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By Jim Dawson

No matter how we feel about
change, we know that it’s
going to occur whether we

like it or not. What we may not real-
ize is that how we handle change
affects the quality of our lives.
Whether it is a new CEO, market
opportunity, product line, or job
responsibility, any change in our
work life can generate strong emo-
tions. We may feel joy, hope, and
enthusiasm.

But change often frightens us. If
we aren’t ready for it, we can
become anxious, depressed, or
angry. When we learn how to man-
age change effectively, we become
less afraid of the unknowns and
more excited about the opportunities
that change may bring. We also
become a greater asset to our orga-
nization and to those around us.

When it Happens, What Can
I Do?

There is nothing wrong with
feeling uncomfortable when rou-
tines are disrupted. It’s human
nature to prefer a certain amount of
stability and predictability. When a
change at work threatens your sense
of security, think about some of the
changes you’ve been through that
you initially resisted but later
embraced because you saw the ben-

efits. It may not have been easy, but
things did get better. Using this
point of view allows you to make a
more objective assessment of the
current situation. By asking your-
self: “What can I do?” rather than
“Why me?” you will be on your
way to making change work for
you.

The Four Stages of Change
An awareness of the four stages

of the change process will help
manage expectations and response
more effectively.
1) The Change — This is the ini-

tial stage when the change
occurs. Emotions are height-
ened and people are fearful
during this time because they
don’t know what the change is
all about. If the individuals
affected by the change don’t
understand or agree with the
reasons, they may feel anxiety,
dread, or resentment.

2) Resistance — Once the initial
emotional response is over
there is usually a period of
resistance. During this stage
you may hear statements like:
“This will never work,” “They
don’t have a clue what they are
doing,” “The way we used to
do it worked just fine!” “I’m

By Jon Christensen

Change has always been a part
of human events, but it has
been especially prevalent in

recent decades. Consider 1960s folk
icon Bob Dylan shocking fans by
picking up an electric guitar; to the
1970s and its Vietnam War demon-
strations, and Alvin Toffler’s land-
mark book, Future Shock, with its
bold predictions about the future; to
the 1990s, with the tumultuous
changes brought about by the
Internet and the Information Age.

Whenever it started, the Age of
Change is here. Some people still
want to control change, while others
focus on limiting change’s impact
through management strategies.
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not going to do this unless I
have to,” or “They’ll have to
prove it to me first!”

3) Compliance — In this stage
people begin doing things the
“new way” even though they
are still feeling some resis-
tance. They may say things
like: “I don’t like it but I’ll do
it,” “I’ll go along with this for
now because it will never
last,” or “OK, I’ll do it but I
don’t agree.”

4) Acceptance — The new way
of doing things becomes the
norm. In fact, the new norm
becomes “the good old way”
that people cling to when the
next change comes along. 

Once you have a general under-
standing of the four stages of
change, you’re ready to learn the
four steps you can take to deal with
change. 

How to D.E.A.L with Change
How well you deal with change

depends on your internal barometer.
If the face you put on for the rest of
the world and how you feel inside
are not the same, it will affect your
potential for success, as well as
everyone you come into contact
with on a daily basis. To successful-
ly manage change, you must first
align your feelings with your
actions. 

1) Don’t react — respond.
What’s the difference between
reacting and responding?
Thought. When you react, you
feel and act without thinking.
But when you respond, you
think first, suspend your auto-
matic judgment or reaction,
and then choose your emotions
and your actions. People have
a tendency to react to change
by thinking the worst and

imagining undesirable out-
comes. “Life as I know it is
over!” This is when you need
to take a deep breath and ask
yourself how you really feel.
Remember that how you feel
depends on how you interpret
your experiences. If you find
that your uncertainty and fears
are legitimate, you can move
to a place of self-empower-
ment by becoming engaged in
the change. By choosing not to
be a victim, you will immedi-
ately see things differently.
Instead of focusing on the neg-
ative, you will focus on posi-
tive alternatives and the best
possible outcomes.

