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CHAPTER 1

Where to Find Seasonal
Workers



Where To Go 1o Find The Best
Hourly Employees

Hourly employees are in demand across the nation. How do you find hourly

employees that are motivated and committed to your company’s success?

Start by understanding the state of hourly employment. Contrary to popular belief,
hourly employees are not just young people looking for experience and some

spending money.

“While many employers aim recruiting messages only to younger people, about
one-third of these workers are actually 25-44; slightly less than one-third are 45 or
older.” says Mel Kleiman, President of Humetrics, a recruiting software company.
“Many employers also recruit for full time positions when many hourly workers

would prefer 30 or fewer hours per week.”

Hourly employees come in all shapes and sizes— some need full time work, while
others need a little spending money. As a manager, you need to adjust your tactics

accordingly.

In this post, I'll share where to find hourly employees, and how to convince

them to come work for you.

Where to Find Them

In 2012, there were 5.3 million hourly workers, roughly 60 percent of all
wage and salary workers, according to The Bureau of Labor Statistics. That’s a

huge pool of people, but how can you find the good ones and give them a job?


http://hiring.monster.com/hr/hr-best-practices/small-business/hiring-process/find-good-employees.aspx
http://www.bls.gov/cps/minwage2012.htm

There are tons of strategies, though some are more likely to result in motivated
employees than others. We’ve researched the best places to find hourly employees

and compiled the pros and cons.

Friends, Connections, Referrals

Referrals from friends, family, and professional connections are a great way to find
employees. When you have open positions, ask around to see if anyone is looking
for work, or knows someone who is. Post the job on LinkedIn, send out a few

emails, and post a status on Facebook.

When you get referrals, you’re getting prospective employees that are verified by
someone you trust, and it can save you time, money, and headaches. Referrals cut

out a large part of the complicated hiring equation.

Pros:
¢ Employees are verified by someone you trust.
« You don’t have to pay job sites or recruiters for help.

« (Can potentially save time.

Cons:
¢ Could turn professional relationships and friendships sour if new
employee does not meet your standards.
« Potential for favoritism and letting employee “off the hook.”

¢ Risk of hiring unqualified candidates.

Online Resources

Everyone’s online, and the internet 1s the first place many turn to for job

opportunities. In fact, x number of people found their current job using the ‘net.

Here are some online resources to check out:



Craigslist
Craigslist 1s so-so for finding full-time, salaried employees, but it’s the perfect place
to find hourly employees. Those hiring in the hospitality, beauty, and for general

labor are sure to have good luck on Craigslist.
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Pros:

« Tons of potential employees are looking for jobs on Craigslist.
« You don’t have to pay job sites or recruiters for help.

 Craigslist is best for hourly work, which is what you need.

Cons:
e Prospective employees are not verified, and it can be ditficult to
decipher who’s really good.
e Too many candidates apply for the job and flood your email inbox.

« (an potentially take a lot of time.


http://craigslist.org/

LinkedIn

LinkedIn 1s a professional social networking site that has a whopping 364 million
members. In the past several years, LinkedIn has become the go-to place for
everything job-related, making it a great place to find both full ime and salaried
employees.
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Pros:
« Easy to post jobs to the platform.
« Job candidates often share a connection with you.

« LinkedIn is a go-to site for those hunting for jobs.

Cons:
e Most people on LinkedIn are looking for full-time, salaried positions.
LinkedIn doesn’t cater to the needs of hourly employees.

« You have to pay for job listings.


https://www.linkedin.com/
http://www.statista.com/statistics/274050/quarterly-numbers-of-linkedin-members/
http://www.statista.com/statistics/274050/quarterly-numbers-of-linkedin-members/

Monster, Indeed and Other Big Job Sites
Monster, Indeed, and other big job sites cater to hiring managers like you. They’ll

help you get your job posting out there, and they are trafficked by those on the hunt

for employment. These big sites have the ability to get your job in front of the

masscs.
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e Gets your job in front of a giant audience.

« Provides a platform for sifting through candidates.

« (Can potentially save time.

Cons:

»  You have to pay for job postings.

« Lack of control over who sees your postings.

College Career Centers

College career centers have access to amazing hourly job candidates because they

serve students, recent grads, and seasoned alumni. Many search for hourly


http://www.monster.com/
http://www.indeed.com/

opportunities in the form of summer and seasonal jobs, or part-time work that can

help put them through school.

