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Current E-Verify and

- What is E-Verify?

E-Verify is an internet-based system
operated by Department of Home-
land Security (DHS) in partnership
with the Social Security Administra-
tion (SSA). E-Verify is currently
free to employers and is available in
all 50 states. E-Verify provides an
automated link to federal databases
to help employers determine em-
ployment eligibility of new hires and
the validity of their Social Security
numbers.

As part of the PEO arrangement,
Odyssey will still administer all new
hire/rehire  paperwork including
verification of work authorization.

The following states have passed E-
Verify legislation (more coming
soon):

®  Arizona
®  Mississippi

- E-Verify and 1-9 Compliance
FAQ’s:

What is the relationship be-
tween 1-9 and E-Verify? - Infor-
mation is taken directly from the 1-9
and entered into the E-Verify sys-
tem. Any new hire/rehire must
complete and submit the 1-9 within
three days after hire. All the forms
need to be returned to Odyssey
immediately upon completion to
maintain compliance with the E-
Verify timeline.

What happens if the E-Verify
comes back with a negative
confirmation of the Employee’s
information? - If a worker’s pro-

vided information generates a non-
confirmation response, Odyssey will
immediately forward the appropri-
ate notification letter to the client,
who in turn should immediately
provide it to the employee in ques-
tion. The employee then has the
option to contest the results.

What happens if the employee
wants to contest? - If a employee
decides to contest, Odyssey will
provide the employee with the SSA
and DHS referral letter. The em-
ployee must then visit the agency
and resolve the issue within eight
(8) business days. Employees are
allowed to continue working during
this process. If an employee decides
to non-contest, there is an obligation
to terminate the employment rela-
tionship effective immediately.

- Odyssey has outlined the
process for processing E-Verify
for new hires.

1. Odyssey must receive new hire or
rehire paperwork within 2 days after
aemployee is hired.

® DHS states employees MUST
be entered into E-Verify by day
3.

® |-9 Must be sent with CLEAR
copies of documentation. New
feature in E-Verify is a Photo
Screening Tool in which we
must check the photo in copy
against the image stored in the
system.

2. Odyssey will notify you if the
employees E-Verify comes back as a
non-confirmation status.

1-9 Compliance

3. If a non-confirmation occurs, the
E-Verify system will generate a Ten-
tative non-confirmation notice.

® Qdyssey will send you this no-
tice.

® DHS states the employer must
review this notice with the
employee have the employee
sign and check whether or not
they contest the notice.

® Send this signed notice back to
Odyssey.

4. If employee does not contest,
employee must be discharged.

5. If employee does contest the no-
tice the E-Verify system will gener-
ate a notice that explains to the em-
ployee how to contact the SSA to
clear up the discrepancy.

e Like the Non-Confirmation
Notice, the employer must
review with employee and both
parties must sign and send
back to Odyssey.

6. If case is not resolved 10 days
after Referral Notice, you must no-
tify Odyssey and must terminate the
employee by sending in an Em-
ployee Change Form. Odyssey will
notify the employee that they have
been terminated or is working with-
out work authorization.

Should you have immediate ques-
tions, please contact Deanne Harvey
Odyssey by calling 817-508-7514 or
at dharvey@odysseyonesource.com.
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2009 Employment Eligibil

Odyssey OneSource’s HR will
be sending out the 2009 ver-
sion of the Employment Eligi-
bility Verification I-9 forms
for the April 3rd, 2009 release
date.

Some of the changes to the
new version to remember

going forward are as follows:

e  Expired documents are

EEOC: Surgical Center pays

Lawsuit

A Houston-area surgical cen-
ter will pay $290,000 and
provide significant remedial
relief to settle a sexual harass-
ment and retaliation lawsuit
filled by the EEOC under Title
VII of the Civil Rights Act. The
EEOC had charged that a sur-
gical center subjected several
female workers to a sexually
hostile work environment and
that the company retaliated
against women who com-
plained about the unlawful
conduct.

