take alook at these
updates and see if you're policy
manual needs updating. Count
up your employees. Hav e you
crossed-overany federal labor
law thresholds that now make
you in need of complying with a
particular law (i.e., 15+
employees means the ADA
(Americans with Disabilities Act)
now applies to you.)

FOR YOUR TOOLBOX

4 Negativity in the

Workplace 10immediately
applicable ideas to help you
either getrid of, or stop the
spread of, cancerous negativity

in the workplace.
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Employer Advisers

Great Plains Benefits
Group, Inc.; dba GPBG
Employer Advisers was
foundedin 1988 as a
business consulting fim
specializingin Human
Resource
Management.

Mission: To align
strategically with our
clients, using our
experience,
knowledge, and
partnerships, to help
them overcome
challenges and reach
their short- and long-
term goals.

Vision: Our work
creates clarity, unity,
effectiveness, and
efficiency for our
clients.

Guiding Principles:
“The Basics” — When
interacting with
ourselves and others,
we behave with
HONESTY, INTEGRITY,
and RESPECT; without
these, we have
nothing.

Humility - We've had
fo learn the hard way
that, although we
know alot, we don't
know everything and
need to be humble
and open to new
ideas.

Excellence -
Perfectionism is a 5-
syllable word for sloth;
but we can and will
strive for excellence.

Fun - Life is too short;
We have fun and
remember to not take
ourselves so darn
seriously!

FROM THE EDITOR

Life is, by nature, highly interdependent. To try to
achieve maximum effectiveness through independence
is like trying to play tennis with a golf club - the tool
is not suited to the reality. - Stephen Covey

The themes for this edition of The Adviser are Interdependence and
Engagement. We pulled the theme of Interdependence from the
philosophy of Stephen Covey in his fundamental work The 7 Habits of Highly
Effective People.

At GPBG Employer Advisers, we have nothing against independence. We're
quite fond of it actually; because in order to be INTERdependent, one must
be truly independent first.

INTERdependence is a hard thing
for me because my natural
inclination when it comes to
getting something done is: ‘I'm
going to do this task myself so |
know it's done correctly!’

I've had to learn the hard way
that fo be most effective and
efficient | need curb my ego (need
to have things done my way), put
my frust in my colleagues, and
their abilities, and be
INTERdependent. Those
ingredients, combined with a
clear mission, vision, and core
values, create a delectable
entrée of engagement and goal
accomplishment.

On page 5 a very blunt and “no
pulled punches” type of article
explains the INTERdependent
world that we'reliving in.

. . JOHN A. KRUEGER, PHR -- EXEC. VICE PRESIDENT
Our centerfold article provides

applicable tips and ideas for ensuring your employees succeed.

Page 8 is an article on team-building and the need for vulnerability-based
trust; here we begin a 5 installment segment featuring the work of Patrick
Lencioni's book The 5 Dysfunctions of a Team.

Roger has the last word with his President’s Message on page 10, highlighting
the beginning of the Trump Administration and the possible consequences of
what a Republican executive branch and Congress will have on

government enfities such as the NLRB and the EEOC.




BREAK FREE FROM PRACTICALADVICE GLBG®
WORKPLACENEGATIVITY

alsolead to more positive feelings about the solution or outcome
since he or she had a hand in creatingit.

Ingoing along with our theme of Inferdependence
and Engagement, we want to share an
article withyou that is a fundamental tool
in being Independent.
And as StephenCovey

6. Listen carefully. Use active listening fo ensure that your
understanding the employee correctly.

7. Don'tlower your expectations of them. A negative

R doesn't necessarilymean a poor performer.
in his book

The SevenHabits
of Highly Effective
People, “Only trulyindependent
people can be INTERdependent.”

8. Empower employees. Stop the
"victim" mentality from forming.
Allow employees to take
responsibility for "good" events,
so they can make them

Everymanager and/or employer has to deal witha happen again; and for the

certainamount of pessimistic, hostile oruncooperative
behavior af fimes.But a hard-core negative aftitude that
starts withjust one employee can quickly infect an entire
department (or a whole company) if the manager
doesn't reinitin quickly.

"bad" eventsy
so they have
the powerto

From raunchy reality shows to parent brawls at Little change them in the fufure.

