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And the difficulty it may bring
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PRESENTERS

First

UTILITY DISTRICT
OF KNOX COUNTY UTILITY DISTRICT

Melinda
Panter Willoughby

e 116 Employees e 51 Employees e 16 Employees

e 3 Commissioners e 3 Commissioners e 5 Commissioners
e 100k+ Customers e 18k+ Customers o bk+ Customers



HUMAN RESOURCE RESPONSIBILITIES

Recruitment &

Onboarding
Strategic e Employee
Planning o Engagement
. RESOURCES
Compliance Employee
& Risk Mgmt. Relations

Compensation O.... . [__—‘ Policy
& Benefits =27 Administration



COMMON
EMPLOYMENT
PRACTICES

Recruiting
Interviewing
Onboarding
Workman’s Comp
Drug Testing

FOCUS AREAS

O
LEADERSHIP
TRAINING

e |mportance
e |nternal Training
o External Training

EMPLOYEE
ENGAGEMENT &
RETENTION

Open Communication
Growth & Development
Employee Recognition
Work/Life Balance
Positive Work Culture
Leveraging Technology

©
BENEFITS

o State Benefits
e Common Paid Leave
Practices

e Alternative/ Flex
Work Schedules

RETIREMENT

o Succession Planning

o Navigating TCRS &
Social Security

o Retiree Benefits



COMMON EMPLOYMENT PRACTIGES
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COMMON EMPLOYMENT PRACTICGES

Recruiting

e Job Applications
o Job Descriptions
e Recruitment Tools
o Referral Program

Interviews

Types of Interviews
Material Preparation
What to say

What NOT to say
Preparing other
interviewers

Onboarding

Preparation
Checklist
Useful Websites
Material
Supervisor Prep
Benefits

Payroll

Workman’s
Comp

Procedure Checklist
State Filing
Insurance Filing
OSHA Log

Drug Testing
Physician Panel
Insurance Claim
Payroll vs. WC
Benefit

Testing

Utility Policy

TN Drugfree
Workplace

Work Comp Discount
Pre-Employment
Safety Sensitive
Post Accident
Random

Reasonable
Suspicion




RECRUITING




PRE-EMPLOYMENT QUESTIONNAIRE ¢
Ap p li cation f or Emp loym ent EQUAL OPPORTUNITY EMPLOYER g
Personal Information DATE 7
NAME (LAST NAME FIRS n | SOCIAL SECURITY NO ,
PRESENT ADDRESS CITY STATE R ZIPEIDE

PERMANENT ADDRESS CITY STATE ZIP CODE

PHONE NO. SECONDARY PHONE NO. /_\ AEFERRED BY
Employment Desired
POSITION DATE Y SALARY DESIRED i B
—q
ARE YOU EMPLO ES YES NO

YED NOW? |:| YES |:’ NO [
ERE
EVER APPLIED TO
THIS COMPANY BEFORE? D YES I:l NO

EVER WORKED FOR
THIS COMPANY BEFORE? D YES D NO

REASON FOR LEAVING

Purpose: Collect detailed, job-relevant information about
potential candidates.

OOOOOOOOOO
TTTTTTTTTTTTT

Screening Tool: first step in evaluating applicants for vacancies

Compliance: Ensures applications meet legal and regulatory
requirements.

SSSSS

Avoid Discriminatory Data: Exclude questions on age, religion,
military/veteran status, disability, and other protected categories.

Protect Privacy: Avoid requesting unnecessary personal data,
such as Social Security or driver’s license numbers. Lo S—

A-9288 | T-3288
aron




JOB DESCRIPTION PURPOSES

CLARIFY JOB EXPECTATIONS

SUPPORT RECRUITMENT EFFORTS

defines roles, responsibilities, and performance standards
clearly for employees

attract qualified candidates by outlining required skills,
qualifications, and duties

provide a benchmark for evaluating employee performance
and setting goals

document essential job functions to ensure compliance with
labor laws & support legal defense



JOB DESCRIPTION PURPOSES

identify required skills and competencies for training and
career growth opportunities

GUIDE EMPLOYEE DEVELOPMENT

reduce role ambiguity, overlap, and misunderstandings
among team members

provide a foundation for salary benchmarking and ensuring
@j AID IN COMPENSATION DECISIONS ay equity

PROMOTE WORKPLAGE EFFICIENGY




JOB DESCRIPTION CONTENT

POSITION OVERVIEW KEY RESPONSIBILITIES

summarize the role’s purpose and key objectives primary duties & tasks that employee will perform; use
action words for clarity (e.g. Manage, Coordinate, Alaysze)

REQUIRED QUALIFICATIONS PREFERRED QUALIFICATIONS

highlight education, certification and experience needed detail additional, non-mandatory skills or experiences

PHYSICAL REQUIREMENTS WORK ENVIRONMENT

outline physical demands, such as lifting, standing, or describe conditions such as office settings, field work,
traveling exposure to elements, etc.

CORE COMPENTENGIES PERFORMANCE METRICS

specify traits needed to excel such as teamwork, problem- identify how success in the role will be measured (e.g.
solving, multi-tasking, adaptability, etc. deadlines met, quality standards, etc.)




RECRUITMENT TOOLS

Social Local Colleges &
Media | Trade Sch%ols

Utility-Related
Websites Engagement

Community



INTERVIEWS

AWNINS3d




INTERVIEWS

Interviews don’t have to follow a one-size-fits-all approach. Explore the available options to align
with your goals and utility needs. By leveraging diverse interview methods, you can streamline the
hiring process and free up time for other priorities

PHONE

Remote option that allows an opportunity for
initial screenings to discuss experience, role,
wages, schedule, etc.

VIRTUAL

In-person alternative to eliminate travel E
without compromising face-to-face and -

evalaution of behavior

STRUCTURED VS. UNSTRUGTURED
Y X

0 4 Consistent, question-driven evaluations vs. Ve
flexible, conversational approach & “ f

PANEL

Multiple perspectives with one candidate and
interviewers can




INTERVIEW PREP TIPS

Interview Don’ts Material Preparation

e Avoid questions that could be considered discriminatory e Bring the job description, general compensation and
(e.g., family status, age, religion, etc.) nenefits summary, application/resume copies

e Keep questions focused on job-related qualifications and e Plan interview questions in advance and decide who will
skills to avoid bias or legal issues ead each section of the interview

Prepare Team Interviewers Sell Your Utility

e Train interviewers on proper conduct and expectations for e Applicant is interviewing utility as well
their role in the process e Be transparent—highlight both positives and challenges
e Emphasize the importance of professionalism and while showcasing why your utility stands out
consistency during interviews e Provide a benefits cheat sheet to leave a lasting impression
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ONBOARDING
PREPARATION

Managing dates, processes & details for new hires

e (utline each step from pre-employment to the first day
and post-employment follow-ups to ensure a smooth
Process.

