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Returning to work after an
extended period of time
away is never easy.

Consider what it feels like to go
back to work after a vacation or
prolonged holiday. You might 
feel “out of the loop” or worry 
that you’ve been “out of sight, out
of mind” from co-workers.
Perhaps your skills feel rusty —
maybe you’ve simply forgotten
some things.

Now, consider having been out
of work for six months or even a
year due to a prolonged layoff or
other period of unemployment.
What would it feel like to return to
work then?

The majority of employees
coming back to work after a sub-
stantial amount of time out of the
workforce will be enthusiastic and
eager to hit the ground running.
However, bringing employees
back to work can present some
unique challenges and risks that
must be managed.

As noted, any return to work
requires an adjustment period 
simply due to having been away
from work for a while. Being
away for months, even weeks, can
be an anxious and even jarring
experience.

Honeymoon Period
While people returning to work

are often nervous, they’re also
happy to be earning a paycheck
again. The emotions experienced
by those recalled to work are simi-
lar to those unleashed by any posi-
tive change. There will be an
initial period of anxiety and trepi-
dation, followed by a “honey-
moon” period during which the
employee will be excited at the
prospect of returning.

However, in the more challeng-
ing phases following the “honey-
moon,” the employee may undergo
a “crash” as emotions may become
less positive. It’s at this point
where leadership can have the
greatest influence on the success
of re-entry into the workforce.

Supervisors should be aware of
the emotional reactions they may
see from employees returning
from a lengthy layoff. It’s impor-
tant for them to understand that,
like any change, returning to work
is a process that plays out over

time. Employees may even exhibit
some reactions that seem contra-
dictory. (Editor’s note: See this
month’s Brown Bagger for a closer
look at these emotions.)

Sharing Tips with Supervisors
How can supervisors and busi-

ness leaders effectively manage
employees who are returning to
work following a prolonged layoff
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or job loss? Below are some sug-
gestions that EA professionals can
share to help them through this
uncertain time:

The fundamentals of good
leadership remain the same.
Communication, empathy, pre-
dictability, and visibility are all
critical. Employees who have
experienced hardship so the com-
pany can survive are, in many
ways, organizational heroes.

Ask them how they wish to be
welcomed back and/or introduced.
Some employees are more com-
fortable than others with public
displays of gratitude. Be prepared
to acknowledge their work histo-
ries, highlight their sacrifices, and
show an appreciation for what
they will bring to the workplace.

Open lines of communica-
tion with existing employees
before the returning employees
arrive. Discuss the impact on
workplace teams and their work.
Educate them about the difficulties
that can accompany a return from
a layoff or job loss and encourage
them to be supportive and engaged
with new and returning employees. 

Make certain that all workers
understand the state of the busi-
ness, the rationale for employee
recalls, goals for the future, and
expectations for employees’ work
and conduct.

Spend time with each
employee returning from a layoff.
Don’t intrude into their personal
lives, but show a genuine interest in
their return. 

Acknowledge the difficulties and
anxiety they may be experiencing,
and try to gauge their emotional
responses about returning to work.
Referrals to the Employee Assistance
Program should be routine.

Address work group con-
flicts directly. If any tensions
exist (for any reasons), take appro-
priate action as soon as possible to
resolve the problem.

Set clear performance
expectations and goals for
returning employees, but allow
ample time for the “settling in”
process. Understand that anxiety
and loss of skills may impede per-
formance in the short term.
However, do not insulate returning
employees from challenging work
or give then only menial tasks.
Hardiness is not built by avoiding
possible stress.

Moreover, supervisors must also
acknowledge that they may lack trust
in new and returning employees. Be
ready to provide them with reason-
able challenges and opportunities for
success soon after they start.

Coach returning employees
to avoid isolation, stay engaged,
and be prompt and attentive.
Emphasize to them that things
have changed since they left and
that they should be ready to learn,
show an interest in what happened
during their absence, start gradual-
ly and pace themselves, communi-
cate openly with leadership, and
seek guidance.

Assess the need for coaching or
training of returning employees.
Resources such as mentors, trainers,
and the EAP should be considered.

