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Gambling isn’t a big deal is
it? After all, what’s wrong
with getting in on an office

pool that includes your favorite
team? Or what about buying a lot-
tery ticket or visiting a local casi-
no? That’s pretty harmless stuff
isn’t it? Certainly gambling —
also referred to as gaming —
doesn’t pose any problems for
many people. However, for an
estimated one in 20 persons, gam-
bling leads to a host of personal
and economic problems that
weave a path of personal and eco-
nomic destruction. Consider:

 The National Council on
Problem Gambling (NCPG) esti-
mates that 2 million (1%) of adults
in the U.S. meet the criteria for
pathological (i.e. compulsive)
gambling in a given year. Another
4-6 million (2-3%) would be con-
sidered problem gamblers; that is,
they do not meet the full diagnos-
tic criteria for pathological gam-
bling, but they do meet one or
more criteria and are experiencing
problems due to their gambling
behavior.

 The National Gambling
Impact Study Commission points
out that for every compulsive
gambler, five additional people are
affected by the addiction.

 The NCPG estimates that
compulsive gamblers annually cost
businesses $40 billion in lost

wages and insurance claims.
 One third of the U.S. prison

population is considered compul-
sive gamblers.

 One out of every five com-
pulsive gamblers attempts suicide.

Traits of a Problem Gambler
According to the NCPG, the

essential characteristics (i.e. traits)
of problem gambling are: an
increasing preoccupation with
gambling; a need to bet more
money more frequently; restless-
ness or irritability when attempting
to stop; “chasing” losses; and con-
tinuing gambling behavior in spite
of mounting, serious consequences
affecting finances, work, and/or
personal relationships.

An inability and unwillingness
to accept reality (hence an escape
into a “dream world”) is another
characteristic of a problem gam-
bler. A compulsive gambler also
seems to have a strong inner urge
to be a “big shot” and a feeling of
being powerful. A compulsive
gambler is willing to do anything

(often of an antisocial nature) to
maintain the image that he or she
wants others to see.

“If the gambler is seeking a
‘bail-out,’ it’s a sure sign that there
is a compulsive gambling prob-
lem,” adds Terri Ohlms, counselor,
interventionist, and executive
director of the Ohlms Institute
(http://olms-institute.com).

Defining ‘Chasing’
As the term implies, “chasing”

means that a gambler often “chas-
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es” after his/her losses, betting
more to regain what was lost. “But
do enough chasing and the initial
winnings will be gone — regard-
less of how large the initial payout
was,” states Pam Koonz, a certi-
fied problem gambling counselor
and chemical dependency coun-
selor with Wheaton Franciscan
Healthcare in Racine, WI
(www.mywheaton.org).

While winning enough money
might appear to be the “answer,”
in reality it becomes the problem
as cold hard cash becomes an
obsession — leaving behind bro-
ken marriages and other relation-
ships that end in conflict and
bankruptcy.

Comparing/Contrasting to 
Other Addictions

In some ways, problem gam-
bling is similar to other addictions,
such as alcohol and other drug
abuse. “I haven’t seen a major dif-
ference,” says Bruce Cotter, a
leading interventionist and recov-
ering alcoholic who has helped
hundreds of people with their
addictions (www.whentheywont
quit.com). “Many gamblers drink,
and they probably use another
drug. There are also gamblers who
abuse their wives,” he notes.

Moreover, like alcoholic
employees, problem gamblers
often deny they have a problem —
even though the reality is that their
problematic behavior is likely
affecting their family and/or work
life, even if it isn’t always obvious

to co-workers and/or family. As
the Nevada Council on Problem
Gambling puts it: “when someone
has a problem with gambling,
everyone in the family is affected.”

“What differentiates the gam-
bling addiction from drug or alco-
hol addictions is that there are no
obvious physical signs shown by
the gambling addict,” Ohlms
states. “Behaviorally, they simu-
late the sexual addict. Even so,
with the sexual addict, there are
often signs among intimate others
indicating that particular addiction,
especially in the later stages.

“The gambling addict, howev-
er,” she adds, “holds his/her secret
close to himself/herself. Family
and friends may not have a clue
about how bad the gambling has
become until it’s too late.
Therefore, the deception is felt far
worse than other addictions, espe-
cially since it affects the pocket-
book.”