¢ Include steps beyond HR’s scope, such as ordering
uniforms, safety gear, and electronic equipment

New Employee Checklist

Employee Name

Documentation Checklist

Pre-Employment

Employment Application

Resume

Interview notes

Contingent Offer

Physical & Drug Screen (safety sensitive)
Background Check

Final employment offer

Hire Date Prep

Motify Warehouse, IT and other depts.
Status/ Pay Rate Record

Employee Summary Sheet

Welcome Letter

Login information (Windows,/ Email)
lob Description

Payroll/ Time Entry Instructions

Total Compensation Package Samples

Hire Date Checklist

W-4
Direct Deposit/ ACH Form

Emergency Contact

-9

E-Werify

Mew Hire Reporting

Employee Handbook acknowledgment
Safety manual acknowledgment

Title V1 Policy acknowledgment

DOT Substance Abuse acknowledgment
Medical insurance application/ enroll
Dentalf vision ins application/ enroll
Teladoc insurance application, enroll

Referral form to Accounting Dept.

Date of Hire
Employee Number

Miscellaneous

Warehouse Checklist

Gas Card

PPES Safety Equipment
Boot Allowance

FUD Garments

Uniform Sizing and Order

IT Dept Checklist

Windows login

IT Equipment (computer, printer, laptop)

Miscellaneous

Business cards
Cell phone

Hepatitis B vaccnations

Other Reminders

Update payroll folders; applicable ded.
Scan documents to Payroll folder

End of probation calendar reminders
ID Badge

Scanfupload documents to UPN
Update Salary Spreadsheet

Set calendar reminder for retirement




NEW HIRE WEBSITES

Affected by Hurricanes
Helene or Milton?

o [E-Verify is a web-based system that allows enrolled employers to
confirm the eligibility of their employees to work in the United States
¢ Information entered is based upon I-9 that employee completes

www.tnnewhire.com

N Department of s
— Human Services Tennessee New Hire Reporting Program

STATE REPORTING

e TN New Hire Reporting requires all employers to report newly hired
and re-hired employees to a state directory within 20 days of their
hire or re-hire date

e Lump sum payments are considered employee income and thereby
are subject to withholding to collect past due child support




WORKMAN'S COMPENSATION




WORKMAN'S GOMPENSATION

DETERMINING TREATMENT OPTIONS

First Ald Only

Non-Emergency

Treatment

Emergency

Treatment

/

* Create File

No Claim

*Employee Incident Form

*Report Only

* No External Treatment
*No Drug Test
*No OSHA Log Update

\.

\

\

/File Insurance Claim
* Physician Panel Selection
* Contact Physician

*Drug Test & Treatment

* Incident Report
* OSHA Log Update

* Work Restrictions

/File Insurance Claim
* Physician Panel Selection
* Contact Hospital

* Contact Drug Testing Co.

\. /

*ER Drug Test & Treatment
*|ncident Report
* OSHA Log Update

* Work Restrictions

\




HTTPS://WWW.TN.GOV/WORKFORCE/INJURIES-AT-WORK/EMPLOYERS.HTML

TENNESSEE BUREAU OF WORKEES' COMPENSATION
EMPLOYER'S FIRST REPORT OF WORK INJURY OR ILLNESS

CLADAE A DM CARRIER

JURIEDICTION CLARS # (STATE FILE M)

CLARYE AN CLADRS § (BEURERCLADRA # )

DEHA LDGECASE M

CLADR TYPE CODDE

[(aEn ey
Cleyvnmsasarry

[ eBcamME LOST TIME
[ secame meEnD osLy
O mormy ceany

[] e csren

MAME OF BISURANCE CARFIER

CAFRIER FEI™

CLADMS ADMIN FIRM N AME {IF DIFFERENT FROM
CARRIER)

FER OF L AE AN

CLAD S ADFUETER MAME

T1LMS ADTFHROMNE

THE USE OF THIE FORM 12 FEQUIRED LMNDER THI
TEMESSEE WORKERS CDMPENSATION La
COMFLETED AMD FILFED WITH @ YOUE
IMAAEDATELY AFTER BMOTEE OF IMNAIRY.

IT BE A (RIME TO KMNOWDGLY FROVIDE FAl
MELEADIMNG DPFORMATIOM TO AMY PART
CDMPEMEATION TRAMSACTION FOR THE FLRF
FRAUD. PRUALTIES CICLIDE BAFFISISRENT,

IMFURANCE BEMEFITS.

IF ¥OU HAVE QUESTIONS, THE STATE MOW Ha

CLAR HAMDLENG OFFICE ADDEESS L1ME | ARMD LIME 2

EMFLOYER MA ME

EMPLOYER ADDRESS 1IME | AMD LIME 2

MATURE OF BUEINESS

CITY

IF

D EURED REFORT ¥ EMMFL

IMEURED MAME (FPARENMT (0. IF DIFF EREMT THAMN
EMFLOYER)

FOICY MUBBER

EFF DATE
] Funn. e RBGLILAR

SELF BISUREDT

[Tves o

EXF DATE Orsmrroas

] #iecE workER

EMFLOYEE LAST M AME

FHROME 1801 AREA ODDE

FIRST

DEFPARTMENT REGULARLY

(i EMDER
[ stare
[ rFeMaaE
-

O zx ssmoeaa.
] wonirsmeer
] arprEsmoe FuuL T

Form C-20: First Report of Injury
e Reports the following information: policy,
employer, employee, incident occurrence, and

initial treatment

e Gomplete and submit to insurance carrier

EMPLOYMENT 3

FORM C-42

@% EMPLOYEE'S

ot e e cere e dgergnie: CHOICE OF PHYSICIAN
BUREAL OF WORKERS COMPENSATIOS =--:?-"'-"'i-§r=-' hd : 1 D
ey’ Medical Panel

Employer

#  List at least three physicians and provide this panel to employee upon the report of a workplace injury.

+ [Keep the completed, signed version of this form on file and send a copy to the employee for their records.

o Do pot send this form to the State unless requested.

Employee

=  Fill gut the bottom portion of this form to indicate which physician you choose.