Take care not to exploit a
returning employee’s heightened
motivation or exaggerated desire
to please. Give reasonable
amounts of work early on and be
conscious of the risk of burnout. 
Moreover, be aware of the indica-
tors of deteriorating performance,
personal problems, and workplace
violence. Identify struggling
employees as early as possible.

Make frequent EAP refer-
rals, particularly when problems
begin to arise. EA professionals
should be consulted and involved
at every phase of the recall 
process in order to support both 
supervisors and employees.

Summary
Employee performance is criti-

cal to business success. The
process of laying off workers and
recalling them can challenge
employees’ sense of engagement
and threaten business performance
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employees also increased by 2%
percent in the first quarter of
2010. This supports the notion
that job creation has taken hold 
at corporations across a range 
of industries.

Temporary employee wages are
generally considered a bell weath-
er of future jobs creation, as
employers turn first to temporary
workers in advance of hiring full-
time employees in an improving
economy. An increase in both the
index and real wages suggests that
demand for these professionals
has grown.

“We see this latest data as the
most promising signs yet that
green shoots are giving way to

After a stagnant 2009,
which saw wages paid to
temporary technical pro-

fessionals remain relatively flat,
the Yoh Index of Technology
Wages recently reported its first
substantial increase since 2009,
suggesting the possibility that the
long-awaited recovery in employ-
ment could be underway.

The Yoh Index, which has been
benchmarking technical wages
since 2001 in information technol-
ogy, life sciences, engineering,
health care, and aerospace and
defense, reversed an early decline
in 2010 by posting a 2% uptick.

At the same time, actual wages
for highly talented temporary

at a time when organizations can
tolerate it least.

However, when returning
employees are handled well, sig-
nificant problems should be
uncharacteristic. Supervisors and
business leaders who focus on the
best interests of returning employ-
ees will go a long way toward
mitigating risks. 

Ultimately, the goal is to
achieve business success by
ensuring that employees have a
positive re-entry and remain
engaged in the long term.

John Pompe is manager of disability and
behavioral health programs at Caterpillar Inc.
in Peoria, IL. As a member of Caterpillar’s
Corporate Medical Department, John is
responsible for the global EAP, disability man-
agement, and a variety of behavioral pro-
grams. He may be reached at
pompejc@cat.com. Editor’s note: This article
is reprinted with permission from the Employee
Assistance Professionals Association (EAPA).
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real economic opportunity with
corporations moving to hire, at
least on a temporary basis, profes-
sional technical talent,” says Lori
Schultz, president of Yoh.

Schultz notes that while the Yoh
Index improved, the job market is
still facing barriers.

“For instance, in IT, employ-
ment is still being restricted by
squeezed budgets that are not only
limiting the financing of much
needed maintenance, but invest-
ment on new projects and deploy-
ments,” she adds.

For more information about Yoh, 
visit www.yoh.com.

Ever had a tough
time getting back
into the swing of
things at work after
only a week off? If

so, you can appreciate how difficult
this is after months of not working
full time! After nearly a 4-month
layoff many years ago, I recall
being so exhausted on my new job
that I went to bed an hour earlier
than usual...for about a month!

John Pompe points out in this
month’s cover article the impor-
tance of not overwhelming — or
giving the returning employee too
little to do either. Striking the prop-
er balance may not be easy, but it’s
worth the time to find the right
mix. Many thanks to John for his
valuable insights this month on a
topic that (hopefully) will continue
to be timely as the economy (hope-
fully) continues to improve.

Editor’s Notebook
*****

Impact Publications, Inc. is
excited to announce that we were
recently selected by the Employee
Assistance Professionals
Association (EAPA) to assume
publishing of the Journal of
Employee Assistance, beginning
with the 4th quarter 2010 issue.

We’re pleased to have the oppor-
tunity to publish additional articles
about topics of importance to
employee assistance professionals.
We’ll be happy to pass along any
pertinent details as they become
available.

We hope that your summer has
been a wonderful one so far. Until
next time.