The EEOC’s lawsuit asserted
that a male nurse, who even-
tually was promoted to a su-
pervisory position, made un-
wanted sexual advances and
sexual jokes and innuendos to

ity Verification

no longer considered
acceptable proof of
identification.

e  Three additional docu-
ments were eliminated
from List A of the List of
Acceptable Documents.

e  The New U.S. Passport
card was added to the
list of acceptable em-
ployment eligibility
verification documents.

female colleagues and subordi-
nates. The EEOC said that
women who rejected the ad-
vances or complained about
harassment were then bur-
dened with more difficult job
assignments and had their
work performance unfairly
disparaged. A nurse who made
a written complaint detailing
acts of alleged sexual harass-
ment by the supervisor was
fired the following day. An-
other woman was given a poor
evaluation because she com-
plained about harassment.

The Settlement terms require
the surgical center to pay
$210,000 in relief to compen-
sate three women who filed
charges of discrimination with

Trends in State Legislatures: Time Off

Laws requiring workplace
flexibility are “moving fast,”
with at least 16 states
“grappling with some form
of expanse of paid or unpaid
leave.” These laws, under
consideration in Texas, fall
into four different catego-
ries:

e Paid Leave - Mirroring the
Healthy Families Act on the
federal level or combined
with the states disability
programs

e Expanding the definition
of family members under
existing leave laws to in-
clude, for example, grand-
parents and domestic part-
ners.

e Military leave

e |_eave for victims of do-
mestic violence

The state employment laws
in Texas do not require em-
ployers to provide their staff

$290,000 in Sexual

1-9 Form Update

Employers who fail to use the
revised I-9 Form may be sub-
ject to violation fines. Con-
tinue to use the current 2008 I
-9 version until April 3rd,
20009.

If you have any questions,
please contact Odyssey One-
Source’s HR Service Center
(817) 508-PEO1

Harassment

the EEOC. Additionally,
$80,000 will be distributed
among other current and for-
mer employees and contract
workers who may have been
subjected to sexual harassment
or retaliation, and the male
nurse whose actions provoked
complaints will be permanently
barred from working for the
company. The decree also re-
quires other corrective actions,
including the demotion of the
Director of Nursing, the hiring
of a Human Resource Special-
ist, and training designed to
prevent future acts of sexual
harassment or retaliation.

Written on March 6th, 2009 for
www.shrm.org.

with vacation leave from
work, paid or unpaid. Many
states consider vacations to
be a fringe benefit and not a
right.

The State legislature has
changed a bit with the recent
elections with many HR
related bills. Because the
State Senate is now Democ-
ratic-controlled, these laws
are more likely to pass and
change than in previous
years.
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“The Settlement
terms will
require the

Surgical Center

to pay
$290,000 to
former and

current
employees”
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Learn to avoid litigation and apply best practices in the work place directly from the experts

The Workplace Compliance & Law Update brings together business owners, managers and supervisors from across the state
to learn about new legislation and compliance issues that could affect the way you do business. Join us on Thursday, April 2nd, in
Colleyville or Thursday, April 23rd, in Houston for this complimentary event and gain the knowledge and insight you need to avoid
litigation and incorporate best practices in the workplace.

Spring 2009

Workplace Compliance

April 2, 2009 - Colleyville, Texas

April 23, 2009 - Houston, Texas

& Law Update

Learn to avoid litigation and apply best practices
in the work place directly from the experts

The Workplace Compliance & Law Update brings together business owners, managers and supervisors

Continuing Professional
Education Awards

* 5 CPE credic hours for Cpas
. LI‘}T::- Pretequisites Fequited
* UP 10 5 recertification credit b
for PHRs, SPHER; and .GPI-IER:MS

from across the state to learn about new legislation and compliance issues thar could affect the wayyou
do business. Join us on Thursday, April 2nd, in Colleyville, or Thursday, April 23rd, in Houston for
this complimentary event and gain the knowledge and insight you need rto avoid litigation and
incorporate best practices in the workplace.

FEATURED SPEAKERS

Audrey Mross
Munck Carter PC, Labar
&Employiment Attorney

Audrey Mross assists
employers with

being masters of
assimilating and
applying changesin
employment law in their workplaces. She will
summarize existing and expected changes
and provide a practical checklist of things
employers should do now to stay ahead of
the changes!

Speaking on the changes taking place in 2008
we will gain insight on:

-Adjusting to the new administration
-GINA, ADAAA, FMLA & Lily Ledbetter Act
-What employers need to know in 2009

Colleyvilla

Christopher Antone,
Esq. Jackson Lewis,
LA L abor & Employment
Attomey, Partnerin the
Jrckson Lewis Dallds
and Houston offices.