= I you refuse to accept medical services from the chosen physician, your rights to benefits may be delayed.

= Traveling more than 15 miles [one way) to (or from) medical treatment? Employees may seek
reimbursement of their travel expenses from the insurance carrier.
* Send completed form back to your employer.

TO BE COMPLETED BY THE EMPLOYER:

Employee Mame Date Panel Provided

Employer Date of Injury

Employer Contact Email

Physician 1 Physician 2 Physiciam 3

Form C-42: Panel of Physicians

o Panel of three physician options for employee to
select for treatment

e Employee must complete

e Employer sends to insurance claims adjuster



HTTPS://WWW.TN.GOV/WORKFORCE/INJURIES-AT-WORK/EMPLOYERS.HTML

Tenneszes Bureau of Workers' Compensation
220 French Landing Drive, I-B
Hashville, TH 372431002

FORM C-41
WAGE STATEMENT

EMFLOYEE: S5N: STATEFILE =

Emplover Ins Claim # Date of Tnyuy:

Plezze list the wages sarned by the emploves named above duing each of the 52 weeks prior te date of myury, 1f apphcable.

GROSG GROSS
WEEE EMNDING
WAGES WaAGES

:

WEEE WEEE ENDING

JE I b

Form C-41: Wage Statement

e Reports the gross wages for an employee for the
recent 92 weeks

o Necessary if injury requires time away from work

e Gomplete and submit to insurance carrier

Tenneszes Bureau of Workers' Compensation
220 French Landing Drive, I-B
Mashville, TH 37243-1002
B00-332-2667

FORM C-31
MEDICAL WAIVER AND CONSENT

This form is not required for injuries occurring on or after July 1, 2014

THIS MEDICAL AUTHORIZATION FOEM OINLY PEEMITS THE EMPLOYER OF THE BEUEEAL OF WOREKEERS’
COMPENSATION TO OBTAIN MEDICAL INFORMATION THROUGH OFAL OF. WEITTEN COMMUNICATION,
INCLUDING, BUT NOT LIMITED TO, CHARTS, FILES, RECOEDS, AND REPORTS IN THE POSSESSION OF A
MEDICAL PROVIDER AUTHORIZED BY THE EMPLOYER PURSUANT TO T.C.A. § 50-6-204 AND A MEDICAL
PROVIDEE. THAT IS FEIMBUESED BY THE EMPLOYER FOR THE EMPLOYEE'S TREATMENT.

L . having filed a claim for workers' compensation benefits, do hereby authorize
(Printed Patien: Mame)

te furmish to my employer or my employer's

{(Tamme of Madical Providar)

representative, and'or the Bureau of Workers' Compensation any mformation or written matenal reasonably related to my

work-related mjury of for which I am claiming compensation. I further anthorize the release of

Form C-31: Medical Waiver & Consent

e Not a required form since //1/14

* [ncluded as a reminder that employee will need
to sign a similar form of consent to allow
insurance to access medical records pertaining
to the work comp injury



WORKMAN'S COMPENSATION

BENEFIT DETERMINATION

WAITING PERIOD OVERVIEW & KEY POINTS

7-DAY WAITING PERIOD s aitng priod or bnefits o orkcrelatedniry s Tt 7
BENEFITS BEGIN DAY 8 == Compensation is not provided during waiting period

NO PAYMENT 1ST 7 DAYS ==  Payments begin if the employee is off work more than 7 days
PAID LEAVE SUBSTITUTE = "o ieave may he ustd to cover lost wages during waiting

If off work more than 14 days, retroactive payment for
RETROACTIVE PAYMENT S initial T days may be availagle o




OSHA REPORTING

QUICK REFERENCE LINKS
TOSHA: TENNEESSEE OCCUPATIONAL SAFETY & HEALTH ADMINISTRATION

OSHA: OCCUPATIONAL SAFETH & HEALTH ASSOCIATION
www.osha.gov

OSHA 300 RECORDKEEPING LOGS

www.osha.gov/recordkeeping/forms
OSHA INJURY TRACKING APPLICATION (ITA) ANNUAL REPORTING



https://www.tn.gov/workforce/employees/safety-health/tosha.html
https://www.osha.gov/
https://www.osha.gov/recordkeeping/forms
https://www.osha.gov/injuryreporting

OSHA REPORTING

RECORDKEEPING & REPORTING REQUIREMENTS

RECORDKEEPING BASICS

e Employers with more than 10 employees (all FT, PT, Temp, Seasonal employees at any time
during calendar year) must keep records of serious work-related injuries and illnesses

e Records help evaluate workplace safety, understand hazards, and implement worker
protections

INDUSTRIES COVERED

o Utilities (NAICS 22) o Waste collection (NAICS 5621)
o Water, sewage, and other systems (NAICS 2213) o Waste treatment and disposal (NAICS 5622)
o Utility system construction (NAICS 2371)


https://www.osha.gov/
https://www.osha.gov/
https://www.osha.gov/
https://www.osha.gov/
https://www.osha.gov/
https://www.osha.gov/
https://www.osha.gov/
https://www.osha.gov/
https://www.osha.gov/
https://www.osha.gov/

OSHA REPORTING

RECORDKEEPING & REPORTING REQUIREMENTS

RETENTION AND POSTING

e Maintain records at the worksite for at least 5 years
o Post injury/illness summaries annually from February to April
e Provide records to employees or representatives upon request

FATALITY AND SEVERE INJURY REPORTING

o Report worker fatalities within 8 hours
e Report amputations, eye losses, or hospitalizations within 24 hours



https://www.osha.gov/
https://www.osha.gov/
https://www.osha.gov/
https://www.osha.gov/
https://www.osha.gov/

OSHA REPORTING: FORM 300

USHA S FOHIT 30U (Rev. oazo0a)

Log of Work-Related
Injuries and llinesses

Mote: You can type input info this form and save It

Because the forme in this recordkesping package are “fillableferitable’
FOF documerts, you can type inta the input form fields and

then save your inputs wsing the frae Adobe POF Reader. In addition,
this farrms are programmed o suto-calculate a8 appropriate.

Attention: Thes form contains information relating to
employee health and must be used ina manner that
protects the conhdentiality of employees to the extent
possible while the informabon B being used for
occupational safely and health purposes.

Please Recond:

» knformmation abowt every work-reisind death and abowt every work-rend infury or ibness Hhat bvalkees loss of
cansciousness, restacted work actialy o joh fransfer, deys away from work, ar medica rectment bepond firstald.