Pros:
¢ Employees come from a career center you know.
« You don’t have to pay job sites or recruiters for help.

« (Can potentially save time.

Cons:
« (Candidates may be looking for full ime employment or seasonal work
rather than hourly opportunities.
e The university has a limited network, not a giant one like big job sites.

Job Fairs & Events

In person and virtual job fairs and events are excellent ways to meet prospective
candidates. You’ll get to meet them face to face, rather than through a resume, and
you can go to events that target the kind of employees you want to hire, such as
veterans or college students. Networking nights, college job fairs, music festivals, VA

job fairs, and sporting events are all options.

Pros:
e Meet prospective employees face to face rather than through a
resume.
« Requires preparation and can be time-consuming.
« Allows you to target a certain demographic (e.g. veterans or college

students).

Cons:
« Limited by the quality and quantity of job fairs and events offered in
your region.
« Attendees may be looking for salaried work rather than full time

employment, depending on the event.



Bonus: Snagajob
Our friends over at Snagajob develop innovative tools to help hourly workers and
employers connect with each other. As an employer, it’s a great tool to use to

find the best hourly workers out there. Give it a try!

How to Get Hourly Employees

Now that you’ve found some good sources for hourly employees, now you have to

convince them to come work for you. They may have lots of options, so you should

try to set yourself apart with what you can offer.

Here are some creative strategies for getting hourly employees to work for you:

Make ‘em Come to You

Do you think Disney has a problem recruiting employees? They don’t because

everyone wants to work for them.

You need to create a magnetic company culture that makes employees want to
work for you, even if they’ll only serve you on a part time basis. You can do this by
offering social outings and activities, paying well, and offering opportunities for
growth and advancement. Don’t underestimate touting the way your team works
either. Are you using an employee scheduling software? Do you have new POS

systems? All of these factor in recruiting new employees.

‘T hunk Like a Marketer

Marketers constantly assess their audience, and craft materials that will lure them
in. When you’re recruiting hourly employees, think like a great marketer. That
means you not only need compelling job descriptions, but need to think carefully

about promotion.


http://www.snagajob.com/
http://wheniwork.com/blog/a-guide-to-creating-a-company-culture-that-sticks/
https://wheniwork.com/employee-scheduling-software

Many hiring managers launch campaigns to get employees. For example, Iraser
Health and Earl’s both created successtul social media campaigns to recruit hourly

workers.

Create a Job Hotline

Catch prospective employees when they’re looking for you, even if they’re perusing

at three in the morning;

“Install a 24-hour job hotline and include it in your job postings,” wrote Mel
Kleiman on Monster.com. “It can be as simple as an answering machine or as
sophisticated as a fully automated interviewing system. With a 24/7 system, you’ll
see an increase the high-quality applicants by 30-50% or more.”

You can use a virtual phone system like Grasshopper or Switch.co to easily set up a

hotline.

Find the Best Hourly Employees

There are enough hourly employees out there. The key is to get them working at
your business. If you visit the sources and try the strategies in this post, you’'ll be

well on your way to finding committed and motivated hourly workers.


https://www.jobcast.net/hiring-hourly-workers-the-myth-vs-the-reality/
https://www.jobcast.net/hiring-hourly-workers-the-myth-vs-the-reality/
http://hiring.monster.com/hr/hr-best-practices/small-business/hiring-process/find-good-employees.aspx
http://grasshopper.com/
https://www.switch.co/

CHAPTER 2

How to Attract the Best
Seasonal Workers



How to Attract the Best Seasonal
Workers

Attracting top talent to a seasonal position can be a tall order, and when it comes to
your busiest times of year it’s crucial to have the right number of people as well as
the best people you can on staff. Hiring for these positions comes with the added
challenge of making decisions quickly and often that means less vetting of potential

candidates before hiring them.

Create a full-proof recruitment strategy using the four tips below to ensure you are

attracting top talent at the outset, and create your best rotation of seasonal staff

yet.

'Tout your technology.

Especially if your seasonal staft’ skews younger. Gen Z, entering the workforce now,
expects to have technological solutions. Use digital communication tools or
scheduling software, so employees can stay up-to-date on important
announcements and their schedules— all from their phones. Don’t forget to
embrace technology in the hiring process as well. Make sure that you give people
the option to fill out the application on their phones to increase the volume of

potential candidates.

Allow room for growth.

