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Aligning your employees and achieving goals
For your business to thrive, employees need to understand how they connect 

to your organizational vision and, more importantly, how they can support your 

overall business strategy. When you show people how they personally make a  

difference, they’ll be more productive.

 
Add structure to what you already practice
Business leaders manage employee performance and convey expectations —  

whether they realize it or not. Sometimes it happens informally based on who 

they hire and fire, who gets raises and who is recognized for their work or 

reprimanded when they fall short of expectations. But business leaders who rely 

solely on an informal system create a situation that is inconsistent. The majority 

of employees may wonder what’s expected of them and how they’ll be  

recognized for doing a good job. 

Managers who ignore the need to tell employees how they are doing may be 

unconsciously creating a high level of anxiety and a lower level of productivity. 

In many cases, they can lose loyal and productive employees.

When you develop a performance management system, you’ll be in a much 

better position to link your company’s goals with individual employee behaviors 

and performance targets. This will help motivate your workforce since  

employees will have clear direction about what is expected of them and 

know they’ll be rewarded for good performance. 

To learn more, read the Gevity Answer Book today!
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What does this mean for you?

This award-winning call center will provide you with 
topic-based expertise so you can get fast answers to your 
HR questions — even the ones that keep you up at night. 
Using the enhanced call center will give you continued 
best-in-class support, along with access to answers on  
HR issues, taxes, liability and more. The answers you’ll 
get will be specific to state and local requirements.

Stay tuned! More information will be  
sent to you soon. 

Boost your business performance 
with Gevity OnTrackTM

What is Gevity OnTrack?

Gevity OnTrack is an exclusive online business  
performance analysis tool that was developed in 
conjunction with Cornell University’s Center for  
Advanced Human Resource Studies.

What will it do for you?

This tool identifies red flag areas for improvement and  
provides suggested HR practices for each issue. It uses  
confidential manager and employee surveys to compare 
your data with small business/industry benchmarks.  
Gevity OnTrack provides you with:

• In-depth analysis of your current performance

• Recommendations for improvements

• HR programs to improve performance

How do you get started?

As part of the Client Journey, your HR Consultant will  
work closely with you to complete the analysis, review  
the results and implement HR programs that address  
opportunities for improvement. Contact your HR  
Consultant to take advantage of Gevity OnTrack today!

Coming in October: exciting Gevity OnCall™ enhancements!

Gevity OnTrack sample report

Gevity OnTrack’s benchmarks reflect 
key business and employee outcomes 
correlated with 22% faster sales 
growth, 23% higher profit growth 
and 67% lower employee turnover.

Answers to your HR questions are 
just a phone call away.

Your Gevity call center is about to be enhanced! What  
happens when you integrate a best-in-class customer  
relationship management (CRM) system with a comprehensive 
knowledge management system? You give Gevity OnCall HR 
professionals information at their fingertips, and valued clients 
get the answers they need — when they need them!
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The top five hiring mistakes —  
and how to avoid them
Have you reviewed your hiring practices lately? One of the most important  
things a growing business can do is hire carefully. Here are some common  
hiring mistakes to avoid.

1. Focusing on base salary instead of total compensation. While a competitive 
salary is a key part of any compensation package, candidates aren’t just  
looking for money. Benefits, such as health insurance and retirement plans,  
opportunities for growth and advancement, a positive work environment and  
flexibility, also play a large role in a candidate’s decision-making process. Focus  
the prospective hire on the total compensation package.

2. Relying strictly on traditional recruiting sources. Knowing where to find  
employees — both internally and externally — is essential. While placing a  
classified ad in a newspaper may work in some markets and for some jobs,  
employers need to understand the full range of options available to them —  
such as online job boards, university job fairs, recruiters or employment agencies. 
You can often build a pipeline of quality candidates by establishing relationships 
with key talent sources, such as schools and professional organizations. 

3. Failing to market your company. Don’t forget that while your company is  
evaluating applicants, those applicants are evaluating your company. Make  
their choice easy by showcasing your company’s strengths, opportunities and 
positive culture. 

4. Waiting until someone leaves — or is long gone — to fill critical positions. 
Not planning for turnover can be a very costly problem. Start building a talent 
pipeline now so when you do have an open position, you can quickly fill it  
with top talent.

5. Hiring solely based on job fit, not organization fit. Employers usually hire 
based on how well a candidate fits one particular job description. But research 
shows that job fit is less important than organization fit. Look for people who  
will work well with all the employees in your organization; who will fit your  
business’ culture and values.

67% of senior executives and 
managers say email is the biggest 
distraction in the workplace, 
according to an NFI Research  
survey of 228 senior executives  
and managers.

 

Can you guess what the 

other top four workplace 

distractions are?

(Answers at the bottom.)

1. Crisis of the day 

2. Small talk/coffee breaks 

3. Office parties  

4. Personal interruptions  

5. Disagreements with co-workers

6. Changing priorities 

7. Web surfing 

8. Equipment/computer malfunctions

Avoiding workplace  
distractions 

Many business leaders get to work 
early to avoid distractions, according 
to the survey. Others simply said their 
strategy is to “focus.” Some reported 
that they close their door, work from 
home, and stay at work late to avoid 
distractions.

“As a leader, it can be tough to balance 
being available and staying focused,” 
one survey respondent said. “When 
I really have to get something done, 
I will work from home or the library. 
Mostly, when an interruption occurs, 
if I need to stay focused on what I am 
doing, I will look up and say ‘is it some-
thing that can wait for an hour’ (or 
whatever the time frame may be).”  