» Sigrifcant work-refoted injuries and Winesses thar ave diagmased By o physiclan ar deensed Realth cane professional

» Work-refmied injuries and Wresses that meet any of the specific recovofng crtenia efed' in 29 CR8 Port 18048

Reminders:
= Campiete @ Injfury and Weess imcident Bepart (054A Form 301 or equivalent
fioemm fior each injury ar Weess recorded o this form, 8 pou're not suve whethera

EslaDsbvieest fama

Year 20

U.5. Department of Labor

Decepabomal’ Safafy ams Mealth Adminizfraficas

Feorm appod ad OME na 1 ZIES T

rase i recovaeine, cal yowdocal O5HA office for help.
= Feel froe to use b Mnes for g single cose if oo need fo.
= Compiete the 5 steps fov egch case.

A Fr]

ehrowngh F504.12, -
SELECT OWLY OME circlo based o tha
(A (B} i oy [E} (F) most serious oufoo Erdor tha numbar of
days fhe injured or i Eodect ane ool
Case Enaployee's mane Jaol ihile ke o injury Wisere il evemt s ouired Ibeseribe injary or illnes, parts of beedy WO S
. fie gz, Welser) oF omset of fie g, Loaoimg dook sonh seall afMected, amsd olbject/se bsinme e il
ilbniiza direcily injured sr made persen il (=g Remminod of Work Tlleess
Fe g, Ao Feoowa cephed HIFHS ot PERA forearim Fois } N |
OOETHEHE Fre) Duys wwwy Job lfansfor OlRar iecoid- By Oin b L [ |
Dars drom wark or reslricben able cEREs fiedt transfes ai = E g F ?I _§ .
ik restrction : ] = 1
e (H) m ) i i 4 !
K) ) P 18315 3
I—l y 2 & ) 5 M
ot O O O O OO0000
TEa=lh ) tag --'.ll - 'llﬂ- dirym di NSNS _--'II II.C:I
-y - '
s S O O O olelelele
rEaslh) dig - _F’ll ey ey O l"w.\_ L /
- O o O O 000000
maslh ) dig daps Ay o _-"I N "L\__,-"
Honet { :I { :I { :I O l(‘_:] O{‘-—\(—\I {:‘-\
masth ) dig - - - dilps iy N NS CI A
a2 e ~
= O O O 00000
Tra=lh) dag dayu Ay . N __F,-' | __,.-'
C O O O '
feset OOCOOC0O0O
] me=lh ! dag e {- dayu dayu 4'&_.-" - -
'
[ O OO00000
maslh) dag dayu dayu
Aot O O O O ololeelele
Teanlh g - = iy iy A L
Resat_ O O O O O00000
mmaslh | dap . - Hayu Hayu L " I'l-\.\_,.nl" I‘l-\._.-"l il Nl
Reset O O O O OO0
TEa=lh) dag - - - — Haps Haxs - - N
Feblic sezorting beden for (ki codbedion of tafoe vk 13 caboreded 1o oreezige 14 aormabes per sempanes, maudicg ke 1o revenw Tk Fﬂg‘f fodals b' -D ﬂ D D D D ﬂ [] ﬂ D [] ﬂ
irabectzrs, sewch arsd paiber (ke dota reeded, m=8 comple e aed review the collection of informa b Pesoms are ool regquired 1= AM . F PI
rexpoesd o the collechion of infiermion uales i doplays o corendly vabid SME control menker. B you ree sy commestn aboot e orm X _ o I R "= " F =FE = 8 ®a
e brreden o =|-l':.'-lh:l mrzech of fim fab collecion, contad: UYS Deparimml of Laboe, O5HA Offioo ol Sahsticall Aralyas, Room ? Ba sure fo transfer hesa iofals r"'_"'l'l'.l:"E-..l...m.:IrrME'|Fu"|'" 3004} bevone pou post E g E 51 -? = 15 g
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OSHA REPORTING: FORM 300A

OSHA's Form 300A irev osizoos Note: You can type input info this form and save it. Year 20

Because the forms in this recordkeaping packege are “fillablateritable®

FOF documents, you can type inta the input form fields and

Summary of Work-Related Injuries and llinesses then save your inputs using the free Adobe POF Reader U.S. Department of Labar

Cocwpstional Sxfely and Heslhy Admdaipirsdion

Fism apercied OME 20 121503176
Al establishments coverad by Part 1904 must complale this Summery page. even if no work-relsted imjuies or linesses ocowred durimg the year
Remember to review the Log fo venfy thal the eniifes are complele and sccurate before completing this suwmmary.

Using the Log. count the individusl entnes you made for each calegory. Then wnle fhe fotals below, makimg sure you've added the entries from

awery page of the Log. If you hed no cases, wale 0. Establishment information
Employaas, former amplopaas, and their reprasentatives have the aght to revew the OEHA Form 300 in /g enfirgty. They alss have lmited sccass
fo the OSHA Form 307 or ifs eguivalent. See 20 CFR Part 100435, in O5HAs recovakesping ra, for further defaile on the access proavisions for Faur esfebliabmen! name
these formas.
Siroed
MNumber of Cases
Culw Snbe Zip
Total number of T'otal purmber of lotal mamber of cases Todal mamber of
dieaths cases with days with job transfer or other recordable Industry descniplion (eg ., MWennfecire of molor drack trerlers)
away from work featriclion cases
0 0 0 0
iG) iH) iy i Morth Amencan Industnial Class bieabon (MAICE), of known (e g 336212)

Number of Days
Employment information [If vor don’ fave these figures, see the
Todal mumber of davs Total mumber of davs of FFourksiieet our e el page fo esiimaie )
avway From work josh fransfer or restriction
Annual avernge number of employees
0 0
. Tolal hawrs waorked by all empleyvees last vear
(Kl (L)

Sign here
Injury and Miress Types

Enowingly falsifving thiz docoment may resuli in a fine.

