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2022 
Meeting Dates 

March 10th 
2023 Regulatory 
Requirements 
Speaker: Chris Belculfine 
Napoli Restaurant -
Bridgeville 

April 14th
Upcoming New 
Refrigerants 
Requirements 
Speaker: TBA 
Place: TBA 

May 12th 
TOOL Time 

Apprentice Graduation 
Speaker: Preston Brickner 

HPB, Pro 
Place: TBA 

ACCwPA 
Air Conditioning Contractors Western Pennsylvania 

SPRING BEGINS: 

March 20
th

! 

The mission of the Air 
Conditioning 

Contractors of Western 
PA is to assist its 

members in managing 

their companies more 
efficiently, therefore 

becoming more 
profitable, together 

with increasing their 
exposure and 

credibility within the 

community. 

How to Keep Your Employees Focused and 

Motivated in 2022 - Entrepreneur

Ten strategies to complete 2021 successfully and start off the new year 
right. By: Saurabh Kumar - December 20, 2021 

Opinions expressed by Entrepreneur contributors are their own. 

After a shocking and challenging 2020, this past year offered some avenues 
for recovery. Organizations in all major industries switched to automated and 
digitized platforms to streamline their business processes. But the pandemic 
also made businesses realize the importance of engaging employees. And 
looking at emerging technological trends, it's safe to say that companies will 
need their workers to give 100% in the years to come to continue adapting and 
thriving. 

Here are 10 essential tips for keeping your employees focused and motivated 
in 2022. 

1. Stay in touch with everyone
Even as offices reopen and organizations get back to physical workspaces, a
complete return to the way things were remains out of sight. This has given
rise to a hybrid model of working and requires managers and leaders to
constantly stay in touch with all their employees, irrespective of where
they're working from.

Always make sure that you're in regular social contact with your team during 
and beyond work hours. Especially in the case of remote employees, this 
makes them feel valued and seen. It also allows you to keep track of 
their progress across departments. 

2. Be flexible with end-of-year objectives
Annual objectives are often highly stressful for employees dealing with a high
workload, and particularly if your business is recovering from pandemic-related
disruptions. In such cases, it's advisable to adjust the objectives that can wait
until the first quarter of 2022. When you lift a little load off your employees'
shoulders and give them enough breathing room, they are likely to feel more
motivated towards the tasks at hand.

3. Be transparent In communication
Whether you are undertaking changes in management or making an important
announcement, always make sure that team leaders are unambiguous in their
statements, especially in a hybrid organization. A chaotic work environment is
bound to bring down the focus and engagement of your employees.

Continued on page 2 





ACC.wPA 
Pat Forker, Executive Director 
126 Resolution Drive, Mars, PA 16046-3719 
Phone/Fax: 724-687-7860 • pforker@accwpa.org 

Air CondiUonlng Convactors Weaitem Pennsyh,aN• 

ACCWPA Meetings are Back!!! 

Join Us: Thursday, March 1 O, 2022 

2023 Regulatory Requirements 
We are getting ready for the new 2023 regulatory efficiency requirements, and we want 
you to be ready too! On January 1, 2023, the Department of Energy's (DOE) new minimum 
efficiency standards for split system air conditioners (ACs) and split system heat pumps (HPs) 
will go into effect. These new regulations are part of the DOE's ongoing initiative to reduce 
overall energy consumption in the United States. These changes will present new 
complexities, but we are prepared, and we are here to support you through this transition. 

The minimum efficiency increases for 2023 will once again vary not only by product type but 
by geographic region as well. In addition, HVAC manufacturers will be required to comply with 
a new testing procedure for developing efficiency ratings. 

Guest Speaker: Chris Belculfine 

PO�I 

Standard Air and Light 

1273 Washington Pike 
Bridgeville, PA 15017 

412-221-2484

3:00 pm - Board Meeting + 5:30 - 6:00 pm - Social Hour (cash bar) 

Guest Speaker: 6:00 pm -7:00 pm 

7:00 pm - Dinner Buffet and Social Hour resumes (cash bar) 

Dinner Buffet - $45.00 

RSVP: 724-687-7860 (phone,etrril,crfax)-NO cancellations after March 7th, noon! 

* Important - RSVP is a must! *
Email: pforker@accwpa.org or fax (724) 687-7860 

Company __________________________ _ 

Name ___________________________ _ 

Email address Cell# 
---------------- -------

Dinner Buffet - $45.00 
NO Cancellations after March 7th NOON. No shows will be billed. 