League games, incivility seems to be everywhere — so

it's no surprise that rudeness has also invadedthe
workplace.Squabbling employees, screaming ’
managers, colleagues who neverrespond to emails, co-
workers who send texts while you're talking fo them ... all
these people seemto have forgottenthe basicrules of
courtesyand respect.

9. Solicit feedback. Always ask for
employees' opinions before making major
decisions that will affect them.The more you listen
tfoemployees and take an activeinterestintheir concerns, the
less likely they will be to complainto each other.

10. Hire right. Identify negative people before they're hired. During
the interview, listenfor feelings that "life isn't fair'inresponse to
questionslike:Have you everfelt you've been treated unfairly in
the paste What were your chief concerns about managementin
your previousjobs? and What would you have changed if you
were the manager at your last job?

Here are 10 tips for confronting employees whose
negative behavior has begun to affect co-workers and
the company:

1. Don't get drawn into the employees' negative
mindset. Lisfento their points, but don't temper your own
realistic optimism. The Takeaway:
2. Avoid getting into an argument. Negative people thrive 1
on the negative energy of arguments. Point out areas of
agreement when possible in order to build rapport.Keep

. Don't shower negativists with lots of attenfion. You're only
rewarding bad behavior.

your cool. 2. Keep asking them to pitch in and do tasks outside their normal
job descriptions. Otherwise, you're also punishing positive (or

3. Set standards. Spell out the consequences of negative less vocal) employees.

behavior,such as decreased morale.Base them on
behavior, not attitude. 3

. Don't correctthem less often

in order fo avoid dealing with
For example, you may not be able fo change the fact the attitude. Employees can't

that an employee doesn't like a certaincompany policy. be expectedto change for
But you can discipline employeesifthey don't follow the

. - 8 . i ) the betterif they're not
policy or are insubordinate in gossiping about it.

asked to.

4. Ask questions. Force the employee to be specific about 4

. Don't allow employees to
what is creatfing his or her negative thoughts and actions. ploy

get bored or complacent.

A negative attitude develops
easilywhen there's "nothing
tolook forwardto."

5.Try role-playing. Ask the

employee to put himselfin your shoes and

pretend he has been asked toresolve the problem.That
way, you will have the employee contribute hisideas for
the best possible solutions. Inv olving the employee may

PROFESSIONALS CHOOSE
IMAGE PRINTING

INTERDEPENDENCE & ENGAGEMENT



A Google search
on “independence”
returns 261 million
results. It shows 7.5
million results for
“interdependence.”
“Independent
business” generatfes 6
million search results vs.
27,500 for
“inferdependent
business.”

The results aren't surprising, although
they are telling. Independenceiis a
cherished trait for governments,
businesses and individuals, especially
in a country whose Founding Fathers
didn’t put their lives on the line for a
Declaration of Interdependence.

And yet, to be trulyindependent
seems largely a fantasy. Are we ever
not subject to the authority of
someone else, notinfluenced by the
thoughtsor actions of others, not
depending or contingent upon
something else for existence or not
relying on others for supportin one
form or another?2

Onereason we cling to the notion of
independence is no one likes the idea
of being dependent. Who wants to be
powerlesse

not independent,
interdependent

Certainlywe allstart out inlife as
dependent upon others. Aswe grow,
that changes. We assert our
independence, or so we think. What
wereallyreachis a state of
interdependence, where we and
others are mutuadlly dependent. We
depend on others. Others depend on
us. It's that way in our relationship with
the environment. We depend onit. It
depends on us.

And it's that wayin business. The
quaint idea of the independent
business on Main Street has its
purpose; namely, to differentiate itself
from the faceless, corporate-owned
businesses, otherwise known as chains
or franchises, occupying blocks of
faceless strip malls.