Don’t limit a seasonal employee to one season. You can attract highly motivated
seasonal workers if you are up front about the possibility of turning it into a full-
time position. If a prospective employee is interested in working for your business,
they will get their foot in the door any way they can. Advertising the possibility for
growth will help attract those that would like to stay around. If you don’t have

room on staff’ for another full-time employee, make the seasonal position a


https://wheniwork.com/blog/how-to-attract-the-best-seasonal-workers/
https://wheniwork.com/blog/how-to-attract-the-best-seasonal-workers/

permanent one. Many students will go back to the same job during summers even
if they could be making slightly more somewhere else. Not having to worry about
finding another summer job is a big perk to this demographic — and you get fully
trained workers as the foundation of the next busy season temp staff.

Start an employee referral program.

Referral programs have many benefits including resulting in a hire 75% of the
time, higher staff’ retention rates, increased performance over other employees, and
those employees continue the referral cycle. Kickstart your employee referral
program with incentives. They can range from an extra PTO day to a cash bonus

to a tangible prize.

Showcase your workplace.

Significantly fewer teens are looking for or taking jobs, so to attract the best talents
from a dwindling pool, you need to set your organization apart. You can set your
establishment apart in a myriad of ways. You can focus on what separates you from
your competitors, showcase skills that employees will gain through this job, offer an
employee discount on products, have a more lenient phone policy— especially for a
generation that treats their phone as an appendage, having a sanctioned time to
check it 1s a big draw. Whatever you can do to separate yourself from the pack will

help draw in top talent.

Seasonal hiring doesn’t have to be a buckshot approach. Get creative with your
differentiators and how you promote positions. Use the recruitment strategies
outlined above to attract a larger, higher quality group of applicants. Make this

busy season your best yet!


https://www.icims.com/sites/www.icims.com/files/public/The%20Impact%20of%20Successful%20Employee%20Referral%20Programs%20FINAL.pdf
https://www.challengergray.com/press/press-releases/teen-summer-jobs-outlook-teens-finding-jobs-other-times-year-many-not-labor

CHAPTER 3

How to Onboard
Seasonal Workers



6 Ways to Improve Your Seasonal
Employee Onboarding Process

It’s that time of year when augmenting staff’ with seasonal employees becomes a
necessity. Reasons for this may include needing more sales folks for the holiday

season, tax time or requiring extra staft’ during the summer months.

Either way, you need seasonal employees and you’re sure that you got the
onboarding process down. Create a job description, a detailed employment
application form, hire some folks and then let everything run smoothly.

Simple enough, right? Well, maybe not for every company.

Your seasonal employee(s) may be temporary in terms of their duration at your
company but they shouldn’t be treated as just transitory help. They’re still your
employees and are representatives of your company. Making sure the onboarding
process of seasonal employees runs smoothly can help save a few headaches and

keep you on track with running your business.

Here are a few ways to improve your seasonal employee onboarding process.

1. Tapping Into the Appropriate Statfing Source

Where are you finding your seasonal staff? A “Help Wanted” sign on the front
door may not always be the best option. Besides posting on online job sites, you
should consider placing job ads through educational institutions. College students

home during the holiday season can be a potential employee pool to draw from.

Recruiters who specialize in temporary placement are definitely a staffing source to
consider. However, just don’t pick any random recruiter. Take the time to do a little

research and find the recruiter who can best meet your requirements. A lot of


https://wheniwork.com/blog/6-ways-to-improve-your-seasonal-employee-onboarding-process/
https://wheniwork.com/blog/6-ways-to-improve-your-seasonal-employee-onboarding-process/
http://wheniwork.com/hr
http://wheniwork.com/hr
http://employeeschedulingpro.com/2016/03/07/employee-onboarding-program/
http://employeeschedulingpro.com/2016/03/07/employee-onboarding-program/

recruiters for temporary staff may specialize in your particular industry

(restaurants, technology, medical, retail, and so forth).

2. Timing

It’s essential to prepare for the seasonal position ahead of time. Don’t scramble to
put a job ad out just a few days before you need the position filled. Proper timing is

beneficial for management and current staff.

Communicate with your existing staff before hiring seasonal employees. Set
expectations with them so when the new folks show up there won’t be any alarms

and surprises.

3. Define the Job in Detail

Is the job description accurate and complete? Be sure to write out a full definition
of the position being filled by your seasonal employee. This can include title, duties,
duration, payment, hours or salary, and so forth. The more detail you can provide,
the more you can mitigate any confusion with seasonal staff. An accurate job
description 1s also essential for providing your current staff’ information on how the

new workers will fit into the business.

