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“Some of the most effective
sessions we’ve had...are fol-
low-up meetings to discuss
how managers have taken
information from an inter-
nal leadership training and
applied it to their everyday
work.”

Many of your business
clients will tell you that
retention needs to be a

critical part of their business strat-
egy, yet most companies don’t
take an active role in keeping their
employees happy.

With approximately 75% of
mid-sized companies experiencing
annual employee turnover of up to
15%, organizations need to take a
good, hard look at their attrition
statistics.

There are, of course, circum-
stances beyond an employer’s con-
trol such as a spouse’s job transfer
or an underperforming employee
who is asked to resign. But what
are companies doing to retain their
most talented workers?

Employees expect a company
to provide healthcare and retire-
ment benefits, but what about HR
and EAPs working together to
implement an innovative benefits
program, one that supports
employees who strive for that elu-
sive work-life balance that is often
promised, but rarely delivered?

The key lies in providing a
meaningful work environment that
not only meets the needs of the
company but allows employees to
fulfill their own personal and pro-
fessional aspirations. Here are four
suggestions: 
1. Fine-Tune Programs 

Solicit candid feedback on

employee development initiatives.
Some of the most effective ses-
sions we’ve had at Segue are fol-
low-up meetings to discuss how
managers have taken information
from an internal leadership train-
ing and applied it to their everyday
work.

This is a very worthwhile exer-
cise for identifying issues facing
frontline managers and highlight-
ing common themes across the
company. It’s too easy to get tun-
nel vision; this venue gives man-
agers a chance to identify and
overcome common barriers. 

2. Understand Different
Management Styles
While there’s much debate over
using tools such as the Myers-
Briggs Type Indicator® (MBTI)  to
screen new employees, most man-
agers agree that such methods can
be very helpful in learning various
communication styles. Most
important, it helps managers
understand how their styles appear
to colleagues. This can be espe-

cially helpful in avoiding potential
conflicts or miscommunications. 

3. Provide Flexibility 
Job candidates today are seek-

ing a more accommodating work
environment. Forward-thinking
companies recognize that this
keeps employees happier and more
productive. Tiered work schedules
provide more coverage for client
needs and free employees to work
according to their own personal
needs.

Sound a little touchy-feely?
Actually, scientists recognize that
every individual has biorhythms
that change throughout the day
and evening. Enabling employees
to modify their work schedules so
that they’re more in tune with their
individual biorhythms can increase
productivity and help minimize
stress. 
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4. Fuel Employee Passions 
Take time to learn about non-

work areas that are important to
your employees. Many companies
offer perks, such as special events
and prizes, but a lot of employees
are so busy with everyday life,
they simply want to spend time
with loved ones or give back to
their community.

Why not give employees a spe-
cial day off to work for their
favorite charity or an unexpected
day with family? The small cost of
a day off could have considerably
more meaning than some higher-
cost event or prize.

No matter which initiative you
implement, it doesn’t have to be
financially prohibitive. But your
efforts should be innovative,
something that differentiates you
from competing employers. This
can enhance loyalty and go a long
way toward keeping employees
happy. n

Donna Etchings is director of human
resources at Segue Software in Lexington,
Mass. This article originally appeared on
Workforce Insights, an online resource
about emerging labor trends and issues
produced by Veritude, a provider of strate-
gic human resources and a subsidiary of
Fidelity Investments, ©2004, 2005
Veritude, LLC. Reprinted with permission.

job in the next 12 months.
• Fewer than half (44%) of

workers believe their compa-
nies are taking steps to retain
them, and nearly a third
(31%) believe turnover at
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Study Reveals
Serious Disconnects

As a serious talent and
worker shortage looms, a
new study released by

Shepherion Corp., reveals that
many employers aren’t taking the
steps necessary to retain existing
employees in 2006 and attract top
talent from the shrinking worker
pool.

