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Visit our new website for:
• topical prevention pamphlets
• attention-getting posters
• cost-effective newsletters
• products customized for you
• easy online ordering
• quick turn-around
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We're giving away a monthly newsletter
written by the editors of EAP Digest.
Get information you can use, every
month, for free.
Sign up at www.PRPonline.net.

Get Your Professional Development to Go! EAPA's 2008
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EAP Conference
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Ocioe[a 15-1 B, 2008

' The EAPA 2008 Annual World EAP Conference can be re-experienced,
as it happened and at your convenience, via the EAPA Learning Center.

View up to 60 hours of education* on-line, captured as true multimedia
re-creations with synchronized slides and handouts. You can even download

the sessions in MP3 format to your iPod for portable listening!

This multimedia offering is an excellent training tool and an informative resource. The average 2007

online conference purchaser earned an additional 15.5 PDHs!

Buy the 2008 EAPA Conference Content —Get 2007 FREE!
t ONLY $585 Member ($785 Non-Members)

~~ PDH and CEU credit included FREE!
(EACC, NASW, NAADAC, CA Board)

For more information, visit: www.softconference.com/eana.
Order today and get your Education to GO! CUN'1'ISN'I'
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"Minimizing the Impact of Layoffs

on Front-line Managers"

www.eap-association.org 1st Quarter 2009 •Journal of Employee Assistance • I



Fv~ont Desk

An Owner's Manual
for a Recession
by Mav~ia Lund, LEAP

s I write this column, the holi-
day season is in full swing, but
the mood is anything but fes-

tive. Everything is down—the economy,
the stock markets, corporate profits, and
public morale. The only things going
up, it seems, are the unemployment rate
and the number of companies seeking
"bailouts" from the government.

In office hallways and on factory
floors, people are quiet and nervous,
wondering whether their employers will
be able to ride out the storm. Look
beneath the surface, however, and you'll
see they have plenty to say—on blogs,
listservs, wikis, and social networking
sites. Using these Web 2.0 tools, they're
talking and seeking advice about how
they'll survive the recession, how they'll
manage finances, how they'll find new
jobs, or how much they think they
should tell their children about their
financial situations.

As more people begin to use Web
2.0 tools, so, too, should employee
assistance professionals. We need Co be
part of the conversation, whether it's
about helping employers manage layoffs,
helping employees survive them, or
helping each other cope with the
increased workload that layoffs entail.
Web 2.0 tools are designed to help peo-
ple share information and collaborate,
activities that are critical to our profes-
Sion in good times and bad.

If you aren't certain you under-
stand Web 2.0, be sure to read Marina
London's article on page 12. Marina is
EAPEYs Web manager and author of
iWebU, (http://iwebu.blogspot.com), a
weekly blog about the Internet and new

media for mental health and EA profes-

sionals. Her article provides a good

overview of the many Web 2.0 tools and

how EA professionals can take advan-

tage of them to help themselves and
their various client groups.

One group who will need our assi~

tance in the months ahead is the front-
line managers working for employers
undergoing layoffs and restructurings.
Letting go of employees is never easy for

managers, and doing so for reasons that
seem arbitrary can be stressful and even

physically or emotionally painful, as

the article on page 18 describes.

EAPs need to be involved in the
layoff process because it has so many

implications for productivity and for

the workplace overall, EA professionals

can get involved in organizational devel-

opment (OD) efforts such as succession

planning; we can help management
plan for how to most effectively conduct

a layoff; we can help with corporate
messaging to employees; and we can
help both managers and employees
with the emotional and practical impacts

of a layoff.
Fora "front lines" look at how one

EAP is helping an employer manage the

current crisis, turn to page 17 and read
Dan Pitzer's article. Dan is assistant vice

president of the EAP at Merrill Lynch, an

investment bank at the center of the eco-
nomic storm. His insights will be helpful

to all EA professionals, even those rela-
tively unaffected by the downturn.

One of the reasons economic reces-

sions cause such turmoil is that many
people have complex relationships with,

and attitudes toward, money. These rela-
tionships and attitudes result partly from
a lack of education about money and
partly from behaviors and beliefs passed
down through families for generations.

Understanding how people view
and relate to money is necessary to help-
ing them survive economic difficulties.

Maria Lund

Even if your employer clients do not

e~cpect to lay off workers during the

recession, I encourage you to read

Deborah Price's article on page 10.

Helping clients understand how their

underlying beliefs about money affect

their decisions about spending and sav-

ing is much more effective than simply
helping them create a budget.

All in all, this issue of the Journal is
like an owner's manual for EA profes-

sionals operating in a poor economy.

I hope it helps you navigate the chal-

lenges facing our profession in the
coming months.
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Some Addiction Counselor's
decisions are more difficult than others.

But this one is easy.
When it comes to helping people get their lives back on track you're the Professional.
When it comes to protecting you against malpractice claims-well that's our job.

Our premiums begin at $90 per year for up to

$1 million of coverage for any one claim and up

to a maximum of $3million per year no matter

how many claims you file. By the way, that's

the lowest rate in the industry and unlike

our competitors there are no membership

dues or other fees required to get this

extremely low rate.

Of course we have other levels of

coverage at similarly competitive rates

but we think you will agree that $90

is a very small price to pay for

peace of mind.



Prevention is Inherent
in EAPs

disagree with Joel Bennett and
Mark Attridge that a new compo-
nent comprising preventive health

services needs to be added to the EAP
Core Technology (4th quarter 2008,
pp. 4-6).

I have always assumed that preven-
tion is understood to be inherent in each
of the eight EAP Core Technology com-
ponents because it is a stage of treatment
rather than a type of treatment (such as a
consultation or a clinical evaluation). My
medical training taught me that there are
three stages of treatment, primary, sec-
ondary, and tertiary, with prevention
being the primary stage. Thus, preven-
tion is already part of each component
of the EAP Core Technology; adding a
separate prevention component is both
unnecessary and confusing.

The original EAP Core Technology
that arose in the early 1980s from re-
search conducted by Paul Roman and
Terry Blum carefully outlines the basic
tasks/functions of a typical work-based
EAP. Roman and Blum extended the
"reach" of the Core Technology in 1988
to include family members and depend-
ents, but the basic eight elements
remained the same.

At the same time Roman and Blum
were investigating the core concepts
of an EAP, Jack Urfoote, Andrea Foote,
and Max Heirich at the University of
Michigan were investigating how well-
ness programs and EAPs interface with
each other. Urfoote and his team coined
the term "megabrush" for their new mix
of employee assistance and wellness
services, whereas "broad brush" refers to
broadening the focus of EAPs from sub-
stance abuse to a more, generalized array
of emotional issues.

Over the past 20 years, I have con-

ducted numerous studies of various
models for delivering employee assis-
tance, work/life, and wellness services'
I have found that the concept of preven-
tion is clearly present in all three differ-
ent domains of knowledge and is heighC-
ened by an integrated service delivery
model

As the accompanying diagram illus-
trates, the triage role is key to an inte-
grated delivery model. Consider, for
example, a new mother who calls her
company's help line for resources to
identify day care options. In an inte-

grated delivery model, the ineake person
would ask her some questions to rule
out the possibility of postpartum depres-
sion or-any other emotional issues asso-
ciated with this major life change. At the
same time, the intake person should
inquire about sleep deprivation, losing
pregnancy-related weight, proper nutri-
tion for a breastfeeding mother, and
other health concerns related to the pres-
ence of a newborn infant in a home.

When employee assistance, well-
ness, and work-life programs collaborate,
the focus on preventive health can be
heightened. Perhaps professionals in all
three areas should continually review
their process of treatment, from preven-
tion through follow-up, to ensure that
employees are receiving the full range of
treatment stages.

Patricia Herlihy, Ph.D., R.N.
Ellicott City, Maryland

Decision Model Flow Chart for an

Employee

I
Triage

c/Lif Wellness
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Advocating for a Positive Workplace
EAPs can play a leadership role in helping employers promote employee

well-being and identify and enhance workers' existing strengths.

ith the gradual retirement
of the Baby Boom genera-
tion and the resulting

struggle to find new talent, improving
the quality of workplace life will become
an important competitive consideration.
Nurturing a positive organizational cli-
mate that promotes workers' well-being
is crucial to engaging employees.

Few companies are fully aware of
the importance and productivity rewards
of a positive culture, and fewer still
know that there are tested options for
improving the emotional climate of the
workplace. Developing a positive work-
place culture can be addressed via two
strategies. First, managers must make a
serious attempt to minimize excessive
stress, which interferes with employee
performance and contaminates the qual-
ity of life outside the office. Second,
efforts must also be made to develop a
work climate Chat promotes well-being
and supports the use of employee
strengths. This article will examine the
second strategy.

IMPLEMENTING POSITIVE PSYCHOLOGY

How can organizations move beyond
remediation of negative factors and pro-
mote an environment where employees
excel? Positive organizational behavior
(POB) is a new field of inquiry address-
ing this question. POB is defined as "the
study and application of positively ori-
ented human resource strengths and

Chet Taranowski serves as employee assistance
coordinator forAon Corporation and lectures
widely on trauma response, positive approaches
to mental health, and creating positive work-
places, He recently served as president of the
Northern Illinois Chapter of EAPA. He can be
reached at Chester J TaranowskiQAon.Com.

psychological capacities that can be
measured, developed, and effectively,
managed for performance improvement
in today's workplace" (Luthans 2002).
This research has arisen from the posi-
tive psychology (PP) movement, the
mission of which is to encourage the
study of both individual and collective
strengths (Peterson and Seligman 2004).

The study of PP and POB offers
several new opportunities for EAP work-
place interventions. If implemented,
these empirically supported strategies
can reduce workplace stress and ulti-
mately decrease behavioral health prob-
lems. More broadly, the interventions
have the potential to increase the well-
being of all workers.

For example, interventions might
include encouraging managers to pay
closer attention to the meaning and
rewards employees derive from their
work and to identifying each employee's
unique talents and matching them to
related work assignments (Buckingham
and Clifton 2001). Other empirically
supported tactics include instilling
greater hope in individuals and teams,
encouraging the practice of realistic opti-
mism, promoting resiliency, and helping
employees increase their sense of self-
efficacy (Luthans, Avolio, and Youssef
2006).

FINDING MEANING IN WORK

Several important issues are relevant
when addressing the concept of mean-
ing in work. Many employees fail to per-
ceive their workplaces as contributing
any real value to society aside from pro-
viding them with financial sustenance
(Csikszentmihalyi 2004). FurCher, the
American workplace has rarely viewed

helping employees improve their well-
being as an important goal.

Neglecting societal responsibilities
and ignoring workers' quality of life are
two critical opportunities for improving
an organization's human climate. If a
workplace can connect its mission and
goals to greater societal causes and to its
employees' personal development, it is
likely to reap increased employee pro-
ductivity and engagement.