4. Screening Process

If you hire an external staffing agency, you may want to brief them about your
company’s culture, human resources rules, business goals, and other pertinent
information before they place new candidates with you. Setting expectations early

in the screening process can help lessen any troubles down the line.

When using internal HR to screen potential seasonal staff, similar rules apply. Your
HR sets the tone and timber when explaining company culture and are experts in

ramping up new employees.


http://wheniwork.com/blog/the-evolution-of-human-resources-infographic/

5. Training

The old adage of “sink or swim” may not always be ideal with new seasonal staff.
Just throwing them into the business and walking away without even a small

modicum of training can bring disastrous results.

It’s essential you take the time to provide training for your new employees. Get
them familiar with how the business works, how to deal with customers and provide
them with as much information as you can about the product or service you

provide.

Also consider current staff to help out training new employees. Giving current staff
the responsibility of showing new employees the inner workings of the company

shows that you trust and value them.

It possible try to involve the whole staff to share their experiences and tips with the
new workers. Perhaps you want to create a training document that new employees

can refer to later down the line.

6. Trust and Iransparency

Realize that seasonal employees are still real employees who represent your
business. Treat them with the utmost respect. Don’t make them feel expendable, as

they will be unmotivated and in turn treat the job as expendable, too.

Being open and trusting creates a better work environment for both management
and staff. Your seasonal staff may offer a fresh viewpoint in improving your
business. Be receptive to their feedback and consider their input. Who knows?

Maybe they can bring some great ideas into your company.

Overall, taking the time to properly onboard your seasonal staff can be beneficial

in the long term. Your seasonal stafl’ might be back the same time next year and if



you've invested training in them already, they’ll be able to succeed at your company

when they return.



Do Your Seasonal Employees
Quality for Unemployment?

As CNN recently pointed out, “Federal law gives each state the option to decide
whether or not to allow seasonal workers to take benefits. Now strapped for funds,
many states are stripping some workers of their eligibility.” In fact, 15 states
already have legislation on the books that eliminates or at least restricts the amount

of benefits that seasonal workers are allowed to access.

For example, New Jersey recently passed a law that requires specific classification
for certain seasonal jobs in order to qualify for seasonal unemployment. That
means that if the job type isn’t classified within those limited categories, that
employees won’t be able to collect unemployment benefits—even if they’re laid off
for extended periods of time between seasons. Needless to say, that action incited

quite a bit of reaction from workers and worker’s rights organizations.

The main complaints against such regulations are that they will unnecessarily hurt
seasonal employees and may even discourage people from applying for these

seasonal jobs in the first place.

Whether or not your seasonal employees are covered under unemployment benefits
1s a matter decided by your individual state. Therefore, it’s essential that you
contact your states department of labor in order to correctly understand your
obligations as an employer and the benefits your current and future employee will
be entitled to.

You can find a list of all 50 state departments of labor (with phone numbers and
web URLS) on the U.S. Department of Labor’s website.


https://wheniwork.com/blog/do-your-seasonal-employees-qualify-for-unemployment/
https://wheniwork.com/blog/do-your-seasonal-employees-qualify-for-unemployment/
http://money.cnn.com/2012/05/31/news/economy/seasonal-unemployment-benefits/index.htm
http://www.njspotlight.com/stories/12/0516/1936/
http://wheniwork.com/blog/summer-work-schedule-infographic/
http://www.dol.gov/whd/contacts/state_of.htm

What You Can Do to Keep Your Employees

So, with the noose tightening around seasonal unemployment across the United
States, what can you do to help your seasonal employees cope with a potential loss

of income during their downtime?

Keep Them On Part-Tume

While most seasonal employment opportunities dry up once the season comes to a
close, some seasonal businesses still operate at reduced capacity. If your business is
one of these and you want to keep your seasonal employees coming back from year

to year, consider offering them part-time opportunities during the off-season.

State regulations dictate how much unemployment an individual can collect and
for how long. Usually, this amount 1s a small fraction of what the individual was
making while fully employed. However, this can be a good thing, as most long-
term seasonal employees have already adjusted to the “feast or famine” fluctuations

in their yearly income.

Offering a part-time opportunity that pays a similar or even smaller amount may
be enough to help your seasonal employees keep their heads above water during

the leaner months.

