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WORKPLACE SECURITY

Preventing an active shooter tragedy 
and saving your life
By Lynne Curry
According to the Bureau of Labor Statistics, workplace homicides are 
on the rise. Forty-four or 69.8% of the sixty-three incidents for which 
analysts have determined the incident’s duration ended in less than five 
minutes. Twenty-two incidents ended in less than two minutes. Sixty 
percent of the incidents ended before police arrived on the scene.
In other words, if you, your employees, and your patients want to 
survive workplace violence, you may be on your own.
What do you need to do and know? 

Be a hard target
Decide that you’ll become a hard target. Hard targets keep their wits 
about them—easy to say, hard to do—unless they’ve preplanned. Look 
around your workplace right now. If a bad guy came through the door, 
what would you do? 
You can’t afford to waste time; it could mean your life. You need to 
make a split decision—will you run, hide or fight? If you run, in which 
direction can you most safely head? Soft targets often run directly 
and in a straight line for the exit. They inadvertently choose what’s 
described as the fatal funnel, as killers often aim their bullets toward 
the exit doors.

BUSINESS STRATEGIES
Strong practice leaders understand 
the competition
By Nick Hernandez
Practice managers must be keenly aware of what competing practices 
are doing as well as practices outside of their catchment area. Practice 
management requires a firm focus on the competition; identifying its 
strengths and vulnerabilities is crucial. Since managing a successful 
practice requires decision and action based on situational awareness, 
identification of your competition’s expectations and preparations is 
also important.

(continues on page 3)

(continues on page 7)
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medical office manager TM HIRING
The link between pre-employment 
tests and better patient outcomes
Imagine knowing before it happened that a nurse was likely to 
mistakenly give a patient the wrong medication. Or imagine being 
able to predict that a nurse’s aide would be the one who caught 
an incorrect doctor’s order before a procedure was performed. 
Or imagine knowing which of two candidates for a physician’s 
assistant would make a career at your medical practice and which 
would leave after six months.
It doesn’t take a crystal ball—just science.

Better hiring for better outcomes
A global leadership company DDI has released a new study, 
“Better Hires, Better Outcomes,” which it says definitively 
demonstrates that hiring assessments accurately predict on-the-
job performance linked to the triple aim of improving the patient 
experience, improving population health, and reducing costs.
“Every person who works in healthcare has a tremendous 
responsibility toward patients, and a bad hire can have disastrous 
consequences that could cost patients their lives,” said Jim 
Thomas, vice president at DDI and leader of its healthcare 
practice. “The good news is that healthcare employers don’t have 
to guess. This study offers scientifically backed evidence that 
employers can predict which employees are most likely to perform 
well in high-stress situations, be the least likely to make an error, 
and most likely to spot a safety risk.”
The study was based on DDI’s analysis of 6,086 assessments of 
U.S. healthcare employees in all levels of jobs up to frontline 
leaders across the continuum of care. DDI compared the 
employees’ assessments with their on-the-job performance in 
five categories: Safety, Quality, Service Orientation, Inspirational 
Leadership, and Engagement & Retention.

Top scorers do better
Compared to candidates who scored in the bottom 25 percent, 
healthcare workers who score in the top 25 percent of DDI’s 
assessments were:

 k Twice as likely to maintain a safe work environment
 k Three times as likely to maintain low error rates
 k Nearly three times more likely to exemplify quality care
 k More than two times more apt to show superior patient 
assessment skills

 k Twice as likely to excel at making decisions and problem-
solving

 k Nearly four times more likely to drive efficiency
 k Twice as likely to be engaged in their jobs  



Gaps in our knowledge of the competition are a natural 
and unavoidable characteristic of operating within the 
healthcare industry.

Related reading: 
 � www.medicalofficemgr.com/the-5-levers-for-medical-
practice-improvement

 � www.medicalofficemgr.com /a-basic-guide-to-succession-
planning-for-medical-offices

 � www.medicalofficemgr.com /involving-staff-in-marketing-
generates-good-ideas-and-sense-of-teamwork

Your subscription to this newsletter includes access to Medical 
Office Manager online. Click the links above in the digital version 
of this newsletter, or go to www.medicalofficemgr.com
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Because the healthcare landscape is changing so 
rapidly, accurate and timely information regarding 
what competing practices are doing is a prerequisite 
for success. It is said that Field Marshal Erwin 
Rommel (an intelligent German WWII commander 
dubbed the “Desert Fox”) once declared, “It is not 
that one general is more brilliant or experienced 
than the other; it is a question of which general has 
a better appreciation of the battlefield.” 
This is why I maintain that knowledge of your 
competition is a key function of effective practice 
management. To be clear, practice management is 
about making and executing decisions, but a market 
analysis can help support a smart decision-making 
process.