But the idea of any business being truly
independent is simply untrue, even

THEPOWER O

self-defeating. Success in business
doesn't come by setting your
organization apart from customers,
employees, partners, suppliers,
communities and, yes, the
environment. Our businesses
depend on others, just as we'd like
to think others dependon our
business. It's when we dismiss
interdependence as a sign of
weakness that we get into trouble.
Arrogance takes root. We think we
know what's best for us and for
others. We stop listening. We exhibit
no curiosity about others. And then
we wonder why our competitors are
lauded for their creativity and
innovation.

we don’t succeed alone
Business being a competitive sport
long played primarily by men,
perhaps interdependence is
unmanly. And yet, name a
championship athlete thatrose to
the top on his (or her) own.
Certainly, notin a team sport. How
about tennis players, golfers,
runners, skiers, wrestlers or any other
individual sport athlete? They
absolutely depend on others. Evenif
it's only other competitors. There's
no sport without competitors.

Interdependence isn’t about
weakening your position or
relinquishing control. | learned early
on as a business owner that “being
in control” was a myth. Once |
started taking on employees and
clients, | quickly became aware |
didn’t call all the shots. My clients
could come and go as they please.
As could myemployees, especially
my best ones. And that's saying
nothing about the economy. None
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of us can prevent bursting bubbles
and recessions.
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The best thing we can do in business
is to recognize we are not
independent actors. Our businesses
are who they are as the result of a
complexinterplay of customer
decisions, competitive maneuvering
and economic and environmental
systems that sometimes work to our
advantage, sometimes to our
disadvantage. Conditions around us
are changing constantly, aresponse
to this endless interplay, which seems
to onlyhave multiplied and
accelerated as technologyraces on.

what we can confrol
What we do have something to say

about is how we respond fo situations
as they arise. It's not as though
everything is outside our control, so
nothing that we do maftters. We can
conftrol the reason we exist as a
business, the larger purpose or
motivation for showing up to work
each day. We can control who we
are being as a business — a business
others want to come into contact
with and benefit from. We can
control the values we operate by.
We can choose o bring passion and
compassion to our work. We can put
resilient systems info place. We can
rethink our products and services. We
can compete like hell to win. In short,
we can do everything that
businesses have been doing forever.

We just can’t do it by thinking we
can do it all alone. There is a word
that depends on us. And we depend
onif. So let's fake good care of each
other.

www.employeradvisers.com
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It is common knowledge
that helping employees set
and reach goalsis a critical
part of everyemployer’s
responsibilities. Employees
want to see how theirwork
contributes to larger
corporate objectives, and
setting the right targets
makes this connection
explicit for them, and for
you, as their employer. Goal-
setting is particularly
important as a mechanism
for providing ongoing and
year-end feedback. By
establishing and monitoring
targets, you can give your
employees real-time input
on their performance while
motivating them to achieve
more.

What the Experts Say

So, how involved should you
be in helping employees
establish and achieve their
goals? Since failure to meet
goals can have
consequences for you, your
employee, and the
organization as a whole, you
need to balance your
involvement with the

EMPLOYEE ENGAGEMENT

employee’s ownership over
the process; aka resist the
tfemptation to micro-
manage. LindaHill, the
Wallace Brett Donham
Professor of Business

Administration at the
Harvard Business School and
co-author of Being the Boss:
The 3 Imperatives for
Becoming a Great Leader,
says “An employer’s jobis to
provide ‘supportive
autonomy’ that's
appropriate to the person’s
level of capability.” The key s
to be hands-on while giving
your people theroom they
need fo succeed on their
own. Here are some
principles to follow as you
navigate how to best
support your peoplein
reaching their objectives.

Take time to get fo know
your people (from day onel)
Sounds pretty obvious, but
from the work Roger and |
have done this last year, we
can tell you that some of the

common areas of frustration from employees is that their
superiors don’'t communicate well. “We only hear from
them when we've screwed up!” is the battle cry of
middle-management and below. Whether it's true or
not is beside the point;it's their perception, and
perceptionisreality. Therefore: 1) Tell your employees
what you expect from them; 2) Ask them how they
prefer to be managed (I wouldimagine most like to be
autonomous and/or self-governing, but heck, maybe
there are some that like fo be looked after
constantly/micro-managed; and 3) Leave them alone
to get their work done and hold them accountable
during the agreed-upon update/progress-report
meetings and upon project completion.