Unfortunately, most American com-
panies miss opportunities for facilitating
greater employee well-being. For exam-
ple, it is common for companies to neg-
lect helping workers understand how
their efforts contribute to the organiza-
tion's greater mission. Furthermore,
many job demands are set at high levels,
thus obscuring the value of work- tasks
(Csikszentmihalyi 2004). Taking time to
clarify this simple link between individ-
ual effort and corporate success can add
greater meaning to an employee's day-to-
day assignments.

Employers also miss opportunities
to help workers take greater ownership
of their jobs, by failing to solicit or
accept employees' input into how tasks
are performed. Although efficiency stud-
ies have made great contributions to the
process of streamlining work, there is
also a place for individual creativity.
Encouraging a sense of employee job
ownership will heighten workers'
engagement and productivity.

Finally, employers miss opportuni-
ties to develop workers because they fail
to assign them tasks that can help
employees grow both personally and
professionally. Understanding each
employee's unique goals can help man-
agers be strategic in assigning tasks con-

www.eap-association.org 1st Quarter 2009 •Journal of Employee Assistance • 7
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sistenc wieh individual career targets.

CREATING OPPORTUNITIES FOR FLOW

Flow is a concept originally conceived
by a psychologise named Mihaly
Csikszennnihalyi. According co this con-
cept, humans continually become more
complex organisms; we seek intellectual
and emotional growth so as to be able
to respond to a greater variety of chal-
lenges. There are boCh personal and
work-based opportunities for ma~miz-
ing learning and complexity, and when
these are introduced at just the right
level of difficulty, an individual will ex-
perience them as meaningful and even
peak moments.

This rewarding experience has been
termed "flow." Csikszentmihalyi deter-
mined that flow has several critical com-
ponents, including clear goals for a task,
immediate feedback about performance,
and an optimal balance between oppor-
tunity and capacity. The overall process
leads to deeper concentration and an
enjoyable sense of loss-of-self. Although
Ilow experiences are challenging, indi-
viduals typically rate them as more grati-
fying than typical leisure time pursuits or
other pleasures (Csikszentmihalyi 2004).

Flow can be experienced at work,
either by searching for complexity in a
host of increasingly difficult job tasks or
by just trying to do the same assignment
more effectively. Having a supportive
environment, being able to control some
aspects of the work, and manageably
increasing the difficulty of the challenge
are all secrets to flow

Unfortunately, few jobs have clear
goals and fewer-still meaningfully
involve workers in setting the goals.
In addition, contemporary jobs seldom .
provide adequate, frequent, and con-
structive feedback. Since workers cannot
monitor outcomes well, they find it
difficult to recognize whether they are
increasing their mastery of assigned
tasks.

ENABLING WORKERS TO FLOURISH

Positive approaches to the workplace

have become possible due in part to the

publication of Character Strengths and
Virtues by Martin Seligman and Chris-

topher Peterson (2004) and Now,
Discover Your Strengths by Marcus
Buckingham and Donald Clifton (2001).
Although each book presents similar
concepts, Discover Your Strengths has a
sharper workplace focus. The ideas it
suggests are simple: recognize that peo-
ple have different strengths, find out
what workers do well, and facilitate
the use of their unique talents as often
a~ possible.

Although maximizing strengths may
seem like an obvious strategy, consider
that employee talents are rarely identi-
fied or considered relevant in assigning
tasks. Until recently, in fact, we lacked a
vocabulary to precisely describe human
strengths. Whereas workplace training
(when it is even present) has tended to
focus on remediating weaknesses, a
strengths-based model teaches workers
strategies to maximize their existing
talents.

The first step in a strengths-based
approach is identifying personal assets.
An assessment can be made through
observation or simply by asking employ-
ees what they do best or enjoy doing.
Psychometric tests are also available to
identify "signature strengths" (e.g., see
Seligman 2002).

What value does this simple strategy
of maximizing strengths have for EAPs
in their work with individual clients? By
helping employees recognize talents they
may never have identified, EAPs can
encourage them to use their strengths in
novel ways. Positive psychology research
suggests that the simple practice of find-
ing new ways to use character strengths
will lead to a greater sense of subjective
well-being (Seligman, Steen, Park, and
Petersen 2005).

DEVELOPING PSYCHOLOGICAL CAPITAL
One of the most interesting books to
come out of POB research is Psychological
Capital by Luthans, Youssef, and Avolio
(2003). The book summarizes empirical
studies on organizational environments
where positive human characteristics are
enabled. The studies show that careful
attention to key factors creates condi-
tions likely to optimize both employee

performance and personal well-being.
The human sCrengths to be maximized
include the following:
1. Self-efficacy: Fashioning a workplace

where employees feel confident about
their abilities.

2. Optimism: Creating an environment
where workers make positive attribu-
tions about the impact of their own
and their team's efforts.

3. Hope: Building an expectation. for
success. Hope enables employees to
move toward goals and motivates
them to formulate workable strategies
for reaching these goals.

4. Resiliency: Helping workers respond
flexibly in the face of setbacks. This
characteristic will empower them to
"bounce back" to attain success.

Research examining self-efficacy has
demonstrated a strong relationship
between an employee's confidence in
his/her skills and superior job perform-
ance. Managers can employ many strate-
gies to create a culture that nurtures self-
efficacy. One option, mentioned earlier,
is simply allowing workers to do what
they do best. Employees will succeed
both because their jobs have been cor-
rectly matched with their talents and
because of the greaCer confidence they
have when using well-honed skills.

There is also a rich literature
on encouraging realis[ic optimism.
Optimism is an explanatory style that
attributes positive events to a person or
team and his/their skill sets. An optimist
would attribute the successes to effort
rather than luck.

Why does optimism work? Since
optimists expect the best outcome,
they tend to be more future-focused.
Optimistic workers persevere in the face
of obstacles. Seligman's self-help book on
this topic, Learned Optimism (2006), is
an excellent starting point for under-
standing optimism.

Interesting research has also been
conducted on the value of hope. The
most influential author on this topic is
a psychologist named C: Rick Snyder
(see Snyder, Rand, and Sigmon 2005).
Snyder saw hope as comprising two ,

b' •Journal of Employee Assistance • 1st Quarter 2009 www.eap-association.org



components: the "agency" or willpower
to achieve a goal and the ability to form
"pathways" or strategies to attain that
goal. In other words, to feel the emotion
of hope, an individual must have both
the faith that the goal is attainable and
the ability to generate plans to reach
that goal.

How does a manager facilitate hope?
Modeling hope to employees is one
strategy. If a worker lacks the faith to
achieve, encouraging him or her to
establish goals and generate strategies
to reach the goals also facilitates hope.

Resilience describes a worker's abil-
ity to renew his or her quest to achieve a
desired outcome after a setback. How
can a manager influence resiliency in
workers? Luthans, Youssef, and Avolio
(2006) suggest several strategies: helping
workers feel positive about their work
organization, building a sense of trust,
treating workers with fairness and
respect, and helping employees derive
a broader sense of meaning from their
labor. Resilience may be facilitated by
linking workplace goals to personal
goals. Individuals will be persistent in
moving toward a goal if they believe a
task extends them to a higher personal
or social purpose.

The implementation of POB strate-
gies requires great attention to the devel-
opment of workers. Unfortunately,
although the chief function of supervi-
sors is managing relationships, few man-
agers have received support for teaching
interpersonal skills. Supervisors them-
selves may lack abilities and conse-
quently do a poor job of modeling
important strengths.

To develop the psychological capital
of their organizations, managers will
require greater assistance in implement-
ing coaching strategies for human devel-
opment. Aprogressive EAP ought to
already be teaching constructive con-
frontation and business communication
skills. Raising the level of interpersonal
skills in managers can fit nicely with
EAP services and significantly increase
the importance of EAPs.

A LEADERSHIP OPPORTUNITY FOR EAPS
Historically, employee assistance has
contributed to improving office culture

www.eap-association, org

by addressing the influences of employee
alcoholism and behavioral health prob-
lems. Beyond providing these individual
interventions, progressive EAPs have
advocated for more broad-based strate-
gies—for example, helping mangers be
more effective supervisors by providing
training and consultation on topics such
as clear and respectful communication.

For EAPs to have a greater impact,
we must broaden our vision. By advocat-
ing for a more civil, meaningful, and,
consequently, more successful work-

place, we have an opportunity for lead-
ership in promoting the concept of a-
positive workplace.

Of course, it would be no more pos-
sible to eliminate all stress and frustra-
tion from work than it would be to elim-
inate all pain or disease from human life.
However, companies that begin to
address the challenge of improving

workers' well-being will be better able to
attract talent. Consider, for example, that
workplaces can no longer guarantee life-
time job security. If an employer is forth-
right in admitting this truth, it can com-

pensate by offering increased opportuni-
ties for well-being and professional
growth. Workers, believing their skills
are being developed in a hospitable envi-

ronment, can feel confident they will be
able to compete in the ever-shifting job
market of the future.

By advocating for worker well-
being, employee assistance professionals
have the potential to greatly benefit all
workers and take EAPs far beyond our
essential work with "troubled employ-
ees" alone. By promoting a more positive
workplace, we can potentially prevent
stress that may trigger dysfunction in
vulnerable individuals. Better yet, we
can further lead our client organizations
toward the goal of becoming more psy-
chologically habitable environments. ■
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Responding to Workers' Financial Crises
Employers and EAPs can help workers address the symptoms and

underlying causes of economic stress by adopting a "financial triage"
approach that incorporates a money coach.

ith more and more people
losing their homes to fore-
closure and filing for

bankruptcy each day, the current finan-
cial crisis is creating a ripple effect that is
affecting all facets of society. if the econ-
omy continues to weaken, as many ana-
lysts believe it will, the combined num-
ber of foreclosure and bankruptcy filings
may exceed 3.5 million by the end of
2008. This means roughly one in every
50 families will be profoundly affected,
which is staggering to consider.

The "silent epidemic" of money
problems is costing businesses $15,000
per year per affected employee. Facing
financial uncertainty, burdened with
debt, and besieged by bill collectors,
employees are bringing their financial
worries to work at great cost to their
productivity. Without proper attention
to and management of these issues,
corporate performance and profitability
will suffer.

THE IMPACT OF FINANCIAL STRESS
Coping with money issues, both practi-
cally and psychologically, is a major life
struggle for millions of people even in
good financial times. Individuals often

Deborah Price is founder
,~ `; . - : of the Money Coaching

Institute, a California-
r;,~- based organization that

helps financial advisors,
,'~' therapists, and coaches

%~ ~ better understand and
assist clients with finan-
cial problems. Before

starting the institute, she worked as a financial
advisor for more than 20 years with firms such
as Merrill Lynch, Mass Mutual, AIG, and London
Pacific Advisors. She is the author of three
books on money, wealth, and investing and has
appeared on numerous radio and television
shows.

have unconscious beliefs related to
money that govern their choices, pat-
terns, and day-to-day management of
money issues.