Chris counsels human
resources professionals
in the development of state-of-the-art
proactive policies, procedures and protocols
designed to retain the best talent, exit poor
performers, and create an environment that
produces highly effective work teams.

Speaking on Hiring and Firing best practices,
wee will gain insight on:

-Disciplining employees
-Performance Management
-The Do's and Don'ts of documentation

Houston & Collay:

Mark J. Oberti
Seyfarth Shaw LLE
Labor& Emgloyiment Lave
Attarney, Partner in the
Houston officeaf
Seyfarth Shav LLP

Mark practices
primarily in labor and
employment law, advising and representing
management regarding all types of
employment issues, incduding compliance,
litigation, and administrative proceedings.

Speaking on the new laws and regulations, we
will gain insight on:

« Title VI, ADA, ADEA & FLSA

~Wrongful terminations and retaliation

« ERISA, FMLA and other statutory &
commen law causes of action

Houston o

ayl
ay!
Sign Up Today

Euless: Continental Breakfast 8 am-9 am ist_el”.
Colleywille Center Complimentary Lunch  11:30 am-1 pm s el’\t ways to REQ i
5301 Riverwalk Drive Program 8 am-3 pm Fou' CO“\'en‘ e it
Colleyville, TX 76034 esource coml ¥ Odyssey One=?
Speclal Needs e - odyssey RS i s Central 1nput
Houston: Wheelchair access or dietary ’ 866508-7 361 75 ()4 porth Fetor DL
Odyssey OneSource requirements? Contact Deanne Harvey at Phone: 8 73_62 : Fathess, TX76039

15425 North Freeway

Fax: g17.50
Houston, TX 77090 :

8175087514 or email
welu@odysseyonesource.com

Seatingis Limited‘.r

Fl_lld OUL MOI '\\-’“’W’.Od}'S‘SEYOHE‘SOLL['CEC.C.OI]]/\V' u

Job,

odysseyonesource

More Information at: www.odysseyonesource.com/wclu




odysseyonesource

rated the #1 PEO in the nation &)9 ,
34008 by:

for the 2nd year running

Black Book of Outsourcings

Results & Rankings
BROWNNWILSON

odysseyonesource

204 North Ector Drive
Euless, Texas 76039

15425 North Freeway, Suite 350

Houston, Texas 77090

Phone: 817.508.7361
Or 866.508.PEO1

Www.odysseyonesou rce.com

READY TO G
TAKE YOUR
L EVEL

Most Workers Will See Bigger Paychecks this Spring

The Internal Revenue Ser-
vice released new withhold-
ing tables that will result in
more take-home pay this
spring for millions of
American Workers. The
new tables incorporate the
new Making Work Pay
credit, on of the key tax
provisions included in the
American Recovery and
Reinvestment Act of 2009.

Eligible workers will get the
benefit of this change with-
out any action on their part.
This means that workers
don’t need to fill out a new
W-4 withholding form to
get the Making Pay credit

reflected in their take-home
pay.

Individuals and couples
with multiple jobs may
want to submit a re-
vised W-4 form to en-
sure enough withhold-
ing is held to cover the
tax for combined in-
comes.

Available for tax years 2009
and 2010, the Making Work
Pay credit is 6.2% of a tax-
payer’s earned income with
a maximum credit of $800
for a married couple filing a
joint return and $400 for
other taxpayers, but it is
phased out for higher in-

come taxpayers. Most
workers will qualify for the
maximum credit. Because
the credit is refundable
(people can get it even if
they owe no tax), most low-
income workers will also
qualify for the full credit.
Though all eligible taxpay-
ers will need to claim the
credit when they file their
2009 income tax return
next year, the benefit will
generally be spread out over
the paychecks they receive
beginning this spring and
continue until the end of the
year.

Many higher-income tax-

payers will see little or no
change in their take-home
pay. That's because the
Making Work Pay credit is
phased out for married cou-
ples filing a joint return
whose modified adjusted
gross income (AGI) is be-
tween $150,000 and
$190,000 and other taxpay-
ers whose modified AGI is
between $75,000 and
$95,000.

Taxpayers will not get a
separate, special check
mailed to them from the
IRS like last year’s eco-
nomic stimulus payment.