Uncovering Problem Gambling 
Since so many people with

addictions — gamblers in particu-
lar — are clever liars, how can the
EAP uncover problematic gam-
bling behavior? According to
Ohlms, when an EAP screens for
drug/alcohol use, questions about
gambling can be interwoven into
the screening by using the CAGE
assessment:

1) Have you ever felt the need to
cut down on your drinking,
drug use or gambling?

2) Have people annoyed you by
criticizing your drinking, drug
use, or gambling?

3) Have you ever felt bad or guilty
about your drinking, drug use,
or gambling?

4) Have you ever needed an eye
opener to steady your nerves or
to get rid of a hangover; or
stayed longer at a gambling
event than you planned trying
to get back what you lost?

“If the CAGE draws out a pos-
sible issue with gambling, then ask
about debt: who, how much; does
the person plan restitution; does
the person think he/she has a prob-
lem with gambling?” Ohlms adds.
“If the answer is yes, then apply
the SOGS (South Oaks Gambling
Screen) assessment —
www.stopgamblingnow.com/sogs_
print.htm or use the Custer
Gambling Curve.” (Editor’s note:
For the latter assessment, see the
front page of this month’s Brown
Bagger.)

continued on Page 3
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“A compulsive gambler
is willing to do anything
... to maintain the image
that he or she wants 
others to see.”
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Treatment
If the screenings point to a

need for further assessment or
treatment, Ohlms urges a referral
to a professional who has been
trained to work with compulsive
gamblers. “These clients CAN-
NOT resolve their problems with-
out thorough treatment —
certainly not in 3-4 sessions,”
adds Ohlms, who has presented
national workshops with case
studies for EAPs.

Summary
Since lottery tickets, office

pools, casino trips, etc. have made

Addiction continued from Page 2

gambling socially acceptable in
many areas, it can be easy to over-
look gambling as a potentially
addictive behavior. Just like some
social drinkers who can stop at
one drink while others can’t; many
people only make an occasional
bet, while others can’t stop gam-
bling until it wreaks major havoc
in their lives. Gambling has often
been a hidden and invisible prob-
lem. It’s time to shed more light
on this issue. The EAP is in a posi-
tion to help.

Editor’s note: See this month’s Brown
Bagger for more on this topic.

While many
addicts are clever
liars, it would
appear that gam-
blers are particular-

ly good at covering up their troubles.
Consequently, the sources cited in
this month’s issue of EAR presented
some recommendations to try to
uncover problem gambling behavior.

One area we ran out of space to
address was Internet gambling — a
type of gambling reportedly on the
rise. (Perhaps we will cover this
aspect of gambling in a future issue.)
More importantly, it’s likely that an
effective screening instrument like
CAGE or SOGS can uncover any
kind of problem gambling, regard-

Editor’s Notebook
less if the person goes online, or to
the casino, racetrack, etc., etc.

Moreover, while I’m hope I’m
wrong, it’s also possible that the
number of gamblers may increase as
people try to get back money they’ve
lost on the stock market — or as a
“quick fix” to pay bills in today’s
tough economic climate.

In any case, we welcome your
input on these or any articles in this
newsletter — or your suggestions for
future topics. Until next month.

Mike Jacquart, Editor
(715) 258-2448

mikej@impact-publications.com
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Workplace Survey

Few Want to be the Boss
More than three-quarters

(77%) of workers do not
want their manager’s job

and the difficult decisions that come
with it, according to a new survey.
Going one step further, 60% of
respondents said that they could not
do a better job than their boss.

Employees who observe their
boss often don’t envy the budget-
ing and personnel decisions he or

she has to make, particularly in a
challenging economy, and they
may conclude the job isn’t for
them,” said Dave Willmer, execu-
tive director of OfficeTeam, which
conducted the survey.

However, Willmer cautioned
that managers might be hindering
their own professional growth if
few of their employees seek to
advance to supervisory roles.

“If no one on your staff is inter-
ested in assuming greater responsi-
bilities, it will be hard for you to
advance,” he added. “Supervisors
should have a succession plan in
place to identify top performers
and groom them for promotion
opportunities.”

Source: OfficeTeam (www.officeteam.com).

