
CONGRATULATIONS TO OUR TENURED REITMAN STAFF

R E I T M A N  P E R S O N N E L

THE ONBOARDING PROCESS

Eighty percent of employees decide whether to stay or leave a 
job within the first six months, and the first six weeks strongly 
influences that decision. These first weeks are when new 
employees are most vulnerable. And this is the time that your 
investment in the hire is most at risk. Ineffective onboarding not 
only delays reaching effective performance, it raises the risk of 
losing them. 

So what is onboarding? 
Onboarding is the process 
of bringing the new 
hire to effectiveness in 
the job…helping them 
to understand the job 
requirements and insuring 
their socialization into the 
company culture. It is the 
process by which we bring 

a new hire to success. All new employees need to feel welcome, 
valued and equipped for their new job, so they can have a positive 
impact. This leads to success and retention.

A good road map to follow:

•  Begin before they report on the first day. Send a card or letter  
 welcoming them. Include key reading material.
•  Prep staff for the new employee’s arrival (everyone should have  
 the same goals and expectations).
•  Assign responsibility (and accountability) for successful   
 onboarding to someone.
•  Pay attention to the first day; the welcome, the workspace   
 setup, the tools, where things are, etc.

•  Make it easy for them to ask for what they need.
•  Make your orientation interactive, interesting and take it in small  
 bites.
•  Develop processes that are employee-centric.
•  Inspire pride in the organization. Reinforce the company   
 culture. Create a sense of community.
•  Share stories about what makes your company great.
•  Help your supervisors and managers do their part well.
•  Connect the goals for the new hire with the company big picture
•  Keep the goals for the hire up front and evaluate progress

Other factors to consider:

1. View onboarding from the perspective of the “new kid on the  
 block”. Consider their anxiety and learning pattern.
2. Understand that a new job is always a family decision and   
 process.
3. Insure that all key staff members agree with the goals of the   
 hire and the outcomes.

It is clear that today employees do not have the same connection 
to their employers as they once did. This change has been 
created by the loss of job security during this and previous 
recessions. We now have the task of restoring confidence in 
our organization and paying attention to retention. Effective 
onboarding is a crucial step to a successful hire and retention.

For more information contact Fran at 203-488-6944 or
fran@reitmanpersonnel.com.

Fran Reitman 
President
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EMPLOYEE RETENTION AFTER 
SUCCESSFUL ONBOARDING 

If you are like most organizations you do not have a 
comprehensive onboarding process.  You invest time and 
money on the hire but leave the new employee’s success to 
a supervisor or manager who may not fully understand 
your goals or the retention process.  A new employee’s 
success should be on everyone’s agenda.  In our experience 
“Best practices” businesses have training and development 
programs that focus on retention. 

We know that keeping employees engaged improves 
retention and 
productivity.
However we 
recommend a focus 
on your most 
valuable employees 
to avoid unpleasant 
and costly surprises.
We suggest you 
conduct “Stay
Interviews” with these 
employees, rather then an Exit Interview when they are 
leaving.

“Stay Interviews” are a great management tool that support 
employee engagement, development and retention. They 
can provide insight on relationships, development, the 
work, and environment and in general how things are 
going from the employee’s perspective.  They can be part 
of ongoing supervision, evaluations or “stand alone” 
meetings.

Why do people stay in their jobs?  They stay in their jobs 
largely because they are provided with what they really 
want.  So what do they want?  The top three are: 

• Exciting work and challenge 
• Career growth, learning and development and 
• Working with great people and relationships 

Consequently it is necessary to communicate often and ask 
how employees think the company is doing.  What are 
their ideas for improvement?  Get as much intelligence as 
you can.  Once you have the data, you can define the work 
needed to implement change and further develop and 
retain your contributors. 

For more information on Stay Interviews or how to begin 
contact Howard@reitmanpersonnel.com.

MEET THE NEWLY FORMED REITMAN

Jillian Leonard joined Reitman in 2009.  She is a graduate 
of Southern New Hampshire University with a BA in 
Psychology and a graduate of the University of New 
Haven with a MA in Industrial and Organizational 
Psychology.  She has several organizational memberships 
and she sources and provides qualified candidates to 
Reitman clients and assists in the placement process. 

