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generating a concern for personal
safety, or resulting in physical
injury or even death.

 Milder behaviors include any
disruptive, aggressive, hostile or
emotionally abusive behaviors. 

 Mid-range behaviors demon-
strate direct, conditional or veiled
threats, stalking and aggressive
harassment.

 Violent behaviors include
overt violence causing physical
injury. (Editor’s note: For a closer
look at possible predictors of
workplace violence, see also the
April 2008 Brown Bagger.)

Personal Experience Recalled
Earlier in my career in the secu-

rity industry, I consulted on work-
place violence cases. In one
situation, a disgruntled employee,
upset by his termination from a
manufacturing facility, sent letters
to the CEO and attempted to visit
his former workplace.

Law enforcement was involved

and repeatedly arrested the man.
The disgruntled former employee’s
mid-range behaviors were ambigu-
ous yet reflective of an emotionally
troubled individual and distressing
to the CEO. 

The company’s concern contin-
ued, and they sought assistance to
address the problem. Through an
investigative process that included
background checks and surveil-
lance, it was determined that the
man was somewhat unbalanced
and had no financial or family sup-
port system to help him.

As part of the solution process, I
contacted him in hopes of de-esca-
lating the situation and his hostility
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Spreading the Word About Problem is Crucial
By Mimi Lanfranchi

According to Northwestern
National Life, one-fourth
of employees view their

jobs as the leading stressor in their
lives. 

While OSHA reports that work-
related homicides have fallen 52%
since 1994 to about 507 a year,
many workplace violence experts
feel that overall violence in the
workplace has been rising steadily
due to the recession.

And yet, according to a study by
the National Institute for
Occupational Safety & Health,
more than 70% of U.S. workplaces
do not have a formal program or
policy in place to address work-
place violence.

As EA, HR, and security profes-
sionals, it is our role to ensure the
physical security and safety of
employees. As such, we must also
educate company clients to recog-
nize potential predictors of work
place violence. Creating a corpo-
rate culture that promotes, “if you
see something, say something” can
have lifesaving consequences. 

What is Workplace Violence?
Workplace violence refers to a

broad range of behaviors that 
significantly affect the workplace, 



toward his former employer. He
was told that I was a third-party
consultant hired by the company to
help him get back on track. We
spoke on numerous occasions over
a three-week period where we
slowly shifted the conversation
from his dissatisfaction with his
previous employer to a more posi-
tive focus on the future, which
included providing him with
avenues for finding a new job.  

What’s learned from situations
like this is that each potential
workplace violence situation is dif-
ferent. Surveillance and back-
ground checks are key components
to assess just how serious a poten-
tial problem may be. On occasion,
engaging a terminated, troubled
employee may be necessary to
eliminate emotional progression. 

Concern and compassion may
help a disgruntled former employ-
ee begin emotional detachment
from a company and help diminish
anger. The resources involved in
diffusing this and other potential
workplace violence situations is a
critical investment considering the
possible devastating ramifications
if the situation is not addressed.

Warning Signs
Employers and employees need

to recognize the warning signs of
workplace violence so that every-
one can act as eyes and ears to
report unusual behavior. Managers
must be alert to these indirect pleas
for help and — utilizing key
resources such as an EAP — pro-
vide a timely response to ensure a
safe and secure work environment: 

 Excessive tardiness or   
absences;

 Increased need for 
supervision;

 Reduced productivity;
 Inconsistency;

 Strained workplace 
relationships;

 Inability to concentrate;
 Violation of safety 

procedures;
 Unusual behavior;
 Substance abuse;
 Excuses and blaming; and/or
 Depression.

Technology Poses New Risks
Mobile technologies pose new

risks. Through threatening emails,
phone texts or messages on social
networking sites, workplace vio-
lence can continue, even after you
have left for the day. The Internet
has created new workplace harass-
ment dangers that didn’t exist a
decade ago.

What does this mean for
employers and employees?
Managers should work with trained
professionals — such as security
teams, EAP, etc. — to revise com-
pany policies to inform employees
that harassing text messages to co-
workers will be considered viola-
tions of the company’s harassment
policy. If an employer issues cell
phones to employees, consider
whether text messaging will be
allowed on those phones.