Cotter points out another poten-
tially revealing question that can
be asked: “If you could never
gamble again, how would you
feel?” According to Cotter, an
approach like this is useful
because, to the gambler, it’s not
just the gambling itself that’s
important, it’s the “thrill of the
bet.” “If you say it [the question]
this way, it doesn’t have a provo-
cation to it,” Cotter says.



By Michael Rosen

The recent economic downturn
has caused many employers to
consider ways to reduce oper-

ational expenses, including work-
force restructuring and layoffs. Any
such reduction-in-force (RIF) must
be carefully planned and executed —
both to minimize exposure to liabili-
ty under various employment laws
— and to mitigate negative effects
on employee morale and operations.

The following are some issues for
employers to consider as they grap-
ple with whether and how to imple-
ment a layoff.

Is a Layoff Necessary?
The typical objective is to reduce

expenses through the paring down of
payroll and benefits-related costs.
Such cost savings may make a RIF
attractive, but large-scale reductions
also entail substantial costs, such as
severance-related compensation,
legal expenses associated with
claims by terminated employees, and
others. 

Are there other reductions in
expenses that can accomplish the
same goal without layoffs?
Possibilities include wage freezes,
reduced work hours, or reduction or
elimination of bonuses.

Voluntary or Involuntary?
One alternative to an involuntary

layoff is a voluntary separation pro-
gram. This approach can minimize a
company’s exposure to termination-
related lawsuits, in part because
employees who leave voluntarily are
less likely to contemplate legal chal-
lenges to their departures. In addi-
tion, voluntary plans also have less
potential to damage employee
morale and productivity.

There are also potential pitfalls. If
enough employees don’t accept the
package, a subsequent layoff may
still be necessary. Moreover, good
employees may choose to leave while
poor performing employees may
choose to stay. Conversely, an invol-
untary program enables the employer
to retain its best employees.

Develop Uniform 
Selection Criteria

Perhaps the most critical factor in
avoiding legal complications is the
development of a uniform approach
for selecting employees for termina-
tion. Employers must choose among
objective criteria (e.g. seniority or
sales revenue), subjective criteria
(e.g. management ranking by perfor-
mance) or some combination of both
in determining whom to lay off.
Employers should create and main-
tain documentation to support the
decisions made in the layoff process. 

Conduct a Layoff Analysis
Care should be taken to analyze

whether the RIF has a disproportion-
ate effect on any one group of pro-
tected employees, such as racial
minorities, women, older workers
(age 40 or over), or the disabled. An
outside statistical consultant or legal
counsel can assist in assessing sus-
ceptibility to a claim of discrimina-
tion based on adverse impact.

Is Advance Notice Required?
Advance planning is important

because of the potential applicability
of federal and/or state laws requiring
a particular period of notice before a
layoff can take effect.

The relevant federal law is the
Workers Adjustment Retraining and
Notification Act (WARN), which
requires employers with 100 or more

employees to provide employees,
bargaining representatives, and local
government officials with 60 days
advanced written notice of a mass
layoff or plant closing.

A mass layoff involves an
employment loss of at least 33% of
full-time employees and a minimum
of 50 employees at a single site. A
plant closing involves shutdown of a
single site if it results in an employ-
ment loss of at least 50 full-time
employees. In addition to the federal
WARN law, several states also have
plant-closing laws.

Severance and ERISA
Typically, employers will provide

some amount of severance — often
based on a formula such as years of
service — to employees who are laid
off. Employers should think about
whether the provision of severance
will be subject to an ERISA-gov-
erned severance plan. The Employee
Retirement Income Security Act
(ERISA) is the federal statute impos-
ing reporting, disclosure, and fidu-
ciary requirements on employee
benefit plans, including certain types
of severance packages.

Asking for a Release
Many employers are familiar with

releases in the context of individual
terminations. But many are unaware
of the heightened requirements for
obtaining a valid release from
employees over the age of 40. These
heightened requirements are the
result of the Older Workers Benefit
Protection Act (OWBPA), which lists
the requirements of a group termina-
tion, such as a layoff. 
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Tips for Planning Workforce Reductions



Don’t Forget 
Immigration Implications

For companies that employ for-
eign nationals, a layoff will raise a
host of immigration issues.
Additionally, an employer must noti-
fy the U.S. Citizenship and
Immigration Services of a foreign
national’s termination. Basically,
there are numerous requirements that
employers must consider in the event
that a layoff affects foreign workers. 