Connect employee goals to larger company goals
For goals fo be meaningful and effective in motivating
employees, they must be tied to larger organizational
ambitions. Employees who don’t understand the roles
they playin company success are more likely to
become disengaged. *Achieving goalsis often about
making fradeoffs when things don’'t go as planned.
[Employees] need to understand the bigger picture to
make those tradeoffswhen things go wrong,” says Hill.
No matter what level the employee is at, he should be
able to articulate exactly how his efforts feed into the
broader company strategy.

Make sure goals are attainable but challenging

Since employees are ultimately responsible for reaching
their goals, they need to have a strong voice in setting
them. Ask your employee to draft goals that directly
contribute to the organization’s mission. Once she's
suggested initial goals, discuss whether her targets are
both realistic and challenging enough. “Stretch targets
emerge as a process of negotiation between the
employee and the employer,” says Srikant M. Datar, the
Arthur Lowes Dickinson Professor of Accounting at




Harvard University. Be careful though:

your team members are likely fo
resent you if you insist on goals that
are foo challenging to accomplish.
At the same time, you don’t want fo
aim toolow, either. If you are overly
cautious, you will miss opportunities
and settle for mediocrity. “*When
done well, stretch goals create a lot
of energy and momentum in an
organization,” says Datar. But, when
done badly, they “do not achieve
the goal of motivating employees
and helping them achieve better
performance as they were designed
to do,” he adds. Even worse, poorly
set goals can be destructive to
employees’ morale and productivity,
and to the organization’s
performance overall.

Create a planfor success
Once a goalis setf, ask your

employee to explain how he plansto

meet it. Have him break goals down
into tasks and set interim objectives,
especiallyifit’s alarge or long-term

project. Ask your employee: what are

the appropriate milestones2 What
are possible risks and how do you
plan to manage them ¢ Because
targets arerarely pursued in a
vacuum, Hillsuggests that you “help
your people understand who they
are dependent on to achieve those

goals.” Then problem solve with them

on how to best influence those
people to get the job done.

Monitor progress
Staying on top of employee progress
will help head off any troubles early

on. "We often get problems because

we don't signal that we are partners
in achieving goals,” says Hill. Don't
waif forreview fime or the end of a
project to check in. Review both
long-term and short-term goals on a
weekly basis. Even your high-

performing employees need ongoing

feedback and coaching. Ask your
employee what type of monitoring

and feedback would be most helpful

to her, especiallyif the task is
particularly challenging or something
sheis doing for the first time.

When things go wrong
Very few of usreach our goals

without some road bumps along the
way. Build relationships with
employees so that they feel

comfortable coming to you if and
when problems arise. If your
employee encounters an
unforeseen obstacle, the goal may
need reworking. First, however, ask
him fo bring a potential solution to
YyOU SO you can give him coaching
and advice. If his effortsto solve the
problem fail, you will need to get
further involved.

What about personal goals?

Some employers neglect to think
about what an employee is
personally frying to accomplish in
the context of work. “If | account for
the interests of the whole person,
not just the work person, I'm going
to get more value from them,” says
Stewart D. Friedman, Practice
Professor of Management atf the
Wharton School and author of Total
Leadership: Be a Better Leader,
Have a Richer Life. For example, if
your employee has expressed an
interest in feaching but thatis not
part of his job responsibilities, you
may be able to find ways to sculpt
his job to include opportunities to
train peers or less experienced
colleagues.

The first step is for you to understand
what these goals are. Ask
employees if they have any
personal goals they want to share
with you. Don't pressure them; they
should only share these aspirations if
they feel comfortable. Friedman
suggests you then ask, ‘What
adjustments might we try that would
help you achieve your goals2” This
allowsthe employee to take
ownership over the solution. Just as
with work goals, you need to be
sure personal goals confribute to
your feam, unit, or fo the company.
“It's got to be a shared
commitment to experiment and
mutual responsibility to check in on
how it's going. It's got fo be a win
for both,” says Friedman.

When goals aren’'t met

There will be tfimes, even with the
best support, when employees fail
to meet their targets. "Hold people
accountable. You can’t say ‘Gee,
that's too bad.” You need to figure
out whatwentwrong and why,”
says Hill. Discuss with your employee
what happened and what each of

you think went wrong. If the problem was
within his conftrol, ask him to apply the
possible solutionsyou've discussed, take
another stab atreaching the goal, and
check in with you more frequently. If it
was something that was outside of his
power or the goalwas too ambitious,
acknowledge the disappointment but
don’t dwellonit. “*Do the diagnosis, get
the learning, and move on,” says Hill.