What is a market analysis?
A market analysis is not just a product, but also 
a process. A market analysis seeks to identify 
and evaluate existing conditions and capabilities, 
estimate possible competitive courses of action, and 
assist in the development of your practice’s course 
of action. 

Gathering information 
Information gathered during the course of 
managing a practice is essential to the development 
of a timely and accurate market analysis. Indeed 
all staff members are involved in information 
gathering in one way or another and thus their 
knowledge should be tapped in order to better 
shape the market picture. Aside from gleaning 
information from your own staff, turning to your 
professional colleagues is certainly another great 
trusted source. Beyond those two avenues, you 
may want to consider linking up with a qualified 
consultant. These individuals have access to 
multiple markets, associations, networks and 
resources (perhaps even your competition). 
Additionally, they also can prepare a detailed 
analysis based on your particular specialty and 
service line and can more easily pulse the market 
due to their independent status.

Interpreting the information
Once you have obtained the information necessary 
to build a picture of the competitive landscape, 
you are confronted with other challenges. Most 
importantly, you must properly interpret the 
information. Many mistakes in market analyses 
are not the result of a failure to collect the correct 

information, but rather a failure to discern the 
correct meaning from the information collected. 
Admittedly, any assessment of the competition’s 
intentions is ultimately an estimate. While a good 
market analysis can identify the possibilities and 
probabilities, there will always be an element of 
uncertainty in these estimates.
However, when properly focused and given 
adequate time and resources, a market analysis 
can come close to meeting these standards. It is 
important to note though that practices operate in a 
healthcare environment characterized by uncertainty. 
Uncertainty is also a fundamental attribute of 
competition. So, even if the correct information 
is obtained, there is no guarantee that it will be 
interpreted correctly or that it will not change.

Conclusion 
Gaps in our knowledge of the competition are a 
natural and unavoidable characteristic of operating 
within the healthcare industry. We must remember 
though that a competent market analysis can help 
reduce some of that uncertainty and help pave the 
way for strategic planning and business operations 
within your practice.
Nick Hernandez, MBA, FACHE is the CEO and founder of 
ABISA, LLC, a consultancy specializing in healthcare strategic 
growth initiatives. Since founding ABISA in 2007, his emphasis 
has been on developing and maintaining a strong relationship 
with physicians and identifying areas for business opportunity 
and support. He can be reached at nhernandez@abisallc.com 
or you can follow him on Twitter: @ABISALLC.  

(Strong practice leaders understand the competition  continued from page 1)
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COMPLIANCE
5 essential steps to ensure an 
effective HIPAA program
By Danika Brinda 
HIPAA Compliance is a term that is often thrown 
around the healthcare industry, but I often ask 
myself: “Is the meaning of HIPAA Compliance the 
same throughout the industry?” The answer is a 
resounding “no.”
When I walked into a healthcare organization in the 
last month, the HIPAA Privacy Officer was excited 
to tell me that they are fully HIPAA compliant and 
don’t have any on-going concerns with meeting the 
regulations. A quick review of the documentation 
requirements and auditing practices indicated that 
there were many holes in their HIPAA Compliance 
Program. As I spoke with the HIPAA Privacy 
Officer, she provided me with the tool she used 
to get to their current state with HIPAA. Needless 
to say, the tools were missing core components 
of documentation requirements and didn’t have 
specific essentials for on-going maintenance for 
compliance. This left the organization at risk 
for a HIPAA data breach or unauthorized use or 
disclosure of health information.
Trying to achieve a satisfactory level of HIPAA 
compliance at an organization can be a frustrating 
and daunting task. Sitting down looking at the rule 
can be overwhelming. Digging through the pages 
of information in a HIPAA manual or diving into 
the Federal Register can be impossible with all the 
other tasks assigned within a job. In addition, it 
is easy to want to sit down and solve the HIPAA 
compliance issue you have in one day or one week; 
however, this often leads to failure and inability 
to create a program that protects your patient 
information.
We don’t wake up one morning, decide to run 
a marathon and go out and accomplish the 
overwhelming 26.2 miles (well, most of us). 
Normally if you are going to run a marathon, you 
find a training program that lasts 16-18 weeks, 
create a plan for cross training activities within 
your training program, and ask for support and help 
along the way. That concept and mindset can be 
transferred to HIPAA compliance as well.
One of the most effective ways to properly 
implement a solid HIPAA program is creating 
an action plan for compliance and assigning 