Mike Jacquart, Editor
(715) 258-2448

mike.jacquart@impacttrainingcenter.net

On the Job

Has the Job Recovery Begun?



The stress of trying to handle 
a full-time job while caring
for an injured or ill 

family member is hurting the 
productivity and mental well-being
of Baby Boomers, according to 
new research. 

A study by the Hartford Financial
Services Group Inc. and ComPsych
Corp., an employee assistance pro-
gram administrator, found that stress
levels among caregivers were high
for both younger (age 45 to 64) and
older (age 65+) boomers.

When asked about the emotional
impact of providing care or support
to injured or sick loved ones, 82%
of younger Boomers and 80% of the
older ones said they had experi-
enced moderate to high levels of
stress in the previous 6 months due
to caregiving responsibilities.

Most American workers
say they derive satisfac-
tion from their job, but

only about a third say they have
actively prepared for being side-
lined due to an injury or illness,
even though nearly nine out of 10
say they know there are steps they
can take to protect themselves.
These are some of the findings
from a Yankelovich survey among
full and part-time employees 
conducted for CIGNA.

Moreover, many workers don’t
necessarily make the connection
between staying healthy and stay-
ing on the job. When asked what
can be done to prepare for the pos-
sibility of being out of work for an
extended period of time, fewer
than two in 10 (16%) say trying to

be healthier or staying well.
Fortunately, more employers are

investing in workplace wellness
programs, even in a struggling
economy. For example, a recent
Hewitt Associates survey indicates
that almost two-thirds (65%) of
employers say they invest in long-
term solutions to improve the
overall health and productivity of
their workforce and also reveals 
an emerging interest in absent
management.

Another study by Watson Wyatt
and the National Business Group
on Health reports that 72% of
employers with at least 1,000
employees have enhanced their
onsite offerings with health coach-
ing, stress management programs
or employee assistance programs

— or they plan to offer these types
of programs in the next 12 months.

However, only 12% of workers
Yankelovich surveyed identified
workplace wellness programs as a
way to help them prepare for the
possibility that an injury or illness
could keep them out of work for
more than just a few days.

“It’s clear that insurers and
employers need to do more to help
workers understand that taking
care of their health — both 
physical and emotional — is one
of the best ways to avoid a dis-
abling illness or injury,” said 
Dr. Robert Anfield, chief medical
officer for CIGNA’s disability
insurance unit.

Source: CIGNA (www.cigna.com).

The most worrisome issues,
according to respondents, were the
impact caregiving had on their jobs,
cited by 47% of younger Boomers
and 34% of those aged 65-plus. 

Other stress-inducers cited by
survey participants were:

 Worries about meeting
expenses (roughly 37% of both 
age groups);

 Reduced personal savings
(roughly 35% of both groups); and

 Reduced retirement savings
(roughly 24% of both groups).

Not Able to Retire?
Another key worry was the pos-

sibility of having to continue work-
ing rather than retiring, in order to
pay for caregiving costs, cited by
41% of younger Boomers and
slightly more — 43% of older ones.

Lost Productivity
Lost work productivity was

another principal concern, with 68%
of younger Boomers and 54% of
older ones saying they had missed
work or left work early in the prior
6 months to handle caregiving
responsibilities.

Much of that time came out of
paid time off, with roughly 23% of
both groups saying they had lost at
least 40 hours of vacation time in
the previous 6 months due to care-
giving duties.

The survey polled 461 younger
Boomers and 401 older Boomers
who had used ComPsych EAP
programs in February.

This article is reprinted with permission 
of the Employee Assistance Professionals
Association (www.eapassn.org).
Additional source: National Underwriters
Online News Service.
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Caregiving Proving Worrisome: Study

Employees Vulnerable to Illness & Injury



In this era of multi-tasking, people
who want to remain mentally fit
and focused sometimes end up

feeling fragmented and stressed out
instead. A recent issue of the Harvard
Mental Health Letter offers simple
techniques that anyone can try at home 
or work to focus better and think 
more productively.

