


As an employer, you need an 
attendance policy to protect 
you against absenteeism 
issues. A clearly written policy 
helps employees understand 
what is expected of them, 
whether they are running late, 
catch a cold or simply want to 
take a vacation.

Your attendance policy is also your best 
defense when protesting an unemployment 
insurance claim. Absenteeism issues are some of 
the hardest to protest when it comes to unem-
ployment insurance. To give your company the 
best chance of winning its protest, you need 
to include three key items in your attendance 
policy:

DETAILED DESCRIPTIONS OF DEFINITIONS AND 
ACTIONS TO BE TAKEN.
Don’t be vague about any definitions in your 
attendance policy or about any actions your 
employees need to take to inform you about 
absences. Make the consequences of absences 
crystal clear as well. Though you might think 
creating a vague policy gives you more room to 
make decisions about individual employees, it 
also opens up the door for abusing the atten-
dance policy. Having this latitude to unjustly use 
the policy against employees makes you unlikely 
to win any UI protests related to absenteeism.

FOCUS ON THE ACTIONS YOUR EMPLOYEES  
SHOULD TAKE
Give clear directions to employees about how 
and when they need to notify you of an absence 
or tardiness. In a protest, if you can demonstrate 
that an employee failed to properly notify you, 
you have a better chance of winning, especially if 
the employee tries to claim that the absence was 
beyond their control due to sickness, car prob-
lems, or other factors. No matter what causes 
the absence or tardiness, your employee has a 
responsibility to inform you; not carrying out 
this responsibility is what led you to let them go.

SET EXTREMELY SPECIFIC RULES FOR YOUR NO 
CALL/NO SHOW POLICY.
Many employers lose attendance-related protests 
because they treat no call/no shows like any 
other absence in their attendance policy. You 
need to set clear, specific rules about these 
absences. Define them as when an employee does 
not come to work nor call to notify the employer 
of the absence. Be sure your policy states that 
this absence is a voluntary quit.

While absenteeism protests can be frustrating 
for employers, a clear, detailed, and focused 
attendance policy can help reduce the headache 
of protesting these UI cases. Use the tips from 
above to improve your chances of winning these 
cases and lowering your UI costs.

Michael McPherson is a partner at Unemployment 
Tracker (www.unemploymenttracker.com), a 
software and service company dedicated to providing 
unemployment cost management software solutions to 
organizations of all sizes and types. He can be reached at 
michael@unemploymenttracker.com.

Unemployment Insurance Claims: 
3 Key Items to Include in Your Attendance Policy
BY MICHAEL MCPHERSON
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Teams in every industry have at least one 
member who doesn’t connect with others in 
a respectful, trusting way. These coworkers 
(described by one of the training attendees as 

“impossible”) drag down productivity, slow 
innovation, and suppress team results. Plus, 
they just seem to ruin everyone’s day.

So what can owners and managers do 
about these problem people? Follow these 
steps to lay the groundwork for interactions 
that make it possible to build respect with 
even the most difficult people at work.

CONSIDER THEIR PERSPECTIVE
People aren’t difficult by default (though it 
can certainly seem that way when they’re 
butting heads with their managers or col-
leagues). All difficult coworkers were, at 
some point, specifically chosen for their 
current roles because they possessed the 
skills and personality to get things done, and 
when they first started in those positions, 
they probably fit in well with their teams. If 
a worker no longer embodies those traits, try 
to find out why. Have his or her responsibili-
ties changed? Is he or she struggling with 
work-life balance or irritated by a new co-
worker? An open, honest conversation about 
where the difficulties lie may be a challeng-
ing discussion to have, but it’s the necessary 
first step toward addressing them.

TRUST THEM FIRST
Managers who want to build respect with 
someone must first build trust, because with-
out that trust a difficult person will challenge 
his or her managers at every level. So give 
employees the benefit of the doubt and trust 
them first. You may have the authority to 
manage someone’s actions; however, no mat-
ter what your position in the organization, 
you cannot manage attitudes; but you can 
influence them. Live up to the promises you 
make to them. Do what you said you’d do. 
This will build trust, as everyone around you 
will believe in your word and see that you 
expect the same from them. Trusting them 
to do the same will increase both respect and 
results.

FOCUS ON THE POSITIVE
As you’re working to build trust and respect, 
one thing you cannot forget is to deliver 
positive feedback in the form of apprecia-
tion. Look specifically at areas where your 
difficult team member is trying to improve, 
and recognize them in front of the team. And 
for an extra confidence (and respect) boost, 
ask them what they think their best trait at 
work is, and recognize that, too. It’s key to 
show them that their unique contributions 
really matter. Appreciate them vocally when 
they do something great, and they’ll realize 
how important they are to the team. There’s 
no better way to build respect than to show 
that the team—and company—values your 
employee.

SHIFT YOUR PERSPECTIVE
The bottom line on respect? It’s recipro-
cal. If you treat someone respectfully, their 
opinion of you will improve, too. So instead 
of labeling that difficult team member as 

“impossible,” shift your perspective. Think of 
them as an integral part of the team—maybe 
the only person on your team who’s willing 
to challenge every idea, every procedure, and 
every project. Making that mental shift will 
change how you speak with them, look at 
them, and listen to their feedback.

As we finished the leader training, at-
tendees stood up and began chatting. We 
overheard one leader say to another, “I wish 
I’d known this sooner. We just let go of a guy 
who had great potential, but we could never 
make that connection with him. He didn’t 
respect the work he was doing or his im-
mediate manager. But we didn’t know how 
to respond, so after a few hard months, we 
cut ties. And now I think we should’ve tried 
harder to make things right.”