small regular tasks to get through entire HIPAA 
regulation. It is very important that HIPAA is an 
on-going process within the organization. It is not 
just a ‘one and done’ type of regulation due to the 
nature of work that we do in healthcare and the vast 
changes within our technologies used.
To help with HIPAA compliance, here are five 
essential steps that must be taken to achieve a solid 
HIPAA Compliance Program.
1. Conduct a risk assessment/analysis: If you 
haven’t conducted a risk analysis recently, it might 
be a great idea to conduct one again soon. Make 
sure to have a risk analysis report that provides 
information on how the audit was conducted, what 
systems were evaluated and what the identified 
risks were. Remember, don’t stop there. You must 
create a risk management plan and mitigate and/or 
address all the risks identified.
2. Create, review, and/or update all HIPAA 
policies and procedures: Policies and procedures 
create the foundation for success with HIPAA 
compliance. Conduct a gap analysis on your 
policies and procedures. Look for policies that 
you may be missing or policies that don’t meet 
minimum compliance. Then ensure that your 
organization is following the policies you have 
created. Use the HIPAA audit protocol as a 
guide for the policies and procedures. It sets up 
expectations of what should be written in policies 
and procedures.
3. Provide workforce HIPAA education: 
Educating your entire workforce becomes 
an essential step in HIPAA compliance. Your 
workforce should know and understand what 
HIPAA is and the processes and procedures that 
are established within your organization, including 
understanding where the HIPAA policies and 
procedures are stored and maintained.
4. Conduct regular HIPAA audits: HIPAA 
established requirements for the regular audits 
to show HIPAA compliance with the regulation 
as well as understanding who is accessing what 
protected health information for what purpose. A 
strong HIPAA audit program can help reduce the 
risk of internal threats and external inappropriate 
access to systems. Additionally, it allows an 
organization to understand the areas where 
they might be out of compliance and make the 
appropriate actions to meet compliance.
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YOUR CAREER 
Is the honeymoon over at work?
For many professionals, that first year in a new 
job can be a “honeymoon period,” full of new and 
exciting challenges. But a recent study from Robert 
Half and Happiness Works shows that professionals 
with between one and two years on the job are 
less happy, less interested in their work and more 
stressed than those still in their first year. After 
three years or more on the job, happiness levels 
edge back up and interest levels increase. In fact, 
those with the greatest tenure (21 years or more) 
showed the highest level of interest in their jobs.
“Once they get past year one, the honeymoon 
appears to be over for many professionals,” 
said Paul McDonald, senior executive director 
of Robert Half. “After 12 months on the 
job, employees are expected to work more 
autonomously and take on added responsibility. 
At the same time, aspects of the job that at first 
seemed novel and interesting may lose their luster.”
McDonald added, “Managers should be aware 
of this second-year slowdown and take proactive 
measures to keep employees engaged. This includes 
providing stretch assignments and ensuring that 
workloads are manageable. By keeping an eye on 
it, companies can help minimize the risk of losing 
productive staff members who have already been 
through a learning curve.” 
Although managers can take steps to create a 
happier work environment, they aren’t the only ones 
who can fan the flames of employee happiness. 
When asked who’s responsible for keeping spirits 
high on the job, 25 percent of North American 
workers surveyed said it was their responsibility 
alone. Another five percent said it was all in their 
company’s hands. The majority of respondents—70 
percent—cited a combination of the two.

How to keep the spark
Robert Half offers five tips professionals can use 
to maintain their spark as they build tenure at an 
organization:
1. Find your passion. Think about your 

company’s higher purpose: How is it making 
the world a better place? For example, when 
you work at a law firm, you aren’t only 
performing legal functions—you are helping 
clients navigate unfamiliar territory during what 
is likely to be a very stressful time for them. 

2. Deepen your connections. Having friends at 
work makes every day more fun. Go out of your 
way to socialize and build camaraderie with 
those around you. 

3. Mix it up. Don’t wait for your manager to offer 
you new projects. Be proactive—talk to your 
boss about new assignments to broaden your 
skill set and contribution to the firm. This not 
only increases your engagement level but also 
your earning potential. 

4. Show gratitude. Take the time to thank 
coworkers for their help and compliment others 
for a job well done. This will brighten their day 
while also giving your spirits a boost. 

5. Sweeten the pot. Keep up with compensation 
trends and ask for a raise, if warranted, as you 
take on more responsibility. 

Nic Marks, CEO of Happiness Works says 
that “progressive business leaders have always 
understood that happier employees are better 
employees. This research shows how managers and 
employees can work together to build a happier 
workplace environment for all.”  