Much of the advice is included in
The Winner’s Brain: Eight Strategies
Great Minds Use to Achieve Success
(Da Capo Press), a new book from
Harvard Health Publications written by
psychologist Jeff Brown and neurosci-
entist Mark Fenske. Their techniques
draw from the psychotherapy ap-
proaches of cognitive behavioral 
therapy and positive psychology.

The following is a sampling of their
strategies for staying mentally sharp:

 Motivation — When procrasti-
nation is the problem, it may be that the
task seems too big. First, map the steps
necessary for reaching a goal, then con-
centrate on achieving each step.

 Focus — To foster focus, turn
off your cell phone or email, take a

break or walk, and be more relaxed
about your tasks.

 Memory — Use memory proac-
tively. Practicing a particular task or
skill repeatedly — both physically 
and mentally — can help you acquire
the type of memory that will help you
perform more efficiently and with
more confidence.

Dr. Michael Miller, editor in chief
of the Harvard Mental Health Letter,
notes that the basics of brain care con-
sist of three things that are also good
for the rest of the body: sleep, exercise,
and nutrition.

A good night’s sleep fosters both
mental and emotional resilience.
Aerobic exercise appears to improve
several aspects of mental functioning.
Finally, certain diets, especially those
emphasizing vegetables and heart-
healthy oils, may also help people
maintain thinking and memory as
they age.

Source: Harvard Health Publications. 
For more information, visit
www.health.harvard.edu/mental.
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Clinical Perspective

Tips to Boost
Mental Performance

Resources
OSHA’s Top 10 Violations:

Preventing Costly Fines, $99, .pdf
download, PBP Executive Reports
(800) 220-5000, 
www.pbpexecutivereports.com.
This report shows how organiza-
tions can stay off OSHA’s radar and
keep their employees safe.

The New Healthcare Law:
What Every Business Must Know
– and Do Now, $99, .pdf down-
load, PBP Executive Reports, 
www.pbpexecutivereports.com,
(800) 220-5000. Jammed with new
requirements, advice, and compli-
ance guidelines, this report pro-
vides recommendations to prepare
— and comply with — the new
healthcare regulations. 

Does Your Life Need a
Laxative?: Dr. Fred’s Practical
Prescriptions for Happiness, by
Fred Broder, New Outlook Press, 
www.fredbroder.com. In his easy-
to-read, down-to-earth style, the
author provides a practical approach
to attaining the life you want.

The Wisdom of Leadership:
Timeless Principles for Greater
Purpose, Prosperity and Peace of
Mind, by Per Winblad, Lighthouse
Hill Press, www.perwinblad.com.
Many leaders think that wisdom is
an esoteric, subjective quality that
either you have or you don’t, but
wisdom — the author says — CAN
be learned, if you know the path.

Windmill Networking: 
Understanding, Leveraging &
Maximizing LinkedIn, by Neal 
Schaffer, Windmills Marketing,
http://windmillnetworking.com.
The author provides an easy-to-use
manual for getting the most out of
LinkedIn, which has more than 65
million members worldwide.
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By Gary Foreman

At the Dollar Stretcher, we
receive questions like the
following inquiry from

“Powerless”: “My husband and I are
a young couple with 3 children. My
husband has 2 jobs, and I am a stay at
home mom. Now that our children are
growing older and we got a bigger
house = higher rent and his full-time
job has slowed down (no overtime),
things have been getting tight. My hus-
band has a court date coming up in 2
weeks because our car insurance
lapsed — so we’ll likely have a huge
fine we’ll have to pay. Our electric is
about to be turned off, and my SUV is
on the verge of being repossessed.

“I go grocery shopping on
Fridays, but my hubby too often says
on Fridays that he doesn’t have
money for me to get food and other
things that the kids need. My husband
is in almost chronic pain with neck
and back problems caused by the
strenuous work he does. We have
insurance, but he’s afraid to push the
issue for fear of losing his job.

“I cannot work because I have a
2-year-old daughter. I have no one to
watch her and 2 boys to pick up from
school each day. My husband won’t
let me help to set up a budget — he
says there’s nothing to budget. I feel
powerless to help our financial situa-
tion. I managed to put aside $1,100
from our income tax return, which
has since dwindled to $500. I’ve been
hanging on to this money for dear
life, but there are so many places it
could be used. Do you have any sug-
gestions that would help?”