Help Them Find Off-Season Work

If your business simply can’t keep employees on throughout the year in any
capacity, helping these same individuals line up off-season work will go a long way
toward keeping them happy and coming back next year. The extent to which you
engage in this activity is completely up to you but could span the gap between
simply offering a great letter of recommendation to actively tracking down

openings you think your workers would be well-suited for.

If you choose to help your employees find work during the off-season, it may be a

good 1dea to begin your search for complimentary businesses as soon as possible.


http://wheniwork.com/blog/getting-the-most-out-of-your-summer-workforce/

By having a list at the ready, long before it comes time to close down your

operations, you can help ease your employee’s transition between seasons.

Offer More Than Competitive Wages

Another option is to help your excellent employees pad their off-season nest eggs.
By offering more-than-competitive compensation to individuals that you value
highly and that provide an excellent service to you and your business during the
working season, you can ensure that these employees have something to fall back
on between seasons. It’s a good 1dea as well to educate these select employees
about this additional benefit and suggest they take to the time to plan financially for

the immediate future.

Provide Financial Training

Your employees may or may not currently have adequate financial skills to help
them cope with the loss of income for several months out of the year. Chances are,
even your “seasoned” seasonal workers can benefit from a little education on how
to set aside funds for the leaner months and how to make that money stretch as far

as possible.

That’s why it may be a good idea to hire a financial trainer/advisor or even just

host a seminar once or twice a season in order to educate your employees about the
risks and benefits of seasonal employment. If your organization isn’t large enough
to warrant hosting such a session yourself, you may be able to find such educational

services through local CPAs or even community college outreach programs.

Offer Housing Benefits

Some seasonal businesses (such as restaurants and hoteliers) may already offer
seasonal employees housing either at no cost or a low cost as a condition of their
work agreement. However, as an added perk, you can consider offering this same

benefit to seasonal employees during the off-season as well.



Of course, you won’t want to offer housing for free during the months you’re not
getting anything in return. But by adjusting rental rates according to the season,
you may find that you can keep employees much longer and avoid having to hire a

new Crop every year.

Create an Excellent Work Experience

By offering your employees an excellent work experience throughout the season,
you can ensure that they’ll come back next year—no matter what they endure
during the off-season. Employees will develop a sense of loyalty to employers who
treat them well, offer chances for advancement, encourage personal growth, and
offer competitive compensation and responsive scheduling. This loyalty will carry
through the off months, as employees know that they’re not likely to find a better
job anywhere else.

Value Your Employees Above (Pretty Much) All Else

Your employees really are the backbone of your business. They are, in effect, its
public face, its inner workings, and its profit engine. Putting your employees’ needs
ahead of pretty much anything else (except for your bottom line and your customer
satisfaction) 1s a good way to cultivate a crew of hardworking, reliable, and
resourceful employees that will keep your seasonal business up and running year

after year.


http://wheniwork.com/blog/

CHAPTER 4

Overview of Managing
Seasonal Workers



A Quick Guide To Managing Part-

Time Summer Employees

Summer 1s more than a trip to the beach. For your business, it’s an opportunity to

take advantage of seasonal employees.

Whether you run a busy restaurant with seasonal staff or are hiring college interns
at your tech company, you need to effectively manage part-time summer
employees. If you don’t, things can go haywire fast, and you’ll have a second job

trying to manage the chaos.

In this guide, we’ll go over best practices for managing summer employees, so that

you can get the most out of your seasonal additions:

Pay Fairly

Just because someone is there for the summer doesn’t mean you can get away with

paying them pennies— and you can’t pay them under the table either.

If you want to ensure that your summer employees are happy and committed, pay
the going rate, or above it. For employees who are home from college for the
summer, you don’t need to go overboard, but you do need to be competitive.

Each state has different laws on payment schedules, minimum wage, and taxes.

Make sure you check up on what you need to know. Your employees might only be

around for the summer, but labor laws still apply.

Start with Trust

Yep, trust matters.


https://wheniwork.com/blog/a-quick-guide-to-managing-part-time-summer-employees/
https://wheniwork.com/blog/a-quick-guide-to-managing-part-time-summer-employees/

According to research by Interaction Associates, 82% of employees think that
trusting their managers is essential to their performance at work. But this trust goes

both ways— you need to trust your employees, too.

Sure, it’s hard to trust people you don’t know, especially when you know they won’t
be around for long. Even though it might be tempting to micro-manage projects
and constantly check on part-time employees, this will do more harm than good. If

employees feel you don’t trust them, they’ll resent you.