5. Use security technologies: HIPAA doesn’t 
mandate the use of any specific technology, but 
the use of technology can help support HIPAA 
compliance within an organization. An organization 
should working with the information technology 
department or information technology vendor 
to determine where security technologies can be 
used in assisting with HIPAA compliance. Some 

technologies may include encryption, intrusion 
detection software, or audit logging software.
Again, take the mindset of working a little one 
these tasks each week and eventually you will get 
there. Anyone can build a solid HIPAA compliance 
program that has all the necessary components of 
the regulations. Don’t wait—act now.  



“Some say they want a bigger refund to pay bills, but 
getting more money each paycheck lets you pay your 
bills faster and pay less interest as well.”

— Frank Tresnak
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MANAGING THE OFFICE 
Higher wages, better health benefits, or larger tax refunds? 
Survey looks at 2017 payroll trends
Every year, the American Payroll Association 
(APA) conducts an annual survey for National 
Payroll Week, with the goal of helping American 
employee better understand their paychecks. 
According to the APA, this knowledge can help 
employees make smarter decisions with how they’re 
paid. “Maximizing your paycheck is immensely 
important,” said Dan Maddux, executive director of 
the American Payroll Association. “During National 
Payroll Week, we teach employees to better 
understand their payroll-related benefits and how to 
use them to get the most each paycheck.”
More than 34,000 employees responded to the 2017 
“Getting Paid in America” survey, providing insight 
into various payroll and time and attendance trends 
impacting the workplace.
Here are some of the highlights of the survey:

Higher wages are more important 
than better health benefits
The annual APA survey asked, “What’s more 
important to you, better health benefits or higher 
wages?” Sixty-three percent of respondents 
indicated higher wages are more important than 
health benefits. The number of survey participants 
with this preference rose 12.5% from the 2016 
results for the same question, which indicated only 
56% of employees shared this sentiment.
“A wage increase is easy for workers to understand. 
The value is clear and immediately apparent,” 
said Mike Trabold, director of compliance 
risk for Paychex. “In 2017, considering today’s 
unpredictable regulatory environment, the same 
can’t be said for better benefits.”

Access to self-service portals 
available and appreciated
Eighty-two percent of employees across America 
have access to a self-service portal where they 
have the ability to view their pay and benefits 
information at their convenience, and most 
employees are happy to use these portals. 
“The employee experience becomes more 
personalized when individuals can access 
scheduling, time tracking, pay and other people 
oriented information at their fingertips,” said 
Lisa Sterling, chief people officer at Ceridian. 

“By taking ownership of their work-life blend, 
employees feel valued and empowered—which 
makes work life better.”
When asked if their employer provides an employee 
self-service portal where they can access pay and 
benefits information online, more than 82 percent 
of respondents stated yes. In a follow-up question, 
more than 64  percent of respondents indicated they 
prefer to access the portal via a desktop computer at 
work or at home, with laptop access and smartphone 
access also being popular methods for utilizing their 
employee self-service portal

Almost half prefer a bigger paycheck to 
a larger tax refund
Forty-eight percent of employees in America want 
a bigger paycheck rather than a larger tax refund.
Small changes such as adjusting Form W-4 can 
make a significant impact on the amount of an 
employee’s take home pay. “Make sure your 
withholdings on your Form W-4 are at the proper 
level,” encourages Frank Tresnak, business 
development manager for Symmetry Software. 
“Some say they want a bigger refund to pay bills, 
but getting more money each paycheck lets you pay 
your bills faster and pay less interest as well.”
According to the IRS, the average tax refund 
in 2016 was $2,860. Forty-eight percent of 
respondents indicated they would rather receive an 
extra $110 in each bi-weekly paycheck than a large 
tax refund. When asked in a follow-up question 
why they prefer more money in each paycheck, 37 
percent of survey participants indicated they do not 
wish to give the government an interest-free loan. 
An additional 34 percent indicated they need the 
extra money for living expenses, like rent and food.
To view full survey results, visit 
www.nationalpayrollweek.com. 



“Every employer that hasn’t yet experienced workplace 
violence thinks it couldn’t happen to them.”

— Richard Birdsall
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If you think you might hide, where? In the same 
way you identify the nearest exits when you get on 
a plane, you want to pick out locations that offer 
concealment so you don’t to waste time desperately 
looking around when you hear gunshots. 
Will you fight? In 21 of the 160 incidents between 
2000 and 2013, unarmed citizens took down an 
active shooter. What could you use? Scissors? Bear 
spray or mace? Is it handy?