2) Engage your personal power
— Engaging your personal
power involves reaching inside
yourself to find the willingness
to change, to persevere, and to
help others. It’s about main-
taining a positive approach in
your thoughts, words, and
emotions so that you stay ener-
gized and are ready for new
challenges. Your personal
power will be greatly
enhanced if you maintain your
sense of humor, and keep your
business and personal life in
balance. If you can keep an
open mind and employ tact,
common courtesies, patience,
and tolerance of ambiguities,
you will sidestep most of the
confusion and misinformation
that accompany any change.
It’s during this “period of
chaos” that an individual with
a level head will stand out. 

3) Acquire facts and informa-
tion — Be proactive. Learn all
you can about the change and
why it is taking place. Don’t
be afraid to ask questions to
help you determine where you
are in relation to where the

organization is going. Do your
research. Find out which prod-
ucts and services are going in
and out of style. Learn more
about your industry and the
current trends in your market-
place. Having accurate infor-
mation gives you a stronger
feeling of control over what
you can do to help. 

4) Leverage your skills and
abilities — Change isn’t as
threatening when you’re confi-
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Books like Gary kissler’s Change
Riders, and Tom Peters’ In Search
of Excellence predicted changing
organizational trends. Today, we
look back on these and other vision-
aries and wonder what’s coming
next. However, in reality, most the-
ories are quickly obsolete.

Helping Others Needs to Start
with Ourselves

What does this have to do with
Employee Assistance professionals?
Our ability to help individuals and
client companies through change is
one of our primary professional
contributions. kissler noted that
when companies experience the
impact of plant closing, depression
goes up 22%; alcohol and drug
issues increase 39%; and financial
setbacks jump 35%. When compa-
nies downsize and plants close,
EAPs are affected as well. So this
topic has a personal as well as pro-
fessional component.

When it comes to helping others
deal with change, personal experi-
ence means a lot. In addition, the
recognition that life is filled with tur-
moil, chaos, ambiguity, confusion,
and endless challenges is a major
step to successful managing it. 

Helping others through the chaos
of change needs to begin with help-
ing ourselves create our own vision
and mission statement. (Be sure to
write it down.) For example, “This
is who I am, what I do, for whom,
with what expected results.”
Creating vision statements helps us
see the big picture. If we don’t have
all the answers — and who does?
— we remain open to new possibili-
ties and opportunities.

It seems the best advice that
visionaries provide is to focus on
the present and to “go with the
flow.” Perhaps the Serenity Prayer
says it best: “To accept the things I
cannot change, have courage to
change the things I can, and the
wisdom to know the difference.”

dent about your abilities. List
the skills you have, and pay
attention to changing require-
ments in your field. When you
find a gap, close it. If your
skills are current and in
demand, you are employable.
Building a professional net-
work is almost as important as
honing your skills. The more
people you know, the more
people you can ask for refer-
rals, guidance, and advice.
When you are ready, tap into
your network and your
resources to make plans, and
then act on them. If you are
engaged in making the most
of your situation, people will
notice. 

In essence, the best way to deal
with change is to always be running
toward something you want, not
away from something you don’t
want. By aligning your feelings
with your actions, asking the right
questions, sharpening your skills,
and developing your network, you
will be amazed at how you can turn
change into an opportunity.
Remember, change is inevitable.
It’s your choice to make change
work for you. n

Jim Dawson, managing partner of ADI
Performance, trains professionals in the
strategies of leadership, communications,
and management. He can be reached at
(770) 640-0840 or jrdawson@adiperfor-
mance.com.
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Limiting Ourselves 
Richard Carlson, author of the

books Don’t Sweat the Small Stuff,
and Don’t Worry, Make Money
emphasizes how we limit ourselves
and our potential because of fear
(worry). His advice includes:

• One, the past does not predict
the future; and

• Two, our beliefs often define us.

