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By Thomas M. Evans,
President of TaxLifeboat.com

In light of the recession, EAPs
across the country are faced
with providing emotional sup-

port and resources to clients strug-
gling with financial woes,
including trouble with taxes and
the IRS.

This article will examine some
of the basic information that every
EA professional should understand
about tax problems in order to best
help their clients.

Over 25 million Americans are
behind in their federal income
taxes or delinquent in filing back
tax returns. This excludes millions
who are audited every year. 

Currently, taxpayers are caught
between a weak economy and the
IRS, which is under pressure to
raise more tax dollars. The IRS is
getting much tougher and, on top
of that, the agency will add 26,000
more employees over the next 
12 months.

Employees whose wages are
being garnished by IRS are just
the tip of the iceberg. In addition
to losing their peace of mind,
many taxpayers will soon come to
realize that tax levies can take
nearly everything they own. This
includes their income, savings,
investments, home, Social
Security, and other benefits.

The Problem
Troubled taxpayers often have

nowhere to turn for help. Tax pro-
fessionals typically decline IRS
representation cases because of the
time and expertise required. They
find it difficult to charge enough
for the hours needed to research
and implement a tax strategy. Tax
attorneys can be hired, but at $250
an hour or more, they are out of
the reach of most taxpayers.

“Tax mills” advertise to settle
IRS debt for “pennies on the dol-
lar” but consumers complain about
grossly inflated fees, poor (if any)
results, and having to waive
important appeal rights.

Predatory practices by tax mills
are worse than people realize. The
head of a Certified Public
Accounting firm cited a recent
example in which the IRS claimed
his client owed $60,000, but the
accountant said that supplying the
proper documentation would
greatly reduce the liability.
Instead, the client believed a tax
mill’s ad to negotiate a reduced
settlement and borrowed $35,000
to pay their retainer.

Today, he’s paying interest on
the $35,000, accruing interest on
his unpaid tax debt, and the tax
attorney has yet to fix the problem.
Finally, the CPA estimates the
whole issue could have been
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resolved with the IRS for less 
than $35,000.

The Solutions
There are a number of issues

and potential remedies to this
common problem that EA profes-
sionals should be aware of. They
include the following:

 Preventative counseling —
If you under withhold $200 on
your paycheck each month; you
will owe $2,400 in taxes by year’s
end. The next year you are faced
with both repaying this debt and
increasing the withholding.

As a result, your standard of
living will be reduced by $450 per
month in tax payments: $250 for
past taxes (including penalties and
interest) plus $200 more for the
current year). The lesson is —
don’t get behind in paying 
your taxes.

 Don’t delay in responding
to IRS notices — The IRS has a
quick and smooth process to
“prove” you owe the taxes. Simply
stated, the procedure (known as a
“default” process) is this — the
IRS notifies you that taxes are
owed and explains why. If you fail
to respond with a counter proof or
an explanation within a short time-
frame, the IRS wins by default and
the case goes to collections.

 If you owe and can pay, do
so — Save time, stress, and money
by paying your taxes — even if
you have to borrow the money.
Penalties and interest paid to the
IRS are not tax-deductible, and
these fees can double what you
owe over time.

Also, there are practical and
logical reasons why you do not
want the IRS to place you in the
“tax protester” category. Simply

put, the likelihood of coming out
ahead monetarily is very low.

 IRS safety-valve programs
— If you have valid financial
and/or personal reasons that have
prevented you from paying your
taxes, the IRS and the courts take
these into consideration. However,
you will have to satisfactorily doc-
ument these hardships.

For instance, personal problems
(called “special circumstances” by
the IRS) may include addictions,
advanced age, bankruptcy, casual-
ty losses, death, disability, divorce,
unemployment, financial prob-
lems, incarceration, military ser-
vice or veteran status, new
business issues, number of depen-
dents, dependents’ health issues,
pregnancy or child raising, 
and retirement.

Some of the most beneficial
IRS safety-valve programs
include: Offer in Compromise (see
below), Audit Reconsideration,
Collection Due Process Hearing,
Collection Appeals Program
Hearing, Fast Track Mediation,
and Hardship Status. There are
numerous additional strategies, but
these are beyond the scope of 
this article.

 Offer in compromise —
OIC is one of the most popular —
and misunderstood — IRS safety-
valve programs. Tax mills tout this
strategy when they claim to cut
your tax debt to “pennies on the
dollar.” What they fail to mention
is that you must clearly demon-
strate your inability to pay the full

amount, and you give up some
important taxpayer rights just 
by applying. 