It's possible that you may have
contributed to the problem. Be willing to
reflect on yourrole in the failure. Were you
too hands off and failed to check in
frequently enough? Did you not review his
work in a timely way?2 Have an open
discussion about what you can do next
fime. "“If you don't hold yourself
accountable, they're going to have
tfrouble with you,"” says Hill.

Principles to Remember

Do:

e Connectindividuals’ goals to broader
organization objectives

e Show employees that you are a
partner in achieving their goals

e Learn about and incorporate
employees’ personal interests into their
professional goals

Don’t:

o Allow employees to set goals alone

e Take a hands-off approach o high
performers — they need input and
feedback to meet theirgoals as well

e Ignore failures — be sure people have
the opportunity to learnwhen they
don’'t achieve goals

www.employeradvisers.com
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At GPBG Employer Adyvisers we use the
simple principles found in Patrick Lencioni’s 5
Dysfunctions of a Team for an array of different
workplace situations, all of which could be
categorizedunder the heading of “getting
everyone on (orback on) the same page.” The
way that Lencionilays out how tobecome a
highly functional teamis brilliant, simple, and
tends fo make the readerscratchhis or her
head and ponder, ‘Whydidn’t | think of thate!’

In this, and our next 4 installments of The Adviser,

we will be taking an in-depth look at each
dysfunction, and the steps to fake to overcome
the featured dysfunction.

These dysfunctions are perv asive inall kinds of
organizations (corporate, nonprofit,and even
small groups). It is difficult to pinpoint the root
cause of the problems we see, but this book
does just that. By identifying the dysfunctions by
name, leaders can now be on the lookout for
them and learn to address the roof causes that
keep teams from reaching ftheir full potential.

Dysfunction #1: Absence of Trust
The fear of being vulnerable with team members
prevents the building of trust within the team.

Trust is knowing that when a team member
does push you, they're doing it because they
care about the team (Lencioni).
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The concept of trust amongst teams
boils down to vulnerability. It “is the
confidence among team members
that their peers’ intentions are
good, and fthat thereisno reasonto
be protective or careful around the
group.” This is different
fromreliance where you might
‘trust’ someone to always do good
work based on theirtrackrecord.

Vulnerabilityis vital here because it
isthe indicator that trustis high
enough that people are no longer
worried about protecting
themselves. Most people have
difficulty admitting their weaknesses
and faults because of the
competitiveinstincts we develop at
work. People are constantly trying
to protect theirreputations, CYA,
and cast blame on otherswhen a
mistake is made.

There are tons of clichés passed off
as vital career advice that
encourage you to put yourself
before others - “look out for number
one” and “neverlet themsee you
sweat” (5 Dysfunctions Field Guide).

Teams that lack trust waste
inordinate amounts of time and

INTERDEPENDENCE & ENGAGEMENT

energy managing behaviors and
interactions within the group (5
Dysfunctions).

For trust to work, leaders must not
only show vulnerability first, but
create an environment that does
not punishif.

If we don’t trust one another, then
we aren’t going to engage in open,
constructive, ideological conflict.
And we'll just continue to preserve
a sense of artificial harmony
(Lencioni).

Lencioni gives the following
characteristicstolookforina team:

Members of teams with an absence
of frust...
e Conceal theirweaknesses and
mistakes fromone another
e Hesitate fo askfor help or
provide constructive feedback
e Hesitate to offer help outside
theirown areas of responsibility
e Jump to conclusions about the
intenfions and aptitudes of
others without attempting to
clarifythem
e Failtforecognize and tapinto
one another’s skills and
experiences
e Hold grudges
e Dread meetings and find
reasons fo avoidspending time
together

Members of trusting teams...

e Admit weaknesses and mistakes

o Ask forhelp

e Accept questions and input
about their areas of responsibility

e Give one anotherthe benefit of
the doubt before arrivingat a
negative conclusion

e Take risksin offering feedback
and assistance

e Appreciate and tap intoone
another’s skills and experiences

e Focus time and energy on
importantissues, not politics

e Offer and accept apologies
without hesitation

e Look forwardto meetings and
other opportunities towork as a

group

So what do you do if your team is
dealing with a lack of frust?