While some beliefs open doors,
many close them. According to
Carlson, we need to understand the
difference between “beliefs” and
“knowns.” He suggests that someone
else gives “beliefs” to us, while
“knowns” are intrinsic — they are
our dreams, gifts, and talents.
Carlson says we too often bury our
“knowns,” because they don’t fit into
our beliefs. He notes that our beliefs
often become excuses for not achiev-
ing our goals, dreams, or purpose.

Several points are certain.
Coping with, managing, or “riding”
change all require action. We are
always provided with choices. We
can resist change, deny it, whine
about it, or we can embrace the
wonderful possibilities and opportu-
nities change presents.

There is a wealth of material
available on this subject. One of the
most effective places to start is with
ourselves. I offer three suggestions:

• Take a personal inventory of
where you stand in relation to
the changes that affect your life. 

• Next, you may need to con-
front a fear of change and com-
mit to eliminating worry from
your life. 

• Finally, create a statement that
embraces change and commits to
“riding that wild beast of change”
to wherever it takes you. n

Jon Christensen LPC, CEAP is president of OnBelay
Workplace Services, an EAP consulting group that
provide services to individuals, groups, and compa-
nies. Email Jon at onbelaywisconsin@yahoo.com or
call (414) 530-6575. 

• Hurricane Katrina Aftermath
• Offshoring
• Defining Workplace
Retaliation
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For one Latina resident of
East L.A., trudging through
the day with a plastic smile

became an exhausting routine that
was unbearably difficult. The
recent loss of her son to a violent
beating by gang members shat-
tered her façade of complacency.
She lost interest in day-to-day
activities, withdrew from social
interaction and curled into a
cocoon of sadness and guilt.

Realizing that she needed help,
this Spanish-speaking Angelena
crossed the cultural divide and
sought professional counsel from a
local physician. The doctor soon
diagnosed her with clinical depres-
sion, and she was referred to a La
Puente clinician named Alfred
Sanchez who treated her for three
months. Sanchez noted marked
improvement in her emotional and
psychological well-being, and her
depressive symptoms began to
wane. 

“It was the first time she had
gone to see a doctor,” Sanchez
said. “But I saw this case as an
anecdote of someone whose condi-
tion improved with treatment and
whose future now looks hopeful.” 

In spite of the many treatment
options now available, Latinos
continue to treat mental illness as
a non-issue. Others seek resources
but are unable to receive proper
care due to poorly funded mental
health programs. 

The underutilization of mental
health resources by Hispanics and
the taboos surrounding mental ill-
ness remain the “elephants in the
room,” according to mental health
expert Bob Martinez. Mental ill-
ness remains “one of the most

important issues out there” that no
one is talking about, he says. 

Latinos use mental health ser-
vices at markedly lower rates than
any other group, according to two
recent studies led by Sergio A.
Aguilar-Gaxiola and William A.
Vega. Given that Hispanics are the
fastest-growing ethnic group in the
country, this generates concern
among mental health experts
nationwide. 

“Disparities in mental health
care for Latinos will result in an
increasing burden to the United
States,” said Lopez. “A failure to
address the mental health needs of
Latinos results in considerable
social and economic loss.”

Where does this problem stem
from? Ironically, the answer lies in
some of the richest facets of
Latino culture, including its beau-
tiful language, deep family ties
and close-knit communities. 

According to Lopez, members
of the Latino community often
misunderstand the gravity of men-
tal health and label the mentally ill
as “crazy or loca.” Applying these
labels marginalizes and discour-
ages people from seeking treat-
ment. 

Other Latinos are encouraged
by family members to practice
spiritual rituals or to try traditional

treatment methods in lieu of seek-
ing costly medical care. 

Ana Lazu, founder of Latinos
Unidos Siempre, encountered cul-
tural barriers to obtaining the men-
tal health services she needed
while suffering from depression.
Lazu was made to feel as though
her “depression was a result of
witchcraft,” according to a state-
ment released by Join Together
Online. 

