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Revised-9Form |

On Aug. 1, 2023, U.S. Citizenship and | mmigrat.
For#@,| Empl oyment EIligibility Verification (PDF,
form i s a checkbox evmeplidyyercsane rurscel Iteod iindiE at e t
Il dentity and empl oyment authorization documents
t he Department of Homel and Security (DHS) descr
The Feder al Register document provides an al ter
exami ne-9Fa@romulment s, instead of the current requ
person. To participate in ®hdocemenésex-amenat he
authorized alternative proceduVeer,i feymp | eoxyaemmisn emuasn
copies of all documents, conduct a |ive v-ideo I
Verify case if the employee is a new hire.
Empl oyers who wer &epartyi ainglatcirreqatierd B case for
documents were examlfefdl @xirbhinlgi tCiO&d4 D( March 20, :
choose to use the new alternative procedure sta
document examination requirement by Aug. 30, 20
Verify duri-n fthexCOVI Dt i e spemussotn cpohnypsliectael aenx ai nmi
30, 2023.
—~— The revis®&d Form |

1 Reduces Sections -4di daed 2he¢eot

T I's designed to be a fill abl e

mobil e devices;

1 Moves the Section 1 Preparer

Certification area to a separ

t hat employers can provide to

necessary,;

f Moves Section 3, Reverificat

standal one suppl ement that em
when rehire occurs or reverification is requir
1 Revises the Lists of Acceptable Documents page
as guidance and |inks to information on aut oma
documentati on;
i Reduces Form instructions from 15 pages to 8 p
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T I'ncludes a checkbox allowing empl-8ydosument ati
remotely utadiehoai K8 alternative procedure r at

The revi s®d( &dirtmi dn date 08/ 01Lk238»o.ngioAvd g .bel,pu2bl?2
Empl oyers can use9t fedcuroentdaFer mOf 21 /St A)r tti mrgo
Nov. 1, 2023, all empl oye®fs mursde utshee trmew nfeom rk oi
will send out an Alert with the 1| ink.

Empl oyer Budgeting Ti me

This is the time of year when many employers ar
business and human resources I sGna éxmeptioostal
about your needs for next year. Whil e this is
does give an organization the opportunity to th
and management development, as well as actions
year .

Budgeting for salaries and compensdthuwdgaeats. aOd vai
organi zations need to consider a variety of fac
fo

chall enges, such as af rdability and business
1 According to Wil#& ilsatTeoswte o4
Budget Planning Survey, etin
average increase of 4% i n fr
the actual increase of 4 umb e
remains higher than the == jse b
in 2021 and years prior.

1 Mercer has also done res"™ t he
the average salary incre g t he

4.4% in 2023. = = |
-
_ N r“
T Then BvavhGallendaevage gr owt

for Q2 of 2023, with man \‘tici
hi gher pay increases in 2024 to supplement | os
value from high inflation in the previous year
salary increases of 3.8% on average in the Uni
2023 cliomclked 4% accor&iswwgr teoy .t hGosi yggairnt o 2024,
are planning on salary increases of 3.8% on av
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https://www.uscis.gov/forms/all-forms?sort_bef_combine=sticky_ASC&query=I-9&ftopics_tid=0
https://www.payscale.com/payscale-index

Beyond salaries there are a variety of other HR
wel come the opportunity to help you estimate co
Out sourcing some of your project work can save

energy on items that only y-ouieahedoouWsoseei nhhp

Some of the projects that we specialize in and
F 9 Pay or salary research or sa

T I nternal i nvestigations wher
sensitivity is a must

9 Devel opment or revision of e
policy manual s

9 Drafting job descriptions

9 Developing an incentive plan
program to actual employee or

T A survey of your employees t

on workplace practices, polic

f§ Training programs that i ncrease supervisory/ ma
team building, provide awareness of harassment

g I'f this is the year that your employee count w
thresholds that changes your compliance requir
etc.), we can help you meet those new requiren
There is no charge for any memlaed offt oownul dt dfef o

talk with you about your Human Resource pl ans.

Conducting A Comprehensive Skills
Future Chall enges

The e@&hamging economic, environmental, and geopo

traditional business models and practices. As a

compete effectively in the marketpl ace.

Hel ping your organization adapt to the chall eng

responsibilities of HR practitioners. To achiev
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crucial task. This analysis allows HR professio

and assess the skills they wil!/ need in the fut
The goal is to bridge your gaps. A skills gap a
required for various tasks or roles within the
possessed by employees. By wunderstanding the ga
HR professionals can work to bridge those gaps
using outside partners, educational options, or
Conducting a skills gap an T ’ . 1) es
management questions, unco Fﬁhﬂ g
and strengths, and pave th = >d e
and productivity. Given th | »fooot
wor kpl ace and increased pr 5, ot
analysis should be a top p "gan
Though there is no perfect ga
analysis due to variations any
professionals recommend <co 5 1S
annually or whenever new p ed,
new hires join the organi z ‘ l ys
valuable insights, new emp. ocycco o ‘ : 1 I ve
Ssix months to acclimate to their roles.

I nitiating a gap analysis can be daunting,-tas H
-day tasks, managers are concerned about product
exercise with suspicion. To minimize these chal
understanding of the organization's mission and
stakehol der s.