Assume the best of everyone you hire until proven otherwise. The worst case

scenario? Someone betrays your trust, and you show them the door.

Prioritize Education & Training

New hires need to be effectively and efficiently onboarded, and they should learn

something while they’re working with you.

Consider pairing seasonal hires with year-round employees in a mentorship
program. This is a good way to give each hire a point person to help them get up to
speed. You can also host training sessions, and send part-time hires to educational

events.

If events seem too inexpensive, online trainings are a good option. Just make sure
you (or someone you trust) vets the courses carefully. Many are bone dry boring,

and aren’t genuinely helpful to your staff.

Expect High Standards

Your summer employees might be greener than the people you've got all the time,

but that doesn’t mean you should expect less from them.

In fact, NPR ran a story about a group of students that took an IQ) test. After they

took the test, half were told they were brilliant, likely to be successful, and teachers


http://interactionassociates.com/sites/default/files/research_items/Trust%20Report_2014_15IA_0.pdf
http://www.npr.org/sections/health-shots/2012/09/18/161159263/teachers-expectations-can-influence-how-students-perform

were clued 1n, too. A few months, later the students took the same test, and the
students who had been told they were gifted performed much better. Why? Because
they were held to high standards by their teachers, and there was an expectation

they would succeed.

You can harness this principle with your summer employees. Act like high
standards are the norm, tell your employees they are talented and you expect them

to do well, and lead by example.

Introduce Them to The Team

Your summer employees may only be around for three months, but they’ll only do

well if they feel they’re part of the team. So, make them feel included.

Throw a party that introduces seasonal employees to your staff, give them name
tags, or hold a meet and greet so everyone can get to know each other. Even if you
don’t have a formal event, walk new employees around your establishment and
introduce them to each individual. Give them point people to talk to if they have

questions.

A mid- or end of summer party is a great way to celebrate seasonal staff. It will give
all employees something to look forward to, and allow everyone to socialize outside

of work.

Give them Summer-long Projects

Summer-long projects are a great way to help seasonal employees stay committed,

especially when the sun is out and it’s tempting to take a few days off.

If you’re hiring employees for an office job, be sure to give summer-long projects
that can result in tangible goals and learnings. Make sure these projects reflect not
only what you need these employees to do, but also what they want to learn. In

office jobs, this is extremely important.



Not only will these projects inspire employees to commit to your company, but it

will ensure that they actually get something out of working with you.

Give the Gift of Books

If you’re able, give your employees books to help them get up to speed on trends in
business, as well as effective productivity strategies. Books can teach employees

things you can’t, and they’ll be able to apply lessons learned in their own way.
Here are some great books to hand over to summer employees:

* Predictably Irrational: The Hidden Forces That Shape Our Decisions by
Dan Ariely

e The Checklist Manifesto: How to Get Things Right by Atul Gawande

* LinchPin: Are You Indispensable? by Seth Godin

Have Them Touch Many Aspects of The Business

Summer employees often feel disconnected. After all, they’re only around for a
short time, and it’s hard to build relationships and accomplish their goals in just one

Suminer.

To remedy this, have them touch many aspects of the business. For example, if you
work in a restaurant, you might have an employee try out bussing, waiting tables,
and hosting. In an office, you might have a summer employee take on a project

with the marketing team, as well as the web and engineering teams.

Not only will this give inexperienced employees a feel for what they do and don’t
like, but it will make them feel more responsible. as they’ll understand more about

your business as a whole.


http://www.amazon.com/Predictably-Irrational-Revised-Expanded-Decisions/dp/0061353248/ref=sr_1_1?ie=UTF8&qid=1434548690&sr=8-1&keywords=predictably+irrational&pebp=1434548691742&perid=1KATXJHCM6NAKEDJ28ES
http://www.amazon.com/Checklist-Manifesto-How-Things-Right/dp/0312430000/ref=sr_1_1?ie=UTF8&qid=1434548708&sr=8-1&keywords=checklist+manifesto&pebp=1434548710079&perid=1GSEJTJQT9E9KE391EMN
http://www.amazon.com/Linchpin-Are-Indispensable-Seth-Godin/dp/1591844096/ref=sr_1_1?ie=UTF8&qid=1434548725&sr=8-1&keywords=seth+godin&pebp=1434548730334&perid=1WBEMDZGH56AB0X448GR

No Special Treatment
No picking favorites. This should be a given, but sometimes managers forget.