'|'-..‘1_:1|. rrmber of . [ certify that [ have examined fhis document and that 1o the best of
_ _" " 0 0 iy knowledge the eniries are toae, aceurate, and complete
(1) Injuries (] Podsonings
() Skin disorders 0 {5} Hearing loss 0 Company execulive Title
. Phanie [Tt
(3 Respiratory conditions 0 & All oiher illmesses ( " -

Post this Summary page from February 1 o Apell 30 of the year following the year covered by the form

Pihili: peprriling Birdes o Thes colleciain ol mlsrmmlion ooilmaled Do average 5§ manoles pes scapirac, melibling tme 1o e icw The solrsiaes, scarchand gather the dals rxodel, and
commplete shd review The colkestion of infsrmulios Pewom are nol iegiised Lo peapoed Dol solaction of mlemmalion shkes n dieleys o derenlly valid 08B contsol nember. 7 pol Bave sy

compents aholil Bese cvbrrmiled o sy other sapects ol ks dala eolledsin coslacl UE Departnent of Labar, CHHA OMee of Slabate=al Asalivses, Boom B-36dd, 200 Cimalmalios Aienue, N
Wighsgion DO I0TI0. Dol send the compleled Sormi Do S offae




OSHA REPORTING: FORM 301

US] ?ﬁ S ] orm 3U1 (Rew. $472004)
Injury and lIliness

Meote: You can type input info this form and sawe it. boge s Thi e | . :
Because the forms in this recordkeeping package are "fillablefwritable” gnt:alr::tlgzlhlgmr‘;m ‘;:I:;TIE: era':rdni-lr?:naerlﬂ::::%;q
FDF documents, you can type into the ingut formn fields and protects the confidentiality of employees to the extent
then sawve your inputs wsing the free Adobe FOF Reader. In addition, possible while the information is being used for

I U. 5. Department of .I'..Bhn-r
the farrms are prograrmmed to auto-calculate as appropriate.

Gooupaiional Safely and Heslin Acenalsdradion

Incident Report

Thas frjury and Nimess Incident Repori 1s one of the
first forms yvou must fill out when a recordable

with the Lo of Work-Related Infuries and llinesses
and the accompanyving Swsmary, these forms help
the emplover and OSHA develop a picture of the
extent and severity of work-related incidents.
Within 7 calendar days after vou receive
information that a recordable work-related injury or

cquivalent. Some state workers” compensation,
insurance, or other reports may be acceptable

substitute must contain all the information asked for
on this form,

According to Public Law 91-396 and 29 CFR
1904, OSHA s recordkeeping rule, vou must keep
thiz form on file for 3 years following the vear to
which 1t pertains

If vou need additional copies of this form, vou
may photocopy the pnntout or insert additional form
pages m the PDF, and then use as many as vou need.

occupabional safely and health purposes.

work-related mjury or illness has occurred. Topether
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OSHA REPORTING

RECORDKEEPING & REPORTING REQUIREMENTS

ELECTRONIC SUBMISSION

o Establishments with 20-249 employees in covered industries must
electronically submit Form 300 data through OSHA’s Injury
Tracking Application.

WHY OSHA COLLECTS DATA

o Improves Workplace Safety: Identifies hazards and enables targeted enforcement or outreach.

e Analyzes Industry Trends: Tracks injuries and illnesses to develop safety solutions.
e Enhances Transparency: Public access to data helps stakeholders make informed decisions and
fosters safer workplaces.
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DRUG TESTING




DRUG TESTING IN THE WORKPLAGE

Why Utilities Should Consider Implementation

Clear
Expectations

Burden of Proof

y 6=  Employee

Productivity & )
5 Relations

Ahsenteeism

Work GComp
Premium Savings



https://www.tn.gov/workforce/injuries-at-work/employers/employers/drug-free-workplace-program.html

TENNESSEE
DRUG FREE
WORKPLACE
PROGRAM “ Drug-Free \/\/orkplz;ce

IMPLEMENTATION GUIDE



https://tn.gov/workerscomp
https://www.tn.gov/workforce/injuries-at-work/employers/employers/drug-free-workplace-program.html

DRUG TESTING IN THE WORKPI.AGE‘

Implementing & Maintaining the Tennessee Drug-Free Workplace Program

Understand Develop Substance
m Program Rules a Abuse Policy
— = =

e Familiarize yourself e Create a detailed

with the Rules of the policy.

Tennessee Drug-Free e Must include specific

Workplace Program drugs to be tested and

to ensure compliance. consequences for

policy violations,

including refusal to test.

Select Certified

m Testing Providers
->

e |dentify a medical
facility for urine
collection and a
certified lab with an
MRO (Medical Review
Officer) to analyze
results.




' DRUG TESTING IN THE WORKPLACGE

Implementing & Maintaining the Tennessee Drug-Free Workplace Program

Notify and

m Distribute Policy
— =

Post the policy in a
visible location.

Provide printed copies to
all employees.
Employees are to be
notified 60 days prior to
start of testing.

Include testing
requirements in job
postings.

Conduct

ﬁ Training
->

Employees 1 hr. of training
within 60 days of hire or
Implementation.
Supervisors: Additional 2
hrs. (3 hrs. total).

Maintain training records.
Flexible training methods
allowed but must cover
program-required topics.
One-time training required
per employee.

Submit & Renew

a Application
->

e Complete initial

application and renew
annually, ideally when
renewing workers’
compensation
Insurance.

Obtain and retain signed
acknowledgment forms
from all trained
employees.




Violation Specifics

" Testing Procedures

POLICY _

U Reporting Procedure

Defined Responsibilities



TESTING REASONS

POST-ACCIDENT

o All Employees Included
e Property Damage Thresholds

PRE-EMPLOYMENT

o Safety Sensitive Positions Only
e DOT requirements

<

REASONABLE SUSPICION
o All Employees

e CDL Holders, separate consortium @ e Requires strict adherence to
policy and sensitivity

RANDOM
o Safety-Sensitive Only




First
e POST ACCIDENT DRUG SCREEN PROCEDURES

SAFETY SENSITIVE EMPLOYEE NON-SAFETY SENSITIVE EMPLOYEE

PROPERTY

DAMAGE
100% NO FAULT UNDETERMINED | IN-HOUSE FIRST MEDICALLY EST. DAMAGE EST. DAMAGE IN-HOUSE FIRST MEDICALLY

INJURY

PROPERTY
DAMAGE

B B B



LEADERSHIP TRAINING

EXTERNAL
TRAINING
OPTIONS

—— T

WHY IS IT INTERNAL
IMPORTANT? TRAINING

 OPTIONS



HOW TO TRANSITION FROM
COLLEAGUE TO MANAGER

Transitioning from colleague to manager can be — ~E
overwhelming, especially if you have not been in a
leadership role previously.

However, one advantage you have is familiarity.

You know vyour team’s strengths, work styles, and
preferences, which can help you more quickly find ways to
support each team member. Begin by recognizing each
person’s value and showing appreciation for their unique
skills and contributions.