“As a Latina, I didn’t believe in
mental illness,” Lazu said. “I faced
a double stigma — the stigma of
mental illness, and the shame that
I felt from my culture.” 

Linguistic barriers also pose a
problem for Latinos, according to
Martinez, a consultant for the
California Institute for Mental
Health. 

“Language is a huge issue
because many Latino immigrants
are monolingual,” Martinez said.
“When a Latino goes to a hospital,
for instance, and asks the front
desk for treatment, [health work-
ers] often can’t understand [this
patient] because they don’t speak
Spanish.”

Cultural and linguistic outreach
to Latinos remains sorely insuffi-
cient — a trend that several local
and statewide programs intend to
reverse. 

Academics such as Aguilar-
Gaxiola and Lopez are spearhead-
ing a movement to improve
outreach efforts and the quality of
services that Latinos receive.
Separate studies conducted by
these two researchers highlight a
recurring theme: a culturally and

4 EA Report Visit EA Report’s website at www.impact-publications.com August 2006

continued on Page 5

Clinical Perspective

Mental Health 
is an Overlooked Latino Issue

“...Latinos continue to
treat mental illness as a
non-issue. Others seek
resources but are unable
to receive proper care...”



linguistically sensitive, multi-
pronged strategy is needed to
address the burgeoning needs of
the Hispanic population. 

“Mental health facilities need to
do a better job in training and hir-
ing folks who speak the language,”
said Lopez. “Society as a whole
needs to do more to address men-
tal health legislation that reduces
stigma.”

Lopez lauds the efforts made
by a slew of organizations to
heighten linguistic and cultural
sensitivity as well as outreach to
members of the Latino community.
The National Alliance on Mental
Illness offers Hispanics a family-
to-family self-help group program
to support family members caring
for ill relatives. The Los Angeles
Department of Mental Health’s
Training and Cultural Competency
Bureau actively reaches out to
communities, while the Latino
Behavior Health Institute hosts an
annual conference to educate men-
tal health practitioners about the
latest advances in care for Latinos. 

Another organization leading
the fight to diversify service out-
reach is the California Institute for
Mental Health, which formed the
‘Center of Multicultural
Development’ six years ago,
according to executive director
Sandra Goodwin. The center is led
by a panel of mental health experts
and conducts exploratory studies
to research the efficacy of mental
health policy affecting multicultur-
al populations. 

“One of the major issues we
tackle is, of course, language,”
Goodwin said. “We developed a
series of brochures and interactive
CDs that describe 12 different
mental health issues in seven lan-
guages, including Spanish. These
information pieces address the
issues not just in the language, but

also in the cultural context.”
Despite all of these efforts,

Lopez agrees that more needs to
be done on a national scale to
reduce cultural stigma and to facil-
itate mental health use — not just
by Latinos but also by everyone
who needs care. 

“We need to get to that step
where we can realize that mental
illness touches us all,” Lopez said.
“If we can recognize that it touch-
es us all then we will be more
inclined to recognize the signs and
symptoms in our loved ones and
neighbors and get them the help
they need.” n

Source: Reprinted with permission from
Eastern Group Publications, as reported
by Joaquin Hernandez in New America
Media.

Do you look forward to going
into the office in the morning?
Employers are constantly looking
for ways to improve the work-
place. One of the easiest and
quickest ways is to interject a little
humor into the office. The follow-
ing are a few ideas.

• Recognize when people are
doing a good job, not just
when they are doing some-
thing wrong.

• keep fun, stress-relieving
type items or toys around the
office.

• Bring humor into potentially
stressful situations.

• Make fun of yourself. n

Source: Judy Carter, motivational
humorist and author of “The Comedy
Bible” and the upcoming book, “The Anti-
Self Help Bible: Finding Happiness when
you’re Fat, Broke and Surrounded by
Idiots.” 
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By T. Elaine Gagné

Isee them every
week: talented peo-
ple in the wrong jobs

or in the wrong circum-
stances.