Most of the money beliefs that peo-
ple maintain and practice are deeply
entrenched and have been passed down
from one family generation to the next.
Some of them conflict with others; many
are not apparent to us. The list of such
beliefs includes the following:
• Money is power.
• Money doesn't buy happiness.
• I'm not good at math, so I'm not

good with money.
• It's not nice to talk about money.
• The more money you have, the big-

ger the problems you have.
• My mother and father were bad with

money, so I'm bad with money.
• I don't deserve money.

Money remains a mostly taboo sub-
ject for many people and can trigger an
array of emotions, such as shame, fear,
guilt, and arutiety. Consequently, people
often develop avoidance strategies as a
means of coping with their feelings
about money until they "hit bottom"
financially and are forced to confront
their emotions.

Another factor that makes it difficult
to address money issues is a lack of
training and education about money,
both at home and at school. Much of
what we learn about money manage-
ment is through osmosis from friends
and family and is, more often than not,
inherently flawed.

Employers and EA professionals
need to be aware of these underlying
beliefs and emotions and recognize what
causes them. More imporCantly, they
need to understand that money is a core

survival issue. When people are fearful
and arixious about money and their per-
sonal finances, they frequently are too
overwhelmed and stressed to be focused
and mentally "present" at work. Pro-
longed financial pressures can lead to
increased problems with spouses and
higher incidences of alcohol and drug
abuse, depression, despair, and suicide.

According to the Center Eor Finan-
cial Social Work, money issues are the
greatest stressor in peoples' lives and
the leading cause of divorce. They are
a major source of a~iety and insomnia,
a primary reason for abuse and violence,
and a trigger for alcohol and drug abuse.
They frequently are accompanied by
feelings of hopelessness, shame, isola-
tion, and vulnerability and can cause
people to become distracted, angry,
and irritable.

Over time, people who are bur-
dened by debt become less reliable,
patient, and productive. As stressors
increase, workers are more prone to
makiMg mistakes, causing or becoming
involved in accidents, lying, and arguing.
Their state of mind can increase their
susceptibility to steal, take bribes, or
misappropriate funds.

Employers who believe their
employees' financial issues are not their
problem should consider these findings
from various studies of how financial
stress affects individuals:
• Productivity may decrease (by as

much as 20 hours per month per
employee')

• Accidents may increase (60 percent to
80 percent of on-the job accidents are
related to stressz~')

• Health issues may arise, prompting
greater need for medical attention
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(between 75 percent and 90 percent.
of all visits co doctors are stress
related^.5)

• More employees may leave their jobs
(40 percent of employee turnover is
due to stress')

• Human Resources Departments will
become busier (attending co money-
related distractions can account for as
much as 10 percent of departmental
budgetsb)
Recently, Ualue Options Inc., the

nation's fourth-largest provider of be-
havioral health and wellness services,
reported an 89 percent rise in calls
related to home foreclosures, bankrupt-
cies, and other financial hardships since
2007. Most EAP providers, unfortu-
nately, do not have professional staff
who are trained to identify and address
underlying money issues. Financial advi-
sors and debt counselors, on the other
hand, are not prepared to handle people
undergoing serious emotional and finan-
cial crises.

IMPLEMENTING A NEW FINANCIAL MODEL
To cope with their financial difficulties,
many employees seek to take more time
off or covertly attempt to manage their
problems while at work. Clearly, there
is a pressing need for a new model to
help workers and employers manage
the current financial environment. One
approach is a "financial triage" model
that uses a "money coach" to help bridge
the gap between financial and mental
health issues.

The roles and responsibilities of a
money coach are to serve as an interme-
diary and coach advocate on behalf of
an individual, assess the client's "money
type" and profile his/her needs (both
personal and financial), and coach the
client through the best available options.
Once the initial assessment and action
plan are established, clients are triaged
to appropriate resources for additional
help, including mental health profession-
als, financial advisors, debt counselors,
and attorneys, all of whom play very
valuable roles.

The money coach must have a deep
understanding of underlying money
issues and possess both the emotional

and financial literacy skills necessary to
help clients move beyond their money
issues, patterns, and behaviors. For
example, money coaches must be
trained to recognize the psychological
and emotional patterns that influence
clients' beliefs and behaviors.. They must
also be trained to assess practical finan-
cial issues and be able to coach clients to
determine the most appropriate s[rate-
gies and options for making meaningful
change. Many money coaches are also
trained life coaches, therapists, and/or
social workers, but to become money
coaches they must develop these and.
other skill sets.

Provide resources to
employees that can help
them identify and change

their money patterns,
beliefs, and behaviors.

Money coaches also need to be
available to provide ongoing support to
clients as needed and to confer with the
other professionals on the "triage team."
Many employees have difficulty articulat-
ing their money issues and needs when
they are financially overwhelmed and
emotionally distressed, and a money
coach can help deepen their financial .
knowledge and provide them with spe-
cific strategies for making clear and
appropriate financial decisions.

Employers, meanwhile, can begin
to take six proactive measures to limit
the impact of financial distress on the
workplace:
1. Recognize that your employees' per-

sonal financial issues are detrimental
to their professional well-being and
can pose a real risk to the company's
productivity and profitability.

2. Understand that your health insur-
ance providers, EAP team members,
and financial advisors (such as retire-
ment plan administrators) do not
have the specific e~ertise and skills
to help financially stressed employees
resolve the many issues influencing

their ability to function at work.
3. Build a culture that provides and sup-

ports financial education programs.
4. Understand that financial education

and coaching contribute to and
increase the company's bottom line
and enhance employees' lives.

5. Provide new training programs and
incentives for EAP providers to create
a more integrative and holistic "finan-
cial triage" model that more ade-
quately addresses the needs of
employees in financial crisis.

6. Provide resources to employees that
can help them identify and change
their money patterns, beliefs, and
behaviors. They will be happier, more
productive and more financially
secure, which will allow them to be
more focused and engaged in the
workplace.
One by one, the millions of workers

affected by the financial crisis will need
the help and support of their employers
to overcome their difficulties. People sel-
dom forget those who help them in their
time of need. Employers who respond to
their employees will be rewarded with
loyalty, gratitude, and improved produc-
tivity that will pay dividends for years to
come. With foresight, commitment, and
a new approach to addressing financial
issues, employers and EAPs can help
make companies and their workers pros-
perous and whole again. ■
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Using Web 2.0 to Benefit
EA Professionals

Savvy employee assistance professionals will find that using Web 2.0 concepts
and technologies can enhance their practice.

se of the Internet is exploding,
with European penetration
estimated at 48.1 percent of

the adult population and U.S. penetra-
tion (the highest in the world) at close
to 74 percent. Worldwide usage has
grown more than 300 percent since
2000 and shows no sign of slowing,
particularly in Asia and Africa (Internet
World Stats 2008). By 2011, an esti-
mated 22 percent of the Earth's popula-
tion will surf the Internet regularly
(Jupiter Research 2007).

Although overall usage is rising,
a British study shows that people SS
and older are significantly less likely to
spend time on the Internet than the gen-
eral population (U.K. Statistics Authority
2003). The average age of EAPA mem-
bers is roughly 52, so it is probably safe
to surmise that many employee assis-
tance professionals have little experience
using the Web.

DEFINING WEB 2.0

The disparity in usage rates is probably
even more pronounced with respect to
Web 2.0 tools, although no research has
been conducted specifically on EA pro-
fessionals (there are, however, a number
of studies on the "grey digital divide").

Marina London is man-
ager of Web services for
the Employee Assistance
Professionals Association
and author of of iWebU,
(http://iwebu. blogspot.
com), a weekly blog
about the Internet and
new media for mental

health and EA professionals who lack an under-
standing of technology. She previously served as
an executive for several national EAP and man-
aged mental health care firms. She can be
reached at webeditorCa?eapassn.org.

Web 2.0 is still a new concept—"1'im
O'Reilly, the chief executive of O'Reilly
Media, a company that publishes books
and produces conferences on technol-
ogy topics, is credited with first coining
the term in 2004—and its meaning is
not well understood by those who are
unfamiliar with computers.

In essence, the term "Web 2.0"
describes changing trends in the use of
Web technology and design that aim to
enhance information sharing and collab-
oration. Web 2.0 is all about interactions
between Internet users.

To appreciate the difference that
Web 2.0 tools can make, let's assume
that an EA professional is looking for
some information about employing
technology during critical incidents.
Using a "Web 1.0" approach, s/he would
browse through the online archive of the
Journal of Employee Assistance, a static
collection of Web pages. Eventually, s/he
will find an article, "Using Technology
in Mass Disasters," published in the 2nd
quarter 2008 issue.

Alternatively, the EA professional
could join the EAP Manager Listsery
by visiting http://finance.groups.yahoo.
com/group/EAPManager. A listsery is an
electronic mailing list that allows for
immediate, simultaneous distribution of
information to many Internet users. This
specific listsery is dedicated to providing
EAP managers with a range of profes-
sional information.

Using the EAP Manager Listserv,
the EA professional could type, "Do you
know of any articles that discuss the use
of technology during critical incidents?"
and instantly reach more than 600 lead-
ing EA professionals. A half dozen or
more will probably respond within a

couple of hours, mentioning not only
the Journal article but also the pending
online availability of a panel presenta-
tion, "The Critical Incident Continuum
of EA Services: Technology Makes a
Difference," delivered at EAPAs 2008
Conference.

This simple example illustrates
why all EA professionals should, at a
minimum, understand the basics of
Web 2.0 and identify and use Websites
and Internet platforms that emulate
core Web 2.0 principles. Following are
descriptions of a few sites and plat-
forms with particular relevance to
EA professionals.

USING BLOGS

A blog (an abridgement of the term
"Web log") is a Website, usually main-
tained by an individual, with regular
entries of commentary, descriptions of
events, and/or other materials such as
graphics or videos. As of December
2007, Technorati, a leading blog search
engine, was tracking more than 112
million blogs.

Blogs currently are the province of
the young—more than 90 percent of
blogs are managed by people under the
age of 30 (Gaston Analytics 2008). The
millennial generation, a.k.a. Generation
Y, reads blogs on a regular basis. It
behooves EA professionals wanting to
connect to, serve, and professionally
interact with these young people to both
read blogs and consider writing one,
though there are other reasons to do
so as well;
• To stay on top of the EA profession;
• To promote your business, which

you can do by writing a comment on
another person's blog (you can refer-
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ence your EAP or your Website); and
• To increase your Website's relevance

by linking to a blog from your site.

A recent search on Technorati

revealed no blogs dedicated wholly to

employee assistance. This is a vacuum

that needs to be filled; in the meantime,
finding quality blogs can be challenging.