Set Clear Expectations

Let your team know that you're committed to your role and that
you take your new responsibilities seriously. At the same time,
reassure everyone that you're dedicated to fairness and equity,
and that decisions won't be influenced by friendships or
personal relationships. A clear outline of your expectations and
your approach to the role will help establish your credibility and
show your team members they can count on your
professionalism.

Empathy is a Powerful Asset

Show interest in understanding your team members’
perspectives and stay open to their input. Listening to their
insights and giving them space to share their thoughts freely
will not only help you build trust but will also foster a
supportive work environment. Your team will feel understood
and appreciated, which is crucial for a healthy work
environment.

When Providing Feedback

Be consistent and transparent to help your team feel valued and
confident in your leadership. Balancing praise with constructive
feedback is crucial, and your team will likely appreciate the
time and attention you put into helping them grow, both as
individuals and as a group.

Building Trust is a Two-Way Street

Be transparent, and don't shy away from admitting that you're
adjusting to a new role, too. Giving your team autonomy and
respecting each person’s expertise demonstrates trust and lets
them know they're respected as professionals.



Seek Guidance from Management Peers Stay Authentic

If possible, seek guidance from others who have navigated Your team members already know you and will appreciate a
similar transitions, whether through HR resources, professional genuine approach. Be open, honest, and approachable, and

development workshops, or mentorship from seasoned leaders. let them see that your goal is to support their—and the
A trusted mentor can provide insights and strategies to help team's—success. Balancing personal and professional
you manage the balance between leadership and personal relationships isn't easy, but with empathy, transparency, and
relationships. authenticity, you'll create a solid foundation for your new

leadership role. | wish you great success!



Purposeful Leadership® Model

O

O

BECOME

O

INSPIRE
Provides hope and inspiration for the future,
and directs energy toward a bold vision

ENGAGE

|dentifies and offers opportunities to engage,
contribute and thrive at work

Drives new thinking and creative freedom, reimagines
realities for competitive differentiation and success

ACHIEVE
Accomplishes successful outcomes and delivers
excellence by organizing people together in roles and
teams with the right tools, processes and objectives

BECOME
Grows with determination, compassion,
self-awareness and courage

INCLUSION

The Purposeful Leader understands that inclusion
Is the foundation of effective leadership



ENGAGEMENT & RETENTION

Growth &
Development P:_(i'f': 0;::“0::/ M“"I:;“ttts That
Opportunities atter
(@)
efle &
6 6
Open Recognize & Cultivate a Leveraging
Communication Reward Positive Technology
Employees Workplace (Al)

Culture



LEADERSHIP TRAINING
RESOURCES

There are a variety of resources available to new leaders on your team. There also may be a need for a
combination of training opportunities, so new leaders are exposed to various aspects of management.

Internal Training Program/Onboarding TAUD Training, Resources & Conferences

Peer Shadowing Pryor Learning Solutions or Dale Carnegie

Leadership Academies (WPLA, AWWA, etc) SHRM Management Training



EMPLOYEE ENGAGEMENT & RETENTION
THE POWER OF 'THANK YOU’

EXTREMELY IMPORTANT

Source: Employee Perspective

'A GOOD INVESTMENT

Employees say that rewards are an important part of their decision to stay with their employer.

%: Effective ancl

Efficient b

34%

IMPORTANT

iR Rawa

s and

33%

NEITHER NOT IMPORTANT

Recognition Survey, Runa, 2023

23% 4% 6%

NOT AT ALL IMPORTANT

Research indicates that employees
need a considerable morale boost. A
2024 Gallup report found that
employee engagement hit an 11-year
low in the first quarter of 2024, with
only 30% of workers feeling
connected to their jobs, compared to
33% in 2023. Meanwhile, SHRM’s
2023-2024 State of the Workplace
Report found that only 53% of US.
workers consider their companies to
be “a great place to work.” It’s an
expensive  problem: Gallup says
unengaged workers cost their
employers S$19 trillion in lost
productivity annually.



REGULAR PRAISE LACKING

How often do you receive appreciation for your contributions at work from your supervisor or manager?

m 22% 33% 28% 11%

. NEVER RARELY SOMETIMES REGULARLY ALWAYS

Source: Appreciation at Work Survey, TalentLMS, 2024,

Your employees’ emotional salary is the measure of whether they feel rewarded beyond base pay.
Once people’s foundational needs for security are met, other motivators become more important
such as belonging and esteem.



BEST PRACTICES FOR
EMPLOYEE RECOGNITION PROGRAMS

An effective employee recognition program is an important way to
maintain employee morale and foster organizational loyalty. Here are
some tips to develop an effective program:

» Create Clear Processes & Criteria

» Maintain Consistency

» Avoid Generic Rewards

» Not Every Reward Needs to be Monetary

» Track and Publicize Employee Awards

» Regularly Assess the Effectiveness of Your Recognition Program




WHY MONTHLY RECOGNITION?

Compared to employees who receive recognition Employees who receive at least
quarterly or less, those recognized monthly or monthly meaningful recognition from
more report: their managers report:

) (@& & &

Engagement Productivity Belonging Manager trust Manager effectiveness



Ingredients
for strategic
recognition

We looked at the responses from the 40% of HR
leaders who say their recognition strategies are driving
measurable business results and found we could group

their main differentiators into four main buckets:

Compared to ineffective programs, recognition programs that drive business results are:

more likely to focus on
high frequency, low-

monetary recognition

more likely to promote

69% )  irecwosrami 68%

multiple ways

more likely to be
accessible in many ways,
including desktop, mobile,

and flow-of-work

more likely to be
measuring specific

business outcomes

) They rely on high quantity, They're measuring specific
high quality, low-monetary . business results, beyond In addition, when we looked at employee outcomes, we identified a fifth platform feature
recognition program usage that drove results:
They don't see recognition Their programs integrate
as "set it and forget it" -‘ with other tools and Programs offer I‘['lEElI'liI'lgf'l_ll, We're going to look at each of these
— they're constantly are accessible in their in turn, with actionable insights to
ST s T e personalized rewards at scale  implement in your organization.

Data from the 2024 Achievers Institute State of Recognition Report



Appendix 1

Beyond the gold watch:
Get your milestones
program out of the ‘80s

It's a staple of pop culture from a certain era — at retirement, an employee (probably
a married white man) receives the symbolic gold watch. While that may not be a
current reference, the pin or plague at five or 10 years is still a staple of years-of-

service awards. But do these gestures have the desired impact?
What is the right approach to rewarding and recognizing tenure?
How often should you recognize years of service:

Two-thirds of organizations are recognizing years-of-service milestones less than
annually and half are recognizing every five years or less.