Spherion’s 2005 Emerging
Workforce® study, conducted by
Harris Interactive®, surveyed a
large, nationally representative
sample of employers and exposed
a troubling gap between employ-
ers and employees on critical
workplace issues. According to

the study:
• 60% of workers say that time

and flexibility are important
factors in retention, but only
35% of employers feel the
same way.

• Only 49% of employers rate
financial compensation as an
important factor in retention,
but 69% of workers believe it
is.

• On average, employers only
expect 14% of their work-
force to leave in the next
year, but Sheperion data
shows that nearly 40% of
workers intend to find a new

Workplace Survey

Employer View Employee View
1. Management climate 80% 1. Financial compensation 69%
2. Supervisor relationship 80% 2. Benefits 68%
3. Culture & work environment 65% 3. Growth & earning potential 64%
4. Benefits 61% 4. Time and flexibility 60%
5. Growth & earning potential 58% 5. Management climate 60%
6. Training & development 54% 6. Supervisor relationship 57%
7. Financial compensation 49% 7. Culture & work environment 54%
8. Time and flexibility 35% 8. Training & development 49%
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responded to that need. According
to the 2005 study, one-third of
workers between ages 25-29 feel
burned out by their job, and 28%
of all workers say their employers
expect them to remain connected
to the office outside of normal
office hours. But at the same time,
only 24% of employers offer a
flextime program, 12% offer
telecommuting, and only 11%
offer job sharing.

Even more troubling, many
companies don’t plan to imple-
ment work/life balance programs
at all. An estimated 61% of all
companies said they don’t plan to
offer job sharing, 56% don’t envi-
sion telecommuting becoming an
alternative, and 33% don’t plan to
offer flextime.

While it’s clear that these are
problems, they are ones an EAP is
well suited to address. n

Sources: Spherion Corp. (www.spherion.com)
and Harris Interactive
(www.harrisinteractive.com).

their company is already a
problem.

• Only 34% of HR managers
mention turnover/retention as
a key HR concern.

The chart on the opposite page
clearly shows the significant dis-
connect between employers and
employees on key issues directly
related to retention. 

One of the biggest disconnects
between employers and employ-
ees is the importance workers
place on their ability to maintain a
balance between their professional
and private lives. In its previous
study, conducted in 2003,
Spherion found that 86% of work-
ers agreed that work/life balance
was a top career priority, and 96%
agreed that an employer was more
attractive when it helped them
meet family obligations through
options like flextime, telecommut-
ing, or job sharing. 

However, it appears that
employers have not significantly

While this is
technically the
February EAR,
since it actually
mails in January, I
didn’t think it was
too late to run a brief laundry list
of some things it’d be great to see
in 2006.

1. Greater awareness of EAPs
and their services. Few people at a
company I used to work at were
even aware the firm had an EAP,
let alone what it did!

2. More companies willing to
acknowledge that their most
important assets walk through the
door each day.

3. Greater work/life balance for
EVERYONE. How is it that we
have more “gadgets” than ever yet
many of us are working more, not
fewer hours? 

4. More leaders in the employ-
ee assistance field willing to take
the time to contact media and leg-
islators to help bring work-life
issues and concerns to the fore-
front.

Are these ideas a pipedream?
Maybe, but one has to start some-
where. Remember the Chinese
proverb that the “longest journey
begins with a single step.” 

What do you think? What
would be on your “short list” for
the new year?

Finally, what do you think of
our new insert LifestyleTIPS©?
What topics would you like us to
address? And don’t forget, you can
purchase a personalized color ver-
sion of LifestyleTIPS© with the
name of your EAP imprinted on it.
Give us a call! n

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

Editor’s Notebook

Cell Phones Indispensable

Most people
own a
tech-

nology tool
they can’t
live without.
For executives,
it’s the cell phone.

In a nationwide survey
of chief financial officers (CFOs),
cell phones topped the list as the
most indispensable portable tech-
nology device, with 44% of the
reponse. Laptop computers came
in a close second, cited by 39% of
executives polled.