If text messaging is accommo-
dated, employees using the phones
need to understand that they have
no right to privacy and that all text
messages are subject to search and
can be obtained by the employer at
any time.
An employee handbook should

offer an up-to-date workplace vio-
lence policy. Employers should
educate employees so they clearly

understand that the policy is part of
their responsibility for safety.
Employees should understand
potential warning signs, and have a
means to communicate possible
problems.

If something happens in the
workplace, it is important to act
immediately. Again, trained profes-
sionals such as EAP and others can
provide valuable insights into
defusing potential crises. Early de-
escalation behaviors include:
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ture that promotes, ‘if you
see something, say some-
thing’ can have lifesaving
consequences. ”
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Remaining calm;
Listening attentively;
Treating the person with

respect and dignity;
Isolating the situation;
Setting clear enforceable lim-

its; and, if necessary
Using backup resources. 

Realize that control issues are
most likely at the root of this con-
frontation. You may need to relo-
cate the disruptive individual to
another building or department, or
in more severe cases recommend
termination.

Using a mediator can be helpful
as they are a neutral party who can
listen to both sides and facilitate
conversation. To avoid additional
disruption, it may be best to sepa-
rate the parties involved, which
also decreases the risk of any
unnecessary confrontation. 

Finally, consider hiring a secu-
rity company if you do not have a
security program in place. An esti-
mated 50% of employers report
that workplace violence crimes or
threats are never reported to police
or security. If you do employ secu-
rity, make sure they are aware of
any potential threat and take
appropriate measures. 

Mimi Lanfranchi is Senior Vice President,
National Accounts and Specialized Services for
AlliedBarton Security Services. Lanfranchi
began her security career as an Investigative
Specialist for the Federal Bureau of
Investigation. Lanfranchi can be reached at
mimi.lanfranchi@alliedbarton.com. Editor’s
note: Anger, among the factors that can lead to
workplace violence, is addressed in this month’s
Brown Bagger insert. See also the cover article
of the April 2008 Employee Assistance Report.

Workplace Violence continued from Page 2

While you will
receive this
newsletter in
November, in terms
of our production

schedule we’ve completed another
year of publishing Employee
Assistance Report.

As a result, we recently began
reviewing the reader surveys you
sent in, and will do our best to
incorporate as many of your sugges-
tions as possible for our 2011 edito-
rial calendar. 

By the time you read this, that
document should be available on
our website - www.impact-publica-
tions.com - from there, go to the
“EARN” link and then, “EAR
Editorial Calendar.”

If you see a topic you’d like to
write about next year — or there’s
someone you’d like to recommend
as an expert on one of the subjects
listed — give me an email or call.
Just remember that we have to work
quite a bit ahead, so please pay
much closer attention to the editori-
al deadlines listed - as opposed to

Editor’s Notebook
the specific months.

*****
I am very enthused that I was

able to attend my first World EAP
Conference in Tampa, FL Oct. 6-9.
It was wonderful to associate some
faces with EA professionals that
I’ve only known by name — and
sometimes a voice — in the past. I
plan to share more about the confer-
ence in a future issue.

Finally, I’d like to remind sub-
scribers that Impact Publications,
publishers of this newsletter, is now
publishing the quarterly Journal of
Employee Assistance for the
Employee Assistance Professionals
Association (EAPA).

Consequently, if you have any
article suggestions for this maga-
zine, your emails and phone calls
are, again, most welcome. Until
next time.

Mike Jacquart, Editor
(715) 258-2448

mike.jacquart@impacttrainingcenter.net

The Employee Assistance
Research Foundation (EARF)
has issued an initial call for

grant proposals: Understanding the
Current State of the EAP Field.
Aplications for grants will be
accepted until Friday, Nov. 19,
2010.

The foundation may award as
many as four grants of up to
$40,000 to support studies for a
maximum duration of one year from
the date of approval.

Details on the application
process are outlined in the “Apply
for Grants” section of the founda-
tion’s website at www.eapfounda-
tion.org.