Less than five minutes, 
often less than two minutes
The average Active Shooter incident lasts less than 
five minutes, which is an agonizingly long time if 
you’re confronted by violence, but far too short to 
allow you or your employees to plan how to handle 
the shooter unless they’ve preplanned. 
According to HR consultant Scott Stender, who 
has more than two decades of law enforcement 
experience, including a stint as Director of Public 
Safety for a city and three years as a SWAT Team 
Tactical Commander, “Employers need to arm 
themselves and their employees with an Emergency 
Action Plan that incorporates external and internal 
threat assessment. If they then train their staff and 
conduct timed drills, they greatly increase their 
employees’ and customers’ chances of survival.” As 
just one step, employers need to orient employees 
with a response plan for “run, hide or fight” based 
on their company’s physical layout. 

See through bad guy eyes
Do you walk by an unlocked car full of valuables 
without thinking of stealing? According to 
workplace consultant Richard Birdsall, who 
spent nine years in law enforcement, “If you 
want to protect yourself or your company from 
violence, you have to look at your workplace as a 
criminal might. Criminals see an unlocked car as an 
invitation. They’re opportunists.”
So, take a step back and view your actions and 
workplace as a bad guy might and do whatever you 
can to eliminate vulnerabilities. For example, if one 
of your employees is the only one in the building 
and her solo car in the parking lot signals that fact, 
she needs the protection of a locked door. 
According to Birdsall, here are some ways you can 
eliminate those opportunities:

 k Install lights. Darkness presents opportunities 
for criminals to hide. What changes can you 
make in parking lot and external lighting? 

 k Position staff strategically. Safety increases 
with the number of eyes on deck. Are your 
employees arranged in positions of over-watch 
or is everyone positioned with their backs to the 
public? 

 k Train staff to look alert. Do the employees 
present themselves as prepared and aware or 
unprepared and complacent? 

 k Secure the premises. How secure are your 
doors, windows, and high-value items? What do 
your windows showcase?

 k Install security cameras. The cost for security 
cameras is low compared to their deterrence 
value high.

Listen to your employees 
Sixty-nine individuals died in the 23 incidents 
that occurred in recent years in workplace 
environments. Fourteen of these 23 incidents 
involved a current employee. Four killers had 
been fired the day they opened fire on their former 
managers and coworkers. Four of the other killers 
were former or suspended employees. 
According to Birdsall, multiple danger signals 
preceded seven of the eight workplace killings that 
have occurred thus far in 2017. In other words, 
some of those deaths could have been prevented.
Do you have a forum that invites employees to 
share their concerns if they notice a coworker’s 
strange behavior? Do your employees feel 
comfortable letting a senior manager or the HR 
officer know if they’ve requested a restraining 
order against someone they consider dangerous? 
Once employees voice their concerns, do you 
listen and act? Have you trained your supervisors 
to document and report all violent and potentially 
violent acts? Does your HR officer or a third-
party consultant immediately investigate when 
an employee threatens violence or acts out in an 
abnormally aggressive manner? 

(Preventing an active shooter tragedy  continued from page 1)
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Conclusion
“Every employer that hasn’t yet experienced 
workplace violence thinks it couldn’t happen to 
them,” says Birdsall. 
Except, then it does. Are you ready?
Lynne Curry, Ph.D., SPHR, author of Beating the Workplace 
Bully and Solutions and Regional Director of Training and 
Business Consulting for the Avitus Group, consults with 
medical clinics and hospitals to provide employee training, 
physicians’ retreats and to provide other  solutions for 
workplace challenges. Her company’s services include HR On-
call (a-la-carte HR), investigations, mediation, management/
employee training, executive coaching, 360/employee reviews 
and organizational strategy services.  You can reach Lynne @ 
LCurry@avitusgroup.com, via her workplace 911/411 blog, 
www.workplacecoachblog.com or @lynnecurry10 on twitter.  

RETAINING STAFF

How to spot the employees 
about to quit and how to 
change their minds
A new study, Why Do Workers Quit?, conducted 
by Glassdoor Economic Research, finds employees 
that stagnate in a job too long are more likely to 
leave their employers rather than move to a new 
role within the company.
The economic research arm of Glassdoor looked 
at more than 5,000 job transitions1 from resumes 
submitted to the site and combined that data with 
company reviews and salaries shared by employees 
to understand the statistical impact of various 
factors on employee turnover.2

What factors affect employee turnover
Interestingly, the report found that workplace 
factors like work-life balance, senior leadership and 
the quality of compensation and benefits packages 
have no statistical impact on employee turnover.
On the other hand, high employee satisfaction, 
better opportunities for career advancement, the 
quality of an employer’s culture and values, and 
higher pay lead to better employee retention.