Here are some of the suggestions
offered.

Personal Histories — This helps feam
members relate toeach otherona



more personal basis. The core of empathy and understanding
isseeing each other as humans. Too often, we work with
people who we know verylittle about.This means evena little
bit of insight into a person can help break down large
barriers.Revealing evensmall things about your personal life
can help make someone comfortable opening up about
other things (such as bigger vulnerabilities). This creates a
gradual process of building frust.

Another thing Lencioni highlightsinregards to this exercise is
the Fundamental Attribution Error.This means that we usually
think others do bad things because they're naturally
predisposedto do them, but when we do bad things—itis
because of being in a fough spot or situation. Similarly, when
we do something good, we assume it is due to our inherent
capabilities. When others do well, we attribute it to asituation
or luck.

The more team members learn about each other, the more
they are able to empathize withthem. Forexample, a person
may have gone through a fraumatic experience inanother
career or business, and this shapes how they now make
decisions. A little bit of understanding helps create the
flexibility fo have amore trustingteam.

S
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Team Effectfiveness Exercise — This one requires a higher
level of trust than the personal histories exercise, but
is effective.lt gives teammembers a forum for
providing eachotherwith direct and actionable
feedback on how theirindividual performance
can improv e the performance of the team. O

%)
Behavioral (Personality) Profiles — There are CD%
lots of tests out there that serve asimilar AN
purpose. The idea here isto provide a C‘}/
vocabulary for describing differences %
and similarities that make it safe to Q
give each other feedback (instead 4;
of sounding like unfounded _io
generalizations). We personally Q
recommend the DISC profile 4y
assessment. This helps you Q/
understand how people Q
think and approach things. &
For example, it lets you
identifywho is a big picture
person and who is a detail oriented person. This better equips
leaders with understanding how to talkto people of different
personality fypes and make sure they are empowered with
the type of informationthey need to be successful.

Additional Resources

Belowin bold are the titles of articles and a snippet from
each. Tolearn more and/or read the entire article, type the
name of the article into your preferredsearch engine.

What Bosses Gain by Being Vulnerable (Harvard Business
Review) - “Vulnerability here does not mean being weak or
submissive.To the confrary, it implies the courage to be
yourself. It means replacing “professional distance and cool”
withuncertainty, risk, and emotional exposure. Opportunities
for vulnerability present themselves to us at work every day.
Examples she gives of vulnerabilityinclude calling an
employee or colleague whose childis not well,reaching out
tosomeone who has just had a lossintheir family, asking
someone for help, takingresponsibility forsomething that
went wrong at work, or sitting by the bedside of a colleague

Ao/ INATTENTION
TO RESULTS

AVOIDANCE OF
ACCOUNTABILITY

LACK OF COMMITMENT

FEAR OF CONFLICT

ABSENCE OF TRUST

or employee witha terminaliliness.”

Expressing Your Vulnerability Makes You Stronger (Harvard
Business Review) — "By humbling myself with an apology and
reaching out to this fellow coachand dad, | realized that | was
taking a leadershipstep that | encourage in my clients. When
angry or fearful, stepback and be self-reflective. Don't vilify
your boss or co-workers oremployees or competitors.Strive to
put yourselfin the shoes of your perceivedadversary. Avoid
impulsive statements and actions. Expressregret or apology.
Gain strength by allowing yourself to be humble and
vulnerable.”

Building Trust Inside Your Team - “Open communication is
essential for building frust. You need to get everyone on your
team talking fo one another in an honest, meaningful way,
and you can use several strategies to accomplish this.”

11 Ways to Build Trust (Jon Gordon) — “Many of the suggestions

you are already know. Many ideas | share are common sense.

However,I've found that so offenamidst the chaos of life and

work we forget the simple and powerful fruths that matter

most.Sohere are 11 thoughts about frust.Feel free to share

these simple reminders with your leaders, colleagues and
team.”

Takeaway
The most important point we hav e to make sure gets
understoodwhen we teachhow to overcome this
first dysfunctionis the definition of trust. Most
people think of trust as something that is
evidentiary (i.e.because of your past success
and reliability, [ trust that you will be a good
member of thisteam.) And yes, thisisan
applicable way to define trust. But thisis
not the trust we are talking about when it
comes to gaining trust withina Team.