IF YOU ALREADY MADE YOUR RESERVATIONS, THANKS! 

PLEASE PASS THIS NOTICE TO SOMEONE ELSE THAT WILL BENEFIT! 









Question of the Month - Federated Insurance

Question 
We have a new hire who has been with the company for about a month. Unfortunately, the employee is not wor1dng 
out very well. They are often late to work, and their work product is sloppy and frequently incomplete. I understand 
that as an at-will employee, we have the right to part ways if the employee is not performing up to our standards, but 
we are concerned about the risk of some sort of claim. Would we be within our rights to go ahead and terminate this 
employee? 

Answer: As a general matter, an employer may terminate an at-will employee for any 

legitimate, nondiscriminatory, and non-retaliatory reason, and where supported by company policy and 
past practice, as applicable. This assumes there is no contractual obligation to the contrary, for 
example, by way of a collective bargaining agreement or employment agreement. The defensibility of 
any termination typically turns on the employer's evidence to show what the underlying basis was for 
the decision. The more objectively clear the evidence that the reason was legitimate, the more 
defensible the decision tends to be. On the contrary, the less clear (or more subjective) the evidence is, 
the higher the risk. Ideally, the reason for termination should not be related in whole or in part to any 
protected characteristics (e.g. race, color, sex, gender, disability, etc.) as this may be unlawfully 
discriminatory, nor should the reason be related to any protected activity the employee may have 
engaged in, as this may be unlawfully retaliatory. 

As such, if an employee is an at-will employee and something happens that warrants termination 
consistent with company policy and practice, as may be the case for the subject employee who has 
been tardy and with poor work product, the employer is generally within its discretion to proceed 
accordingly. 

Admittedly, depending on the facts, it is a best practice for the employer to have documented any prior 
corrective or disciplinary actions, and ideally one that placed the employee on notice that employment 
may be terminated if improvement (or enough improvement) is not forthcoming concerning whatever 
may be going on. Here, it is unclear whether any of the tardiness or subpar work product has been 
addressed with the employee. That said, a lack of such documentation is not necessarily fatal to the 
employer's action, nor does it preclude the employer from moving forward with any legitimate business 
decision such as discharge. However, a lack of documentation may increase exposure to potential 
liability for a claim, and this is an even greater likelihood if the employer's past practices support the 
issuance of a final warning to other employees with similar work-related issues before a termination 
decision. The employer would do well to consider the following: How has the employer handled other 
similarly situated employees who have not met the employer's expectations? If they were previously 
issued a final written warning, for example, and given an opportunity to improve, then the employer may 
do so here to be consistent, as a best practice. If, however, there is no precedent, or company policy 
supports discharge without prior written final warning, or if the employee's legitimate work challenges 
warrant immediate discharge regardless, then the employer would generally be within its rights to 
proceed. 

Of course, even where perfectly lawful, termination of employment can expose the employer to potential 
claims, depending on the facts of the situation. Such claims are potentially defensible if the employer's 
discharge decision is legitimate, non-discriminatory, non-retaliatory, and otherwise consistent with 
company policy and past practices, as noted above. 

Ultimately it is up to the employer to determine whether, under company policy and practice, the subject 
employee should be discharged versus issued a disciplinary action that stops short of dismissal 
(perhaps a final warning). Regardless, when conveying any disciplinary action, including a discharge 
decision to an employee, it is best to be candid with the employee. If the employer provides a vague or 
false explanation, and the employee challenges the decision, the employer's credibility may be seriously 
impaired if it is unable to prove that the explanation it provided was actually the case. In this regard, for 
example, we do not recommend telling an employee that they are being let go because things are not 
working out, or words to that effect. While that is often the case, it is vague. In other words, if the 
employee is not meeting the employer's expectations if this is the case, and if this led the employer to 
decide to discipline or, perhaps, discharge them, then in this situation there is no reason not to tell the 
employee honestly the employer's justification. If the employee mentions that the termination is wrongful 
in some manner, of course, that would be the appropriate time to correct any erroneous accusations 
and reiterate the legitimate, non-discriminatory reasons for the employer's action to end the employment 
relationship. 

This article is for general information and risk prevention only and should not be considered legal or other expert 
advice. The recommendations herein may help reduce, but are not guaranteed to eliminate, any or all risk of loss. 
The information herein may be subject to, and is not a substitute for, any laws or regulations that may apply. 
Qualified counsel should be sought with questions specific to your circumstances. ©2021 Federated Mutual 
Insurance Company. 
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