That’s the truth—you can make things 
right and build respect with a difficult team 
member. Follow the steps above and be pa-
tient. It may not be quick or easy, but it will 
be worth it. Just think…your least favorite 
people today just might become your favor-
ite in the future. We’ve seen it happen.

David Sturt is the executive vice president of market-
ing and development at the O.C. Tanner Institute 
and the author of Great Work: How to Make a Dif-
ference People Love. Todd Nordstrom is the director 
of institute content at the O.C. Tanner Institute. 
Throughout his career he has been a driving force 
and voice of business publishing and management 
sciences, reaching millions of readers in print and 
online.

Tips for Building Respect with Difficult People
BY DAVID STURT AND TODD NORDSTROM

At a recent leader training, we asked a room full of 
CEOs, HR leaders, small business owners, and mid-level 
managers, “Who here has a difficult team member with 
whom they feel they just can’t build respect?” Across the 
room, hands shot into the air. Every single person in the 
room was exasperated, frustrated, and tired of trying to 
find a solution to the common problem of difficult people.
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Whether you’re looking for one employee to assist you with a one-day assignment, 
or 300+ contingent workers Locate Staffing, Inc. has the experience and expertise 
to service your needs! With 18 years’ experience, we understand the diversified 
requirements of our clients and associates and have developed a variety of programs 
to service those needs. Here are just some of the reasons top organizations like yours 
choose Locate Staffing, Inc.

EXPERIENCED RECRUITERS
Human Resources functions should not be 
left to chance! At Locate Staffing we add 
value to client relationships and help avoid 
potentially costly legal missteps through 
professionalism and expertise of the industry. 
Recruiters of Locate Staffing are required 
to obtain their CSP Certification (Certified 
Staffing Professional). With more than 15 
subject areas including wage and hour 
laws, The Affordable Care Act workplace 
safety and workers’ compensation, the CSP 
Program features rigorous content focused 
on employment and labor law at both the 
federal and state levels to help protect 
clients from legal liabilities.

SAFETY TRAINING
Working with a safety conscious staffing 
service provides value added benefits! 
Locate Staffing partners with clients to 
promote safety awareness, administering a 
documented and general safety orientation 
specific to clients’ needs as we understand 
the importance of maintaining a positive 
safety record. Our WRC (Workforce Risk 
Certified) commitment to risk management, 
through this certification, supports 
industry best practices and sets us apart 
from our competition.

NWBOC
Does your organization have a supplier 
diversity program? Weather your 
organization has implemented a diversity 
initiative for best practices or perhaps you 
need to remain in good standings with a 
government contract, Locate Staffing, Inc. 
is a registered and certified national woman 
business organization and can help you 
achieve your supplier diversity goals!

Our Guarantee
100% satisfaction guarantee! If you are not satisfied with an Associate, 
please notify your Recruiter within the first 4 hours and we will send a 
replacement and you will not be charged for the initial Associate sent to you!

www.locatestaffing.com



www.locatestaffing.com

When was the last time a recruitment firm understood your 
hiring needs? Or followed up? Our focus is on establishing 
and maintaining long-term partnerships which is easy to do 
because WE LISTEN. Our partnerships are built on our core 
values of honesty, trust and integrity.

Fond du Lac Branch
759 S Main Street

920-923-2411
fonddulac@locatestaffing.com

Green Bay Branch
2301 Holmgren Way

920-465-9602
Greenbay@locatestaffing.com

Manitowoc Branch
Job Center Building

920-652-0777
Manitowoc@locatestaffing.com

Oshkosh Branch
683 N. Main Street

920-267-8666
Oshkosh@locatestaffing.com

Sheboygan Branch
1520 Saemann Avenue

920-451-1313
Sheboygan@locatestaffing.com

CLERICAL / PROFESSIONAL
Finding qualified employees the first time 
reduces turnover and provides value to any 
organization. Our process allows us to identify 
highly qualified candidates quickly with basic 
to advanced assessment testing, ensuring 
candidates’ skills are measured with certainty. 
Testing packages are designed specifically to 
client’s needs and qualifications of the various 
positions within the organization. Locate Staffing 
has an extensive interviewing and screening 
procedure that ensures your company is getting 
the best personnel.

LIGHT INDUSTRIAL / SKILLED TRADES
With shifting market demands and tightened 
deadlines, Locate Staffing realizes the importance 
of having an adequate workforce when you 
need it most! Whether you are searching for 
unskilled labor, logistics or skilled trades, Locate 
Staffing’s 18 years’ of industry knowledge and 
best practices ensures clients’ needs are met 
by fostering relationships that anticipate client 
needs in advance!

ON-SITE SOLUTIONS
For large or multiple work site staffing needs, On-
Site Solutions provides clients with a customized 
on-site staffing plan, which streamlines processes 
related to your contingent workforce and 
optimizes productivity. Our on-site staffing 
managers will shoulder the responsibilities of 
oversite, metrics reporting, and continuous 
quality improvement. With day-to day oversite, 
our process ensures an optimum and flexible 
level of staffing.

ON-DEMAND STAFFING
In today’s market, many companies operate with 
just-in-time inventory systems. When unplanned 
orders arrive, production needs to ramp up 
quickly to meet client deadlines. In 2001 Locate 
Staffing implemented a division called On-
Demand, to service clients that experience these 
challenges. Our modern technology and years of 
experience has provided clients with a proven 
staffing model that works!

AT LOCATE STAFFING,  
WE BUILD PARTNERSHIPS