Don’t Lose Sight of 
Termination Basics.

A layoff can be an administrative-
ly complicated event. Factors include
ensuring that affected employees are
paid all accrued salary and unused
vacation time in the final paycheck
(which in many states must be pro-
vided on the last day of employ-
ment); administering COBRA
notices; and others.

Summary
Ensuring that all of these 

matters are addressed appropriately
requires significant planning and
organization.

Michael Rosen is a labor and employment
partner with Foley Hoag LLP in Boston. He
may be reached at mrosen@foleyhoag.com 

Approximately 70% of HR
professionals feel budget
cuts in organizations are

likely if current challenges to the
economy continue. More than half
(55%) of the respondents said hiring
freezes are also likely under those
same circumstances.

The poll, “Changes Organizations
Have Made in Light of 2008
Financial Challenges to the U.S.
Economy”, was conducted by the
Society for Human Resource
Management (SHRM). It is the sec-
ond in a series of SHRM polls being
conducted in response to the down-
turn in the economy. 

The poll asked nearly 450 HR
professionals what actions related to
employee investments and retirement
planning their organizations are most
likely to take place in the coming
months if there are no reversals in
current downward economic trends. 

• Approximately 83% said they
would consider providing employ-

ees with financial educational liter-
ature and/or workshops by invest-
ment specialists. Another 21% said
they might revise investment poli-
cies for 401(k) plans and other sav-
ings programs.

• Only 11% said they might change
investment management compa-
nies, and 7% said they would con-
sider offering employees
investment options other than
401(k) plans.

• Only 6% said they might suspend
investments in mutual funds that
are deemed risky.

In addition to organization-wide
budget cuts and hiring freezes, HR
professionals said cutting bonuses
(50%), freezing wage increases
(45%), and layoffs (39%) are “like-
ly” actions that might be taken
should economic conditions worsen. 

On the flip side, respondents said
restructuring executive compensation
and/or severance packages (82%),
and outsourcing some business func-
tions (79%) were only “somewhat”
or “not as likely” to be taken under
the same circumstances.

Source: SHRM (www.shrm.org).
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How did a psychiatric reha-
bilitation counselor come up
with a unique teaching

method that allows EA profession-
als and other clinicians to acquire
clinical skills and earn PDHs and
CEUs?

A number of years ago, Francine
Goldberg, Ph.D, was asked to teach
a course, “Diagnosis and Treatment
in Psychiatric Rehabilitation” to
first-semester counseling graduate
students at New York University.
However, Goldberg soon learned
that her students weren’t prepared
for internships, and could not be left
unsupervised in a mental-health
agency to observe people with men-
tal illness.

So how could DSM-IV-TRs be
brought “to life” to help students
apply their knowledge into practice?
As a mental-health educator,
Goldberg recalled that Hollywood
movies, such as Fatal Attraction,
had become popular teaching tools
and appeared in multiple mental-
health resource venues

Goldberg realized movies could
be easily presented to her class in
video/DVD format with much better
production value than files of actual
clients, free of confidentiality con-
cerns, and even more engaging.
Better yet, she could easily isolate,

locate, and coordinate specific
examples of symptoms and behav-
iors with course material.

The films made learning easier
and much more stimulating. They
also:

Boosted student confidence by
offering a visualization of dis-
ability and its interactions with
family;
Helped with an understanding of
how the interventions of the clin-
ician are individualized for each
client; and
Created a picture of the type of
work that the students would be
doing as professionals.

A literature review in cinema
education indicated that students
had been found to remember con-
cepts better when they were accom-
panied by a video. As a result,
Goldberg decided to use the move
Ordinary People in another course
— “Special Topics in Counseling:
Couples and Family Therapy.”

Each week a different approach
to family counseling, including the-
oretical concepts and key interven-
tions, was applied to the family in
this film. Students found it extreme-
ly helpful to have the opportunity to
use what they observed in the
movie to their discussion of the dif-

ferences between
various types of
counseling.

Following,
these experiences,
Goldberg decided
to create a series
of “Beneficial
Film Guides” to
adapt this method
of classroom
teaching and
training, to home and/or self-study
learning by EA and other mental-
health professionals.