The foundation will accept appli-
cations from organizations such as
tax-exempt educational institutions,
agencies, or for-profit business enti-
ties (such as an LLC) that have
access to an Institutional Review
Board. The process is also open to
applicant organizations from outside
the U.S. or Canada that are engaged
in EAP research.

“This call specifically solicits
research projects that address the
prevalence, structure, functioning,
financing, and utilization of EAPs
in today’s workplaces,” stated Carl
Tisone, foundation founder and
board president. 

EARF to Offer Grants

Are you interested in 
contributing an article 

to EAR?

If so, please contact us at
715-258-2448 or
mike.jacquart@

impacttrainingcenter.net



By Gary Foreman

Many media reports about
government debt focus on
the trillions of dollars the

federal government owes — or,
how many billions short a particu-
lar state budget is. 

However, few seem to address
what this debt means to the average
person. According to the website
www.usdebtclock.org, the average
federal government debt per citizen
is over $42,000 — and, they calcu-
late the interest per citizen at
$2,800 per year. 

This means that the typical per-
son is “paying” $233 per month
just to cover the interest on the fed-
eral debt. This is like you and your
spouse making the equivalent of a
car payment every month for the
rest of your lives.

For a family of four this equates
to having two new cars stolen from
your driveway. If you’re a car
salesperson those are two cars that
you can’t sell because the customer
can’t afford them. If you’re an
autoworker, those are two cars you
don’t get to build. Basically, gov-
ernment debt takes money out of
our pockets that could otherwise be
spent and create jobs.

The net effect of all this debt is
more than many people realize.
Every time that you go to borrow
money you’ll pay more because
you’re bidding against the govern-
ment. That’s right — the govern-
ment borrows its money from the
same places that you do. Therefore,
you have to outbid them to borrow
money for your mortgage, car loan

or credit card account. Instead of
borrowing at 8% you’ll need to pay
9% or even 10%. And, the more
they borrow the worse it gets.

You don’t even need to pay
taxes or borrow money to be affect-
ed by government debt. If you ben-
efit from any government service
you can “look forward” to cuts in
that service. With more of the gov-
ernment budget going to pay for
interest, there’s less available to
pay for roads, school lunch pro-
grams or any other government ser-
vices. 

Protecting Yourself
What can someone do to protect

himself/herself? Expect to see gov-
ernment look to save money in all
areas. Be prepared to receive lower
benefits on government programs.
This includes Medicare, Medicaid,
Social Security, and even govern-
ment pension benefits. You may be
fortunate and not have your pro-
gram cut — but you’d be foolish to
think it couldn't happen.

The next obvious step is to pay
off any debt you currently owe.
This eliminates the need to com-
pete with the government to bor-
row money. Plus, you’ll have more
flexibility so you can adjust to a
changing financial environment.

Also, be prepared for more 
inflation. Unlike you and I, the
government can print more money.
That allows them to repay their
debts in cheaper dollars. However,
there is a cost. An increase in the
money supply will cause prices to
go up. And, we’ll have inflation. 

When It All Comes Due
Some people would argue that

government debt doesn't matter.
Maybe this is true — but only to a
point. Just like your family budget,
if you want to be able to keep bor-
rowing money you must make your
interest payments — even if that
means that your family can’t pay
rent or buy groceries. 

The same thing is true for the
government. At some point the
government won't be able to pay
the interest due and still perform
essential government services.
According to U.S. Controller
General David Walker, within 12
years the largest item on the federal
budget will be interest payments. 

Summary
This article is not meant to

appear political. A dollar of debt
created by either party will have
the same effect. A state or nation
can’t continually spend money it
doesn’t have — any more than you
or I could. 

I’ll leave it up to you whether
you want to contact local represen-
tatives and tell them to balance any
budget they’re responsible for.

In any case, to me, paying for
two non-existent cars that aren’t in
my driveway isn’t very appealing.
Moreover, the idea that my 
children and grandchildren will
also be paying for them is even
less attractive. 

Gary Foreman is the editor of the Dollar
Stetcher website (www.stretcher.com) and
various e-newsletters. The Dollar Stretcher
is dedicated to helping people live better
on the money they already have. 
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Why Government Debt 
Matters to You



Astudy of employees at a
west Michigan hospital
showed some of the most

unhealthy workers that University
of Michigan researchers had ever
seen.