Kerri LaTorraca joined Reitman in 2009 with vast 
experience identifying candidates for contract, temp to 
hire, and permanent job opportunities.  She has been in 
the staffing industry for five years successfully placing IT 
staff.  Kerri graduated Magna Cum Laude from Salve 
Regina University with a BS in Information Systems and 
Business Administration.

Christine Hurney also joined Reitman in 2009.  She is a 
graduate of Salve Regina University with a BA in Business 
Management.  Christine is training in our Temporary 
Division and assists with all placements in that division.

CONGRATULATIONS TO OUR TENURED 
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CONGRATULATIONS - 11 years
Christen Gagliardi, Office Manager     

CONGRATULATIONS - 4 years 
Michele Davis, Administrative 
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Anthony Avallone, Managing Partner, 16 years, Grace Cox, 
Sr. Recruiter, 16 years, Kevin Spagone, Sr. Recruiter, 12 years 

CONGRATULATIONS - 
Howard Reitman, Vice 
President, 17 years 

_____________________

Update on the Economy 
U.S. manufacturing activity rose to its highest level in 3 ½ 
years in October, and pending home sales contracts 
unexpectedly surged in September, offering some hope the 
budding economic recovery will sustain. 

In addition global senior executives predict an economic 
rebound in early 2010.  In fact 48% of global senior 
executives expect the economy to rebound in the first half 
of 2010 according to BlueSteps.com (an online career site 
operated by the Association of Executive Search 
Consultants- AESC). 

In another survey 53% of employers said they expect to 
hire full-time employees over the next 12 months while 
40% will hire contract, temporary or project staff and 39% 
will add part-time employees. 

Technology, customer service and sales are the top three 
areas in which employers immediately expect to add jobs. 

As workers navigate through one of the toughest job 
markets in the nation’s history, they are turning to small 
businesses in greater numbers.

Twenty two percent of workers who were laid off from 
full time jobs in the past year and landed new positions 
found those opportunities with small businesses. 

According to the U.S. Small Business Administration, 
small businesses employ half of all workers in the private 
gross domestic product.  They also account for most of 
the nation’s new job creation. 

Experts believe small businesses will play a critical role in 
the rebuilding of the U.S. job market.  As innovators 
small businesses will help to re-energize the economy and 
support recovery efforts.  Workers will also benefit by the 
experience to be gained in a variety of roles, competitive 
compensation, a flexible work environment and much 
more.

From the Desk of Anthony Avallone 
The “Reit” Way: 
Temporary Employee Maintenance Program 

Does your company allocate a set number of resources and dollars 
towards temporary staffing? 

Is your need for a flexible workforce key in achieving your company’s 
future goals? 

If you answered “Yes” to either of these questions, 
Reitman Personnel’s Employee Maintenance Program 
(EMP) can be custom designed to fit your needs.

Our tenured team at Reitman Personnel has over 100 
years combined experience with temporary and 
permanent staffing.  We enjoy a 90% temp-to-hire 
conversion rate and a 94% permanent placement success 
ratio, when using our proprietary 10 Step Placement 
Process. Our temp-to-hire conversion program fosters 
permanent placements and increases temporary staffing 
morale.

Our “Reit” Way services include but are not limited to:

Testing and Verification: 
• Credit checks 
• Certification/License verifications 
• Criminal background checks 
• Custom designed psychological evaluations 
• Drug testing 
• Pre-assignment safety training videos 
• Performance evaluations
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Added Value Services:
• Dedicated Staffing Specialists specifically 

selected to manage your account 
• Quick response on urgent, must fill positions 
• A weekly (in-house) payroll system
• Customized conduct performance and safety 

agreement agreements for each temporary 
employee assigned 

• Weekly check delivery (upon request) 
• Weekly payroll tracking sheets 
• Weekly review of temporary staff with client 
• Weekly timecard audits

    
To fully discuss how our òReitó Way Employee 
Maintenance Program will work for you, please call 
Anthony at (203) 488-6944 or 
Anthony@reitmanpersonnel.com.