The idea was to have experts in
psychopathology write convenient,
downloadable study guides, which
would detail explanations of a
selected topic and movie.
Demonstrations by leading actors
could be cross-referenced between
the guide’s explanations and identi-
fied scenes in a DVD or video.
Lastly, practical applications would
occur through the interactive review
provided at the back of each guide.
The guides have reportedly been
well received.

Source: Reprinted with permission from the
Employee Assistance Professionals Association
(www.eapassn.org). Francine Goldberg’s cre-
dentials include certified rehabilitation coun-
selor (CRC), licensed mental health counselor
(LMHC), and licensed professional counselor
(LPC). For more information, visit 
www.beneficialfilmguides.com.

Clinical Perspective

Pass the Popcorn! Using Movies to Acquire Clinical Skills

Cold Calling: Cracking the
Voicemail Barrier, $149, .pdf down-
load, PBP Executive Reports,
www.pbpexecutivereports.com,
(800) 220-5000. This report offers
tips on how to get past the frustrat-
ing voicemail obstacle.

Business is Hard…Failure Is
Optional: CEOs’ Choices and
Challenges, by Sam Khoury,
$16.95, (800) 457-8746. The author,
a Los Angeles-based business “turn-
around” expert, shares his 20 years’
experience in turning companies
around and bringing them back from
the brink of financial disaster.

Executive Phone Skills for
Business, $99, .pdf download, PBP
Executive Reports, (800) 220-5000,
www.pbpexecutivereports.com.
Possessing effective phone skills is
often thought of as a “given,” when
they shouldn’t be! This guide offers
advice on clear, concise, and effec-
tive business conversations.

Resources
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On the Job

Build Performance Through Individual Meetings
By Joe Takash

People are complex. If
you’ve ever taken a person-
ality assessment test, you

that we all have different propen-
sities, values, drivers, and motiva-
tions.

Knowing this, how can man-
agers and leaders get the most out
of these diverse personalities in
the workplace? One highly con-
trollable component is to have
individual meetings. They allow
you to connect with employees
and build a stronger team, one
person at a time.

Consider the following recom-
mendations to either conduct indi-
vidual meetings — or make the
ones you’re already holding more
effective.

Designate time on your
calendar. Yes, schedules can be
challenging. However, the desig-
nation of time and commitment to
schedules can instantly build
morale and loyalty simply by
valuing the development of staff
and understanding their challenges
and needs.

Watch out for backfire. Bruce
is a senior manager at a successful
healthcare company. In a leader-
ship program my firm was con-
ducing, he mentioned that his staff
would always bet whether or not
he would make their meetings.
After a while they stopped betting
because they knew the answer:
Bruce’s message and impact was
clear: “Meeting with you is not a

priority. Therefore you are not a
priority.”

Designating time to staff
should be as important as a client
presentation. By booking it on
your calendar regularly, you can
learn, teach, and mutually benefit
in a non-distracted atmosphere.

Be mutually prepared. To
save time and increase productivi-
ty, have a checklist to follow so
the meeting doesn’t drag, and it
remains results-focused. Everyone
needs a roadmap.

Make personal connections
every few meetings. Too often,
the only issues discussed in meet-
ings are processes, procedures,
and quotas. This is understandable
— but only to a certain extent.
Meetings are attended by people
who are driven by personal goals,
values and passions. They have a
right to be asked how they are
doing.

Once every three or four meet-
ings, ask staff questions like 
“What are you motivated by?”
and “What’s the biggest challenge
you’re facing?”

In smaller gatherings, staff
members have a chance to open
up, be heard — while manage-
ment gains greater insights into
ways to maximize the individual’s
performance. 

Document and follow up.
When staff members bring an idea
or ask for support on issues and
there is no follow through, trust is
eroded and team dynamics nega-
tively impacted.

Many leaders don’t do this
intentionally — but they fail to
communicate, confirm, and clarify
what was exchanged. “Do what
you say you’re going to do, when
you say you’re going to do it.”

Leaders need feedback,
too. It’s funny how annual
reviews offer the boss authoriza-
tion to evaluate, but it doesn’t
seem to apply to them. Many
leaders will object: “Employees
won’t be honest because they fear
retribution.” This may be some-
what true, but it depends on how
the message is delivered. If I say,
“John, give me honest feedback
on what I should do better,” in an
aggressive tone, sitting inches
away, I’m unlikely to get helpful
feedback.