However, in just four years, the
workplace wellness plan at
Allegiance Health in Jackson, MI
fueled some of the biggest
improvements in employee health
that those same researchers had
ever witnessed. 

They were studying the hospital
system to evaluate the health risk
changes in employees in the four
years after Allegiance implement-
ed the It’s Your Life workplace
wellness program.

The effort was unique because
it included all employees, not just
unhealthy ones, said Douglas
Wright, a researcher at the U-M
School of Kinesiology Health
Management Research Center
(HMRC), and lead study author. 

How Study Differed
Most wellness programs start

with a health assessment and only
the employees who meet pre-
determined benchmarks of poor
health qualify for additional assis-
tance, Wright said.

It’s Your Life began in 2002,
and Allegiance offered employees
$200, spread over 24 paychecks,
to take a health risk appraisal, be
screened, attend three counseling
sessions and complete three health
learning modules. 

In subsequent years, the compa-
ny lowered the incentive to $190
but gave it to employees in the
form of a gift card that was filled 

with small amounts of money each
time the employee completed
another requirement. Having
immediate access to the money
earned, rather than waiting for it to
show up in a paycheck, appeared
to be associated with increased
participation.

Researchers collected data from
three different employee groups
based on the number of times each
participated. Over four years, par-
ticipation increased and the num-
ber of high risk employees
decreased in all groups, Wright
said.

Participation Breakdown
The yearly participation rate

rose from 38% the first year to
77% by the fourth year. After four
years, the four-time participants
decreased in 10 of 15 health risks,
the two-time participants
decreased in nine of 15 risks, and
the one-timers decreased in 12 of
the 15 risks.

“It’s a big deal when you see
that much improvement,” said
Wright.

Allegiance started with 51% of
its employees classified as low
risk, which is much lower than
normal, and 19% as high risk,
which is above average, Wright
said. The number of high risk

workers fell to about 12% over the
four years. Studies have shown
that employees who are high risk
cost more in healthcare and lost
productivity. 

One of the reasons the program
was so successful was because it
was comprehensive, said Dee
Edington, director of the HMRC.
Edington has appointments in the
School of Kinesiology and the
School of Public Health. 

In other words, the program
helped keep healthy workers from
getting sick because it included
them in the wellness plan. “It’s a
lot cheaper to keep employees low
risk than to move them from high
risk to low risk,” Edington said.

The project was designed to be
implemented in three stages:

 The first stage uses
Allegiance as the pilot to test the
effectiveness of the wellness pro-
gram.

 The second phase expands
It’s Your Life to six of the largest
employers in the area.

 The third stage expands the
program to all employers in the
county and any community organi-
zations that want to participate. 

A cost analysis is pending to
see if the savings are great enough
to justify the incentives and the
cost of the wellness programs,
Wright said. 

Source: University of Michigan News
Service. For more information on the
University of Michigan School of
Kinesiology visit www.kines.umich.edu.
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Workplace Study

Wellness Plans Should Include 
Entire Company

“One of the reasons 
the program was so

successful was because
it was comprehensive...”



likely be very healing, especially
for Marianne’s family.

Memorial Gifts
Rather than the time-worn gift

exchange among employees, ask
staff to consider giving a gift to a
cause or charity that was important
to the deceased employee. If
Marianne was an animal lover, you
might choose the local humane
society. That’s because compas-
sionate initiatives, like donating to
a charity, help employees work
through the grieving process.

The Empty Chair
At a December staff meeting,

go ahead and leave the deceased
employee’s chair in its usual spot.
Everyone is feeling the impact of
the empty chair, so why not take
time to acknowledge this loss?
Ask each employee to say some-
thing about Marianne, if they are
comfortable doing so.

For instance, they might share a
fond or funny remembrance — or,
perhaps a co-worker will want to
express some of the many reasons
that Marianne is missed. Validate
each person’s approach, and reaf-
firm that together you will all get
through this time of sadness.

Grief is a Process
Perhaps the most important

thing to remember is that each of
us heals from a major loss in our
own way and on our own
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“... reaffirm that together
you will all get through
this time of sadness.”