Two solid examples in the mental health

arena are Psychotherapy Perspectives
(http://davismintun.com/blog.htm), a
blog dedicated to psychotherapy and
other issues pertaining to that subject,

and Fried Social Worker (http://friedso-

cialworker.net/blo~, a blog about all

things social work, from salary levels

to clinical issues.

There are opportunities

galore for EA professionals

to jump on the Web 2.0

bandwagon and promote

employee assistance, EAPs,

and the EA profession.

Creating a blog is free. Both
WordPress (http://wordpress.com) and
www.blogger.com offer easy-to-use blog-
ging platforms. Considerations for
bloggers include the following:
• Blogs must be updated on a regular

basis (at least weekly), so don't start
one if you can't maintain it; and

• If you aren't comfortable with the
blogging writing style, which is
somewhat informal and chatty, have
someone knowledgeable edit your
content.

UNDERSTANDING WIKIPEDIA

Wikipedia is a free, multilingual, online
encyclopedia written collaboratively by
contributors from around the world.
The Wikipedia Website is a wiki, mean-
ing anyone can create, edit, and/or add
content to an article.

All Wikipedia articles are indexed
on Google and other search engines. For
example, if you type "Employee

Assistance Professionals Association" on
Google, the Wikipedia entry about
EAPA (written by this author) appears as
the eighth search result on the first page.

The best way for an EA professional
to use Wikipedia is to write an article
about yourself or your EAP. Attaching
your Website to a Wikipedia entry will
move it up in the Google rankings. In
addition, a Wikipedia entry will provide
additional visibility for your Website,
your practice, your organization, and/or
your blog.

Bill O'Hanlon, a psychotherapist,
author, and popular workshop presen-
ter, is an example of someone who prac-
tices effective use of Wikepedia. His
entry on Wikipedia states the following:

"He co-developed Solution-Oriented
Therapy, a form of solution-focused
brief therapy, and has given over
2,000 workshop presentations in the
United States and abroad. His work
has been featured in Ladies Home
Journal, Newsweeh, The Psychotherapy
Networher, and other magazines. He
is the founder of Possibility Therapy
and Inclusive Therapy."

There are caveats to using
Wikipedia, including the following:
• You must Team Wikipedia's propri-

etary HTML-like language to post
your article. Consider hiring some-
one for this task unless you have the
time and wherewithal to do this.

• You need to study Wikipedia's rules
(which are strictly enforced) that
govern what you can post on the
site. For example, Wikipedia articles
are supposed to be scholarly and
contain multiple footnotes. This is an
ideal situation if you are a published
author or your EAP has been cited
in 'the news.

• If you intend to post an article stating
that your EAP provides the most
comprehensive services in your state,
be prepared to back it up with a cita-
tion. Failure to do so will result in
your article being removed quickly
from the site.

REACHING OTHERS WITH LISTSERVS
A listsery is an electronic mailing list
that enables immediate distribution of

information to many Internet users
simultaneously. Joining a listsery that is
relevant to your line of work makes it

easy to stay abreast of the latest develop-

ments and get answers to job-related
questions, sometimes in just a matter of
minutes.

Following is a question that was
sent via the EAP Manager listserv:

To: EAPManager@yahoogroups.com

Subject: Court decision regarding
ADA claim after employee was fired

Text: I am looking for information
that can be provided about a legal
ruling that occurred many years ago.
Summary of the situation: Employee
was repeatedly told to attend the EAP
because of his "depression." The
employee did not follow through
with this recommendation and was
later fired for performance issues.
The employee sued, claiming the
employer acknowledged that he
should have been covered under
ADA since management told him
he was depressed.

Within a couple of hours, the ques-
tion was answered:

This may have been the Califgmia
case against Lucky Stores. I can try
to look up what I may have on it if
you like.

In addition to joining a listserv,
EA professionals may want to create
one to meet a specific need, serve a
specific interest group, or recognize
one's own EAP. Starting a listsery
is quick, easy, and free just go to
http://groups.yahoo.coxn/start.

UTILIZING YOUTUBE

YouTube is a popular Web-based plat-
form that hosts user-generated videos on
virtually every subject under the sun.
How popular is it? YouTube represents
10 percent of all Internet traffic
(Ellacoya Networks 2007), and videos
on YouTube can generate hundreds of
thousands or even millions of unique
visitors in a matter of days, sometimes

hours (Solis 2008).

The employee assistance presence
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on YouTube is sparse. A recent search

on Youlube found the following:

• A nine-minuCe, poor quality, out-

dated documentary about EAPs;

• "The Dynamics of Today's EAP in the

Marketplace," anine-minute excerpt

from a September 2007 meeting of

the North Georgia EAPA chapter; and

• Atwo-minute employee orientation

to the RBH EAP.

The YouTube browser also found

related materials, including training

modules on conflict management and

materials about substance abuse in the

workplace.

You do not have to be an expert

with a camera to produce a short EAP-

related video and post it on YouTube.

The video can describe your organiza-

tion, provide information, and/or edu-

cate clients about your services. Keep

the following caveats in mind if you

decide to produce a video:

• On the Internet, less is more. Your

Advertise in the

Jouv~v~~xl of

Em to eep Y
Assistance

Contact
Joan Treece

(303) 242-2046
admanager@eapassn.org

video should not be longer than 10
minutes.
Brevity allows you to focus on qual-
ity, both video quality and content
quality. Your YouTube video should
not be produced on the fly and con-
tain off-the-cuff remarks; instead, it
should contain well-written, thought-
ful, and thoroughly rehearsed con-
tent. Anyone who appears on screen
should be impeccably groomed, well
dressed, and well lit.

LEARNING MORE

There are opportunities galore for EA

professionals co jump on the Web 2.0
bandwagon and promote employee

assistance, EAPs, and the EA profession.

Those who want to learn more can

access the author's blog, iWebU
(http://iwebu.blogspot.com). Each week,

the blog introduces and discusses a dif-

ferent aspect of Web 2.0, the Internet,
and new media from an employee assis-
tance/mental health perspective. ■
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Providing Training for EAP Affiliates
Continuous training of network affiliates is critical to ensuring that both clients

and providers develop manageable expectations about service delivery.

AS (Employee Assistance
ervices) is a company chat
rovides employee assistance

programs to different businesses in
Chile. The programs cover around
12,900 workers, which entails 45,200
eligible persons when considering
family groups.

EAS provides its services to compa-
nies located throughout Chile, so it
needs to satisfy demand within a terri-
tory of more than 750,000 square kilo-
meters (approximately 290,000 square
miles, which is slightly smaller than
twice the size of Montana). This involves
coordinating networks to provide serv-
ices that cover each and every city in
the country.

EAS delivers its services through a
network of 72 professionals throughout
the country. To become part of the net-
work, EAS psychologists must meet cri-
teria that ensure quality and warmth.
All psychologists must have clinical
e~erience and be trained under specific
clinical models, from which they must
have gained experience handling and
solving conflicts. Approximately 90
percent of these psychologists have
obtained post-graduate degrees in brief
psychotherapy, which allows them to
conduct focused interventions within
a limiCed period of time.

A key challenge regarding our affili-
ates is to maintain their sense of belong-
ing to, and believing in, EAS. Conse-
quently, we need to provide a program
of continuous training that ensures a
uniform level of quality in our processes.

Paula Gomez Hertz works for Employee
Assistance Services, an EAP provider in Chile.

www.eap-association.org

by Prxulcz Gomez Hev~tz

MANAGING CLIENTS' EXPECTATIONS
The need for affiliate training is all the
more important because utilization of
our services varies from an annual rate
of 93 percent to as high as 32 percent,
depending on the employer. Although
these rates surpass the rates of many
other EAPs in the world, follow-up sur-
veys show high levels of satisfaction—
about 98 percent of our clients say they
are satisfied or very satisfied with the
services we provide.

The common factor that affects
satisfaction is connected with clients'
expectations of support, as they report
they need more concrete actions beyond
the brief assistance provided by the EAP.
It is very difficult to receive long-term
treatments in Chile, mostly because they
are very expensive. The high cost of
such care means the EAP, with its Eree
and confidential services, is in great
demand, which poses challenges with
respect to assuring ahigh-quality service
regardless of the type of consultation or
the client's location.

Based on information collected from
our clients, it was decided that training
and continuous education in clinical
abilities and specific topics should be
added to the criteria to enter the EAS
professional network. The purpose of
such training would be as Follows:
• Strategically control and manage

customers' expectations about the
EAP. It has been observed that in
many cases, clients put their hopes
of solving severe and/or chronic prob-
lems in the hands of the EAP. These
expectations, if not properly handled
by network affiliates, may signifi-
cantly affect the level of program
satisfaction.

Unify affiliates' criteria, guidelines,
and objectives. This will require
constant supervision to promote a
sense of belonging and of teamwork
throughout the network. At the same
time, we should foster a coherent
and shared approach co the assistance
given.
Thus, having highly qualified EAP

affiliates in Chile requires not only clini-
cal experience and post-graduate studies,
but also the ability to deal with clients'
excessive expectations stemming from
the limitations of our country's commu-
nity mental health services. In light of
these demands, training efforts must
allow affiliates to do the following:

Many therapists have a
high motivation to provide

service, which can
sometimes take them to
areas that are outside the
boundaries of the program.

Increase the effectiveness of con-
sultations. Consultations are not
intended to solve the whole problem
presented by the clients, but it is neces-
sary that they provide clients with effec-
tive tools to help them solve the prob-
lem. They should also offer and facilitate
new actions that the clients have not
tried before. To achieve this, the EA pro-
fessional should be highly effective in
both identifying new opCions that reflect
clients' resources and limitations and in
delivering these options efficiently in a
limited period of time.
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Increase clients' satisfaction.
Although clients' satisfaction is based on

their problem resolution, their satisfac-
tion is also connected with their percep-
tion of how well the EA professional
received and assisted them. This requires
affiliates to possess certain clinical abili-
ties that enable them reach out to their
clients with empathy and warmth and
convey an understanding of the particu-
lar problems they present.

The training of a professional
network should follow goals
that, in addition to favoring

the procedures of an
organization, also mesh with

affiliates' clinical work.

Manage clients' expectations.
Customer satisfaction entails connecting
clients' expectations when they enter the
program with what they are provided.
E~ectations can be reduced by assess-
ing them at the beginning of the process,
so as to identify and track those clients
who expect to receive something that
goes beyond the menu of EAP services.
Once expectations are identified and
assessed, it is imperative to work on
them and limit them to what the EAP
can provide, which is not an easy task.
Affiliate providers need to be specifically
trained to do this.