There is the highly compensated
young executive, Sam, who is look-
ing for a position in another compa-
ny. He lost his drive for his current
job because he is not feeling valued
by the company. It isn’t a matter of
money; it is a matter of pride and
what motivates Sam. His CEO
could save hundreds of thousands in
turnover cost simply by appointing
Sam to a prestigious committee or
giving him some well-deserved
acknowledgment…if only he knew.

Then there’s Nancy, who has
been feeling ill for three months.
She was a trusted, loyal, reliable
receptionist. About four months
ago, she was “promoted” to a job
that gave her an increase in pay and
required her to call customers who
were delinquent in their payments.
She is doing the job. BUT ...every
night she goes home with a queasy
stomach, and with no energy to play
with her live-in granddaughter. She
would like her old job back but is
afraid to be seen as unappreciative
and a failure. Instead, she is looking
at other job opportunities.

This is an example of having a
good person in the wrong position.
It is important to correct that mis-
take quickly before the person is
demoralized, quits, or is hired away
to another company. This 
individual needs help finding anoth-
er job inside the organization that is
a better fit.

Having good people in the
wrong circumstances is a sure
recipe for failure. These failures are
costly: Turnover costs range from
1.5 to 9 times a person’s compensa-

tion. What business can afford to
make these mistakes?

I recently published a book,
ENGAGE! Roadmap for Workforce-
Driven Change in a Warp-Speed
World that outlines these problems
and what can be done to resolve
them. The first step is to examine
each job in the organization. Is it
relevant? Does the job support a
key organizational process or sys-
tem? Can it be combined with other
jobs? Are the job expectations rea-
sonable, clear, and aligned to impor-
tant goals?

Once you’re sure that you need
the job — and that you have the
right person in the job, the next step
is to establish a performance devel-
opment plan. The same information
used to make a good hiring deci-
sion, should be used in creating
your plan. Ask a newly placed indi-
vidual to select a worthy objective
that will move him or her closer to
the profile for that job.

Finally, establish a performance
appraisal schedule. It doesn’t take
long to see how he or she is doing.
However, the time invested will go
a long way toward establishing the
kind of trust that translates into pro-
ductivity. Too many managers for-
get about performance reviews,
leaving the individual to question
how important his or her progress
really is.

In summary, it is important to
have clearly defined jobs; to care-
fully match a person’s knowledge,
skills, and attributes to that job; and
then create a program that supports
his or her continued development.
The time invested will reap divi-
dends in decreased turnover and
increased productivity. n
T. Elaine Gagne is President and founder of
Renaissance Services, Inc. and CEO of Insight
Systems Consulting. “ENGAGE! Roadmap for
Workforce-Driven Change in a Warp-Speed
World” has a list price of $27.95, and is avail-
able from Rosehill Press, ISBN: 0-9765776-0-7.

Adapting to
change isn’t easy
for most people,
but hopefully sev-
eral articles this
month will provide
some good ideas
on how to do just that. It’s been
said that the changes occurring in
today’s fast-paced Information
Age can be likened to the trans-
formations brought on by the
19th-century Industrial Age. 

One can only hope that more
employers will see the wisdom in
allowing the EAP to help employ-
ees cope with massive changes.
Change is inevitable, but as Jim
Dawson, Jon Christensen, and
Connie Butler point out, the key
lies in how we DEAL with it.

Finally, I want to briefly dis-
cuss the new LifestyleTIPS© insert
that we began including in EAR
this year. To date, we’ve tried to
provide a balance of health-related
articles including stress, allergies
and asthma, and this month’s
timely summer exercise tips.
Watch for upcoming articles on,
among others, time management
and diabetes.

We’ve heard some good feed-
back, and while we’re pleased that
we seem to be on the right track,
we’d love to hear from more of
you about your story ideas for our
newest subscriber benefit.