How to use this information
This comes as a valuable warning sign to 
employers because on average, employee turnover 
costs 21 percent of an employee’s annual salary.3

“Employee turnover is costly for employers,” 
said Dr. Andrew Chamberlain, chief economist 

of Glassdoor. And although you can’t control 
everything when it comes to turnover, Chamberlain 
suggests that there are many ways you can control 
whether employees stay or go. “Employers that work 
to improve company culture, offer competitive base 
pay, and regularly promote and advance employees 
into new roles will retain them longer.”
This information can also help your recruiting 
efforts. “These findings tell recruiters and 
employers looking to hire what to focus on to bring 
candidates in the door,” says Chamberlain. “For 
example, focusing on passive or active candidates 
that have been in their roles for quite a while or 
are at companies without a strong company culture 
could help bolster recruiting efforts.”

Respect for corporate culture increases 
employee retention
A recent academic study showed a strong employer 
brand leads to more applicants, and this study 
reveals the same is true if employers want to retain 
existing workers. A 1-star increase (on a scale from 
1 to 5) in the overall company rating on Glassdoor 
boosts the likelihood an employee will stay at their 
employer by a statistically significant 4 percent 
when they transition to their next job.
In addition, past research has shown that both 
the quality of career opportunities and culture 
and values of a company drive overall employee 
satisfaction. This study confirms that these factors 
also drive retention. A 1-star increase in career 
opportunities and culture and values ratings on 

(continues on page 10)
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YOUR CAREER

Should you ‘friend’ your coworkers on social media?
Do you “like” the idea of office friendships 
crossing over into social media?
More than seven in 10 professionals (71 percent) 
polled by staffing firm OfficeTeam said it’s 
appropriate to connect with colleagues on 
Facebook. Slightly fewer feel it’s okay to follow 
coworkers on Twitter (61 percent), Instagram (56 
percent) and Snapchat (44 percent). In contrast, less 
than half of senior managers interviewed think it’s 
fine to engage with fellow employees on Facebook 
(49 percent), Twitter (34 percent), Instagram (30 
percent) and Snapchat (26 percent).
According to the worker survey, male employees 
and those ages 18 to 34 find it more acceptable to 
connect with colleagues on social media than their 
counterparts.
Workers were asked, “How appropriate do you 
think it is to connect with coworkers on the 
following social media channels?” Their responses:

Facebook Twitter Instagram Snapchat

Very appropriate 27% 22% 20% 14%

Somewhat 
appropriate

44% 39% 36% 30%

Not very 
appropriate

16% 22% 25% 31%

Not appropriate 
at all

13% 17% 19% 26%

100% 100% 100% 101%*

Senior managers were asked, “How appropriate 
do you think it is to connect with coworkers on the 
following social media channels?” Their responses: 

Facebook Twitter Instagram Snapchat

Very appropriate 4% 2% 5% 2%

Somewhat 
appropriate

45% 32% 25% 24%

Not very 
appropriate

28% 41% 39% 36%

Not appropriate 
at all

23% 25% 32% 36%

Don’t know/ 
no answer

0% 0% 0% 2%

100% 100% 101%* 100%

*Responses do not total 100 percent due to rounding.

“While the lines between our personal and 
professional lives continue to blur, not everyone’s 
comfortable connecting with colleagues on digital 
channels,” said Brandi Britton, a district president 
for OfficeTeam. “Before friending or following 
someone, check if that individual has other 
coworkers in their networks. When in doubt, let 
fellow employees make the first move online.”
Britton added, “Interacting with colleagues on 
social media can help build stronger relationships. 
But it should be done with care—you might not 
want to share everything with work friends that you 
would with closer personal contacts.”
OfficeTeam offers the following don’ts when 
connecting with coworkers on social media, along 
with advice for what to do instead:

Don’t Do This Instead

Add everyone you 
work with to your 
social networks

Be selective. If a colleague’s connections are 
limited to a few office buddies, sending an invite 
could be overstepping your boundaries.

Reject a coworker’s 
friend request

Explain that you prefer to keep your account 
limited to personal use and suggest connecting 
on a professional networking site like LinkedIn. In 
some cases, it may be best to accept the offer so 
you don’t offend the person. Adjust privacy settings 
to control what information he or she has access to.

Post updates or 
photos that reveal 
too much

Use your best judgment when sharing. Not every-
one needs to know what you did last night, and 
certain topics can come across as unprofessional. 
Remove questionable images from your profiles.

Interact with people 
in your network 
only when you need 
something

Pay it forward by helping your online contacts and 
show support for their personal interests. You may 
discover things in common you can bond over.
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Glassdoor raises the odds that employees will stay 
at their companies when moving into their next role 
by 5 percent, respectively.

