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0.3% in July 2001
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4.5% in July 2001
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42,000 in July 2
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Labor Statistics

	HR Stats – Last Month

	Consumer Price Index:
+0.4% in June 2001

	Unemployment Rate:
4.5% in June 2001

	Payroll Employment:
-114,000 in June 2001

	Average Hourly Earnings:
+$0.04 in June 2001

	Employment Cost Index:
+0.9% in 2nd Qtr of 2001
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Employee Morale

Layoff Survivors Feel Stressed:  What about the workers left behind? 

Many who remain after downsizing say they feel increased pressure to work smarter, harder, and faster, the Knight Ridder Newspapers has learned through questionnaires, subsequent interviews, and a recent national survey. 

The workers told Knight Ridder that their morale is low and they're losing trust in their employers, especially if their co-workers were treated poorly during layoffs.

The impact of layoffs showed up in a March survey by the Families and Work Institute of New York, according to Knight Ridder. The institute found that 42 percent of workers whose employers cut staff in the last year reported high levels of feeling overworked. That compares with 31 percent for employees of companies that have not downsized.

The workers remaining on the job can suffer from "layoff survivor sickness," a term developed by David Noer in his 1995 book, "Healing the Wounds: Overcoming the Trauma of Layoffs and Revitalizing Downsized Organizations." 

Noer told Knight Ridder that symptoms include anger and resentment that employers broke the covenant of lifetime employment, guilt over co-workers who lost their jobs and how they were treated, and anxiety about being next in line for a layoff. 

 Link to Article
The Gloom of Job Burnout

Burnout is desperate, black and debilitating. It's caused not by overwork, but by having too little control over our work.  Left unchecked it can lead to a learned helplessness that's hard to overcome.

For our generation, the risk of burnout is especially acute. Despite a decade of rebelliousness, boomers are anxious to please, which often translates into 60-hour workweeks, according to Generations at Work, a new book that vaporizes some of the myths about midlife professionals. 

Top Six Signs of Burnout:  

1. Negative Emotions - Although it's normal to feel angry or anxious occasionally, negative emotions become chronic in the burnout cycle, leading to emotional fatigue.

2. Interpersonal Problems - You may have problems with people at work and at home. You may overreact to conflict or withdraw socially.

3. Health Problems:  Fractured relationships and drained emotional reserves often lead to ailments such as colds, headaches, insomnia and backaches. In general, you feel tired and rundown.

4. Underperformance:  You may become bored and unenthusiastic at work. Or you may find it difficult to concentrate. You become less productive and the quality of your work declines.

5. Substance Abuse:  To cope with the stress associated with job conflict and declining performance, you may find yourself drinking more, using drugs or eating more. Increased substance abuse compounds your problems.

6. Feelings of Meaningless:  You find yourself thinking, "Why bother?" This is especially common among burnout victims who once were dedicated to their jobs. Your enthusiasm is replaced by cynicism; working seems pointless.

Link to Article

Benefits and Wellness

Show Your Employees You Care with Child Care Services

Employer-assisted childcare is not a new concept. Pharmaceutical developer Merck & Co,, for example, one of the corporate pioneers in on-site child care, opened its Rahway, N.J. facility in 1980. 

Today, childcare at Merck includes four on-site child care centers, along with a variety of other family-focused benefits such as child care referral, a School's Out program and a Summer Fun program. 

Merck is not alone in its multi-faceted approach to childcare. As the entire range of work/life benefits offered by companies has expanded, so too have the number of options related to childcare. 

Indeed, the Society for Human Resource Management 2001 Benefits Survey category called "Family-Friendly Benefits" includes 24 sub-categories, most of which are related directly or indirectly to caring for dependent children. Among these are "Bring child to work in emergency," "Child care referral service," "Emergency/sick child care," "College/School selection/referral," "On-site child care center" and "Company supported child care center." 

Yet, although there are many categories related to childcare, a cursory look at this year's SHRM survey seems to indicate that few employers are offering on-site child care. In fact, this year, only 5 percent of the 754 respondents say their organizations have such programs in place. 

However, when the survey data is examined more closely, it reveals that the presence of an on-site facility is dictated largely by staff size. For respondents from organizations with 2,501 to 5,000 employees, for example, the number is actually 19 percent. Likewise, it's important to note that 88 percent of the respondents to this year's survey are from organizations with fewer than 2,501 employees. 