“Powerless” has certainly given
herself the right name, but she’s
not alone. Her husband is power-
less, too! 

Based on Powerless’ story we’d
have to assume that her husband

is a hard-worker. It’s also clear
that they’re behind on their bills. 

The key part of Powerless’
story is that her husband is unwill-
ing to create a budget. I can
understand why he’s reluctant.
He’s probably already feeling
“closed in” by all the overdue
bills. He doesn’t need someone
telling him what he cannot do.
He’s got enough of that already. 

Budgets DO Help
However, Powerless’ husband

is wrong about what a budget
does. A budget doesn’t control
spending — YOU control your
spending. A budget simply tells
you where you are spending
money, and whether your income
is higher than your expenses. It’s
basically just a diagnostic tool.

There could be a number of
different reasons why Powerless
doesn’t have money to buy food
for her children. Previous bills
(think credit cards or personal
loans) may be taking a large por-
tion of their income. In that case,
credit counseling or bankruptcy
might be the best solution.

Their car payments could be
too high relative to their income.
In that case, the solution would 
be to trade to something with
lower payments.

Hubby might be spending
money before it comes into the
house. We have to believe that
Powerless’ mate is doing his best
for his family — but he wouldn’t
be the first person to struggle with
addictions or other bad habits that
consume his paycheck.

Or it could be that he doesn’t
earn enough money. Powerless

might need to find an evening job
or create a way to make some
money from home.

Summary
Based on Powerless’ email, one

would assume that “they’re in
pretty deep” — not the type of sit-
uation where an extra few dollars
each month would solve the prob-
lem. It would appear that only
something significant could ease
their financial pain.

As a result, Powerless has a
choice. She can collect enough
financial data to determine what
to do to fix their finances — or
she can continue to face a slowly
worsening financial situation.

It might be hard convincing
hubby to go along. Perhaps if he
can see that a budget isn’t a
straightjacket, but rather a tool that
he can use to solve the situation
he’d be willing to give it a shot.

Resources include the Dollar
Stretcher’s Financial Independence
e-newsletter. To find out more, visit
www.stretcher.com/financial
independence/declaration.cfm.

Additional resources on debt-
reduction strategies include
Money Management International
(www.moneymanagement.org)
and www.daveramsey.com.

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

Money Matter$

‘Powerless’?
Or ‘Unwilling’ to Change?
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Companies may not realize
they have a secret weapon
to assist them in bouncing

back from the recession: their 
support staff.

New research shows that
administrative professionals are
moving beyond their traditional
roles to take on responsibilities in
areas such as cost control, technol-
ogy and the use of social media,
hiring, and corporate social
responsibility.

The study was developed by
OfficeTeam and the International
Association of Administrative
Professionals and includes
responses from 4,415 administra-
tive professionals and 502 man-
agers in the U.S. and Canada. The

complete survey results are avail-
able at www.officeteam.com/
SuperAdminGuide.

Key findings include:

 Half of all managers indicat-
ed that support staff play a role in
helping their firms reduce spend-
ing. 

 Nearly one-third (32%) of
supervisors said they have turned
to administrative personnel for
help with technology. 

 More than half (63%) of
administrative professionals have
assisted in hiring other support
staff at their firms. 

 A majority (55%) of adminis-
trative professionals have managed
volunteer activities for their

employers. In addition, 30% have
been tapped to assist with environ-
mental initiatives. 

“Administrative professionals
are doing more than ever to help
companies cope with business
challenges — playing an instru-
mental role in their organizations’
recovery and growth efforts,” said
OfficeTeam executive director
Robert Hosking. “Managers may
be overlooking a valuable resource
if they aren’t tapping support staff
to take on new projects.”

Source: OfficeTeam
(www.officeteam.com). For more 
information on the International
Association of Administrative
Professionals, visit www.iaap-hq.org.
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Workplace Survey

In the News

Unsung Heroes in the Workplace

Anew U.S. Department of
Labor (DOL) resource is
available that may prove

useful to employee assistance 
professionals.