The IRS acceptance rate is 20%
or less — so each person should
evaluate his/her case individually
before submitting an OIC applica-
tion. To review the OIC process,
download IRS Form 656, Offer in
Compromise from the IRS website
(www.irs.gov).

Be aware that there are two
other allowable pleadings under
the OIC program besides, “I owe
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By Kathleen King

Laid-off employees shouldn’t
wait to be hired back. An old
job may not exist when the

economy turns around. The secret to
landing a new job in the current eco-
nomic climate is to take risks, and step
into the unknown.

That may not be easy, but it’s a
sobering reality with today’s unem-
ployment rate. Fortunately, there are
some tips that can help:

Do something different. Think
“new career.” Check out growth pro-
jections for various industries so you
don’t waste valuable re-training time.
New jobs in demand include MRI
medical technicians, health informa-
tion technology, and scores of others
you probably never knew existed.

Use your knowledge and tal-
ent to start your own business. For
instance, if you were in marketing in a
previous job, you might consider start-

but don’t have the money to pay.”
You can also apply under the
rationale, “I owe and can pay but
it would be a hardship to do so,”
and “I don’t owe the taxes [for
some very good reason].”

Free Resources
Links to tax clinics for low-

income individuals and seniors are
also available on the IRS website,
in addition to forms and publica-
tions. Particularly useful are:

 IRS Publication 1, Your
Rights as a Taxpayer;

 Publication 5, Your Appeal
Rights and How to Prepare a
Protest If You Don’t Agree;

 Publication 566,
Examination of Returns, Appeal
Rights, and Claims for Refund;

 Publication 594, The IRS
Collection Process;

 Publication 1546, Taxpayer
Advocate, Your Voice at the IRS;
and

 Publication 1660,
Collection Appeal Rights.

In addition, there are two IRS
departments that can prove help-
ful: the Office of Appeals and the
Taxpayer Advocate Service
(TAS). The TAS assists individu-
als having trouble with agency red
tape and a lack of responsiveness.
The Office of Appeals handles a
number of programs for 
taxpayers to dispute IRS decisions
and rulings.

Thomas M. Evans, is President of TaxLifeboat,
www.TaxLifeboat.com, an expert-knowledge
website that has automated “tax defense” for
taxpayers in trouble with the IRS. Mr. Evans is
also the author of “Happy About Tax Relief,
The Offer in Compromise Solution.” Editor’s
note: This article is reprinted with permission
from the Employee Assistance Professionals
Association (www.eapassn.org).

Client Tax Problems cont’d from Page 2

ing a marketing consulting
business.

Talk to others about your
options. Successful people consult
with other people and surround them-
selves with a solid support team such
as a financial advisor, career coach,
etc. No one likes telling people they’re
out of work, but you’ll never know
who’s in a position to help if you 
don’t ask.

Just do it! If nothing changes,
nothing changes. Ever hear the say-
ing, “you can’t keep doing things the
same way and expect different
results”? It’s true. Conversely, unex-
pected opportunities often open up
new chapters and directions you may
have missed when trapped in your
prior career. Keep your eyes and ears
open, and don’t be afraid to go in a
completely different job direction.

Kathleen P. King, Ed. D., M.Ed., is
Professor of Education at Fordham
University’s Graduate School of Education
in New York City.

The last issue of
the current pub-
lishing year is a
good time to
thank those of you

who took the time to write articles
for this newsletter in 2009. They
include: Tim Lencki, RaeAnn
Thomas, John Pompe, Gregg
Lehman, Barbara Rubel, Susan
Dutton Freund, Norma
Montagnino-Gemza, Deb Kosmer,
Lee Mauk, and Terri Ohlms. (I
apologize if I left anyone out!)

We wouldn’t be wrapping up
12 years of publishing this

Editor’s Notebook
newsletter without your help and
support!

Speaking of help and support,
reader surveys are very useful in
planning editorial content for the
next year — and we thank those
of you who took the time to fill
one out. We plan to pass along
some key survey findings in this
space next month. Thanks again,
and happy holidays!

Mike Jacquart, Editor
(715) 258-2448

mike.jacquart@impacttrainingcenter.net

On the Job

Getting Back on Track
after a Pink Slip



Editor’s note: The information provided in
this article is for educational purposes
only and should not be construed as a
substitute for medical advice, diagnosis,
or treatment.