Increased pay, increased likelihood of 
retaining employees
Salary continues to be an important part of an 
employee’s decision to move into a new role. 
According to the study, when changing jobs, 
employees earn a 5.2 percent pay increase on 
average when they make a job transition. The 
statistical analysis in this study found that a 10 
percent increase in base pay increases the odds an 
employee will stay at the company by 1.5 percent. 
“While it is important to provide upward career 
paths for workers, a simple job title promotion may 
not be enough,” says Chamberlain. “Maintaining 
competitive base pay is an important part of 
reducing turnover. And for recruiters, understanding 
competitive market value for potential candidates 
could be the difference between making the hire 
and losing the talent to an internal move within 
their current company.”

Job stagnation leads to turnover
While the average worker spends 15 months 
in one role, employees differ when it comes to 
the industries in which they work. Workers in 
government (18.6 months), aerospace and defense 
(17.3 months) and media (16.9 months) spend the 
most time in their roles, while employees in real 
estate (13.3 months), biotech and pharmaceuticals 
(12.7 months) and construction, repair and 
maintenance (10.6 months) turn over more quickly. 
Stagnating in a role too long can impact retention. 
Adding an additional 10 months in a role increases 
the chances of an employee leaving the company 
for their next job by 1 percent—a statistically 
significant finding.
1 In this study, a job transition is defined as any time an 
employee lists a new role on their resume, including internal 
moves within the same company and external moves to a new 
company. 
2 Based on 5,006 job transitions extracted from resumes shared 
on Glassdoor between 2007 and 2016. Data analysis completed 
as of November 1, 2016. Full study methodology: https://www.
glassdoor.com/research/studies/why-do-workers-quit
3 Center for American Progress Issue Brief, November 2012  

(How to spot the employees about to quit  continued from page 8)

Tested Ways to “Ease the Squeeze” on Practice 
Revenue and Cash Flow to Achieve Increased 

Profitability and Improved Service to Patients
Are declining reimbursements, tougher collections, increasing costs, and 
growing bad debts “putting the squeeze” on the revenue and cash flow 
of your medical practice? If so, you are not alone!

In these uncertain times, medical office managers are under greater 
pressure than ever to maintain a steady stream of practice income 
by improving revenue cycle management from initial patient intake 
to collecting payments and following up on denied claims.

But where do you start?  What steps do you take to improve revenue 
cycle management?  How do you identify the processes and 
procedures that need improvement?  In fact, what is revenue cycle 
management?

You’ll Get the Answers You Need at this November 16 Webinar

WEBINAr ANNouNCEMENt

To register, go to www.medicalofficemgr.com or call 1-888-729-2315

When: Thursday November 16, 1:00 p.m. EST (10 a.m. PST)
Duration: 60 minutes
Price: $197 for Limited Access
Presenters:

How to Improve the Revenue Cycle Efficiency of Your Medical Practice

Andrew Davis 
Manager, ECG

Kevin Don 
Manager, ECG

Make no mistake:
The techniques explained in this webinar are critical for achieving dramatically 
improved revenue and cash flow. These are the techniques that are working for 
practices all over America. Now they can work for your practice.

Free 
for Medical 

Office Manager 
Premium 
Members

http://www.medicalofficemgr.com/category/topics/upcoming-webinars/


When an employer is aware of possibly-unlawful 
conduct, it has a legal duty to investigate and promptly 
remedy and problems.
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HARASSMENT
Employment law update: The Weinstein edition
By Mike O’Brien
Your news feed, like mine, has exploded with 
references to someone named Harvey Weinstein 
for the past few weeks. What’s up? Weinstein is a 
well-known American film producer and former 
film studio executive. He and his brother co-
founded Miramax, which produced several popular 
independent films. Several women who have 
worked with/for Weinstein have accused him of 
various forms of sexual misconduct, ranging from 
rape to requests for sexual favors to inappropriate 
comments. Many of the allegations involve 
workplace-related behaviors and, because of his 
success, wealth, and power in the entertainment 
industry, many felt obligated to comply with or at 
least not complain about his alleged misbehaviors.
The recent news is reminiscent of other past high 
profile discussions of the same general topic…
Donald Trump grabbing you-know-what, Bill 
Clinton not having sex with “that woman,” the 
dangers of accepting mixed drinks from Bill 
Cosby, and the whole Clarence Thomas/Anita Hill 
Supreme Court confirmation battle of the 1990s.
Now, as in the past, the headline news is providing 
another teaching moment when employers can talk 
to employees about inappropriate behavior and 
harassment on the job. Maybe you should seize this 
opportunity to have this important discussion with 
your employees? Why? Keep reading.