On the Job

‘Happy’ Holidays? Not Necessarily

By Karla Wheeler

The loss of a loved one, espe-
cially an employee at a
small, tight-knit company,

can dim the brightest of holidays.
However, there are some practical
steps that managers and EAPs can
take to help boost morale and keep
productivity from plummeting.

Choose Rituals Wisely
Decide which holiday depart-

mental rituals and customs feel
right, and which ones seem too
stressful. Some traditions, such as
a couples’ dinner and dance event
at the same country club where
everyone has partied for years,
might seem like a downer for the
group. Fun-loving Marianne will
be missed, and her bereaved hus-
band would probably feel uncom-
fortable attending solo.

Ask employees for alternative
suggestions, perhaps an event held
on a Saturday or Sunday after-
noon, with parents and children
invited. Such camaraderie would 

timetable. Camaraderie and sup-
port can be powerful healers with-
in an office. But while one worker
might have deep faith from which
to draw to sustain him/her, another
person might feel “rocked to the
core.”

Be aware of triggers that can
bring on a grief attack. For exam-
ple, perhaps a long-time customer
calls to wish Marianne happy holi-
days and needs to be told of her
recent passing. Be gentle and
honor where each employee is in
their journey through grief.

Grief Support Meetings
If the emotional trauma of the

death is adversely affecting produc-
tivity in certain employees, grief
support meetings led by an EAP
and/or other resources may be help-
ful.

Receive the Joy
Even when a recent death has

turned our world upside down, it’s
still OK to enjoy the holiday sea-
son. When we’re mourning, we
sometimes feel guilty about laugh-
ing and having a good time. Give
yourself permission to experience
those moments of joy. You will be
honoring the memory of the
employee. 

Karla Wheeler is the founder of Quality of
Life Publishing Co., a direct outgrowth of
her personal and professional hospice
experience. She is the author of grief sup-
port books. For more information, visit
www.qolpublishing.com. Editor’s note:
EAR anticipates covering grief in greater
detail in an early 2011 cover article.
Watch for it.
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Although the economy has
shown gradual signs of
improvement, on-the-job

pressure is mounting for some
supervisors, a new OfficeTeam sur-
vey suggests. 

An estimated 30% of managers
interviewed said they are more
stressed at work today than they
were one year ago; just 11% indicat-
ed work-related pressure has
declined. In addition, 28% of
respondents expect their anxiety lev-
els to increase in the coming year,
while only 8% anticipate reduced
stress.

“Professionals at all levels are
working harder and assuming more
responsibilities as a result of compa-
nies relying on leaner teams,” said
OfficeTeam executive director
Robert Hosking. “Managers, in par-
ticular, may be feeling the heat as
they strive to keep employees moti-
vated and productive with limited
resources.”

In fact, according to Workplace
Redefined: Shifting Generational
Attitudes During Economic Change
(www.roberthalf.us/workplacerede-
fined) 37% of employees believe
they are not being fairly compensat-

ed for having taken on a greater
workload in recent months. 

OfficeTeam identifies four
common causes of workplace
stress and tips for coping with
them:

 “There aren’t enough
hours in the day!” You may feel
overwhelmed because your duties
have expanded beyond a reason-
able level. Have an honest conver-
sation with your manager about
your workload, and don’t be afraid
to 
ask for assistance. He or she can
help set priorities, delegate projects
or bring in interim help.  

 “I’m in over my head.”
You’ve been given more responsi-
bilities and received limited
instruction. Request training oppor-
tunities, and seek mentors who can
help you learn the ropes. If you’re
managing others for the first time,
be sure to delegate; often new
supervisors are reluctant to do so.

 “I’m lucky just to have a
job … and scared to lose it.” Like
many professionals, you’re worried
your position could be eliminated.
Don’t jump to conclusions. Discuss
with your supervisor your role in

the department and whether the
company’s goals have changed.
Make yourself indispensable by
focusing your efforts on critical
projects that help your firm boost
its bottom line, and show your ini-
tiative and expertise by volunteer-
ing for new assignments.