Vulnerability-based trust is what is
needed fo form the foundation of a

high-functioning team. This type of
frust “requires teammembers fo

make themselves vulnerable o
one another, and be confident
that theirrespective

vulnerabilities willnot be
used against them. The vulnerabilities I'mreferringtoinclude
weaknesses, skill deficiencies, interpersonal shortcomings,
mistakes, and requests for help.”

"As ‘soft’ as all of this might sound, it is only when team
members are truly comfortable being exposed to one another
that they begin to act without concernfor protecting
themselves. As aresult, they can focus theirenergy and
attentioncompletelyonthe job at hand, rather than being
strategically disingenuous or political with one another.”

Next Installment
We'lltake alook at Dysfunction #2, Fear of Conflict...

CallJohn (701-226-0941) with the answer to this
question and he'llbuy you lunch at the
restaurant of your choice! You throw away the
outside and cook the inside; you eat the outside
and throw away the inside. What did you eat?
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As | sit at my desk in March

of 2017, I marvel at the
adaptability of the people
of the United States. Forty-
one daysago, almost to
this moment our nation
had the 45th consecutive
non-violent tfransition of
government. W e said
good-bye to our 44th
President, Barack Obama
and hello to our 45th
President Donald Trump.
Notfice my choice of terms
“non-violent transition of
government” is a tad
misleading, there was and
continuesto be civil unrest
and highly uncivil
interactions that
accompany these
tfransitions. The majority of
this discourse hasits roots in
the old phrase, “It depends
on whose ox is being
gored.”

Arguably, after 8 years of a
significantly alternative
leadership style frequently
characterized by angst,
anger, personal attacks
and questionable
"healthy” and unbiased
news reporting, we have
somehow emerged from
the funnel of fransition with
the “Union Stillintact.”

The last time we
experienced a similar
circumstance, Abraham
Lincoln was President and
the “transition” was much
more violent aswe were
plunged into the bloodiest
4 years of Civil Warwhere
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somewhere in excess of
650,000 lives were lost to the
“Clash of Human Wills.” What
an obscene price to pay for
this ultimate human arrogance
and unbridled greed.

By Jan. 20, 2017, when Donald
J. Trump was sworn in as
president, Republicans had
control of the W hite House
and both houses of Congress
for the first time since 2007.
Expect them to use that power
to reshape the employment
law landscape.

Buckle up your seatbelts, sit
back and take a gander at
what a small sample of the
future might have in store:

> President Trump has
exercised the opportunity to
nominate a Supreme Court
justice that could provide a
5-4 conservative majority
wellinto the future.

» The administration change
will also tilt the balances of
the National Labor Relations
Board and the EEOC.

» Trump's Labor Department
will probably not defend the
Obama administration's Fair
Labor Standards Act
overtime regulations that
are currently in legal limbo.
It is doubtful whether the
overtime overhaul in its
current form will ever see
the light of day again after
being blocked in federal
court.

» The EEOC's investigatory practiceshave

been the subject of two Supreme Court

cases under the Obama administration,

with employers alleging the commission
strong-armed them into settlements or
issued overly broad subpoenas. Chair

Jenny Yang, who has pushed the EEOC's

aggressive policies, willleave her

position July 1,2017.The Trump

administration will have the opportunity
to appoint a new chairand conceivably
change the commission's direction. Most
likely President Trump will appoint as

EEOC chair aless aggressive successor to

the controversial Yang. Trump

campaigned on a platform of less

regulation and the EEOC has been a

lightning rod for criticism during the

Obama administration. No doubt the

Trump administration will govern very

differently than the departing Obama

administration. Stay funed.

The Environmental Protection Agency

(EPA) has had a similar “lightening rod”

status as it relates to controversy with the

business community and state and local
government. Many of their executive

rules and pronouncements have left a

bitter taste in the mouths of the

aforementioned entities. Here's some
updates:

o One that hashad a horrible effect on
farmers, homeowners, ranchers and
businesses is the innocent-sounding
‘Clean W ater’ or "W aters of the United
States” rule, otherwise known as W OTUS.
President Trump hasannounced that
the sphere of influence of the EPA is
and shall be construed to be restricted
to “Navigable W aters” Only.

o Hillary’s famous threat, supported by
Obama, to close all coal mineshas
been pronounce Dead On Arrival.