Consider what your years-of-service recognition is for: if most people leave within
less than five years, waiting to recognize is not reducing voluntary recognition.

How often does your company recognize years of service?

-

HR respondents -

@® Everyyear @ Every two to four years

® Every five years ® Every 10 years

® My company does not recognize years of service

However, there are strong indicators
that moving to annual recognition has a
positive impact on employee sentiment

) Self-reported
and behavior. productivity

Trust in leadership

Annual years-of-service
recognition versus every
five years
|

Sense of Higher intention

These recognitions don't need to be gifts belonging to stay at company

or high-monetary rewards. They might
be as simple as a virtual card, signed by a
manager and colleagues.

Data from the 2024 Achievers Institute State of Recognition Report



Programs that support work/life balance promote
productivity, reduce turnover and improve employees
mental and physical health.

WORK/LIFE BALANCE

the Employer vs. Employee Perspective

Building Capacity
Employers can do so by providing supportive and empathetic leadership, greater
flexibility, opportunities for learning and growth, and a sense of community.

Maximizing Flexibility
When people have more flexibility, they can give you more of their energy and focused,
dedicated time.

Establishing Meaningful Boundaries

Creating a family-first culture through clear agendas and goals that allow employees to
disconnect afterhours.

Exploring Innovative Benefits

Aside from giving employees greater autonomy in when and where they work, some
organizations are considering a range of innovative benefits to help recruit top talent,
including implementing a four-day workweek.



THIRTY-FIVE PERCENT OF JOB HOLDERS CAN WORK FROM
HOME FULL-TIME, AND 23 PERGENT CAN DO SO PART-TIME

Of job holders in the United States, 58 percent—the equivalent of 92 million
people—say they can work remotely at least part of the time.

Availability of remote-work options, % of employed respondents (n = 13,896)

Offered remote work
on a full-time basis

Offered remote work
part-time or on occasion

23

Mot offered remote-
work opportunities’

42

s o rounc

Mote: Figures may not sum, becaus:

icludes respondants who answarad “| don't ke
Of 168 105,000 emploved paaple; S Buread
Source: MeKinsey American Oppartunity Sury
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Number of
workers,
extrapolated?

BH million

36 million

66 million

WHEN OFFERED, ALMOST EVERYONE TAKES THE
OPPORTUNITY TO WORK FLEXIBLY

Among employed respondents given the option to work remotely, 87 percent

take employers up on that offer.

Days worked remotely per week, % of employed respondents with remote-work options (n = 13,896)

>Five days 29,3
32
87 Fou ; (;j ays 9.0
Share who
work remotely
one or more Three days
days per week 16 L
Two days 16.5
18
One da
s ¥ 10.1
Mo days
Taotal: 91.7
Mote: Figures may not sum to 100%, because ot rounding.
ncludes 158,106,000 employed people; US Bureau of Labor Statistics, Apr 2022; 36% of respondents reported having the option to work fully remote, an

Number of
workers,
extrapolated,’
in millions

23% reported having the option to work from home on occasion/part-time,

Source: Mokinsay Amearican Qoportunity Survey Soring 2022



JOB SEEKERS HIGHLY VALUE HAVING AUTONOMY OVER
WHERE AND WHEN THEY WORK

A flexible working arrangement is a top three motivator for finding a new job.

Motivation for seeking a new job,' % of respandents locking for a job (n = 11,958)*

Flexible working arrangement 21

(eg, working remotely)

access to health insurance

and scheduling I -

and scheduling

oreater sustainatity’ || I '5

to work with

conwenient o I -

convenient commute

cited i work 1 I

excited to work for

Better access to childcare _ 8

Alignment with the - 6

company's cultural values

Cuestion: Which of the following are reasons that have motivated you or would motivate you to seck a new job (select as many az 3)¥ The responses *0ther” and
'Maothing” are not shown.

Only asked of respondents who reported having looked for a job in the last 12 months, are currently looking for a job. or plan to look for a job in the next 12 months.
*And ability to maintain mental health and well-being.

Source: McKinsey American Opportunity Survey Spring 2022

EMPLOYEES WORKING FLEXIBLY REPORT OBSTACGLES
T0 PEAK PERFORMANCE

For many working remotely, flexible arrangements still have their challenges.

Factors that impact ability to effectively perform work,' % of respondents (n = 13,896)

@ Not remote (O days) @ Fully remote (5 days per week) @ Partia ly remote (1-4 days) Range,
% points
Physical-health issues 04
@ @ @ S—
An inability to share your full self at work 06
@ @ @ S—
Access to reliable, high-speed internet o7
@ L @ —_—
Inability to learn new skills to meet changing job expectations a5
@ @ O —
Mental-health issues 93
@ @ @ —_—
A hostile work environment a0
o—@ @ —
Access to housing close to work )
o—@ @ —
Access to stable housing 0§
@ @ @ S
Access to transportation to and from work %
@ @ S—
Demands at home for care of adult family members or other adult dependents o7
@ @ @ S—
Demands at home for childcare 09
@ @ @ —_—
0 25 50 [ie) 100
Cuastion: If you think abol st recent job, to what extent are/were any of the following impacting your ability to effectively perform
ur worky; a ars from = citing “majar impact” ar “moaderate impact.
Source: McKinsay Amer g 209




WORK/LIFE BALANCE

How do we remain competitive employers?

Rethink Work Structures

Where can work be done?
When can work be done?
How can work be completed?

Evaluate Creative Benefits
Many employers have implemented a variety of creative benefits to enhance an employee’s work/life balance.

Put Policies in Writing

Employers should offer all employees the same work/life support options—and should make them official.

Have Leaders Walk the Walk

If supervisors see top management working flexibly and embracing the new norm, they may ask for the flexibility they need and be more
likely to approve requests from their subordinates.

Leverage Technology
Collaboration and communication platforms such as Slack, Microsoft Teams, and Airtable can make flexible scheduling easier to manage.



A Positive Culture Increases Commitment and Job
Satisfaction and Lowers Intent to Quit Globally

Employees who rate their organization’s culture as “good” or “excellent’
(vs. “poor” or “terrible”) are

. rr—

i /
less likely to dread less likely to be actively ess likely to have actively
going to work. looking for a new job. ooked for a new job in the
ast six months.




How much more likely are the employees to rate their
culture as good or excellent when they rate the individual
elements below as HIGRH?