MANAGING THERAPISTS' EXPECTATIONS

Clients' e~ectations are not the only
ones that need to be assessed. EAS' train-
ings differentiate levels of counseling
from long-term psychotherapy to help
assess, limit, and work on affiliates'
expectations about the services they will
provide. This is extremely important, as
many therapists have a high motivation
to provide service, which can sometimes
take them to areas that are outside the
boundaries of the program. In this sense,
affiliate training begins when they
observe.the possibilities of assistance
within an EAP context and understand
psychological help not just as a means of

complete problem resolution, but also as

the beginning of a process of change.
Models of effectiveness in psy-

chotherapy propose identifying the vari-
ables that favor change, showing client
and therapist in an interaction where the
variables of the patient, the therapist,
and the relationship between them inter-
vene. The different training stages
revolve around these three axes, so that
therapists always work on variables that
affect quality of service and customer
satisfaction.

The training of network providers is
performed mainly within two contexts:
• Through continuous supervision by

e-mail or phone, according to the
case. Affiliates have the opportunity
and, in high-risk cases, the obligation
to supervise all of their cases in con-
junction with the EAS clinical man-
ager. When necessary, it is the clinical
manager who defines that a case must
be supervised.

• At an annual workshop. Once a year,
EAS' affiliates assemble for a meeting
to address, in lectures and work-
shops, topics that have arisen during
the year and are considered impor-
tant enough to probe in more detail
and depth. For example, in 2008, the
workshop focused on expectations.
Affiliate providers could explore the
need to take expectations into
account and develop, through train-
ing, the ability to ascertain and work
on them with their clients.
Through our training of affiliates,

we have found that assistance expecta-
tions, trust in oneself, and supervision
can affect their effectiveness. In light of
this, the training includes feedback to
the affiliate providers about the quality of
their processes. This feedback allows
them to improve and constantly develop
their abilities and to work on those as-
pects that need further development. It
also permits the affiliate professionals to
discuss different concerns and problems
they may be having with their clients.

RECEIVING CONTINUOUS FEEDBACK

Research on the effectiveness of psy-
chotherapy has pointed out that it is
important for therapists to consider,
when they intervene, the beliefs clients
have about their problems as well as

about the resources at their disposal to
deal with them. These considerations
can make a difference in customer sacis-
faction with respect to the assistance
offered.

The research findings have also
shown the importance of including, in
professional training for EAS services,
information about the following:
• Focusing on the work objective;
• Managing clients' e~ectations, espe-

cially with respect to limiting them to
an EAP context;

• Establishing small goals that allow
patients to see progress as they solve
their problem(s);

• Reframing clients' arguments so they
develop a different perspective about
their problem that can help them find
new actions;

• Distinguishing, showing, and rein-
forcing clients' resources to empower
them as effective agents of change;
and

• Empowering clients to increase their
self-efficacy and ability to continue
their process of change beyond the
EAP sessions.
Among the relationship variables

that affect effectiveness are the therapeu-
tic alliance (considering factors such as
trust, warmth, and autonomy) and affili-
ates' experience. In the case of alliance,
EAS therapists receive continuous feed-
back regarding their clients' perceptions
of how they feel with their particular
psychologist, with special attention given
to warmth and listening skills. Similarly,
in the annual workshop, although many
topics and maneuvers are dealt with in
depth, the aim is to train affiliates to
apply them in a way that promotes a
positive eherapeutic relationship.

The training of a professional net-
work should follow goals that, in addi-
tion to favoring the procedures of an
organization, also mesh with affiliates'
clinical work. With this training, thera-
pists who see EAP services as an alterna-
tive for continuous development and
learning will be committed to a sense
of belonging to a professional team
that seeks to support and help organiza-
tions and workers that require their
assistance. ■
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Responding to the Economic Crisis
The EAP for a Wall Street firm on the front lines of the market meltdown is

tailoring its response to meet the needs of different groups of workers.

vice in the past seven years,
the Merrill Lynch EAP has
faced a crisis situation that has

hit especially close to home. In 2001,
employees at Merrill Lynch headquar-
ters, located across the street from the
World Trade Center site, were personally
affected by the attacks on the twin tow-
ers. Three Merrill employees lost their
lives, and thousands needed to be evac-
uated and relocated for several months.

In 2008, the collapse of the credit
markets and subsequent stock market
downturn presented Merrill's employees
with another set of challenges. The
Merrill Lynch EAP, an internal program
and a component of one of the most
comprehensive health care services
departments on Wall Street, has taken
a leadership role and stepped in to help
the company and its employees achieve
the same goals sought in 2001—client
care and self care.

MEETING DIFFERENT NEEDS

rinancial advisors, the public face of a
financial services firm, take personal
responsibility for their clients' financial
well-being. Many advisors build rela-

Dan Pitzer is assistant
vice president of the
Merrill Lynch EAP, a posi-
tion he has held since
2002. He also is director
of Breaking The Chain
Counseling in New Jersey
and a treating clinician
for the NFL Program for

Substances of Abuse and the NFL Player
Assistance Program, supporting the New York
Jets. He serves on the adjunct faculty of
Fordl~am University's Graduate School of Social
Service and is a member of the New Jersey and
New York Chapters of EAPA, He can be reached
at dan pitzerCa?ml.com.

www.eap-association.org
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by Dan Pitzer, LCSW, LCADC, CEAP

tionships with clients that last decades.
This sense of responsibility for the wel-

fare of clients can contribute to a pro-~
found sense of personal loss or guilt if
the financial markets experience a
lengthy downturn, even though the
markets are out of any single individual's
control. What results is a type of com-
passion fatigue analogous to that which
health professionals experience after
responding to a prolonged crisis.

To address this challenge, the
Merrill Lynch EAP has intentionally
positioned itself to respond to the needs
of individual advisors and shift more
resources toward proactive education
for all employees. Change management,
stress management, managing uncer-

tainty, and creating resilient teams are
just a few of the topics about which

members of the EAP team have con-
ducted presentations for managers,
human resources professionals, and
employees alike. EAP counselors have
developed new seminars and cus-
tomized existing ones, and they have
utilized new formats (such as WebEx)
for orientations to financial advisors.
The EAP team also has spent a great
deal of time focusing on human
resources relationship managers in a
"train the trainer" format, helping them
with practical ways to utilize the EAP

as a resource for employees and for
themselves as well.

Another employee population to
which the Merrill EAP has devoted spe-
cial attention is mortgage account repre-
sentatives. The economic crisis began
with the decline of the mortgage mar-
kets, and Merrill Lynch owns several
mortgage companies with thousands of

employees. Many of these workers
spend their days on phone calls with

homeowners who are in danger of
losing their homes.

The more these workers care about
their clients, the more stress they seem
Co e~erience, and these days their stress
levels are at an all-time high. Their stress

is compounded when they are seen by
customers merely as bill collectors.
These employees spend hours on the
phone finding creative ways to keep

homeowners in their homes, and get
little credit for it in the public eye.

The EAP has responded by initiat-
ing an "account executive" role, assign-
ing ateam member to the mortgage

companies. The account executive has

focused on learning the business, the
culture, and the specific needs of

employees and management and devel-

oping resources tailored specifically to
these workers. The account manager

also serves as the chief liaison to the
management and human resources
teams of the mortgage companies. In a
corporate culture that values personal
relationships above all else, this focus

has proven invaluable in attending to

the complex needs of these employees.
The EAP has offered interactive

trainings to mortgage company man-
agers and employees on a variety of top-
ics. Managers are taught how to use the
EAP as a partner in employee perform-

ance situations, while the focus with
employees is on how to deal with dis-
traught customers on the phone while
paying attention to self care. The man-
agers have been very receptive to topics

devoted to supervising stressed employ-
ees and improving their production in
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' ̀~ 35% of workers have trouble

"' ~ concentrating at work due to
~~' . ~~..:;~ financial stress?
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the job working on theirfinances?
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this difficult economic environment.
Perhaps the least visible employee

population happens to be the one with
the most specific needs—che people
who work in production technologies,
rotating in round-the-clock shifts. The
employees in production technologies

print, ship, and manage the mailings
sent to clients and employees alike, and
they are a backbone of the firm. The
majority of these employees speak
Spanish as their primary language.

The EAP is utilizing the account
executive model with these workers as
well, dedicating a counselor to coordi-
nate Spanish-language resources for the

employees. There is also an onsite coun-
selor providing services in English and
Spanish, utilizing the same educational
model. The seminars on stress manage-
ment and similar topics have attracted
standing-room-only participation, as
both the delivery and content are tai-
lored just for production technologies
personnel.

ENCOURAGING SELF-CARE

Because we spend so much time caring

for others, EA professionals tend to
ignore our own needs. We need to uci-

lize our own resources and each other
for support.

As a member of the New Jersey
EAPA Chapter, I was privy to an effort

last fall co reach out by phone to EA

professionals in Texas who had been
affected by the hurricanes. They
responded with gratitude, saying that
having someone reach out was enough

to get them through.
At Merrill Lynch, we need to con-

tinue to take care of ourselves and be
supportive of each other, as we are all
going through the same crisis as the
people we are assisting. Our weekly
clinical meetings are invaluable in pro-
viding each other support. We are also
looking into other formal ways to pro-
vide relief for the EAP staff, such as hir-
ing aclinician to address our compas-
sion fatigue. Being on the front lines
means needing someone to "have your
back," and in these times, we need to
have each other's. ■
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Minimizing the Impact of L.ayo~fs
on Front-line Managers

Ensuring that layoffs are conducted fairly can help reduce negative feelings
among managers who must give notice to workers.

s we enter what could possi-
bly be a deep recession, we
can expect to see a surge in

the number of mass layoffs. A long line
of research has established that being
laid off can produce psychological, eco-
nomic, and social distress.' More
recently, research has shown that "sur-
vivors"—those who have witnessed
the layoffs of co-workers but remain
employed—are not spared, often experi-
encing heightened job insecurity, arixi-
ety, and stress and, as a result, some-
times suffering damage to their physical
and psychological well-being.z Mass lay-
offs also unsettle the organizational cli-
mate as fear, uncertainty, and even anger
fray the emotional bonds that link em-
ployees to their supervisors and their
organizations.

Leon Grunberg (top) is
a professor in the
Department of Compar-
ative Sociology and Sarah
Moore is a professor in

r the Department of
~~ Psychology at the

,, University of Puget Sound
in Washington. Edward
Greenberg is a professor
in the Department of

4. Political Science at the
University of Colorado,
Questions or comments

~'~' about this article should
be directed to Leon
Grunberg at
(253) 879-3598 or
grunbergQups.edu.