DISability is not the same
thing as INability, and
people with various men-

tal-health issues are no different.
This tends to be true regardless if
the impairment is borderline per-
sonality disorder (as reported in
the November issue of EAR) or
another affliction.

While it’s true that a mental ill-
ness may interfere with an individ-
ual’s ability to function at work,
it’s also true that better under-
standing the disability and imple-
menting a few accommodations 
will often help the employee func-
tion as well as anyone else.

Strategies for Supervision
Supervising people with disabil-

ities really isn’t very different than
supervising someone who isn’t
disabled. The basic idea is to treat
people with disabilities the same
as those who aren’t disabled. It is
also essential to assure that any
problems that arise are due to lack
of reasonable accommodations,
functional limitations, or 
other areas that can be avoided
beforehand.

While specific strategies and
accommodations will need to be
tailored to the individual, the 
following are among ongoing
supervisory techniques that can
prove useful for supervisors 
when managing an employee with
a disability:

Be patient. People with dis-
abilities often need repetition and
time to process information.

Break tasks into specific
steps. Provide directions both oral-
ly and in writing. Show how to do
the task, and then ask the person to
do it.

Keep expectations realistic.
Periodically remind yourself to re-
assess expectations. Be careful
about underestimating — as well
as overestimating abilities.

As with any employee, give
immediate feedback as problems
arise. Avoid letting minor issues
escalate into major problems. 
Try to start with a positive 
statement first.

Possible Limitations & Solutions
Difficulty interacting with

others — A possible solution
might be to pair the new employee
with a co-worker who can intro-
duce him/her around and show the
individual the ropes.

Difficulty adapting to change
— Possible solutions might be to
give the employee advance notice
of changes as much as possible;
make a special effort to introduce
new co-workers to the employee;
and stress to the employee that
he/she needs to notify new super-
visors of individual needs.

The following are some traits of
supervisors successful at working
with employees with disabilities:
 Willingness to invest extra 
time and patience to understand
and respond to the needs of 
the individual;

 Desire to learn techniques that
will help the employee function
more effectively;
 Readiness to be flexible about
expectations and job tasks; and
 Ability to respect others for
their strengths and weaknesses.

Summary
Keep in mind that disabilities

come in varying degrees of severi-
ty. Treat each person with a dis-
ability as an individual. A
work-related accommodation that
works for one individual, may not
be effective for someone else. The
Job Accommodation Network —
www.jan.wvu.edu — maintains
scores of possible solutions on a
wide variety of disabilities.

Finally, let the person know that
you respect his/her privacy, but
you need to understand his/her
needs in order to help him/her
become a productive employee.

Additional sources: “Guidelines for
Supervising Employees with Learning
Disabilities, a Manual for Employers,”
Lesley University; Center for Psychiatric
Rehabilitation, Boston University.
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Managers say they are
communicating better
and more often with their

employees today, as opposed to one
year ago, a new survey shows.

Unfortunately, their teams may
not be getting the memo. An esti-
mated 69% of executives said that
messages to employees have
become more frequent, and 56%
believed communication is of high-
er quality. Conversely, only 37% of
workers polled agreed there’s been
a boost in the rate of corporate
updates, and only 38% felt infor-
mation has improved.

“During times of change, com-
panies must be able to share infor-
mation quickly and often,” said
Robert Hosking, executive director
of OfficeTeam. “The good news, in
light of this difficult economy, is
that most employers have increased
staff outreach. What is less encour-
aging is that this communication
may not be as effective as it 
could be.”  

Hosking noted that clear and
timely communication will be espe-
cially valuable as businesses pre-
pare for the upturn.

“Managers who provide regular
updates and encourage open discus-
sions help employees better under-
stand the company’s overall goals
and their own role in helping to
achieve those objectives,” Hosking
said. “Frequent communication
also can aid retention efforts, 
which will become a greater focus
for employers as the job 
market improves.”

Source: OfficeTeam (www.officeteam.com)
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Many EA professionals get
questions about the
Americans with

Disabilities Act (ADA) — and in
particular — the recently 
changed ADA Amendments Act of
2008, which went into effect on
Jan. 1, 2009.

In the Amendments Act,
Congress fixed the definition of
disability to cover more people
and as a result, prevent more dis-
crimination. This means the ques-
tion of who has a disability is no
longer the main focus — instead,
the focus is on whether 
discrimination occurred.

