HILL I ADVISORY NEWS

“Working with the human side of business’

Workplace Assessments
“ Managing Conflict in the Workplace ”

Workplace Assessments are becoming a popular tool of the late 90's within proactive organizations. An
Assessment is an effective method of measuring what is happening in your workplace. Problems can occur in a
department, a division or throughout the entire organization. To maintain a positive working environment - care
must be taken to ensure conflict is managed in an appropriate manner. Conflict isnecessary - rather positive
conflict is necessary - for creative growth!  Therefore, how organizations handle conflict is important for the
organization and the employees! ..........

*  Doesyour organization alow conflict toexcalate?  Doyou try tointerveneearly and addresstheissues in aconflict Stuation -
that harassment doesnat inevitably fdlow the Stuation or event? If thereisintervention - isit sucoessful or doesit further
exaatetheconflid? How many Stuationsoocur in your wor kplacewhereco-wor kersdon't pesk toather coworkers? How
many dhiftsarejuggled toensurethat oartain individuasarekept apart?

Workplace Assssaments look at the working environment through theeyesof your enployess The Assessment captures
‘the good, the bad and the ugly’ about your working environment. It allows you the opportunity to fix the ‘little
and ‘nat olittle  problams that plague any organization and cause morde to giral dommwards  Once  you
determine where the Workplace Asssssment nesdsto oocur - thenext sepistodetermine how it should be conducted and
who shauld conduct it.

“Internal” Workplace Assessment

A team of Assessorsfrom within the organization (Human
Resource and possbly man ent/union daff) are
sHetted. Interviewsthen ooccur with thegtaff from theunit,
divigon or organization. Condugonsaredrawn bassd on
the information cdllected ...... and an appropriate action
plan isidentified to a3 with corredting the prablems.

The'up’ ddetothisisthat your own saff partiapate, your
ood is limited and everyone knows the le invaved.
The ‘down’ sdeisthat ance the Assessors are gaff and
everyoneknowseveryone- obLect_ivity isdifficult!! Alsothe
content and _aopr_oaoh to gathering the information

and the confidentidity of the information recaived ..... &
al sugpedt. Trug or lak of trug can have mgor
implicationsin thevalidity of an Assessment!

“External” Workplace Assessment

A team of Asessrsfrom anather organization is sHedted
to condudt theinterviens These Assessorsarenat knoan
to the employess  Recommendations are provided basd
on theinformation gathered.

The ‘up’ sdeto thisisthat the employeesinterviewed do
not percaveany ‘bias and have confidencethat an outsde
ource providesmore dbjectivity and confidentiality. The
‘down’ gdedf thisapproach isthat theemployessmay fed
morenervousinitially about bengintervieved. Thecods
for doing an Assessment can vary, as can the timeframe
involved. Some‘Assesrs aren't necessarily killed inthe
product they are sdlin? - and the end reult can be less
meaningful or pradtical for your organization todeal with!

To Ensure Success With Your Workplace Assessment - Always Remember:

Condud interviewswith all or asmany of the*affected’ daff aspossble (Do nat jud interview ‘vountears  as
that increasssthedivison within the‘affected’ group.) Condud them over ashort period of timebefore daff
havethe opportunity to comparenatesand bring hidden agendastothe process

Check out referenceswhen hiring outdde or ganizationsto conduct an Assessment.

Organizationaly - kegp an ‘a arm’slength’ approach toinareasethesnse of confidentiality.

Donat begn a Warkplace Assessment if you have no intention of  fdlowing through with the results An
Assssment impactson your employessin adramatic manne inareesing ther bdief that the or ganization wants

to improve the environment in thar particular work area.

FAILURE TO REACT TO THE

RECOMMENDATIONS WILL ONLY MAKE THE STUATION WORSE!
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What is the reason for sharing

statements between the Complainant and

the Respondent in

a harassment

investigation?