We know much less, however,
about the impact of layoffs on the frot~t-
line managers who have to carry them
out. Understanding their reactions is
important for two reasons. First, as
front-line managers, they are in close
contact with the workforce and are well-
positioned to shape the perceptions and
morale of employees.' Managers who act
with sensitivity in such turbulent envi-
ronments can help lessen survivors' neg-
ative reactions and any spillover damage
to organizational performance.9 Second,
focusing on this neglected group (who
may soon number in the tens of thou-
sands) can also help organizations take
steps to mitigate the "considerable
amount of distress" some managers may
experience as they live through a "very
painful process."5

RESEARCH FINDINGS

We report here the results of one of the
few systematic studies to examine the
impact on managers of implementing
mass layoffs. Using data collected as part
of a ten-year (1996-2006) longitudinal
research project that examined the
effects of restructuring on managers and
workers at a large manufacturing organi-
zation, we compared the attitudes and
well-being of managers who either had
or had not been directly involved in lay-
off activities during those years. "Layoff
activities" in this study included hand-
ing out both warn and layoff notices
and, for people supervising white-collar
workers, participating in the selection of
those to be laid off. (The organization
had a history of carrying out mass lay-
offs and later rehiring some of the
affected workers, but over the course of
the study the firm was moving to down-

size permanently as it introduced "lean"
manufacturing techniques and out-
sourced many design and production

tasks.)
In a previous paper examining the

responses of 410 middle and front-line
managers, we found evidence that those
who had implemented layoffs were
more likely to report increased distanc-
ing behavior than those who had not
been directly involved in the layoffs.b In
interviews, several of these "layoff
agents" noted they had become "cal-

loused" or "emotionally numb," did not
want co get "close to people" until things
"stabilized," and wanted to "tune out
and shut down." (Similar feelings of
emotional and physical distancing were
identified in a study based on 40 inter-
views with "downsizing agents."')' The
paper also revealed that managers who
implemented layoffs were more likely
than other managers to report sleep
problems as well as various symptoms
of poor health, such as ulcers,
headaches, and heart trouble, and to
seek treatment from health professionals
for such health problems. These survey
results reinforced what managers told us
in interviews about the experience being
"devastating" and "gut wrenching" and
even "the most catastrophic" of their
careers.

As a follow-up to that paper, we
report here additional findings that
examine the possible effects of imple-
menting layoffs on a wider set of attitu-
dinal variables as well as the degree to
which these types of negative impacts
persist over time. Data from 361 man-
agers who completed both the third (in

2003) and fourth (in 2006) surveys
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(60.1 percent male, with a mean age of

50.33) in our longitudinal study

revealed that slightly more than half had

to issue a warn notice or lay off an
employee in either 2002 or 2003.8
Using standardized measures of job acci-
tudes, job experiences, and well-being,9
we compared the survey responses of
managers who had implemented layoffs
to those who had not, thereby enabling
us to look at the immediate impact (the
2003 survey) as well as any effects that
still lingered some three years later.'o

Not surprisingly, perhaps, we found
that managers who had issued warn
notices or announced layoffs reported
significantly higher levels of job stress,
lower levels of job security, higher levels
of depression, and higher levels of emo-
tional exhaustion in 2003. Responses in
2006 revealed fewer group differences,
although managers who had issued
warn notices or implemented layoffs in
2002-2003 reported that the downsiz-
ing activity still affected them and they
continued to e~erience significantly
higher levels of poor health symptoms.
Although the effects were small for all
of the outcome variables (ranging from
1.6 percent to 6.9 percenC), they were
statistically significant and demonstrate
quite clearly that implementing layoffs
produces deleterious consequences for
job attitudes and well-being measures
both in the short term and, to a lesser

degree, the long term.
We also examined what happened

to these outcome measures over time
among only those managers who had
issued warn notices or conducted lay-
offs. In a context defined by a dramatic
improvement in the fortunes of the
company and in the attitudes of all
groups of respondents in our surveys,
we found significant improvements in
nearly all job attitudes and reports of
well-being among this subset of man-

agers. For example, managers involved
in layoffs reported improvements in
their perceptions of layoff justice (i.e.,
the fairness with which the company

made layoff decisions), job security,

intentions to stay with the company,

depression, feelings of depersonaliza-

lion, and emotional exhaustion.
Whether these improvements were

due co the company's general recovery
from a difficult competitive situation,
efforts made by individuals to address
particular problems related to well-
being; or the mere passage of time,
we cannot say. It is clear, however, that
the reduction in significant differences
between managerial groups is due to
improvements in many job attitudes
and some measures of well-being among
the managers who had to warn/lay off
and not to a decrease in well-being
among managers who did not partici-

pate in layoff activities. An important

Layoffs that are seen

as the result of fair and

transparent procedures

are likely to shield

managers from employee

hostility or retaliation.

caveat, however, is that we did not find
any decrease in symptoms of poor
health among those who were involved
in layoff activities.

Finally, we examined whether it
was the layoff activities or their conse-
quences that were associated with the
deleterious effects we uncovered. As one
might expect, we found that managers,
who issued wam or layoff notices
reported experiencing increased disrup-
tions in their relationships with friends
and co-workers, more tension in rela-

tionships with surviving work friends
and co-workers, and more loss of con-
tact with laid off co-workers due to all
of the layoff activities--effects we call
"downsizing impact." Downsizing
impact had an additional and larger
effect on most job attitude and well-

being measures collected in 2003 and
2006 than participation in issuing warns
and layoff notices. Although this point
might seem somewhat academic, it does
suggest possible means by which the
impact of laying off or warning employ-
ees might be mitigated among front-line
supervisors.

IMPLICATIONS FOR ORGANIZATIONS

Our findings have a sort of "good news/
bad news" quality to them. On the one
hand, managers who had to warn or

lay off others did seem to rebound by
most accounts; on the other, these tasks
were associated with many unpleasant
or negative effects on well-being, and
the health disparities between manage-
rial groups persisted for three years.
Given that layoffs will continue to be
part of many front-line managers' duties,
what can we recommend to mitigate
the possible harm to their well-being?

Fairness is a powerful influence
on employee attitudes and behavior."
Layoffs that are seen as the result of fair
and transparent procedures are likely to
shield managers from employee hostility
or retaliation.1z Developing clear rules
and procedures and [asking committees
composed of several managers to over-
see the layoff process can demonstrate
to employees that the process is not
arbitrary or subject to the whim of a
particular manager. By spreading
responsibility widely, collective decisions

may also reduce feelings of guilt and
stress among managers who implement
layoffs."

It is probably also the case that
layoffs that occur in tough economic
times appear more palatable. During
downturns, managers can more easily
justify their actions to themselves ("these
layoffs are necessary if the company is
to survive") and to their employees
("look at how many other companies
are doing the same thing"). Again, such
depersonalization reduces the emotional

charge that tends to characterize layoff
decisions.

Some organizations may be
templed to take depersonalization one
step further and avoid face-to-face meet-

ings between managers and those being
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laid off. Letters or e-mails then become
the bearers of bad news rather than
supervisors. But we believe this is an
unwise option because, although it
might spare managers some discomfort,
it dehumanizes those to be laid off and
is likely to engender antagonistic
responses from victims and survivors.

We should point out that the nega-
tive effects on managers reported here
occurred at an organization where 70
percent of respondents believed the lay-
off procedures were fair or very fair and
80 percent agreed that those who were
laid off were treated well or very well.

Committees made final decisions on

We believe it is important—

both on humane and

organizational performance

grounds—that managers

be offered assistance

and support as they carry

out this emotionally

difficult task.

who was to be laid off, culminating a

process that included an assessment of

company needs, performance appraisals
of employees, and collective discussion

and bargaining among supervisors.
Moreover, the mass layoffs took place
after the September 11, 2001, terrorist
attacks and resulting blow to the U.S.
economy.

Despite all these mitigating factors,
many managers still experienced psy-
chological and physical distress.
Therefore, we believe it is important—
both on humane and organizational per-

formance grounds—that managers be
offered assistance and support as they
carry out this emotionally difficult task.
As we noted, the impact of layoffs,

rather than layoff activities per se, is a

more powerful predictor of harmful ouc-

comes, suggesting that reducing the

impact is an important component of

successful coping. Such coping efforts

could be facilitated by creating manage-

rial support groups, where managers

could share their experiences with

others in the same situation, and by

participating in individual counseling

sessions with employee assistance
professionals. ■
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How Tech-Savvy are You? 
IN "I'BRNA'CI~~N~~.

To improve member service, EAPA is surveying EA professionals to gauge their
familiarity with various Web 2.0 technologies. Complete the survey below and mail
or fax it to the EAPA office, or visit the EAPA Website and click on the front-page link. A s s o c r AT i n N

LABOR ~ MANAGEMENT • CONSl1LTANT9

EAPA Technology Survey
Please complete our brief technology survey.

1. What kind of Internet connection speed do you have?
-1 Dial up Cl Broadband (e.g., DSL, cable, FIOS, LAN) C I Not sure

2. How comfortable are you with technology?
Very comfortable 1-~ Comfortable C 7 Somewhat Comfortable I .I Uncomfortable

3. Are you familiar with listservs?
J I know what it is and I have used a listsery 1-1 I know what it is but I have never used one
-~ I have heard about listservs but I am not sure what they are I =1 What's a listserv?

4. Are you familiar with Webinars?
C 1 I know what it is and I have participated in a Webinar 17 I know what it is but I have never used one

1 I have heard about Webinars but I am not sure what they are Cl What's a Webinar?

5. Are you familiar with blogs?
f_ I I know about blogs and I have read one or more 1-1 I know about blogs but I have never read one
CI I have heard about blogs but I am not sure what they are I 1 What's a blog?

6. Are you familiar with podcasts?
1 I know about podcasts and have listened to one or more I--7 I know about podcasts but have never listened to one

C I I have heard about podcasts but I am not sure what they are C 1 What's a podcast?

7. Are you familiar with "Web 2.0"?
1--1 I know about and understand the concept of "Web 2.0" CI I have heard the term but I am not sure what it means
1-1 What's "Web 2.0"?

8. Do you have customers/clients who are asking you to deliver services using Web-based technology?
l -1 No C 1 Yes
If yes, please specify

9. List technology areas you would like to know more about or receive help from EAPA in developing
your knowledge and use:

10. What is your age?
C I Under 25 ❑ 25-34 I J 35-44 f ~ 45-54 L-7 55-64 [ ] 65 and over

11. What is your gender?
I- I Male L ]Female
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CONGRESS EQUALIZES
COVERAGE FOR MENTAL AND
PHYSICAL HEALTH CARE
Insurance coverage for mental health
and substance abuse conditions must
be at least as generous as coverage for
physical health problems, thanks to par-
ity legislation that passed Congress last
fall and was signed into law in October.

The legislation, called the Paul
Wellstone and Pete Domenici Mental
Health Parity and Addiction Equity Act
of 2008, applies to group health plans of
S 1 or more employees. While it does not
require any specific conditions to be cov-
ered, it prohibits group health plans that
offer mental health and substance use
benefits from imposing treatment limita-
tions and/or financial requirements on
those benefits that are stricter than for
medical and surgical conditions.