Equitable
Leadership
Practices

Good Manager Work/Life

Communication Integration




TOP 10 DRIVERS OF A POSITIVE WORKPLAGE CULTURE

an Employee’s Perspective

We examined the 19 features of the Global Workplace Culture Model IEEEITE) dimension. The other five fall into the
to determine which ones had the greatest effect on respondents’ and dimensions. These 10 features
impressions of a positive workplace culture. Not surprisingly, five of the are where organizations can most effectively direct their resources and
10 most highly influential features belong to the TGl e ] energy to improve perceptions of workplace culture in a timely manner.

Top 10 Drivers of Positive Workplace Culture®

ﬂ Transparent communication from leadership. #_E Appreciation of employees’ unique backgrounds, perspectives and experiences.
#2 Fair performance evaluations. #7 Ability to make a complaint about a leader without punishment.
#3 Employees’ pride in their work. #8 A meaningful career.

#_4 Active solicitation of employee feedback by the organization. {fg Manager seeks employee input before making decisions.

#5 Employee can trust what the manager says. #10 Opportunities for career growth.

“Based on a Shapley regression weighted by country using Lindeman, Merenda and Gold (LMG) indices on organizational culture perceptions as predicted by all tems of the Global Workplace Culture Model.




Leveraging Technology in 2025

GenAl Moves from Experimentation to Accelerating Adoption
Better utilization of chatbots, augmentation for the personalization of employee communications, greater focus on
possibilities in the talent acquisition space and the automation of testing for system upgrades and implementations.

Rethinking Employee Engagement Surveys
More HR teams will rethink how they create engagement surveys, as well as how often they distribute them, to reduce
“survey fatigue.”

Reaping Benefits from Improved Skills Technologies

HR and recruiting leaders shifting to skill-based hiring and promotion strategies will get a boost from evolution in
technologies such as skills ontologies that use Al and machine learning to automatically create, organize and update
databases of employee skills—significantly reducing the amount of manual work required by HR.

Predictive Analytics Tools
Human resource practitioners and analysts believe HR will benefit from increasingly powerful predictive analytics tools
that will improve workforce planning and data-driven decision making.




EMPLOYEE BENEFITS

Common Paid Leave Additional
Practices Benefits

W\S

o
Alternative or
Flexible Work

Schedules



COMMON PAID LEAVE BENEFITS

INSURANCE POLICY

SHORT LONG

TERM f— TERM

DISABILITY DISABILITY

s




SHORT TERM DISABILITY

Typically covers partial income
replacement for illnesses or injuries
preventing work for a few weeks to months

Employer, employee, or jointly
funded (refer to policy specifics)

WAITING Commonly 7-14 days (check your Qualifying Non-work-related injuries, illnesses,
PERIOD policy book for exact details) Events surgeries, childbirth recovery

e Submit medical documentation promptly to avoid delays in benefits
¢ Request claim forms from your insurance company or broker to ease filing of claims




WAITING
PERIOD

LONG TERM DISABILITY

Provides partial income replacement for
extended periods, typically after STD
benefits end

Often jointly funded or offered as
an employer-paid benefit

Commonly aligns with the end of Qualifying Chronic conditions, severe injuries,

STD coverage, 90 days or longer Events cancer, or other long-term disabling
events

e Consider supplemental coverage if your employer plan is limited
¢ Request claim forms from your insurance company or broker to ease filing of claims



WHAT'S THE DIFFERENGE?

SHORT TERM DISABILITY § LONG TERM DISABILITY

for temporary conditions which extended conditions which can
can last for weeks and/or months last for months and/ or years

ensures long-term financial

bridges short-term income gaps support




WORK SCHEDULE ENHANGEMENTS

Cost-Effective Morale Booster

e |mproves employee satisfaction and retention without significant expense
e Addresses work/life balance needs for a happier, more engaged workforce

Flexible Work Hours

o (ffers varying start and end times while maintaining operational coverage
o Ex: Shift Adjustments (varying start/stop times); Compressed Workweeks (4, 10-hr shifts)

Remote Work Benefit

e |ncreases productivity for eligible roles
e Reduces commuting stress, supporting both environmental and employee wellness goals




KEY CONSIDERATIONS

Coverage and Operations

e Ensure schedules meet business needs without disruption
e (Cross-train employees to provide adequate coverage during flexible hours

Appealing to Employees for Work/Life Balance

e (Create enticing options that prioritize flexibility, autonomy, and work/life harmony
e Highlight benefits in recruitment efforts to attract top talent

Benefits to Employees and Employers

e Employees: Reduced burnout, better time management, and higher morale
e Employers: Increased retention, enhanced productivity, and a competitive edge in recruitment




RETIREMENI

Navigating TCRS Retiree Medical

Succession Social Security Staying
Planning Questions Connected



SUCCESSION PLANNING

The process of identifying high-potential employees, evaluating and
honing their skills and abilities, and preparing them for

advancement into positions that are key to the success of husiness
operations and objectives.

O &
Long-Term Goals & Identify High- Determine Workforce
Dbjectives PﬂteﬂtlgilﬂTﬁa!i idates Trends & Predictions
eir

Developmental Needs

T— T T— T T — TTT—



TGRS RETIREMENT CHECKLIST

Within 3 Years of Retirement

Schedule Meeting with Create Monthly Consider Eligibility
RetireReadyTN Plan Retirement Budget for 401(k)/457(h)
Advisor & Request Catch-Up
Benefits Estimate Contributions

T — TTT—— — T




COMMON SOCIAL SECURITY QUESTIONS

AT WHAT AGE CAN | START RECEIVING BENEFITS? = You must be at least age 62 for the entire month to be

eligible to receive benefits. You can apply up to four months
before you want your retirement benefits to start.

WHEN AM | ELIGIBLE FOR MEDICARE? 2 You can become eligible to receive Medicare benefits in any
of three ways: when you turn 65, if you have a qualifying
disability, or if you have a diagnosis of end stage renal disease
(ESRD) or amyotrophic lateral sclerosis (ALS, also called Lou
Gehrig's disease).

WHEN IS MEDICARE OPEN ENROLLMENT? = Annually from October 15 - December 1. This is the time to

make changes to any Medicare prescription drug or health
plans.



RETIREE MEDICAL BENEFITS

Pre-65 Post-65



STAYING CONNECTED

Retirement is an exciting time for all employees but can also bring about a lot of unknowns. HR can serve
as a helpful resource and provide ways for the retirees to still feel connected to the legacy they left behind.

BIRTHDAY HOLIDAY DISTRICT
CARDS CARDS NEWSLETTERS