_____________________________________________

IMPORTANT UPDATED INFORMATION ON 
SEXUAL HARASSMENT IN THE WORKPLACE 

Some of us can remember when the phrase òsexual 
harassmentó had not yet been born. At that time many 
women were victims of this behavior and they rarely 
discussed it with anyone.  Over the years weõve come to 
understand the implications of such behavior in the 
workplace and we have developed effective systems to deal 
with them. 

As employers we have a 
responsibility and legal obligation 
to maintain a workplace that is 
free of sexual harassment.  Title 
VII of the Civil Rights Act is the 
federal law that prohibits sexual 
harassment.

The definition of sexual harassment is any unwelcome 
sexual advance or conduct on the job that creates an 
intimidating, hostile, offensive working environment 
and/or conduct of a sexual nature which makes an 
employee uncomfortable. 

The harasser can be a supervisor, manager, coworker or 
even a non-employee such as a vendor or customer.
Sexual harassment applies to all gender and sexual 
orientation.

Here are some steps your company can take immediately 
to better manage this issue. 

Adopt a clear sexual harassment policy which: 

• Defines sexual harassment 
• States that sexual harassment is not

tolerated
• Defines your procedure for filing and responding to 

complaints
• States you will fully investigate any complaint received 
• States that retaliation is not tolerated 
• States that you will discipline or fire wrongdoers 

As of January 2006, the State of Connecticut requires 
sexual harassment training for all supervisors. 

We recommend that you conduct annual 
training sessions for managers, 
supervisors and employees.  Review 
your policy, complaint procedure and 
remind employees that they have a 
right to a workplace free of sexual 
harassment.

As employers and managers you should monitor your 
workplace.  Communicate regularly with supervisors and 
employees to learn what is going on. 

Take all complaints seriously.  If a complaint is received 
investigate immediately and if it is valid, respond quickly 
and effectively.  Follow established procedures and 
interview the people involved.  Get details and take good 
notes.

Look for corroboration or contradiction.  Seek out 
information and witnesses, but always keep the complaint 
and investigation confidential.  If the complaint is invalid 
and leaked, you may risk a suit for defamation of 
character.  If the employee complains to a government 
agency, cooperate with them fully. 

For more information on this very important topic 
contact Howard@reitmanpersonnel.com and attend our 
upcoming Sexual Harassment Seminar.

THE STAFF AT REITMAN 
PERSONNEL WISHES YOU 
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to avoid unpleasant and costly surprises. We suggest you conduct 
“Stay Interviews” with these employees, rather then an Exit 
Interview when they are leaving.

“Stay Interviews” are a great 
management tool that support 
employee engagement, development 
and retention. They can provide 
insight on relationships, development, 
the work, and environment and in 
general how things are going from 
the employee’s perspective. They 
can be part of ongoing supervision, 
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Why do people stay in their jobs? They stay in their jobs largely 
because they are provided with what they really want. So what do 
they want? The top three are:

• Exciting work and challenge
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For more information on Stay Interviews or how to begin
contact Howard@reitmanpersonnel.com.
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recommend a focus 
on your most 
valuable employees 
to avoid unpleasant 
and costly surprises.
We suggest you 
conduct òStay
Interviewsó with these 
employees, rather then an Exit Interview when they are 
leaving.

òStay Interviewsó are a great management tool that support 
employee engagement, development and retention. They 
can provide insight on relationships, development, the 
work, and environment and in general how things are 
going from the employeeõs perspective.  They can be part 
of ongoing supervision, evaluations or òstand aloneó 
meetings.

Why do people stay in their jobs?  They stay in their jobs 
largely because they are provided with what they really 
want.  So what do they want?  The top three are: 

• Exciting work and challenge 
• Career growth, learning and development and 
• Working with great people and relationships 

Consequently it is necessary to communicate often and ask 
how employees think the company is doing.  What are 
their ideas for improvement?  Get as much intelligence as 
you can.  Once you have the data, you can define the work 
needed to implement change and further develop and 
retain your contributors. 

For more information on Stay Interviews or how to begin 
contact Howard@reitmanpersonnel.com.