The new law will provide parity
for 82 million Americans covered by
self-insured plans and another 31 mil-
lion in plans that are subject to state reg-
ulation. Mental health advocates estimate
that roughly 67 percent of adults and
80 percent of children requiring mental
health services do not receive help, in
large part because of discriminatory
insurance practices.

The law does not affect state mental
health parity statutes that apply to health
plans of employers with 50 or fewer em-
ployees. If a state has a parity law that
applies to health plans of 51 or more
employees, the state law is not pre-
empted by the federal law if the state
law is stronger. If, for example, a state
law requires parity for all diagnoses
listed in the Diagnostic and Statistical
Manual of Mental Disorders, this require-
ment will remain in place.

Health plans whose costs under
parity increase by more than 2 percent
in the first year and more than 1 percent
in a subsequent year are exempt from
the panty requirements for the following
year. If a plan offers out-of-network ben-
efits for medical or surgical care, it must
also offer out-of-network coverage for
mental health and addiction treatment
and provide services at parity.

ATTITUDES TOWARD SUBSTANCE
ABUSE AND RECOVERY DIFFER
ACCORDING TO AGE, SEX
MosC Americans are supportive of people
in recovery from alcohol or drug abuse
and believe that prevention and treat-
menc efforts can work, but attitudes vary
among different demographic groups,
according to survey results released by
the Substance Abuse and Mental Health
Services Administration (SAMHSA).

The survey found that nearly half of
American adults know someone in
recovery from the use or abuse of alco-
hol or drugs, and a large majority believe
that people in recovery from substance
addictions can live productive lives and
contribute to their community. Other
notable findings include the following:
• Fewer than one-fifth of Americans

(18 percent) would think less of a
friend or relative who is in recovery
from addiction;

• Two-thirds of the public believe that
addiction to illicit drugs can be pre-
vented; and

• Most Americans say they would feel
comfortable being friends (66 per-
cent) or working (63 percent) with
someone in recovery for a substance
abuse problem.
Certain segments of the population,

however, are less accommodating of peo-
ple with substance abuse problems and
more pessimistic about the efficacy of
treatment. For example, Americans
between the ages 25 and 34 are more
likely (70 percent) than those 65 and
older (51 percent) to believe that people
in recovery from illicit drugs can go on
to live productive lives. Women, mean-
while, are slightly more likely than men
(80 percent versus 73 percent) to believe
that people with illicit drug addictions
pose a danger to society and to believe
that people in recovery from illicit drug
addictions can live productive lives (65
percent versus S6 percent).

In addition, the survey revealed dif-
ferences in the way the general public
views various types of substance use and
abuse. For example, more Americans
say they would feel comfortable living

next door to someone in recovery for
alcohol abuse than for drug abuse (57
percent compared to 46 percent).

For complete survey findings,
visit the SAMHSA Website at
www samh sa. gov/attitudes.

NEW LAW BROADENS SCOPE OF
EMPLOYERS' DISABILITY DUTIES
Reversing several court decisions that
significantly narrowed the scope of the
1990 Americans with Disabilities Act
(ADA), Congress approved a number
of amendments to the original law that
redefine the terms "disability," "substan-
tially limits," and "major life activities."

The ADA Amendments Act of 2008
retains the ADAs basic definition of "dis-
ability" as (1) an impairment that sub-
stantially limits one or more major life
activities, (2) a record of such an impair-
ment, or (3) being regarded as having
such an impairment. Under the new law,
however, an impairment that substan-
tially limits one major life-activity does
not need to limit other major life activi-
ties, and an impairment that is episodic
or in remission is considered a disability
if it would substantially limit a major life
activity when active. The determination
of whether an impairment substantially
limits a major life activity shall be made
without regard to measures that work to
lessen an impairment (such as using
medications).

The amendments specifically iden-
tify "major life activities" as including,
but not limited to, seeing, hearing, eat-
ing, sleeping, walking, standing, lifting,
bending, speaking, breathing, learning,
reading, concentrating, thinking, com-
municating, and working. Covered activ-
ities also include major bodily functions
(e.g., "functions of the immune system,
normal cell growth, and digestive,
bowel, bladder, neurological, brain, res-
piratory, circulatory, endocrine, and
reproductive functions").

The ADA Amendments Act is effec-
tive as of January 1, 2009. Employment
law experts expect a flurry of lawsuits
to be filed to test the boundaries of the
new regulations.

24 •Journal of Employee Assistance • 1st Quarter 2009 www.eap-association.org



For more infoimacion about the
ADA Amendments Act, visit
www eeoc.gov

WORKFORCE SUMMIT CALLS
FOR ACTION ON HEALTH AND
PRODUCTIVITY CHALLENGES
Noting lha[ workforce health is "inextri-
cably linked" to workforce productivity,
a group of 301eaders of public and pri-
vate organizations agreed on several con-
sensus statements and a series of sup-
porting actions to lower health risks,
reduce the burden of illness, improve
wellness and human performance, and
enhance the quality of life for workers

and their families.

The Workforce Health and Pro-

ductivicy Summit, organized by the

American College of Occupational and

Environmental Medicine and the Inte-

grated Benefits Institute, convened in

November 2008 to review the economic,

medical, and demographic trends threat-

ening the U.S. health care system, dis-

cuss the relationship between health and

productivity, and find ways to strengthen

the healCh of the nation's workforce. T.he

attendees concluded that employers of

all sizes must look beyond health care

programs as a cost to be managed and

instead view the benefits of good health

Improving Workforce Productivity and Health

Among the many actions the attendees at the Workforce Health and
Productivity Summit recommended to strengthen workforce health are the
following:

• Validate and disseminate best practices in health and productivity
improvement.

• Encourage public-private technical assistance and services to support
employer efforts.

• Expand the supply of health professionals that are educated and trained
in how to implement and measure the impact of integrated health and
productivity improvement strategies.

• Create an inventory of effective health and productivity interventions and
employer best practices that can be applied by all employers (small,
medium, and large) to their own workforces.

• Educate the business community on the benefits of considering the health
and productivity assets of a business when considering the accounting
and valuation methods for determining enterprise value.

• Establish common terms and definitions, as well as better-defined
processes and procedures, for health and productivity improvement.

• Establish benchmarking comparison data sets and tools to help employers
evaluate their total health-related costs so they can make the business
case for necessary change as well as assess the impact of their programs.

• Raise awareness in the business community of the relationship between the
health of the workforce, the productivity of the workforce, and the profitabil-
ity of employers.

• Integrate health and productivity research and metrics into evidence-based
outcomes. Key metrics include absenteeism, return-to-work, lost days,
impaired work pertormance (presenteeism), total health-related costs,•and
patient satisfaction.

• Create appropriate incentives for the workforce to engage in integrated
health and productivity improvement initiatives.

• Implement highly effective communication strategies that will increase the
engagement and participation of employees and their family members
in integrated health and productivity improvement initiatives.

www.eap-association.org
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as an investmenC to be leveraged.

"The impact of health conditions

on America's competitive position in the

world is sobering: Without a healthy,

able, and available workforce, the United

States will find it impossible to thrive in

an increasingly competitive global mar-

ketplace," the group announced. "Ul-

timately, ahealthier, more productive

workforce can help drive greater prof-

itability for employers as well as a

healthier economy for our nation."

Some of the more than 30 action

steps recommended by summit atten-

dees are highlighted in the accompany-

ing sidebar. For additional information

about the summit, including the 10 con-

sensus statements, visit wwwacoem.org.

WORKERS PESSIMISTIC ABOUT
HAVING ENOUGH MONEY FOR
RETIREMENT LIVING
Millions of workers are using money

from their retirement accounts or other

investments to meet daily expenses, and

many more have stopped contributing

to their retirement plans 'during the past
year, according to two recent surveys

conducted by AARP, an advocacy group

for senior citizens.

The surveys found Chat 20 percent

of workers aged 45 or older have

stopped adding money to their retire-

ment accounts, while 13 percent are

using retirement funds or other invest-

ments to cover basic living expenses,
such as food and rent. These findings

suggest that many current workers will

be unable to quit working when they

reach "normal" retirement age; previous

AARP studies have found that as many

as 70 percent of older employees expect

to continue working after they reach 65.

Roughly half of all U.S. workers do

not even have access to an employer-

sponsored retirement plan, largely

because they work for small companies

that do not sponsor such plans. Among

demographic groups, Hispanics are least

likely to save for retirement—only about

30 percent have access to a workplace

retirement savings plan, and just 31 per-

cent are saving for retirement outside of
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the workplace.
To help increase workers' savings

rates, AARP and other groups that advo-
cate for older Americans are promoting
legislation to establish so-called "auto-
matic IRAs" (individual retirement
accounts). An automatic IRA would
provide a payroll deduction mechanism
for individuals who work for a business
with more than 10 employees, that has
been in business for two years, and does
not currently offer a retirement plan
for their employees.

For more information about
older workers and retirement, visit
wwwaarp.org.

FEWER EMPLOYEES WILLING TO
PAY HIGHER HEALTH PREMIUMS
With the economy in recession and
salaries holding steady or falling, many
U.S. workers are taking steps to reduce
their spending on medical care, accord-
ing to a 2008 survey by Watson Wyatt, a
global consulting firm.

Compared to 2007, significantly
fewer employees (19 percent) are willing
to pay higher premiums in order to keep
deductibles and co-pays lower and more
predictable. In 2007, twice as many
workers (38 percent) were willing to do
so. In addition, two-thirds (66 percent)
of employees are taking steps to improve
personal care, up four percentage points
from 2007.

Nearly half (46 percent) of employ-
ees are choosing lower-cost drug options
to help save money, while smaller num-
bers of workers are seeking more afford-
able treatment options (14 percent) or

looking for inexpensive care providers
(8 percent). Each of these cost-saving
measures is trending up from 2007.

The survey also found that the dete-
riorating economy is prompting some
workers to make decisions that could
lead to higher costs in the future. For
instance, 17 percent of workers surveyed
avoided a recommended doctor's visit in
2008 to save costs. Similarly, 17 percent
did not fill a prescription or skipped
doses of prescribed medicine, an
increase from 13 percent in 2007.

For additional information about
steps that workers are taking to reduce
medical costs, see the sidebar or visit
wwwwatsonwyatt.com.

MOST WORKERS NOT HELD TO
ETHICAL PERFORMANCE OR
CONDUCT STANDARDS
Fewer ehan half of human resources pro-
fessionals say their organizations include
ethical conduct as part of employees'
performance appraisals, and most feel
their employers have a "clean it up"
rather than "prevent it" mindset about
addressing ethical violations, according
to a study by the Society for Human
Resource Management (SHRM) and the
Ethics Resource Center (ERG).