The gap analysis should not be about individual
i's a tool used for planning and budgeting based

Here are key steps to conduct a skills gap anal
depending on your organizational needs) :

l1.Conswlith senior | eaders and managers to unders
trends that wild/@ shape future skildl requiremen

2 . Examicuerent staff functions and skills by rev
empl oyee surveys.
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3.Decihdoew to close the identified gaps, which ma
pursue continuing education and certifications
organi zation.

4.1 mpl eméret pl an while keeping the budget i n mino¢
to learn new skills. (Please remember al most a
5.Measuwmma report the results, allowing staff to
your activity and success are important pieces

6 .Repetate analysis as a regular part of the orga

alignment with changing needs.
Leveraging technology can str
HR platforms can empower empl
gaps and devel opment opportun
and build valuable skills for
Avoiding common missteps, suc
del ving beneath the surface t
job functions, and failing to
about the analysis revealing
for a successful skills gap a
Conducting a comprehensive sk
inval uabl e exercise that equi
necessary skills to thrive in
chall enges. Bridging the gap between current sk
contribute to a stronger, more agile, and compe
Edi 8oNoReski |l ling, Upskilling, and Cross Skill i/
where you need them to be. According to Manpowe
57% of emplpauyesaeas nmrerai ning outside of work. Th
compdryd training programs don't provide them wi
their careers, or help them stay competitive in
are taking it upon themselves to seek out educa
mar ket pl ace employers wil/l need to be more invo
of employees to have the necessary skills you n
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Navigating The Distinction Betwee
When faced with the task of -tfhiilnlkiinnggy oopregma nji azba tp oo
qgualified applicants to approach them. |l nstead,
However, initiating a conversation with empl oye
"poaching," a term that carries negative connot
hunting practices. While poaching talent isn't
Poaching involves intentionally persuading empl
Organi zations fear |l osing their employees to co
productivity dips while searching for repl aceme
empl oyees enticed solely by better monetary inc
current rol es.

On the other hand, recruiting is a common and |
strive to attract top talent, which often means
significantly to other organizations. Competing
and making direct invitations to | earn about on
As mpoonrmpet e agreements are

prohibited in many states, ach
known contributors is incr 5sin
boundaries, and r edmasicn onsiun

agreements and confidenti a at
empl oyees may carry over f

empl oyers. Recruiting shou ing
empl oyees solely to gain a ry
or trade secrets This con emp
and could lead to |l egal <co t h
empl oyee. The focus shoul d i nd
who genuinely possess the 1d a
t he or g#&nivadtuiesn and cul tur

When recruiting, it's essenti al to diversify th
Overly targeting individuals from a single comp
concentrate on specific skill sets or industrie
negative reactions from competitors.

To I'imit the risk of |l osing employees, business
competitive salaries and benefits is crucial, b
significant. Providing flexibility i#dewoagk camr a
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enhance |l oyalty and reduce susceptibility to re
feedback to identify areas for i mprovement and
val uabl e talent.

I f faced with an employee being recruited by an
situation professionally and respect the indivi
Conducting exit interviews can provide insights
Organi zations may also find this an opportunity
radar .

Ultimately, maintaining an ethical recruiting p
wor kforce while respecting employees, industry

Supervisors Are Our Leader

Are you prioritizing supervisory devel opment at
doin believe us | ook at what the experts are say.]

AccordiHagvamd Busi,nefsrsonReviineew | ea@@@%somaé&de up 50
organi@& ammhamaagement ranks. Frontline | eaders dire
wor kforce in many organizations, and -6dfnorf| y hce
fail within their first couple of years.

And thenFohlkeeeni 8023 more tha
|l eaders need to be | ess strat
human experts. Leaders need t
people do what they do if the
act differently. Leadership i

i nfluencing of behavidor al <cha
influence outcomes; they infl

ways that drive outcomes. Beh
a | eader.

Organi zations that promote a
have a distinct advarmdt.age ove
Organi zations with strong sup
benefits |ike a positive work environment, high
wor kforce with |l ongevity.

Our ®extctess for Supdadrewinesr SePpdreimbxer 7t h and we
enroll your new Supeetr vosfoorreenboerdeagi.nf or mati on. V
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https://hbr.org
https://forbes.com
https://hranswers.com/events

program scheduled in October for those who may
supervisory role. This webinar is designed for
You can | Baerme more

Signs Of A Toxic Péadr dagmo¥cecu Sh
Toxicity in the workplace can take many f or ms.
I's a severe problem that can |l ead to | oss of mo
many adverse effects, including decreased produ
costly Ilitigation. I f |l eft unchecked, toxicity
you can spot these symptoms and deal with them
9 Reminding you of your past mistakes to keep yo
1 Reaching out when they want something or need
from them
f Putting people down to feel better about t hems
T Acting superior and entitled
M Lack of responsibility for themselves
9 Lack an understanding of the boundaries of oth
1 Lack empathy
9 Leaving you feeling emotionally exhausted afte
encounter with them
§ Trying to control you by guilt tripping
1 Rarely apologizing
T Jeal ousy
1 Backhanded compli ments
T Need to be right
T Of fensive
1 Defensive
T Frequent wunproductive conflict with others
T And there are others
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https://hranswers.com/events/before-you-say-yes-to-the-promotion/