What’s wrong with it? Year-round employees might feel undermined if your
favorites are the employees who are only around for the summer, and seasonal

employees will feel disconnected if you show your love to everyone besides them.

Yes, some employees will be more skilled than others, but try to give everyone
you've hired an equal opportunity to succeed, while making them feel welcome.
Don’t take certain employees out to lunch, but not others. Don’t give some

employees exciting projects.

Ask for Feedback

Throughout the summer, ask for feedback about what’s going well and what isn’t.

this will allow you to kill problems before they blow up.

“Conflicts not only affect the business and productivity levels, they affect co-
workers and the employee themselves,” Deb Spicer, Author of Power Teams: The New
Square Root Model That Changes Everything, told Intuit. “If there’s an issue with a
supervisor, it’s even more important to address it quickly, before it trickles down to

others.”

Conflicts will naturally arise, but they don’t have to stop you in your tracks. Make
sure you address any conflict that a seasonal employee brings to your attention.

This will foster trust, and help you improve your organization’s overall culture.


http://quickbooks.intuit.com/r/employees/5-tips-for-managing-seasonal-employees/

Summer 18 Here: Enjoy the Help

You're a great manager, but seasonal, part-time workers are a challenge for all of

us.

Managing part-time summer employees is tough, but ultimately, it’s great to have
the help. Summer employees bring a fresh, new perspective that can breathe life
into your business. Embrace these new personalities, even though they might not be
around for awhile. If you’re able to include these new employees, they will help
better your business and company culture.

If you follow the advice in this guide, you’ll be well on your way to enjoying a

summer of fun and productivity, all thanks to your effective management.



The Quick Guide to Managing

Seasonal Employees

The countdown to Memorial Day 1s on. The official start of the summer holiday
season kicks off in just a few weeks, with businesses across the U.S. already
prepping for the annual rush. For many business owners, keeping up with more
customers also means adding more hands on deck. This year, over 90 percent of

hourly employers expect to hire the same or more workers compared to last season.

Although seasonal employees are a great solution to increased demand, they add
their own challenges to an already busy time of year. They’re often younger
workers with a range of different backgrounds and skill levels, and they may
require more training than your regular employees. But seasonal employees can
actually help you acheive your business goals. Use this guide to set your temporary

hires up for success all summer long.

Start recruiting early

Want to have an easier time managing seasonal employees? Start with hiring

the best seasonal employees. It may sound easier said than done, but the secret is
simple: don’t wait until the last minute to hire. Seventy percent of hourly
employers expect to have their summer positions filled in either April or May. For

the winter holiday season, some employers even start hiring as early as August.

Give yourself the best shot at hiring the best candidates by posting job ads long
before your busy season starts. You’ll have access to a bigger candidate pool, feel
more confident in your hiring decisions, and be able to fully vet potential employees
instead of hiring whoever happens to be available in a crunch. It may even allow
you to build 1n a trial period, or schedule your employees to start and train all at the

same time.


https://wheniwork.com/blog/quick-guide-to-managing-seasonal-employees/
https://wheniwork.com/blog/quick-guide-to-managing-seasonal-employees/
http://www.snagajob.com/employers/wp-content/uploads/2016/11/2016-summer-hiring-survey.pdf
http://www.snagajob.com/employers/wp-content/uploads/2016/11/2016-summer-hiring-survey.pdf
http://wheniwork.com/blog/how-to-attract-the-best-seasonal-workers/
http://www.snagajob.com/employers/wp-content/uploads/2016/11/2016-summer-hiring-survey.pdf
http://www.snagajob.com/employers/wp-content/uploads/2016/11/2016-summer-hiring-survey.pdf

Treat them the same as regular employees

While seasonal employees may only be working for a few months, treating them
differently from your normal employees hurts more than it helps. That includes
discrepancies in pay and scheduling. Don’t comment on seasonal employees just to
remind them of their limited tenure and avoid investing in their growth. Don’t only
schedule them for the shifts no one else wants to pick up. Dividing your team
between “regular” and “seasonal” workers does little for team camaraderie.
Instead, recognize them based on their performance and give them opportunities
to learn new skills. Invite them to team events and encourage your regular

employees to reach out.

Research shows that happy employees are 12 percent more productive at work and
happy salespeople produce 37 percent greater sales. While they may not be part of
the team for long, seasonal employees are still a vital part of your business strategy.
You need them to keep your business running smoothly throughout the busy
season, maybe even to keep your regular employees from burning out due to an

increased workload. The more invested you are, the more they will be.