The Job Accommodation
Network (JAN) created an online
resource to bring employers,
employees, and others up to speed
on this legislation.

The resource, the
“Accommodation and Compliance
Series: The ADA Amendments Act

of 2008,” points out, among many
things that — the new legislation
did NOT change the actual defini-
tion of disability — the definition
is exactly the same as it was.

Rather, what DID change is the
meaning of some of the words
used in the definition and the way
those words are to be applied 
to individuals.

Congress gave the Equal
Employment Opportunity
Commission (EEOC) the authority
to revise regulations relating to
this issue. This resource will be
updated periodically as additional
information is made public.

For more information, visit
www.jan.wvu.edu/bulletins/adaaa1
.htm.

Sources: JAN, Office of Disability
Employment Policy.
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Brian Castro’s help desk depart-
ment serves more than 1,000
computer users at his compa-

ny’s corporate center. Among the 23
employees in his multi-generational
staff are several Millennials (those
born between 1980-1999) he hired last
year, fresh out of college. 

Like the rest of Brian’s staff, his
Millennials are excellent at solving
difficult computer problems, usually
under a critical deadline. Brian, a
Baby Boomer, is pleased with his new
hires and tells them how much he val-
ues them. 

That’s why Brian was speechless
when his most promising Millennial
showed up at his office Monday
morning and announced that Friday
would be his last day. The young
employee was leaving for a new job
“where he would be truly appreciat-
ed.” Brian was shocked. How had he
gone wrong?

Managing Millennials
Baby Boomers were raised on the

mantra of “just get the job done.”
Although feedback is important to
them, they may not demand high
doses of it like Millennials. But for
Millennials, constant feedback is an
almost critical ingredient in perfor-
mance and job satisfaction. It seems as
if this younger generation has an insa-
tiable appetite for praise.

And if they don’t receive the recog-
nition they feel they deserve, they may
be more likely to leave for greener
pastures. Why this craving for feed-
back and praise? 

Millennials (sometimes referred to
as Generation Y) have been raised in
an atmosphere of high expectations,
plenty of feedback, and heaps of
praise. They are also used to getting

support throughout the completion of
tasks and projects.

Many observers consider them
spoiled and unrealistic in job expecta-
tions. They complain that Millennials
show up late, leave early, and expect
to be promoted without “paying 
their dues.”

However, the fact remains that this
generation is going to transform the
workplace. By 2014 there will be
more than 58 million Millennials
employed in various organizations in
the U.S.! Employers must begin
adapting to the challenge of managing
them or risk high employee turnover
and decreased productivity.

Communicating with Millennials
Brian thought he was conveying a

sense of appreciation to his disgrun-
tled Millennial employee by providing
him with corrective feedback.
However, instead of feeling appreciat-
ed, the short accolades of “good job”
were overshadowed in the employee’s
mind by the more frequent criticisms
he received — without guidance as to
exactly how he could improve.

The secret is to structure feedback
— whether positive or negative — in
a framework that leaves no room for
misunderstanding. Feedback has to be
clear and specific to be effective. This
is true for all employees, no matter
what age! To ensure feedback works,
use these strategies:

Strike a balance — Find oppor-
tunities to provide both corrective
feedback and positive feedback. Let
the employee know that he or she is a
valued member of the team who can
make even greater contributions by
changing certain behaviors.

Describe the problem specifi-
cally — Don’t just label the employ-
ee’s behavior “unacceptable.”
Explain the nature of the problem and
how it affects the organization. Build
on the employee’s strengths by
explaining what aspects of the job
he/she is doing well and how improv-
ing this specific area will benefit
him/her and the organization.

Involve the employee in the
solution — Instead of dictating,
“Here’s what you need to do to
change,” ask the employee for ideas
about what he or she can do different-
ly. Be ready to provide specific 
examples of how the employee can 
be successful.

Establish a follow-up expecta-
tion — Ask the employee to commit
to behaviors that need to change and
set a due date for review. Stick to that
follow-up schedule and make sure 
to acknowledge changes and 
improvements. 