Recruitment

In the Saratoga Institute Human Capital Report for 2000 (compiled from calendar 1999 data), the total cost per hire (external and internal hires) for all 991 participants surveyed averaged $4,588. The exempt cost per hire averaged $12,032 and nonexempt $989.  Exempt external cost per hire averaged $8,676 while exempt internal cost per hire hit an average of $15,008. Exempt internal costs are greatly influenced by relocation expenses while the exempt external costs are highly swayed by both relocation costs and agency fees.
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Turnover

Organizations typically underestimate the impact of turnover

Bavendam’s, a consulting company, client “did not have a turnover problem." Their turnover was the same or less than their competitors. However, when they estimated: 
· the costs of the lower productivity of a dissatisfied employee prior to separation 

· the disruption to the workgroup during and after the employee separated 

· the cost of the separation process itself 

· attracting and acquiring replacement personnel 

· training them 

· the mistakes the new-hires made 

· the loss of productivity while the new-hire came up to speed 

· the loss of productivity of experienced employees who were interrupted as the new-hire asked the inevitable questions 

· and somewhat more insidious, the loss of competitive edge as the company's work methods and technology were now shared with their competitors who hired the separated employees,

the company was shocked to see the cost was much further into the millions than they anticipated. Even reducing turnover a few percent would represent a significant return on investment.

Bavendam Research identified the major causes of why employees quit or stayed. Five factors were identified. When they were low-people wanted to quit; when they were high-people wanted to stay.
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Link to Article
Strategies For Curbing Turnover  

Workers have to be flexible to meet the demands of clients. In return, these same people want their managers to return the favor.

The Society of Human Resource Management offers these tips for training managers to curb turnover:

· Teach them to provide daily informal feedback to employees. Today's tech jobs attract self-reliant workers who may not need specific feedback on their daily tasks, but still need interaction with managers to better understand their role in the company.

· Train them to ask employees regularly about their own training needs. Young workers embrace lifelong learning because they believe in self-generated career security.

· Teach managers to be flexible. More often, as the economy becomes increasingly centered on information, workers have to be flexible to meet the demands of clients. In return, these same people want their managers to return the favor in the name of work/life balance.

Link to Article
Knowing How to Keep Your Best and Brightest

People are changing jobs in record numbers, a fact that is fueling the highest turnover rate in 20 years. The Bureau of Labor Statistics reports that the typical American worker holds nearly nine different jobs before age 32. Granted, that estimate was compiled last year, when the economy showed no signs of slowing. But don't be fooled, experts warn. No company, large or small, new economy or faltering economy, is unaffected by an ongoing turnover epidemic. Consider this: 53 percent of U.S. workers surveyed at the beginning of this year suspected that at least a mild recession was imminent. Yet, 88 percent felt as secure in their jobs as they did a year ago. A study of 1,000 full-time workers commissioned by the online recruitment firm Headhunter.net found that 78 percent would take a new position if the right opportunity came along, and 48 percent of those who are employed are looking for new jobs.

While fair compensation and opportunities to advance are always important factors, most people decide to leave a company for another reason: bad bosses. In recent interviews with 20,000 workers who just left an employer, the Saratoga Institute in Santa Clara, California, found that poor supervisory behavior was the main reason people quit. A recent Gallup Organization study based on queries of some 2 million workers at 700 companies found the same results.

Link to Article
Diversity

Stopping diversity from walking away

IBM's MPIT (Multicultural People in Technology) project, a diversity program launched early last year to help women and multicultural employees, specifically Hispanic, Asian, African-American and Native American workers, build the skills needed to overcome their unique workplace challenges.  MPIT seeks to enrich the jobs and skill sets of highly valued, multicultural employees with a tenure of less than five years, the goal being retention in an extremely competitive technical job market. Like countless other companies, IBM is up against a dwindling supply of high-tech talent; thus it is looking to reach out to populations that represent an increasingly large percentage of the work force. Indeed, these types of programs have delivered impressive results at IBM, increasing the number of women and minorities in the work force and, in particular, the executive ranks.
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Link to Article

Workforce News

Northport: Good Management Doubled Profit in Two Years

Northport is an international public relations firm. Here, we will listen to the people of their New York office (the executive committee and the mid-level group), which achieved a financial performance 52 percent above the average for all the offices in our database. They doubled their profit in two years, and achieved a profit per employee some 80 percent above the norm. Here in descending order, are the ten areas in which they most out-performed the average on an employee survey, by amounts ranging from 18 to 50 percent.

· We have high-quality training opportunities to improve skills.

· Management shows by their actions that employee training is important.

· Around here you are required, not just encouraged, to learn and develop new skills.

· Enthusiasm and morale around here have never been higher.

· We have an effective system in place to measure client feedback.

· This place has done a good job of providing the training I've needed to do my job well.

· I am actively helped with my personal development.

· I am given the chance at the office to learn and develop new skills.

· We keep our people informed about what is happening in the office.

· We regularly discuss our progress toward our strategic objectives, not just the financial goals.