*

After you have developed the
statements, it is appropriate to
share them because you have
recorded the facts and hopefully
have not included any comments
that are slanderous.

The Respondent needs to be
aware of the entire allegations. If
you have misinterpreted the
allegations, that would leave the
Respondent wondering what
youd missed and what might
surface later against him/her, etc.

The Respondent needs to have
due process, and that does not
occur unless the full statement is
shared. The reason you share the
Respondent’s statement with the
Complainant is, so again, the full
information is shared between the
parties. If resolution becomes
something obtainable later on,
having the full story on both sides

Our appreciation goes out to the
folowing dientsfor all ther hdp and
assgance with various events over the
lagt few monthd

* * * % *

Thank you to Donna Cargill at the
Regina Health Didrict for coordinating
the Harassment I nvedtigation
workshops. We had agreat timel

* * % * *

We enjoyed our return vist  to
Correctional Services Canada (Atlantic
Inditute) in  Miramichi, New
Brunsamick. AnnaGagton, onceagain,
did awonderful job of coordinating the
Harassment Prevention and Conflict
Resolution training for management
and gaff .

* * % *x %

It was a pleasure returning to Shilo,
Manitoba to conduct our Harassment
Investigation and Resolution
workshops for the Department of
National Defence. Special thanks go
out to Major Gerry Johnson and

.P Douglass. As usual, we had
lots of fun with the gaff at DND!

Sometimes, misunderstandings are
at the root of a complaint. If the other
side can be viewed in written form
(which tends to be less personal),
it allows time for reflection, and a
person’s viewpoint may change.

* * *x % %

Q. What do you do in a harassment
investigation if a withess doesn’t want to
sign their statement?

*

See if you can find out what the
reason is. Did the witness say
something to you he/she now regrets
and now doesn’'t want to see It in
print? If so, the evidence cannot and
should not be changed. Is the witness
fearful of repercussions? See if you
can ease hislher concerns.

1999 Public Workshop
Schedule (tentative)

“ Harassment Investigation”
“ Harassment Resolution”

(3days)
(2days)

11-15
2 -26
26 -30
14-18
13-17
25-29
15- 19

&. John's Nfld
Edmonton AB
Sakatoon SK
Ydlowknife NT
Calgary AB
Halifax NS
Whitehorse YK

Jan.
Feb.
April
June
Sept.
Oct.
Nov.
“Resolving Workplace Conflict” (2 days)

Feb. 15& 16 Edmonton AB
May 3& 4 Saskatoon K

(Regigter early and save $5%)

EARLY
BIRD

g g "€ E
SPECIALS

Phone/Fax
Janet in Calgary at:
(403) 254 - 0462

* * * % *

A direct quote from the Boss

“We passed over a lot of good people
to get the ones we hired!”

If you simply can't find out
what the reason is for the
refusal - mark the statement
“WITNESS REFUSED TO
SIGN”. Then document every-
thing youdid to try to obtain
the witness’s signature.

* * % * *

Q. What if a harassment investigation
witness | want to interview is on sick
leave? What do | do?

* If it is crucial you speak to the
witness, try and arrange
approval from the doctor,
psychiatrist, etc.

If a witness is away from work
due to stress, ask the doctor,
counsellor, etc. to attend the
interview with the witness.

If a witness is too unwell to
attend an interview (i.e. heart
attack, etc.) and the doctor does
not give approval, delay the
investigation - if the person is a
key witness.

Even though Cam Hill & Associates
are condantly on the move - you can
alwaysget in touch with ud!

*  Edmal: camhill@rbsmpaticoca
*  MalingAddress 5/B ApdelLane
Winnipgg, Manitdia R2ZY 239

FaxPhone  (24) 831- 7661
or vigt us a our web-gte
www.saskgtar.sk.ca/cam/

Editor’s Corner I

E-mail theEditor (Donna)
with your questions, comments,
suggesionsor mailing address changes
*  dg.chambers@mb.sympatico.ca
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