The study, "The Ethics Landscape in
American Business," questioned 513
human resources professionals on key
business ethics themes. Only 23 percent
of respondents said their organizations
have a comprehensive ethics and com-
pliance program in place, and 7 percent
reported that their employer has no pro-
gram at all. The Federal Sentencing

Reducing Health Care Spending
Action Taken in Taken in

2007 (%) 2008 (%)

Visited the doctor only for serious condition/symptom 35% 40%

Saved money in an account used only for medical expenses 15% 20%

Used company-sponsored wellness programs NA 16%

G uidelines for Organizations (FSGO)
define a comprehensive ethics and com-
pliance program as one that includes
six components:
• Written standards of ethical work-

place conduct;
• Means for an employee to anony-

mously report violations of ethics
standards;

• Orientation or training on ethical
workplace conduct;

• A specific office, telephone line,
e-mail address or VJebsite where
employees can get advice about
ethics-related issues;

• Evaluation of ethical conduct as part
of regular performance appraisals;
and

• Discipline for employees who commit
ethics violations.

Other key survey findings include
the following:
• The ethical misconduct most com-

monly identified by HR professionals
is abusive or intimidating behavior
toward fellow employees, followed by
abuse of e-mail or Internet privileges.

• HR professionals think that senior
leaders (77 percent) are less likely to
be held accountable if caught violat-
ing their organization's ethics stan-
dards than are supervisors (86 per-
cent) and non-management employ-
ees (91 percent).

• About one in five HR professionals
(19 percent) say they have felt pres-
sured by others (either within their
company or externally) to compro-
mise their organization's ethics stan-
dards, company policy, or the law
One of the more notable findings is

that 82 percent of HR professionals say
they report ethical misconduct they
observe, compared to just 61 percent of
workers. The study Eound that when HR
professionals do not report wrongdoing,
it is typically because they don't think
they can remain anonymous, nor do
they think that the people involved will,
be disciplined.

For more information about the
survey, visit wwwshrm.org/surveys. ■
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GUIDE ANSWERS QUESTIONS
ABOUT ADA IMPLICATIONS FOR
PERFORMANCE AND CONDUCT
A new guide chat answers commonly

asked questions about how the Ameri-

cans with Disabilities Act (ADA) applies

to performance and conduct issues is
available from the U.S. Equal Employ-
ment Opportunity Commission

(EEOC).

The guide, which is posted on

the agency's Website, emphasizes that

employers can apply the same perform-
ance standards to all employees, includ-
ing those with disabilities, and stresses

that the ADA does not affect an em-

ployer's right to hold all employees to

basic conduct standards. It makes clear,

however, that employers must make rea-

sonable accommodations that enable

individuals with disabilities to meet per-

formance and conduct standards.

The guide also reviews relevant

ADA requirements and explains how

they govern performance and conduct

standards as applied to employees with

disabilities. Using examples based on

actual cases and specific scenarios, the

guide explains (1) when and how per-

formance and conduct standards should

be applied, (2) the appropriate role of

reasonable accommodations, (3) the cri-

teria employees should use when decid-

ing whether to request accommodations

to help meet performance requirements

and comply with conduct rules, and (4)

how an employer should handle re-

quests for reasonable accommodations.

In addition, the guide also addres-

ses the following topics:

• Attendance;

• Dress codes;

• Drug and alcohol use; and

• The circumstances in which employ-

ers can ask about an employee's

disability when performance or

conduct problems occur.

,For more information, view the

guide at wwweeoc.gov/facts/perform-

ance-conduct.html.

WEBSITE PUTS ̀Hf1MAN FACE'
ON ADDICTION RECOVERY
Individuals recovering from suustance

addiction and their families and friends

can share their experiences, thoughts,

and hopes on a Web-based community

sponsored by the Partnership for a

Drug-Free America.

The Website, Life After ... Stories

of Hope and Recovery, can be found

at wwwdrugfree.org~lifeafter. The site

serves as a social network where visitdrs

can share stories of hope by submitting

their profiles, stories of recovery, pic-

tures, and videos. The overriding goal of

Life After is to bring a human face to the

disease of addiction, which currently

afflicts 22 million Americans.

"Storytelling is an integral part of

recovery," says Steve Pasierb, president

and CEO of the Partnership fora Drug-

Free America. "The online community

[is] dedicated to helping those in re-

covery draw strength from common

experiences."

The initial focus of Life After is on

recovery from methamphetamine, a

highly addictive stimulant drug that has

had devastating effects on communities,

workplaces, homes, and families. Life

After seeks to motivate and engage fam-

ily and friends to become educated

about this health issue, exchange experi-

ences, share concerns, and provide sup-

port and guidance for those seeking to

help a loved one.

REPORT EXAMINES HOW BEST
TO DISCLOSE MENTAL ILLNESS
Negative public attitudes associated

with mental illness are a persistent prob-
lem for people who use mental health

services and dissuade many of them

from revealing they receive counseling,

medication, or other forms of treatment.

A new report considers a range of fac-

tors that can influence the reaction to

disclosing this information and suggests
how to do so effectively and beneficially

in different settings, including the

workplace.

Research has shown that direct con-

tact with persons who openly acknowl-

edge receiving mental health services

can help overcome negative atCitudes

and misconceptions. The report, Seif-

Disclosure and its Impact on People who

Receive Mental Health Services, uses
information gleaned from interviews
with individuals involved in this process

to examine the poCential benefits and

risks of the experience.

Developed by the Substance

Abuse and Mental Health Services

Administration, the report assesses the

consequences of self-disclosure for a
number of perspectives (including dif-

ferent societal settings) and the unique

considerations that mental health pro-

fessionals may face when disclosing

their own use of mental health services.

The report also offers specific recom-

mendations on the kinds of additional

research that are still needed on this

topic as well as other factors that indi-

viduals contemplating self-disclosure

may want to consider.

To download a copy of the report

or to order a print version, visit

http://mentalhealth. samhsa: gov/pizblica-

tions/allpubs/sma08-4337/.

WEBSITE PROVIDES TOOLS
FOR EMPLOYERS TO HELP
EMPLOYEES QUIT SMOKING
Statistics on the impact of tobacco use
on employees and employers, results

from surveys on tobacco in the work-

place, and "lessons learned" from

domestic and global case studies of

companies are among the many tools

available to employers on a new Website

developed by the National Business

Group on Health (NBGH).

The Website, The Business of

Quitting, provides a central resource for

employers seeking guidelines and best

practices for tobacco cessation, tobacco-
control policies, and health benefit deci-

sions. The site features a comprehensive,

step-by-step guide to helping reduce

employee tobacco use and workplace
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smoking, with cools focused on steps

ranging from launching a program to
evaluating its success. The site is acces-
sible to both domestic and foreign
employers; a special section of the site
addresses the needs of multinational

companies.
The Business of Quitting was

designed with assistance from leading
tobacco cessation experts and input
from businesses that have implemented
smoking reduction programs. One such
business, Quest Diagnostics, is featured
in a case study on the site. Quest's
smoking reduction initiative includes a
company-wide cessation program, reim-
bursement for nicotine replacement
products, and smoke-free workplace
policies, as well as affirmative communi-
cations programs involving volunteer
employee leaders at major sites. The
initiative led to a reduction in smoking
from 16.5 percent of all employees in
2005 to 12.5 percent in 2007.

Among the Website's other features
are sections that allow employers to do
the following:

_Info- Sources

• Assess where their tobacco cessation
efforts stand;

• Start an effective cessation program

and develop policies;
• Understand the science behind

tobacco cessation and why some
employees may find quitting more

difficult;
• Evaluate how they can incorporate

cessation options into their health

benefits; and
• Determine the best tobacco cessation

vendor for their company.

For more information, visit the
Website at wwwbusinessgrouphealth.

orgftobacco.

REPORT RECOMMENDS STEPS
TO HALT RISE IN PREGNANCY
DISCRIMINATION COMPLAINTS
Complaints of pregnancy discrimination

rose 65 percent between 1992 and

2007, but a new report from the

National Partnership for Women ~Z'

Families hopes to halt and reverse

that trend.

Recommended Steps for Confronting
Pregnancy Discrimination in the Workforce

On the 30th anniversary of the Pregnancy Discrimination Act, the National
Partnership for Women &Families is urging the Equal Employment Opportunity
Commission to take the following actions to reduce claims of pregnancy
discrimination:

1. Undertake a nationwide campaign to strengthen federal enforcement and
public education efforts, including:

• Extensive outreach to employers and employees to educate them on
what the law requires;

• Widespread dissemination of materials informing workers about protec-
tions against pregnancy discrimination and of model antidiscrimination
policies for employers; and

• Improved clarity of the complaint filing forms and other materials to
ensure that women workers understand they can file charges alleging
pregnancy discrimination.

2. Target selected industries or occupations for enforcement and outreach

3. Explore new investigation and research strategies to help identify discrimina-
tory workplace practices and trends.

A sampling of the claims oI preg-

nancy discrimination filed with the

Equal Employment Opportunity

Commission (EEOC) during the 15-
year period shows that complaints by
women of color and those working in

industries dominated by female workers

fueled much of the increase. For exam-

ple, claims filed from 1996 to 2005 by
women of color jumped 76 percent,

while claims overall increased by 25

percent. More than half the claims filed

with the EEOC during that period were

in service, retail trade, and the financial

services, insurance, and real estate

industries—where some seven in ten

women work.

Overall, complaints filed by

African-American women increased by

45 percent, by Hispanic women by 135

percent, by Asian/Pacific Islander

women by 90 percent, and by American

Indian/Alaska Native women by 109

percent. Thirteen states (Arkansas, Iowa,

Montana, Nevada, New Jersey, New

Mexico, North Carolina, North Dakota,

Oklahoma, Oregon, Texas, Vermont,

and Washington) and Puerto Rico saw

increases of more than 50 percent in

claims during this period.

The Pregnancy Discrimination Act

(PDA), enacted in October 1978, out-

laws employment discrimination on the

basis of pregnancy, childbirth, or related

medical conditions. But according to the

NPWF, the increase in complaints of

pregnancy discrimination has far out-

paced the increase in women in the

workforce since the law's enactment.

The report includes recommenda-

tions to help employers, employees, and

the EEOC address the increase in preg-

nancy discrimination charges and begin

reversing the upward trend. A sample of

the recommendations can be found in

the accompanying sidebar. To view the

full report, visit wwwnationalpartner-

ship.org. ■
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Are you aware of the opportunities that have
been created for EAPs due to parity?

Download our position paper at www.infomc.com to
learn more about this new legislation that went into
law on October 3rd, 2008.

INFO
HEALTH INFORMATION SYSTEMS

InfoMC, Inc.
101 West Elan Street Suite G10
Conshohocken, PA 19428
phcmc 4II4-53D-OI00

www.infomc.com
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