And, don’t forget that you can
boost awareness of your EAP by
ordering a personalized, color
version of LifestyleTIPS©. Call
us, and we’ll be happy to fill you
in on the details. Until next
month. n

Mike Jacquart, Editor
(715) 258-2448
mikej@impact-publications.com

Editor’s Notebook
BOOk REVIEW

Finding the Right Talent Fit
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By Marsha Lindquist

According to the U.S. Bureau
of Labor Statistics, 35 mil-
lion Baby Boomers will

retire between 2000 and 2020, and in
the decade after that, another 23 mil-
lion will join them. Just two years
from now, workers ages 45 and older
will comprise nearly half of the
workforce.

If you haven’t already noticed this
trend, you will. When Boomers
retire, years of talent and experience
leave with them. Consequently,
you’re going to have a hard time
meeting your clients’ needs, unless
you have a plan in place. While
workers over age 40 were once led
out the door or passed over for pro-
motions, that’s much less prevalent
today. Enlightened CEOs understand
that knowledge is a valuable asset.

What To Do?
You will have to think outside the

box, exploring new options, especially
retaining your “retirees” and bringing
in bright, up-and-coming college stu-
dents to learn from them. While they
don’t have experience, they bring the
right attitude to the table. You need
your older worker’ experience, but
you also want to tap younger workers’
potential. This gives you the best of
both worlds.

To facilitate this plan, you need to
find ways to retain your experienced
employees. You’ll need them in a dif-
ferent role, but that’s ok: they won’t
accept the same deal they’ve always
had, and that deal likely isn’t in your
company’s best interests, anyway.
Here are some steps to get going:

1) Offer retirees part time or
consulting arrangements.

Older, more experienced work-
ers have “done their time” and
often don’t want to work full
time anymore. On the other
hand, many will seek more than
a leisurely retirement. They
want to spend more time with
families, develop hobbies, and
travel. But completely saying
goodbye to a lifelong career can
be tough, and many will feel
unproductive. The upside is that
their experience allows them to
accomplish in less time the
same job that someone younger
with less experience would take
longer to do!

2) Divvy up jobs and hours.
Give a younger worker part of
an experienced person’s job.
Let an older person mentor a
younger one, showing him/her
how to do the job, but not giv-
ing full responsibility to this
person either. If you can pair
these types of employees, you
will receive almost immediate
benefits.

3) Think 21st century. Most
companies think they need to
create and fill only full-time
positions. But consider the mer-
its of job-sharing and offer this
arrangement to retirees and col-
lege students. Hire two people
who can share the job and
crossover one day or a half-day
each week to brief one another,
review progress, and decide
who’s responsible for upcoming
projects. This arrangement will
meet both groups’ needs for
time outside of work.

4) Offer appropriate benefits.
Many experienced people don’t
need certain benefits like sick
leave and vacation time because

they’re not working full time.
But they may need healthcare.
One word of caution: If you
offer “cafeteria style” benefits
where people get to choose
from a wide list of options,
make sure you’re following all
regulations and that you offer
the same options to all employ-
ees, not just to certain people.

5) Mentor current staff. Include
a plan to mentor existing
employees. As a rule, organiza-
tions have not nurtured less
experienced employees in order
to bring them up through the
ranks. Because you are unlikely
to lure all of your retirees back,
you need to utilize experienced,
but pre-retirement employees
for this mentoring role. When
their talent and experience
mean they no longer have to
fight for their own careers,
that’s the time to enlist them to
develop other people who can
one day take their place, allow-
ing you to promote from within.

Planning is Everything
An essential element of dealing

with the mass exodus of valuable
experienced Baby Boomers is to be
aware of what’s going on, and then
to begin planning early. Even if
they’re not retiring yet, older
employees will usually talk about
their future plans in evaluations and
performance reviews.