The incredible irony of this TrTump Transition is
that whatever the media and the liberal
opposition thought they knew, believed to
be truth and postulated through their filter of
needs and wanfts, “AIN'T necessarily gonna
happen cause the ‘Trumpster’ has just now

begun placing hismark on the historical
record of his Administration!”

As Harley-Davidson, arguably the world’s
most famous motorcycle brand name, told
us long ago: “Boys and Girls, The Joy Is In
The Ride.”
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POLICY MANUAL UPDATES

It's time to review and update your employee
handbook, if you haven't already done so, to
ensure it is legally compliant and reflects the
latest developments affecting HR.

An updated handbook is a critical tool for
communicating workplace policies on
employee conduct and performance, and can
also serve as evidence and may minimize
employer liabilityin case of alawsuit. The
following policies may need to be revised or
added based onrecent changes:

SOCIAL MEDIA POLICY: NLRA (National Labor
Relations Act) prohibits employers from banning
employees from sharing information such as
hours, wages, efc. on social media. You can,
however, prohibit them from sharing any
proprietary information or frade secrets on social
media. If your employees should not expect
privacy when using social media on company
devices, make sure they are aware of this
information. Additionally, safe driving policies
should be updated to prohibit the use of mobile
devices while driving and provide for the safety
of employees and third parties on the road.

E-CIGARETTES: You almost certainly have
language in your handbook to address smoking
cigarettes in or around the office, but if your
company is older than the advent of e-
cigarettes, you may need to update the
terminology. To protect other employees who
have allergies or asthma, it's wise to include @
policy against use of e-cigarettes in the office or
within a certain number of feet of the enfrance
to the building, just as you would with regular
cigarettes.

REASONABLE ACCOMMODATION: Update
handbooks with the latest reasonable
accommodation requirements based on
pregnancy, religion, disability, sexual orientation
and gender identity, and any other protected
categories under federal, state and local laws.
Reasonable accommodation policies should
also set forth the process for requesting such an
accommodation and the circumstances under
which an accommodation may be provided.

EMPLOYEE LEAVE: Employee handbooks should
reflect the latest leave laws such as paid sick
leave, safe leave, organ donor leave, orleave
to serve in the military or National Guard. Under
recently-released EEOC guidance, employers

may also be required to provide leave as a reasonable
accommodation under the Americans with Disabilities Act
(ADA) if it would not create an undue hardship. (Employers with
15 or more employees must comply with the ADA.) Employers
should make sure leave of absence policies are detailed,
narrowly tailored and avoid providing for automatic
termination.

UPDATES TO EQUAL EMPLOYMENT OPPORTUNITY POLICY: Your
policy probably already states that discrimination against
employees based on age, race, or nation of originis not
permitted. Today's handbook also needs fo make clear that
discrimination against people who are transsexual, bisexual,
asexual, orintersex is not permitted. A simple “Discrimination
based on an employee’s gender/sexual orientationis
prohibited” statement will suffice.

EDITS TO SUBSTANCE ABUSE (DRUG AND ALCOHOL USE) POLICY:
Many states have now made marijuana legal, either for
medical use orrecreational use. It is, however, still illegal on a
federal level, so your employee policy can simply state that no
illegal drugs are allowed. You may also include information on
your drug-testing policy. If your organization doesrandom drug
testing, for instance, what levels of marijuana would be
considered a termination-worthy offense?

CHANGES TO DRESS CODE: Your dress code needs to be gender
non-specific. Instead of saying ‘Women's skirts must be knee-
length” or ‘Women may not wear dark nail polish,” the
handbook should say, “Skirts must be knee-length” and “No
dark nail polish.”

Workplace rules and regulations may contfinue to change
under President Donald Trump's administration, but employers
should make sure their handbooks are up to date under current
laws, she added. Trump has made overtures that regulations
will be pulled back, and if that happens, it could be positive for
businesses that have been struggling to keep up with all of the
latest changes.
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