Paul McDonald, executive
director of Robert Half
Management Resources, notes
that the latest cell phone technolo-

gy combines email
and Internet

access, which
allows for
expanded

capabilities in
one tool.
However,

McDonald cautions that while
mobile devices have become a
necessity, they can keep us con-
nected to work around-the-clock.
“Turning off a cell phone even for
brief periods, particularly on non-
working weekends, allows execu-
tives to fully enjoy a break from
business.” n

Source: Robert Half Management
Resources (www.rhmr.com)

Workplace Survey



It is a recurring theme, the Baby
Boomers lead once again. Why?
There are 76 million of us turn-

ing 50 at the rate of 1 every 18 sec-
onds for the next 20 years. Baby
Boomers will remain a potent force
as we have for the past five
decades. 

We are an aging society. The
World Health Organization and
large annuity companies are only
too aware of this developing fact.
The fastest growing segment of our
population is … 85 and older.

As a result, a new field is
emerging in medicine with various
names: Anti-Aging Medicine,
Rejuvenation Medicine, Longevity
Medicine, and Age Management.
Regardless of the name, the com-
mon theme involves applying well-
researched phenomenon of the
aging process to a focus on a new
paradigm.

This is the essence of functional
medicine. It is the application of
medicine to improve and optimize
function as opposed to the late
stage intervention and treating of
disease. It involves forward think-
ing and the solution to the dilemma
facing modern medicine — treating
larger numbers of people with
diminishing resources.

What does this mean to an EA
professional and his/her business
clients? Here in the Silicon Valley,
as in so many large metropolitan
areas around the country, we are
faced with the dilemma of retaining
an aging workforce. Until recently
the solution has been hiring
younger workers at less expensive
salaries or off-shoring.

But in doing so we lose a gener-
ation of expertise, savvy, and know-
how. It is a temporary fix, but how

can older workers keep up?
We all experience a loss of

memory for names and small
details past the age of 50. A struc-
tured approach to reviving this
memory gap is vital. Our memory
storage and recall are our little
internal hard discs.

How do Baby Boomers stay
competitive? We have the experi-
ence and knowledge, but do we
have what it takes to keep going?
We need to look, feel, and perform
at our optimal best.

This need not be as formidable a
task as it sounds. Consider people
who have aged incredibly well such
as Jack LaLanne, John Glenn, and
scores of others. Age is largely a
state of mind. 

I’ve seen dentists who are losing
the ability to move from chair to
chair as easily. I’ve seen software
engineers having difficulty keeping
up. “I feel beat up,” they lament.

But not everyone feels this way.
I’ve also been acquainted with a
72-year-old real estate broker who
was concerned about losing her job
even though she was a vivacious,
take-charge woman who was the
most productive salesperson in her
unit. She looks and acts about 62,
but she’s actually 10 years older. 

The sense of lost energy or
fatigue is poorly addressed, and
understood, in conventional medi-
cine. But this a nation that values
productivity, so it’s important to
close this gap and realize that an
older employee need not translate
into a less productive employee.

The pursuit of optimal health
and well-being starts as a personal
goal and ends as a personal tri-
umph. Are you envious when you
hear someone say, “I feel like
myself again,” or, “This is the best
I have felt in 10-20 years.” The fact
is, we all have the capacity to
regain that feeling.

Unless you are one of the fortu-
nate few able to retire prematurely,
you will likely need to maintain or
regain your “edge.” The government
is not going to help you. Medicare
is going broke. It is up to you. 

The strength and motivation
must come from within each one of
you. The Anti-Aging, Longevity
Medicine field is at the vanguard of
an entirely new way of offering this
help, guidance, and even some
answers.

There are going to be more John
Glenns, Jack LaLannes, and Clint
Eastwoods, who are vibrant and
creative well into their 70s and
beyond. There’s hope that can be
YOU, too, but it’s up to you to take
the first steps. n

Dr. Philip Lee Miller, a physician and
author, specializes in Anti-Aging and
Longevity Medicine. He is the co-author of
“The Life Extension Revolution: The New
Science of Growing Older Without Aging,”
and the founder of the Los Gatos Longevity
Institute.
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Keeping Your Edge Past 45
By Philip L. Miller

There are 76 million of us
turning 50 at the rate of 1
every 18 seconds for the
next 20 year.
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In most organizations, functional
managers complete performance
reviews on the basis of the abili-

ty of the staff to perform work in
accordance with their job descrip-
tion.