However, if I speak in a friend-
ly tone and say, “John, I was hop-
ing you could provide me some
feedback on how I can be a more
effective team leader,” wouldn’t
this situation be more conducive
to open honesty? Great leaders
check their ego at the door several
times a year because they know
how valuable feedback is. 

Summary 
Individual meetings are a phe-

nomenal opportunity. Make time
for the one on one. The outcomes
will include greater communica-
tion, confidence, loyalty, and
inspired performance.

Joe Takash is the author of the newly released
“Results Through Relationships: Building
Trust, Performance and Profit through
People.” For more information, visit
www.joetakash.com or call (888) 918-3999.
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By Gary Foreman

It seems like only yesterday
that every media outlet was
screaming about $4 for a gal-

lon of gas. Now that gas is back in
the $2 a gallon range — at least
when this was written — you
don’t hear much about it. That’s a
shame because lower gas prices
create an opportunity for con-
sumers.

When prices were high we all
made adjustments to handle the
extra money that was going to oil
companies. We drove fewer miles
and paid more attention to auto
maintenance. We cut back on other
expenses. In short, we did whatev-
er we needed to do to solve the
problem. 

If you continue with the
changes you were forced to make
when gas prices were higher —
and you’re the average driver who
drives about 11,000 miles per
year; and your car gets 25 mpg,
you’ll buy 440 gallons of gas a
year. At today’s prices, you’ll save
roughly $880 per year!

What can you do with that extra
$70 a month? Here are some
options: 

 Apply it to credit card
debt. Not only would you reduce
your balance by $70, but you’d
also reduce the amount of interest
that you owed. In effect, adding
that $70 to your minimum will
save you way more than $70! 

 Add it to your mortgage
payment. No one knows how
tough the economy could get. But
the less you owe on your home the
better off you’ll be no matter what
the future holds. If things bounce
back quickly more of every future
mortgage payment will go to
reducing principal so you’ll have
more equity. Conversely, if things
get really tough and house prices
continue to slide you’ll be in better
shape if you don’t owe so much. 

 Take the extra money and
invest it in your future. Take
some classes that will make you
more valuable in the job market. If
unemployment increases you’ll be
happy to have more skills to offer

potential employers. If you don’t
have a college or trade school
nearby consider online courses. 

 Accumulate an emergency
fund. We all know that we’re
going to have “unexpected”
expenses. But without an emer-
gency fund these expenses tend to
end up on a credit card. Wouldn’t
it be nice to have hundreds of dol-
lars sitting in a bank instead?

 Put it in your retirement
account (IRA or 401k). Yes, I
know that your account hasn’t
been performing very well lately.
However, if you have any faith in
the U.S. economy, now could be a
good time to buy in while prices
are low.

Gary Foreman is the editor of The Dollar
Stretcher website (www.stretcher.com) and
newsletters that contain thousands of arti-
cles on ways to save money, and a forum
where people share their dollar-stretching
ideas. Editor’s note: Money Matters is a
new feature in EAR in response to reader
requests for additional financial advice
and money-saving tips.

Money Matters

Workplace Survey

Addressing Employment Gaps on Résumés

Use Gas Decline to Improve Finances

Gaps in résumés raise red
flags for most employers, a
new survey confirms.

According to OfficeTeam, which
conducted the survey, 93% of
executives polled said they’d be
concerned about a candidate’s fit
for a position if his or her resume
showed involuntary periods of
unemployment. To offset this
problem, consider the following
tips:

• Provide an explanation. Every
situation is different. Proactively
offer a brief explanation for employ-
ment gaps in your cover letter or
first interview to alleviate a hiring
manager’s potential misgivings.
• Highlight the positive. Use a
functional résumé format that draws
attention to your achievements, spe-
cific skills, strengths, and other
compelling aspects of your work
history versus dates of employment.

• Fill in the gaps. If you’re unem-
ployed, seek out temporary assign-
ments while you’re looking for a
full-time job. A staffing firm can
help you identify opportunities.
Another alternative is to offer your
expertise to a nonprofit or volunteer
organization. You’ll build skills and
demonstrate that you’ve been pro-
ductive while seeking full-time
work.
Source: OfficeTeam (www.officeteam.com)
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