By the way — if you guessed numbers 
1, 4, 6 and 7, congratulations! 

More and more moms favor 
part-time employment
In last month’s edition of The Edge, we reported 
on the growing desire among working dads to 
balance their fatherhood responsibilities with their 
work responsibilities. For this edition, we took a 
look at what working moms want from their jobs.

It turns out that full-time employment outside  
the home has lost popularity over the past  
decade among working moms, according to a Pew 
Research Center survey. The percentage of working 
moms who favor part-time employment rose to 
60%, compared with 48% in a 1997 survey. 

Moms who don’t work outside the home showed a 
similar shift in preferences, according to the survey. 
Only 16% of them say they’d like to work full time 
outside the home — compared with 24% percent 
who felt that way in 1997.

Full-time employment 
outside the home has  
lost popularity over  
the past decade among  
working moms.

11602 Sep_Edge_nslttr_v2_FINAL.i3   3 8/31/2007   1:50:51 PM



Ask the expert

© 2007 Gevity. All rights reserved. GevitySM and gevity.comSM are trademarks of Gevity. In Florida, Gevity is licensed by the DBPR (License 
#GL99 and #EL272). In Texas, “Gevity” means Gevity HR, L.P., Gevity HR IV, L.P., Gevity HR IX, L.P., Gevity HR X, L.P. and Gevity HR XI, LLC. 

Has the employer gone too far?
An employer has the right to inform its management about the reasons behind firing someone. 
But, when an email about a discharged employee is forwarded throughout the organization,  
has the employer gone too far? 

Facts: An insurance company fired a worker with 27 years of tenure for gross misconduct, 
accusing her of charging personal expenses to her corporate credit card. Prior to the  
discharge, the employee had delayed in repaying the $3,600 she charged in personal  
commuting expenses.

After the termination, corporate officials sent an email to seven company managers outlining 
her discharge for using the credit card “in a way in which the company was defrauded.” The 
email was subsequently transmitted by one manager to four other managers, one of whom 
forwarded it to five employees. The message’s contents were then spread by word of mouth.

The employee sued for sex discrimination, retaliation, and defamation. She contended that her 
termination was rooted in her complaints to her corporate vice president one month before  
her termination about gender discrimination that blocked her from further promotion.

The jury awarded the employee $1.3 million on the defamation claim. The employee lost  
the sex discrimination claim on summary judgment and the jury found the company had  
not engaged in retaliation. However, the trial court granted the company’s motion to reverse  
the jury’s defamation verdict. The employee appealed.

Award: The ruling for the employer was overturned by the U.S. Court of Appeals for the  
Second Circuit (Meloff v. New York Life Insurance Co., 2d Cir., No. 99-9033, 2/14/01 ).

Discussion: The company argued there was no defamation because it had a “qualified  
privilege” to discuss the termination with managers. Qualified privilege, a common defense  
for employers against defamation in many states, shows that the “defamatory communications 
were made by one person to another upon a subject in which they both have an interest.”  
To overcome that defense, the employee had to prove the statement was false and that the 
company abused its discretion, the court wrote.

The court said a reasonable jury could have found malice in the company’s circulation of  
the email accusing the employee of fraud. The court also noted that when the employee  
spoke with her supervisor about the credit card bill and presented her payment, the supervisor  
responded “mildly” and said the charges were “no problem.” 

Despite this, the employee was terminated a week after explaining the situation to her supervisor. 
The court said the employee rebutted the company’s presumption of privilege. Therefore, the 
appeals court overturned judgment for the company and sent the case back for a new trial.

Pointers: Employers have long enjoyed a broad legal privilege that protects statements in 
the workplace from being considered defamation, according to Brian S. Arbetter, a partner in 
compensation and employment law at the Chicago office of Baker & McKenzie. This case is 
significant because it appears to chip away at this basic common law. “Employers should also 
realize that not all statements made in the workplace are privileged,” Arbetter said.

Employers need to respond by getting their electronic house in order, Arbetter said, by  
implementing a strong, written electronic communications policy that includes training  
on proper email use for managers and employees.

“Most people misperceive email communications as being private, but in reality they are  
quite public in that they can be retransmitted an unlimited number of times,” he said. “And 
they never go away.” Plus, many people write things in emails they know to be inappropriate 
in the workplace, he added.

Get access to hundreds of other HR-related court cases via the Ask Gevity link on Gevity OnLine™.
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About Gevity

Thousands of small and mid-size 

businesses nationwide leverage the 

flexibility and scalability of Gevity’s 

human resources (HR) solution to 

help them maximize the return on 

investment in their people. Essentially, 

Gevity (NASDAQ: GVHR) serves as the 

full-service HR department for these 

businesses, providing each employee 

with support previously only available at 

much larger companies.

Gevity delivers the Gevity Edge™, a 

comprehensive solution comprised  

of innovative management and  

administration services, helping 

employers to streamline HR  

administration, optimize HR practices,  

and maximize people and performance. 

This solution enables both businesses 

and their employees to achieve  

their full potential, giving them an  

edge over competitors.

Gevity’s unique approach features 

Gevity OnSite™, experienced HR 

Consultants based in local markets 

backed by nationwide resources and 

easy-to-use technology, including  

Gevity OnLine™ and Gevity OnCall™. 

For more information, visit gevity.com.

1.866.2GEVITY

11602 Sep_Edge_nslttr_v2_FINAL.i4   4 8/31/2007   1:50:51 PM