The hashtags #metoo and #Ihave
These hashtags also are appearing all over my news 
feeds. The #metoo hashtags are a collection of 
very disturbing stories from women who say they 
have suffered sexual harassment at work or various 
forms of sexual predation. The #Ihave hashtags 
are some stories from men admitting to sexual 
misbehavior and apologizing for it. There even are 
#metoo stories from male victims. Accordingly, this 
is an issue that likely is on the minds (and on the 
social media) of your employees right now. Your 
employees are talking about these very issues right 
now. There may never be a better time for you to 
talk with them too. You have their attention.

What the law says
We should all know this by now, right? Federal law 
prohibits discrimination and harassment based on 

race, color, religion, age (40 and over), sex, gender, 
sexual orientation, gender identity, pregnancy, 
disability, national origin, ethnic background, 
genetic information (including of a family 
member), military service, and/or citizenship. 
Harassment is unwelcome or unsolicited verbal, 
physical or sexual conduct which interferes with 
an employee’s job performance or which creates an 
intimidating, hostile work environment. Examples 
of possible harassment include:

 k questions or comments that unnecessarily infringe 
on personal privacy, or offensive, sexist, off-color 
or sexual remarks, jokes, slurs, or propositions or 
comments that disparage a person or group on the 
basis of characteristics protected by law;

 k derogatory or suggestive posters, cartoons, 
photographs, calendars, graffiti, drawings, other 
material, or gestures;

 k inappropriate touching, hitting, pushing, or 
other aggressive physical contact or threats to 
take such action, and

 k unsolicited sexual advances, requests, or 
demands, explicit or implicit, for sexual favors.

When an employer is aware of possibly-unlawful 
conduct, it has a legal duty to investigate and promptly 
remedy and problems. An employer can be held 
financially responsible for violations of these laws.

There are many faces to the problem
By the way, this is not just woman vs. man stuff, 
although many claims are framed that way. 
Today, claims of workplace harassment are filed 
with federal (Equal Employment Opportunity 
Employment Commission- EEOC) and state 
agencies by men against women, by women against 
men, by women against women, and by men against 
men. See various EEOC reports found here and here. 

EEOC report questions employer anti-
harassment efforts
The EEOC also recently issued a report suggesting 
that employers should consider taking a different 

http://www.sltrib.com/news/2017/10/18/gehrke-as-metoo-seeks-to-end-the-silence-around-sexual-assault-heres-my-story-and-how-i-think-we-can-all-help/
https://www.eeoc.gov/laws/types/sexual_harassment.cfm
https://www.eeoc.gov/eeoc/newsroom/wysk/enforcement_protections_lgbt_workers.cfm
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approach to preventing harassment in the 
workplace. The report, resulting from an EEOC task 
force study over 2015-16, notes that despite ongoing 
employer efforts, harassment claims remain a major 
problem in today’s workplaces. Thus, the report 
says employers should “reboot” their prevention 
efforts. The report calls for a renewed commitment 
from management to provide a respectful workplace 
without harassment, development of better policies 
regarding reporting and investigation, and an 
investment in effective training. The report says 
the best training focuses on preventing harassment 
rather than limiting liability, and suggests that live, 
plain-language and interactive training is best. You 
can read an executive summary of the report here 
and read the full report here.

What should an employer do?
To prevent harassment and discrimination and 
minimize legal risk, I tell my employer clients to 
focus on five basic goals:
1. Have clear policies regarding professional 

workplace behavior with effective mechanisms 
that encourage employees to raise issues and 
complaints;

2. Conduct employee/supervisor training, focus on 
establishing a workplace of civility, respect, and 
effective communication, and remember that 
supervisors must set a good example;

3. Try to head off possible problems proactively 
by investigating complaints and enforcing 
policies; deal with the “aftermath” to minimize 
the risk of retaliation claims; 

4. Be consistent in decision-making and carefully 
document the same; 

5. Focus on job relatedness—that is qualifications, 
demonstrated job performance, skills, etc., in 
decision-making, not on factors such as sex, 
race, etc.

What should an employer do?
Harvey Weinstein made movies, but the 
misbehaviors he is accused of also are real life 
problems in most workplaces today. As employers, 
we all get the chance to write the positive ending to 
this particular story, so get to it.
Disclosure: These updates are merely updates and 
are not intended to be legal advice. Receipt of this 
information does not create an attorney-client 
relationship.

Mike O’Brien is an experienced and accomplished 
employment attorney, media lawyer and courtroom litigator. 
He is listed in “Best Lawyers in America” for First 
Amendment (news media) law and employment law and in 
“Who’s Who Legal USA” as one of the country’s leading 
attorneys in management employment law. He was also cited 
in the 2007 editions of “Super Lawyers” for media law and 
“Chambers USA” for labor and employment law.  
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