Talking to older workers ahead of
time provides the opportunity to react
accordingly. The better prepared you
are for this growing trend, the more
likely your company is to remain
profitable, despite staff changes. n

Marsha Lindquist is a business strategist, author
and speaker, with over 20 years experience as a
consultant. For more information, visit
www.MarshaLindquist.com or email
Marsha@MarshaLindquist.com.
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Executives are spending less
time talking with colleagues
by phone and in person, a

new survey reveals.
Only 13% of managers polled

use the telephone as their primary
means of communication, down
from 48% five years ago;
just 14% rely on face-
to-face meetings,
compared with 24%
five years ago.
Instead, email has
become the most com-
mon form of dialogue at
work, according to 71% of
respondents.

“Email offers the advantages of
speed and efficiency,” states Diane
Domeyer, executive director of
OfficeTeam, which conducted the
study. “But the message should
match the medium.” Consequently,
OfficeTeam offers the following tips
for determining the right medium:

• Email — For one-way com-
munication; for quick, back-
and-forth discussion that
doesn’t require lengthy expla-
nations; to have a written

record of decisions and avoid
future confusion; and to for-
ward information to a large or
dispersed group of colleagues.

• Telephone — To explain a
subject in greater detail or to
debate a topic; to consult with

or come to a decision
among a group of dis-

persed workers; to
allow colleagues to
share ideas and feed-
back with the benefit

of vocal inflections;
and to make a group

announcement and provide a
forum to ask questions.

• In-person meetings — To
relay sensitive or confidential
information; to explain compli-
cated or controversial issues
that involve a discussion or
debate; to reduce the potential
for miscommunication on
important issues; and to share
ideas with the benefit of vocal
inflections, facial expressions,
and body language. n

Source: OfficeTeam (www.officeteam.com)

(Clearinghouse for Alcohol and
Drug Information, (800) 729-
6686.
(National Center for Missing
and Exploited Children, (800)
843-5678.
(National Domestic Violence
Abuse Hotline, (800) 799-7233.
(National Drug and Alcohol
Treatment Referral Service, (800)
662-4357.
(National Gay and Lesbian
Hotline, (888) 843-4564.

& God Grant Me ... by Hazelden
Publishing & Educational
Services, $12.95, (800) 328-0094,
www.hazelden.org. Offering a
reflection, prayer, and action for
each day of the year, this book is a
spiritual field guide for the often
difficult recovery journey.
&Introduction to Addictive
Behaviors, Third Edition, by
Dennis Thomas, $45, Guilford
Press, www.guilford.com, ISBN:
1-59385-278-9. Now in a revised
and expanded third edition, this
widely adopted text offers a bal-
anced review of major contempo-
rary perspectives on substance
abuse and addiction. n

Despite the creation of the
Sarbanes-Oxley Act,
which was designed to

counter unethical corporate behav-
ior — while more than one in
three workers (34%) say they
have seen unethical activities at
their workplace, less than half
(47%) say they are likely to “blow
the whistle” on their boss or com-
pany, according to a recent survey
conducted by Spherion and Harris
Interactive.

Interestingly, 40% of women
say they are likely to report uneth-
ical activites compared to 53% of
men, while 28% of women say
they are unlikely to blow the
whistle compared to 18% of men.

“It would appear that some
workers fear losing their jobs, or
being ostracized in the workplace
if they blow the whistle,” said
Richard Lamond, senior vice pres-
ident and chief HR officer at
Spherion. “However, more com-

panies are putting policies in place
to protect workers who report
unethical behavior, which includes
hotlines where workers can
expose any unethical behavior
they have observed, anonymously.
Hopefully, these new actions will
encourage more workers to alert
officials at their companies to
wrongdoings, in the years to
come.” n

Sources: Spherion (www.spherion.com)
and Harris Interactive (www.harrisinter-
active.com).

Employees Reluctant to ‘Blow Whistle’

Workplace Surveys

Executives Emailing
More, Talking Less