MEET THE NEWLY FORMED REITMAN

Jillian Leonard joined Reitman in 2009.  She is a graduate 
of Southern New Hampshire University with a BA in 
Psychology and a graduate of the University of New 
Haven with a MA in Industrial and Organizational 
Psychology.  She has several organizational memberships 
and she sources and provides qualified candidates to 
Reitman clients and assists in the placement process. 

Kerri LaTorraca joined Reitman in 2009 with vast 
experience identifying candidates for contract, temp to 
hire, and permanent job opportunities.  She has been in 
the staffing industry for five years successfully placing IT 
staff.  Kerri graduated Magna Cum Laude from Salve 
Regina University with a BS in Information Systems and 
Business Administration.

Christine Hurney also joined Reitman in 2009.  She is a 
graduate of Salve Regina University with a BA in Business 
Management.  Christine is training in our Temporary 
Division and assists with all placements in that division.

CONGRATULATIONS TO OUR TENURED 
REITMAN STAFF 

CONGRATULATIONS - 11 years
Christen Gagliardi, Office Manager     

CONGRATULATIONS - 4 years 
Michele Davis, Administrative 

CONGRATULATIONS - 

Left to right:  Jillian Leonard, Kerri LaTorraca, Christine Hurney
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Added Value Services:
• Dedicated Staffing Specialists specifically 

selected to manage your account 
• Quick response on urgent, must fill positions 
• A weekly (in-house) payroll system
• Customized conduct performance and safety 

agreement agreements for each temporary 
employee assigned 

• Weekly check delivery (upon request) 
• Weekly payroll tracking sheets 
• Weekly review of temporary staff with client 
• Weekly timecard audits

    
To fully discuss how our òReitó Way Employee 
Maintenance Program will work for you, please call 
Anthony at (203) 488-6944 or 
Anthony@reitmanpersonnel.com.

_____________________________________________

IMPORTANT UPDATED INFORMATION ON 
SEXUAL HARASSMENT IN THE WORKPLACE 

Some of us can remember when the phrase òsexual 
harassmentó had not yet been born. At that time many 
women were victims of this behavior and they rarely 
discussed it with anyone.  Over the years weõve come to 
understand the implications of such behavior in the 
workplace and we have developed effective systems to deal 
with them. 

As employers we have a 
responsibility and legal obligation 
to maintain a workplace that is 
free of sexual harassment.  Title 
VII of the Civil Rights Act is the 
federal law that prohibits sexual 
harassment.

The definition of sexual harassment is any unwelcome 
sexual advance or conduct on the job that creates an 
intimidating, hostile, offensive working environment 
and/or conduct of a sexual nature which makes an 
employee uncomfortable. 

The harasser can be a supervisor, manager, coworker or 
even a non-employee such as a vendor or customer.
Sexual harassment applies to all gender and sexual 
orientation.

Here are some steps your company can take immediately 
to better manage this issue. 

Adopt a clear sexual harassment policy which: 

• Defines sexual harassment 
• States that sexual harassment is not

tolerated
• Defines your procedure for filing and responding to 

complaints
• States you will fully investigate any complaint received 
• States that retaliation is not tolerated 
• States that you will discipline or fire wrongdoers 

As of January 2006, the State of Connecticut requires 
sexual harassment training for all supervisors. 

We recommend that you conduct annual 
training sessions for managers, 
supervisors and employees.  Review 
your policy, complaint procedure and 
remind employees that they have a 
right to a workplace free of sexual 
harassment.

As employers and managers you should monitor your 
workplace.  Communicate regularly with supervisors and 
employees to learn what is going on. 

Take all complaints seriously.  If a complaint is received 
investigate immediately and if it is valid, respond quickly 
and effectively.  Follow established procedures and 
interview the people involved.  Get details and take good 
notes.

Look for corroboration or contradiction.  Seek out 
information and witnesses, but always keep the complaint 
and investigation confidential.  If the complaint is invalid 
and leaked, you may risk a suit for defamation of 
character.  If the employee complains to a government 
agency, cooperate with them fully. 

For more information on this very important topic 
contact Howard@reitmanpersonnel.com and attend our 
upcoming Sexual Harassment Seminar.

THE STAFF AT REITMAN 
PERSONNEL WISHES YOU 
AND
YOURS A 

VERY
HAPPY HOLIDAY 
SEASON
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