Do things by the book

Treating employees fairly isn’t just the right thing to do. It’s also the law. In many
cases, seasonal employees are legally the same as your regular employees. If your
business involves interstate commerce, then under the Fair Labor Standards Act

(FLLSA), both regular and seasonal employees must:

* be paid the minimum wage for your state or local jurisdiction
* be paid at least $2.13 an hour in direct wages if they are tipped employees
* receive overtime pay at the rate of one-and-a-half times their regular rate

of pay for hours worked over 40 in a workweek

Seasonal workers under the age of 18 also come with additional legal

requirements. If you’re hiring students out of school for the summer, they may not


http://www.snacknation.com/blog/employee-happiness/
https://www.dol.gov/general/topic/workhours/seasonalemployment
https://www.dol.gov/general/topic/workhours/seasonalemployment

be able to work the same hours or perform the same tasks as your older employees.
For example, FLSA guidelines state that 14- and 15-year-olds may not work before
7 a.m. or after 7 p.m. (except from June 1 through Labor Day when the evening
limit is extended to 9 p.m.). You can check out the full FLLSA guidelines on teen

workers for more information and other age-specific requirements.

Don’t skimp on training

The holiday and summer seasons are often the busiest times of year for businesses.
They also happen to be the most stressful. Don’t let poorly trained new employees
slow down your team. Although it’s tempting to get seasonal employees on the floor
and working as soon as possible, taking the time to train them thoroughly will go a

long way towards avoiding headaches later.

Remember: although seasonal employees aren’t here to stay, your customers are.
Temporary workers’ interactions and customer service skills can have lasting
impacts on your business long after the season’s over. So put seasonal employees
through the same training as your regular employees. Try one or two of these

strategies to streamline the process even more:

* Train current employees to train new employees.
* Cross-train new employees in other roles/tasks.

* Provide as many opportunities to practice new skills as possible.

Check in on their progress along the way.

Get ahead of any issues

If you notice a problem with a new seasonal employee, confront it immediately. It
may be that they’re struggling to keep up with the fast pace or need additional
training. After all, seasonal employees are usually hired because of greater demand.
Help them feel comfortable speaking up if they have questions. Create a mentor or

buddy system by partnering seasonal hires with more experienced members of


https://www.dol.gov/whd/childlabor.htm
https://www.dol.gov/whd/childlabor.htm

your team. That way, they always have someone to check in with if they’re unsure

or need advice.

Still, if you suspect a deeper issue like a poor fit or performance problem, address it
as soon as possible. According to one study, a single “toxic” employee can

cause a 30 to 40 percent drop in a team’s overall performance and damage a
company’s overall bottom line. Your busy season should be the time your business

performs well, not suffers due to a difficult employee.

Be clear about expectations

You may not know specific end dates, but be upfront with seasonal workers during
the hiring process about how long you expect their position to last. Some job
seekers see seasonal employment as a route to a long-term role, while others are
happy with a temporary commitment. If a permanent job is a true possibility, it
can be a great motivator for your future-thinking employees. If it’s not, you can

avoid a difficult conversation by setting clear expectations from the very beginning.

Make it a habit of agreeing on the number of weeks or the end date in seasonal
employee job offers. Include it on all of your hiring materials. Once an employee

knows the length of their work term, you can set goals on an appropriate timeline.

Stay in touch

Setting expectations doesn’t mean you have to say goodbye forever after the season
ends. If you find a good employee, keep them at the top of your hire list for next
year. Employees who either teach or go to school during the year are usually
available during summers and holiday breaks, as well as employees who work other

seasonal jobs that contrast with your busy season.

If you have any of these employees on your summer staff, talk about their plans for
next year. It can be an informal conversation where you simply let them know your

door is always open or a semi-permanent agreement to work for you during their


https://www.inc.com/will-yakowicz/one-toxic-employee-will-spoil-whole-bunch.html
https://www.inc.com/will-yakowicz/one-toxic-employee-will-spoil-whole-bunch.html
https://www.inc.com/will-yakowicz/one-toxic-employee-will-spoil-whole-bunch.html

personal off-season. When your busy season comes around again, you won’t be

starting from the ground up. You’ll already have a roster of potential hires to call.

Summary

Seasonal employees can be a challenge for even the best manager. With good
planning, careful hiring, and additional training, you can build a team that’s ready

to tackle the busy season head on, this summer and the next.
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