Link to Article

Workplace Issues

Countdown to the Great Labor Shortage

The daily flurry of layoffs is bringing major changes to the workplace as companies struggle with the economic downturn. But if government predictions play out as expected, soon there will be an equally big and opposite shift as baby boomers retire and the nation experiences one of its most severe labor shortages.  In its most recent study, released in November 1999, the Bureau of Labor Statistics projected that the gap between the number of jobs available and the number of people to fill them would grow to six million in 2008. And this is just the start of a shortage that will peak from 2015 to 2025, when the bulk of workers born between 1946 and 1964, as many as 60 million, reach retirement age.  
Link to Articl
e
TOWERS PERRIN STUDY FINDS, DESPITE LAYOFFS AND SLOW ECONOMY, A NEW, MORE COMPLEX POWER GAME IS EMERGING BETWEEN EMPLOYERS AND EMPLOYEES

Despite the general economic downturn and numerous recent layoff announcements, the labor market for talent remains in flux. A new reality for the talent management game is emerging, with the power between employers and employees, over half of whom are in the job market, shifting continually. According to a new Towers Perrin study of nearly 6,000 North American workers across all organizational levels, this shift is a result of the so-called talent wars of the mid - to late ‘90s, which has significantly changed the mindset of employees creating a workforce that is more sophisticated, knowledgeable and individualistic than ever before.

The study, titled The Towers Perrin Talent Report: New Realities in Today’s Workforce, focused on employee views, examining attitudes of a diverse range of people working for medium to large companies across regions and industries. It also targeted a subset of respondents who have managerial roles and are involved in recruiting and retention. Both groups affirmed that the shifting dynamics at work in managing talent in today’s business environment have created a new reality for employers. From the employee perspective, four key trends emerged:

· Employees generally are "in the market," in some way, most of the time. 

· Employees don’t place much emphasis on a long-term relationship with a particular employer. 

· Employees define their relationship with their employer in increasingly complex ways. 

· Employees care about different things when they’re joining a company than when they’re deciding whether to stay or how much of their discretionary effort to give. 

Link to Article
Where Have All The Good Leaders Gone?

There aren't enough leaders available. And of the leaders available, companies can't find enough who are qualified. To add insult to injury, very few leaders themselves have much confidence in the capabilities of leaders within their own organizations.

Yet despite the dearth of leaders, the survey suggests that the majority of companies have yet to take steps to correct the problem. Indeed, 77% of HR professionals surveyed said that the leadership development programs in their companies were less than high quality. One-third of the companies surveyed didn't even have a management succession plan. And 70% of those surveyed said that they have not increased the amount of time in the last two years that they spend on selecting, hiring, or replacing workers.  

Link to Article
U.K. HR News

Maternity, parental, paternity and adoption leave: a useful summary

A number of changes are to be made to the rules governing maternity and parental leave, despite the extensive changes already made only last year. Furthermore, new rights will be instituted regarding paternity leave and adoption leave. 

Last year, all employees were entitled to maternity leave of 14 weeks, irrespective of their length of service. Since then, this period of leave (now known as Ordinary Maternity Leave) to which all employees are entitled has increased to 18 weeks. This has helpfully put it in line with the length of time during which statutory maternity pay (SMP) is provided. 

It was announced in the budget in March this year that Ordinary Maternity Leave would be increased further to 26 weeks from April 2003.   

Link to Article
Reversal of burden of proof in sex discrimination cases

Marian Fertleman, an employment lawyer at Landwell, examines the regulations implementing the EU directive on the burden of proof in sex discrimination cases, which come into force in October. Where an employee has proved sufficient facts that would constitute sex discrimination if there were no further explanation given, the burden of proof will then shift to the employer to prove that no discrimination has occurred. 

Link to Article
Significant Layoff Announcements

Compaq Computer Corporation
Houston, TX
Job cuts at Compaq Computer Corp.'s Texas base will be double those previously announced, with more layoffs probable. As part of its cost-cutting plan to eliminate 8,500 positions worldwide, the Houston-based manufacturer reported to the Texas Workforce Commission it has already laid off 1,914 area workers and another 890 workers would be cut by year's end, for a total of 2,804 layoffs.  The total reduction of 8,500 jobs is about 12 percent of its work force.

Zydant Corporation
League City, TX
Zydant Corporation announces redirection of focus, reduction in workforce and a move of its company offices. Texas based Zydant Corporation announced today that it has been forced to make cutbacks in its workforce, and changes in its business plan.

Reliant Resources Incorporated
Houston, TX, Austin, TX
Reliant Resources put its Internet and telecommunications business up for sale Monday and laid off half of the struggling unit's employees. Some 70 workers in Houston and Austin, mostly in Houston, were let go.
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