The DOL’s “employment laws
assistance for workers & small
businesses” website features a
series of interactive online
Advisors designed to help employ-
ees and employers understand
numerous federal employment
laws. The elaws Advisors may also
be helpful to the EA professionals
advising them.

Each Advisor simulates a typi-
cal interaction one might have

with an employment law expert. It
asks questions and provides
answers based on responses given.
Advisors include:

 H-1B Advisor — This
Advisor helps users determine if
they fulfill the requirements of the
visa program by answering ques-
tions relevant to specific H-1B
classified workers.

 OLMS Union Elections
Advisor — This Advisor 
describes the rights of union 
members and candidates in union
officer elections.

 Disability Nondiscrimina-
tion Law Advisor — This
Advisor is designed to help
employers determine which feder-
al disability nondiscrimination
laws apply to their business 
or organization.

 e-VETS Advisor — this
Advisor assists veterans, service
members and their families 
to navigate Web-based 
information on a variety of 
topics, including education, job
training and employment.

This article is reprinted with the permis-
sion of the Employee Assistance
Professionals Association (www.eapassn.org).

New EAP Resource Available
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By Ken Whiting

The next generation of work-
ers, i.e. teens and young
adults, have gained a repu-

tation from older employees of not
having the same work ethic they
did when they were young. 

To be sure, teens’ immaturity
will surface at times. However, it’s
also clear that today’s fast-paced
world is far different than the one
that older workers grew up in.

As a result, before dismissing
the new generation of workers,
take the following recom-
mendations into account:

 Technology: One of the
biggest technological advance-
ments of the Baby Boomer genera-
tion was replacing the 8-track tape
player with the audiocassette!
Consider today’s teens and young
adults, who have always known a
world with cell phones, computers,
Facebook, iPods, and more.
Technology has played a role in
shaping every aspect of their lives.

 Workplace tip: Use this fact
to your advantage by allowing
younger workers to help with
technology-related projects. Get
their input when updating compa-
ny websites or using social net-
working sites. Allow them to
share their wealth of technological
knowledge with your staff.

 Information and communi-
cation: Information used to be
delivered largely via daily news-
papers and nightly TV newscasts.
Communication was done face-to-
face, in writing or over the phone.
Over the last decade, information
and communication have flowed
in an instant stream and can even
be customized. Teens and young
adults are hard-wired to process
the maximum amount of facts,
figures, and news. Today’s com-
munication occurs at a far greater
and faster rate through cell
phones, text messages, social 
networking sites, etc.

 Workplace tip: Use this fact
to your advantage by texting or 

e-mailing schedules and company
information to younger workers
and bringing them up to speed 
in a manner they’re more 
familiar with.

NEXT MONTH: More 
recommendations on connecting
with the younger workforce 
are presented.

Ken Whiting’s WAVES for Success pro-
gram teaches companies what inspires
young adults and teens to participate,
contribute and excel at work. 
For more information, visit 
www.wavesforsuccess.com. 

Connecting with 
the Younger Workforce: Part I

On the Job

The following are eight criti-
cal mistakes made by super-
visors when dealing with

employees in trouble at work:

Critical mistake #1 —
Failing to set clear expectations or
to regularly enforce them;

Critical mistake #2 —
Letting problems you’re aware of
fester before addressing them;

Critical mistake #3 —
Failing to communicate with peo-
ple about their problems;

Critical mistake #4 —
Taking the matter personally;

Critical mistake #5 —
Playing “gotcha” with troublesome
or difficult people;

Critical mistake #6 —
Waiting too long to get profession-
al help — such as from an EAP;

Critical mistake #7 —
Failing to recognize the impor-
tance of due process; and

Critical mistake #8 —
Unwillingness to see a problem
through to resolution.

Sources: Bob Gilson, a retired government
labor and employee relations director;
FedSmith (www.fedsmith.com).

Quick Ideas

Critical Mistakes Made by Supervisors
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