However, most people do not
work according to just a job profile.
Rather, their work consists of work
performed on a specific job AND
work on one or more projects.

Traditional performance manage-
ment typically does not take into
account new reporting structures in
which employees may, at times,
have reporting relationships to
someone other than their departmen-
tal manager.

Therefore, if the employee is
assigned to a project during the
course of the year this aspect of their
job performance
is usually overlooked or not consid-
ered in their performance review. 

A more effective system to man-
age performance is one that reflects
the employee’s “total” performance.

Total Performance Management
(TPM) evaluates employee perfor-
mance on the basis of ALL work.
This ensures that the project manag-
er communicates an employee’s
overall contribution to the functional
manager.

The Advantages of TPM
A TPM utilizes evaluation tools

and competencies for the project
manager, and team members to
ensure that the best people with the
right knowledge, skills, and experi-
ence are being assigned to a project.

We foresee a trend for organiza-
tions to take project management out
of a fixed structure, and make pro-
ject management competency part of
everyone’s job.

For this approach to be effective,
it is important to have assessment
tools in place that identify the com-
petency requirements for projects, as
well as to assess employees before
placing them on a project. 

Performance Planning
With TPM, the employee is bet-

ter able to understand how what they
do will contribute to company or
departmental goals. In this way, a
manager and employee can agree on
overall department objectives and
how they relate to the employee’s
position and project descriptions.

Once the employee and manager
agree on goals, it’s necessary to pro-
vide the tools such as arranging
training and development opportuni-
ties.

This stage is ongoing. In TPM,
managers provide continuous feed-
back to employees about functional
job performance as well as perfor-
mance on projects. This includes
what’s going well, what expectations
are not being met, what adjustments
the employee needs to make, and
what the manager should provide the
employee to better meet expecta-
tions.

Summary
TPM involves some negotiating

between the project manager, who is
held accountable for project success,
and functional managers, who pro-
vide the resources to ensure success.
A strong work environment is built
when functional authorities carry out
tasks that support projects and project
managers. n

Michael Stanleigh is president of Business
Improvement Architects, and the author of
the recent report, “From Crisis to Control: A
New Era in Strategic Project Management.”
He may be reached at mstanleigh@bia.ca.
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Ithink it’s time we look at the
concept of stress management
a little differently. Every year I

see explanations of what stress is,
what it does to the body, and how
it affects emotions.

Stress is a part of life. It’s part
of simply trying to survive in
today’s difficult world, and it’s
part of the competitions that are
also part of everyday life. Many
of us try to ignore this dynamic
tension. We try to run from it,
fight it, complain about it, and
occasionally try to control it.

A better word here is MAN-
AGE, not control. That’s because
to accomplish great tasks, we
sometimes need to take on
MORE, not less, stress. For
instance, we might take a new job
or get involved in a new relation-
ship (or improve upon a current
relationship). Sometimes stress is

a part of
accepting
these new
chal-
lenges. 
A friend

of mine
suggested
an inter-
esting
perspec-
tive. He
even gave
out T-
shirts
with this
motto:
“When
you get to
the edge...
Jump,

and build your wings on the way
down.” In other words, trust in —
yourself; trust in a creative force
that provides opportunities for us
to address; trust in the resources
you have available to you; and
trust in the belief and knowledge
that to get from here to there takes
a journey into the unknown.

The unknown tends to produce
anxiety, fear, and worry about our
ability to build those wings. We’re
often concerned about our ability
to fly even if the wings are in
place!

And yet, we are all survivors in
life. Each in our own way, we
have all overcome challenges that
appeared, at the time, to be insur-
mountable. We have been blessed
with opportunities and solutions to
problems that came when we were
not ready for them, when they
were least expected and often
from sources that we hadn’t con-

sidered. How often have we expe-
rienced something that we strug-
gled so long to find — and then
the answer simply “appeared.”