Cracking the ‘Code’
Millennials are much more accus-

tomed to praise and positive reinforce-
ment than criticism and negative
feedback. Corrective feedback can
seem like an attack to many
Millennials — causing them to tune
out and miss valuable advice. A man-
ager or supervisor should say some-
thing like the following:

“I’m very happy with many of the
things that you’ve been doing, such as
(give examples). However, if you improve
(the problem behavior) it will be good for
you and for the organization. I understand
what you intended, but if you make these
changes you’ll be more successful.
However, if you don’t make the changes
there will be consequences (give exam-

continued on Page 7

On the Job

Bridging the Generation Gap
Giving Feedback to Millennials
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ples). What are you willing to commit to?
Let’s agree to review progress on the
changes that you committed to make by
(set a date).”

Summary
Managing Millennials may be chal-

lenging, but when managers and
supervisors take the time to reframe
their communication, they’ll find that
Generation Y employees will respond
with enthusiasm and commitment. In
fact, you may be surprised at how well
this advice applies to all generations 
of employees!

Sources: Dr. Joanne G. Sujansky, CSP (Certified
Speaking Professional), is the founder of KEYGroup.
Sujansky and Dr. Jan Ferri-Reed, KEYGroup presi-
dent, are business consultants and co-authors of
“Keeping the Millennials: Why Companies Are
Losing Billions in Turnover to This Generation and
What to Do About It.” Visit
www.KEYGroupConsulting.com.

Bridging the Gap cont’d from Page 6
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Thinking about “friending”
your boss on Facebook or
another social networking

website? You may want to recon-
sider. According to a recent sur-
vey, nearly half of executives
(48%) are uncomfortable being
friended by the employees they
manage or their bosses.

“The line between personal and
professional has grown increasing-
ly blurred as more people use
social networking websites for
business purposes,” said Robert
Hosking, executive director of
OfficeTeam, which conducted the
survey. “Although not everyone is
comfortable using sites like
Facebook to connect with profes-
sional contacts, it’s wise to be pre-
pared for these types of requests.”

Hosking advises employees on
Facebook or a similar website to
be sure they are in compliance
with their employer’s social net-
working policy. Then, they should
familiarize themselves with 
privacy settings and create differ-
ent friend lists to control how —
and with whom — information 
is shared.  

“Individuals should classify
their professional contacts into a
‘work’ list and limit what personal
details this group can view,”
Hosking said. 

The following are some com-
mon social networking situations
that professionals may encounter
and some tips on handling them:

 You’re tagged in an embar-
rassing photo. Untag yourself and
change your privacy settings so

Social Networking
Proceed with Caution

photos are viewable only by your
close friends. 

 You’re friended by some-
one you don’t want to connect
with. It might be best to accept
friend requests from colleagues to
avoid slighting them, but add them
to a “work” list and adjust your
privacy settings so you can effec-
tively separate your job from your
personal life. 

 You’re considering friend-
ing your boss. It may seem like a
natural extension of amiable office
small talk, but think twice before
proactively friending your boss. 
It could become awkward for both
of you. 

 You want to join various
groups. You should join groups
that interest you. But if you have
colleagues in your network and
don’t want them to see the groups
you join, remember to adjust your
application settings. 

 You would like to be a fan
of certain pages. Becoming a fan
of pages on Facebook (for
instance), is visible to anyone who
can view your profile, so you
should avoid becoming a fan of
any page you are uncomfortable
sharing with co-workers or busi-
ness contacts in your network. 

 You love quizzes. Stop and
think for a moment before taking
online quizzes and posting the
results to your Facebook page. 
Do you really want professional
contacts to know which Gilligan’s
Island character you most 
resemble?

Source: OfficeTeam (www.officeteam.com)

Workplace Survey

Resources
Power Negotiating: 47 Ways to

Win Over Customers and Close
More Deals, $149, .pdf download,
PBP Executive Reports, (800) 220-
5000, or visit www.pbpexecutivere-
ports.com. Are you charging enough
for your services? Why do salespeo-
ple and others often struggle with
negotiations? Winning sales nego-
tiators are trained, not born. This
report will show you how they do it.

Volunteer Match — What EAP
hasn’t dealt with layoffs this year?
What’s next for these soon-to-be
former employees? A great way for
job seekers to get their foot in the
door, in many cases, is to volunteer
there first! Besides, many organiza-
tions need volunteers during the
holiday season! Check out
www.volunteermatch.org. 



8 EA Report Visit EA Report’s website at www.impact-publications.com December 2009

By Gary Foreman

Are you dreading this holiday
season? Especially with your
already overstressed budget?

Don’t despair! Controlling your holi-
day expenses could actually mean a
better holiday for you and your family!

