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Advice- Solutions - Litigation
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ts and Employees
r Workplace -

Refuses to wol
or extra shifts

‘Gossips or badmouths management, €O

ecreases productivity whil

to follow suit
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ic Employees?
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— Maximizes Civil Liability!!l!l -

The collision on Jan. 20, 2006, oceurred between & box triick arid‘a pickup trizck: The col
the pickup over the center divider, landing on top of Diaz's vehicle, which was travel
opposite direction. g B
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gthe ames, addresses and
lephone numbers of former ‘and current
employers) for at least the past ten years
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telephone n
at Ieast three , )
esponse, as W Il as his or her failure
ympletely respond o such questlons,
an be useful in‘'a background check and.
miassessmg the appllcant’ S

red after hired, groun,d,s
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- —Megan’s Lav
Fmgerprmtm

hys:cal examlnatip‘n”

For most employers, reiam a copy of the
documents used to complete l-9
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Job DPescrip
Job Offers !

Follow Your Apphcaﬂon or New lee o
Procedures" .
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meetings to employ
licies and procedures

_Highlight differen opics each meeting
D allow meeting to explode ivntd'“
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‘Advice- Solutions = Litigation




Managers can better communicate
an inclusive rather than exclusive

4/15/2010

You can change the way you say things:
come:out inclusive, positive. When you:

be used effectivel

y encoun
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ng and making judgments.
ngly making evaluations i

« "Not as bad as 11

- I'mawarethat's a~
‘consideration. .




w, when?"

: “'ng without-control."

s: "Don't leave home without |

attltude

re fo keep ‘control of yotxr own:
ptimism, it is best to limit negative or
exclusionary |anguage :

ere we tum, we re fold

g "
opposed to exclusion.
'+ Whatmight they say?
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o saym n
ntrance Prol |

No Entrance, 2you.cou

.+ Inste dp.f "No Littering," you could say
el reaclean.” :
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feeling, and a
WQuldwant to

hat is acceptable

S category yo
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+ "Why don't we get
Thy don't we stop doing this?"-
on'tl send that toyou?"

ng the contract over?”
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ps, co-workers attempt 7
f
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_on inclusive language:

tead of saying, "Why don't you get me th :
out-getting the report'?"

ur language can make a huge
fference when you want to imp
own motivation as well as the

ivation of those around you

9
ays ¢ peakmg ln the language of
don't, never, and can't.”
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owérful feel.

exclusion to inclusion

ecomlng fanatical
d you plan to utt

in your words that will Iead to..
up lftmg results thatyou desire.
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Coaching Others
;Managing Diversity
Si

L

Effective Prob|em Salv ng
Cause and Effect Analysis
Defining the Problem
Improving Processes
Assessing Impact

- ‘Sustaining Process..

Improvement

= Av’.irian‘Agui’r;'e o
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-4 3. Growth opportunities

9. Sympathetichelp'on person

1. ‘Good wages
2. -Job security

4. .Good working -conditions
5. Interesting work -
6. .Personal loyalty
7. Tactful discipline
done

issues -

2
3
4.
K 5.
8. Full appreciation forwork 6. ‘Interesting work
7.
8.
9,

1. Full Appreciation for work’
done .
. Feeling “in” on things
. Sympathetlc heip on personal
issues
Job security
Good wages

Growth opportunities-
Personal Loyalty
Good working conditions

10.Feeling “in” on things

10.Tactful discipline

' Adrian Aguirre

Vision

Action Plan

Tncentives

| Incentives | Resources

Actlon Plan

Acﬁon Plan'

- Adrian Aguirté
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terials and Approachgs
ay and dlscussmns) :
n Practice and test fo

S Vand Hold Teams

Use feedback carefully , ‘
7 Have Management Buy In (Physucally &
fy) :

2 -Adnan Aguurre s

Heart Axis

07 S Adriah Aguirre |
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situations?
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Insubordmatlon
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Excessnve absenteelsm o

: y a
; mance is the real i :ssue
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ortray to the judge or the jury. »
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Protect the integrity. r having two peoplé hre

Flexibility in progress iscipline system - Do not:rély on
il LC 2922‘.) 9 P f

s.too much patience.

Good documentation t's worth talking about, It’s worth
utting in writing. When, where, who, what happened‘ thi
first person. Tell employee what employee must:do to
erformance.and whatis wrong with current performa R
ployeeiow fong you will:allow:to improve. (don’t put on
bation for 30, 60, 90-days). Tell employee what to expect if
unabieto or unwiliing to | |mprove performance appralsa Vs,
rogressive 3‘|scipl’me 3

19



_« Transfer
. Termination

the company.

They have engage: a :

unproductive environment, even if one of the acti
-standing alone is not violative of work rules o
- performance standards; :

They have engaged in conduct that did or r could hav,

ised harm fo themselves or others; .
‘Promotion of the Company*s ‘mission of goals may’ be
furthered by admonishing misbehavior; or
discipline an employee may result Hiab

4/15/2010
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.
subordi
should not be

 officer, ora review of the
rsonnel file" would help. lgnorance ofthe
employee’s past may not be a defense ifthe .
employee action is potentially unlawful. .

smplme inthe emgloyee’s gersonnel file,

‘and should clearly state the offense commi
the loyee. ‘The employee should be permitted
“any comments on the warning that they
l"are appropriate. Any written warning should
‘be placed in the employee’s personnel flle :

4/15/2010
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