Stress can be a Good Thing
This potential and possibility

arose because of stress. Without it,
we’d repeat every day just like the
last. Nothing would change, and
nothing would happen — good or
bad. Everywhere we looked, life
would be gray.

So, rather than avoid, deny,
complain about, or become angry
or depressed about stress — stress
is best embraced and held close.
Stress can be difficult, but it also
provides opportunities that lie
beneath the surface. 

Ship Analogy
Let’s compare stress to a ship.

It does help to be the captain, and
being the captain means accepting
the responsibility that comes with
it, including the crew and cargo.
You can’t control the rough waters
that’ll develop, but you CAN at
least manage the turbulent waves
and keep them from overwhelm-
ing you.

The problem is, we often
ignore the important, but subtle
messages that crop up to get our
attention BEFORE we start taking
on too much water. Like a warn-
ing buoy, these messages are pret-
ty quiet at first. But ignore them,
and they become louder and
LOUDER.

To avoid clamorous situations
like these, stress management
trainers suggest strategies such as:

Stress Management

Build Your Wings on the Way Down:
A Different Way of Looking at Stress Management

By Jon Christensen
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• Finding balance in your life;
• Being flexible to better han-

dle the unexpected situations
that will arise;

• Learning to set priorities
(goals), and setting bound-
aries to limit activities that
are not part of your goals;

• Paying attention to what you
eat and drink. Your body sup-
plies you with the energy to
accomplish your goals. A
“wrong” diet will not give
you the energy you need; and

• Excercising. This includes
not only your body, but also
your mind and spirit.
Regularly. Daily.

These strategies are only exam-
ples, but it’s a start. However,
strategies are worthless if they
don’t involve action. So set goals
and then take steps to meet them.
Don’t procrastinate. Today is the
only time that’s assured. Every
other moment has already passed,
or is yet to appear.

You can try to avoid stress, or
you can address it head-on to
achieve a level of living that
you’ve dreamed of, but haven’t yet
realized. You can manage stress —
or you can let it control you. It
starts with an understanding and a
belief that you can manage it, but
sometimes people need a little
help.

EAP counselors are trained to
help people during the stormy
times of their lives. Good coun-
selors come in all kinds of shapes
and sizes. Some quietly listen and
somehow you find yourself open-
ing up like never before. Some ask
questions that you’ve never
thought to ask and others that
you’ve often asked, but never
before knew where to search for

An alarming rate of new
graduates don’t have the
necessary business knowl-

edge and skills to succeed in a
professional career, according to
the authors of the new book, First-
Job Survival Guide.

The authors state that the
biggest mistake most new workers
make is expecting benefits right
out of school such as a high wage,
ample time off, flexible work
hours, etc., (as opposed to recog-
nizing that such benefits are typi-
cally “earned”).

“Project timeframes are going
to shrink from lasting a month to
just a week or a day. There will be
no sleeping late in the morning.
Well-worn jeans and T-shirts will
give way to — at a minimum —
busienss casual dress. It can be
quite a shock,” state the book’s
authors, Diane Decker, Victoria
Hoevemeyer, and Marianne Rowe-
Dimas.

To avoid making mistakes that
can be fatal to a new career, first-
time employees should quickly
establish a professional image,
paying attention to what they wear
and if it is appropriate for the
workplace.

New employees should also be
aware of their company’s business
environment and adapt to it. They
should know their responsibilities,
company policies, how to work
well in a team, communicate
effectively, and get along with the
boss.

Although these basic skills
won’t guarantee a perfect start to a
career, they are the essentials that
will put them a step ahead of other
new workers. n

Source: “First-Job Survival Guide,”
$12.95, by Decker, Hoevemeyer, and
Rowe-Dimas, is available from JIST
Publishing, (800) 648-JIST, www.jist.com.