1. Forget the “bling.” It’s not
about how many new LED lights you
can display. Instead, take the time to
enjoy the decorations you already
have. Show “Junior” the ornament that
marks his first Christmas and talk
about what that holiday was like. 

2. Move holiday communication
into the 21st century. Christmas cards
and the “annual report on the Jones
family” are outdated and expensive.
Use online communications instead.
With the exception of those who
would be hurt by not getting a
Christmas card (think Grandma), use
email for your annual family update.
Better still, post a video on YouTube.
It’s more fun and does a better job
communicating.

3. Shift the focus from the food to
family. If your family is used to an
overflowing table, remove a few items
from the menu. Add some family fun
in its place. Passing around old family
photos during dinner can trigger won-
derful family memories. Spend some
time afterward watching old family
videos. If the highlight of your gather-
ing is the food, you’re missing the
meaning of the holidays.

4. Be realistic about gifts. Even
kids can understand that fancy toys are
expensive — and that family needs
come before wants. If your children
don’t know that already, this lesson
could be the most valuable gift that
you could give them. Besides, despite
what they put on their Christmas list,

what kids really want is you. So take
some of that shopping time and spend
it with THEM.

5. Party responsibly. If the pur-
pose of your gathering is to show off
then this tip won’t work for you.
However, if you just want to enjoy
time with friends and family then
entertaining shouldn’t be a problem.
Ditch formality for casual. Instead of a
lavish buffet have a cookie exchange.
Gather around the fireplace for some
eggnog. The sound of laughter in your
home is the sign of a good party.

6. Share with a needy family.
There’s something about helping oth-
ers that makes both you and the per-
son you’re helping feel better. You
may want to act anonymously so you
don’t embarrass them. I know of fami-
lies where one of the biggest parts of
the holiday season is deciding who to
help and how they’ll do it.

Summary
Don’t let a lack of money spoil

your holidays. The very fact that
money is tight could actually be the
spark that creates the best holiday
you’ve ever had!

Gary Foreman is the editor of The Dollar
Stretcher (www.stretcher.com) website and various
e-newsletters including “Financial Independence.”
FI is a daily message designed to help people take
control of their financial lives by achieving small
daily goals. To find out more, check out the
Financial Independence page at www.stretcher.
com/financialindependence/declaration.cfm.

1. Make goals realistic and achiev-
able. There are only so many hours in
a day. Don’t insist on doing “A,” “B,”
“C,” and “D,” if only “A” and “B” 
are reasonable.

2. Don’t be afraid to make changes
in your life. Are you unhappy? 
Take action, anything is better than 
doing nothing.

3. Stop to smell the roses. Many of
us promise ourselves that some day
we’ll slow down. Take some time
today. Read a book. Work a little less,
play a little more.

4. Start crossing off things on your
bucket list. What are some things you
really want to do? Cross off each item
as you achieve it.

5. Get a prescription for the cheap-
est and best medicine — laughter.
Laughter is relaxing and enhances 
the ability to fight physical disease
and mental despair. Lighten up 
whenever possible.

6. Spend more time in the great
outdoors. You don’t have to be an
exercise fanatic to enjoy a beautiful
day. Get outside. Go for a walk. It’ll
promote your mental well-being, not
just physical health.

7. Stop using material possessions
to make you feel better. A reasonable
lifestyle leads to fewer hassles and
less debt and stress. 

8. Learn to live in the present. You
can’t enjoy an afternoon by the lake
with your grandson if you’re talking
on your cell phone or fuming about
your finances. We’re never promised
tomorrow, so enjoy today. 

Source: Alexander Green, author of 
“The Secret of Shelter Island: Money and
What Matters,” $26.95, Wiley, 2009, ISBN:
978-0-470-48228-5.

Money Matter$

Keep the Holidays, 
Lose the Expense

Upgrading 
Your Life in a

Down Economy

Quick Ideas


	Featured Inside
	Client Tax Problems - What Every EAP Should Know
	Editor's Notebook
	Getting Back on Track after a Pink Slip
	Employees with Mental Impairments are Different, not Incapable!
	'ADA' Resource Available
	Didn't You Get the Memo?
	Bridging the Generation Gap - Giving Feedback to Millennials
	Resources
	Social Networking - Proceed with Caution
	Keep the Holidays, Lose the Expense
	Upgrading Your Life in a Down Economy