 “Politics are rampant in
my office.” In an uncertain econo-
my, many professionals feel it’s
necessary to do whatever it takes
to stand out from their colleagues.
As a result, some may resort to
sabotaging the efforts of others or
stealing the limelight from more
deserving team members. Rather
than fixating on the actions of oth-
ers, focus on doing the best work
possible and maintaining your
integrity. Make sure your contribu-
tions are visible by speaking up in
meetings and providing your man-
ager with regular status reports. If
problems persist, a discussion rein-
forcing the importance of team-
work may be necessary. 

OfficeTeam is a leading staffing service
specializing in the temporary placement of
highly skilled office and administrative
support professionals. For more informa-
tion, visit www.officeteam.com.

Managers More Stressed than Ever
Workplace Surveys

According to a recent survey,
the workplace loves a leader who
can laugh, and many bosses
appear ready to deliver the punch
line.

An overwhelming 97% of pro-
fessionals polled feel it’s impor-
tant for managers to have a sense
of humor. Employers seem to

have received the message as 87%
of employee respondents said
their supervisors do indeed have a
funny bone.

However, Robert Half
International (RHI), which con-
ducted the survey, cautioned that
while people enjoy working for
someone who has a good sense of

humor, too much clowning around
can have the opposite effect.

“To be taken seriously, supervi-
sors must balance their desire to
keep the mood light with the need
to accomplish business objectives,
inspire great performance, and
maintain professionalism,” RHI
noted in the survey. 

Work and Humor DO Mix
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able to employees and to the
employer who wants to remain
competitive while demonstrating
that they understand people have
work and life to balance.

Positioning EAP vis-a-vis
coaching resources maybe also
prove attractive and viable.
Certainly, addressing workplace
stress and resilience is more
important than ever before. By
itself, stress is the root of unparal-
leled workplace, personal, health
and economic burden and can
serve as the fulcrum of any EAP.

It may also prove attractive to
position an EAP as a “recovery
support” service that handles all

the things a health plan cannot. It
can be especially helpful as a
“parenting resource” or “relation-
ship coach” that addresses the
non-diagnosable issues.

It makes all the sense in the
world right now given all of the
drivers and stressors in our busi-
ness and economic environments
— to leverage EAPs to the fullest
of their original capabilities: deal-
ing with workplace and personal
concerns that lie outside health
and behavioral health plans.

EAPs are urged to re-focus on
the value they deliver to high-per-
formance business interests popu-
lated by productive and passionate
well-rounded people. Business
leaders buy that. 

Patrick Gauthier is Director of AHP Healthcare
Solutions. A version of this article appeared on
the website of the Employee Assistance
Professionals Association (EAPA) - www.eas-
passn.org and is reprinted with permission.
Editor’s note: EAR plans to provide a follow-up
article on this important topic in 2011.

Now That Parity is Here, What’s Next?
EAP Trends
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“It may also prove 
attractive to position an
EAP as a ‘recovery 
support service’ that 
handles all the things
a health plan cannot.”

By Patrick Gauthier

The Mental Health Parity
and Addiction Equity Act
(MHPA) - and its ensuing

Interim Final Rule - dealt a signif-
icant blow to employee assistance
programs (EAPs) in 2010 in man-
dating that health plans and
issuers abolish the practice of
using EAPs as a gatekeeper unless
they weren’t also the EAP in a
similar capacity for medical con-
ditions. The question is, what will
become of EAPs as a result?

I suspect that most, if not all,
EAP vendors are mobilizing to re-
position EAP services in the tradi-
tional role of HR and employee
“service,” no longer as a benefit
gatekeeper.

This distinction is crucial. I
think all EAPs need to re-evaluate
their roots as a workplace and
workforce service that handles
everything from workplace crisis
and tragedy to last-chance
employment agreements related to
drug-free workplace policies. 

The training EAPs provide to
supervisors is crucial to the well-
being of the workplace. When
supervisors can appreciably learn
to identify concerns, approach
them tactfully without violating
peoples’ rights and present real
solutions, the outcome is positive
for all involved.

EAPs already assist employees’
families with services related to
elder care, child care referrals,
financial issues and other personal
matters that are complex and
painful yet not in the jurisdiction
of a mental health benefit.

These services are very valu-