Stress continued from Page 6
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Many New Grads
Need Attitude Check

Workplace Trends

the answers.
All good counselors understand

that it is your ship and you are the
captain. They can help you chart a
new course, or find your way
through some tough waters, but
they can’t and shouldn’t do the
work for you. 

An EAP counselor can help
you prepare to take that action,
and encourage and coach you

along the way. And, they should
understand that their services are
only part of your journey, and
when the time is right, they need
to hand you off to someone else,
or send you on your way. Enjoy
the journey! n

Jon Christensen, MS, MSed, is a CEAP
and LPC with OnBelay Workplace
Services in Racine, WI. He can be
reached at (414) 530-6575.
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Mixing business with “plea-
sure” has never been a
recipe for a “happily ever

after.” In fact, sex in the workplace
seems to cause pain more often than
satisfaction.

Every year, an average of 15,000
claims are filed for sexual harass-
ment in the workplace. Many cou-
ples split as the result of an
extramarital affair that one of the
spouses began in the workplace; and
more psychotherapists treat patients
experiencing the aftermaths of a
workplace romance gone sour.

Companies today are enforcing
work dating policies, providing
training about work romance, or
choosing to show lenience toward
romantic involvement among
employees, so long as it doesn’t
threaten productivity and team
effort.

And yet, many people are still
not clear about the rules of romance
at work. Sex and romance at work is
considered a thorny issue most of us
wish would go away.

Sexual Harassment
If you are being sexually

harassed don’t stay silent hoping it
will go away. This behavior usually
escalates if you don’t stop the
harasser with a firm, proactive stand.

Call the person on their behavior
immediately, ask them to stop, and
warn them that you will report them
if they continue. If it continues,
report the harassment. Your employ-
er has the responsibility to take each
complaint seriously and investigate. 

Deal with Advances
A sexual advance may be a

straightforward expression of sexual

attraction to a co-worker, a blunt
invitation for a physical relationship,
or flirtatious behavior that has gone
overboard. 

Honor Your Work First
If you have ever felt irresistibly

attracted to a co-worker, before you
give into your fantasies do a reality
check. Examine how it would affect
your work if you consummated your
sexual attraction. If you realize that
it would jeopardize your work —
and your relationship with your col-
league — then you should honor
your work and look for a different
outlet for your fantasies. 

Extramarital Affairs
Extramarital affairs in the work-

place never have a “happily ever
after.” Besides the agony of being
discovered at home, the parties
involved live with the constant stress
of being discovered at work. 

When this happens be prepared
to cut your losses. And those losses
may include your reputation, family,
job, the person you have the affair
with, or all of the above.

When You Date a Colleague
A romance with a co-worker

always has some impact on your
work life. Once you know each
other intimately, you become more
vulnerable to each other.

This is why you must draw up a
contract in which you specify how
you will preserve your working rela-
tionship, should your personal rela-
tionship not last. Sign it and honor
it, in case you break up. It’s a smart
thing to do. 

Stay Away from Gossip
Avoid office havoc by staying

away from gossip about your co-
workers’ sexual orientation and sex
life. When a co-worker confesses to
you an affair with another co-work-
er, politely decline to become their
sounding board. Protect yourself and
your job. You never know how
office sex gossip may backfire or be
used against you, whether you gen-
erated it or not. 

Keep Romances Private
If you’ve found your soul mate

in a certain co-worker and want your
budding romance to have a chance,
you must keep it private until it
becomes a serious, mutual commit-
ment.

Make your romance public only
when it’s a solid relationship that
you know will last. Then, it’s time to
celebrate. Congratulations! You have
shown discretion and good judg-
ment.

Knowing how to successfully
navigate the waters of romance in
the workplace, should be part of
your job training. Follow these
guidelines as rules of conduct to
ensure your career and safeguard
your personal life. n

Maria Grace, PhD., is a psychologist, public
speaker, mentor, and author of “Reel
Fulfillment: A 12-Step Plan for
Transforming Your Life Through Movies.”
For more information visit: 
www.mariagrace.com.
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