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Agrowing number of
Americans fear that some-
one from a developing coun-

try could replace them. From board
rooms to water coolers; globaliza-
tion has become a hot topic of dis-
cussion and debate.

This fear is not unfounded.
Outsourcing grew 30% per year
between 1995 and 2003, and by
2008, the outsourcing market is
expected to grow to over $500 bil-
lion, of which nearly $380 billion
will be information technology out-
sourcing. And if it seems as though
the largest companies are the ones
outsourcing the most jobs, that state-
ment also appears to be accurate.
While only 19% of American busi-
nesses have an outsourcing strategy,
that percentage skyrockets to 95% if
only Fortune 1000 companies are
considered.

Don’t Just Blame Business
Why are so many jobs going

overseas? Changes in business
strategies have shaken up the way
the world does business. The devel-
opment of the Internet has eliminat-
ed time and distance considerations
for workers. Furthermore,
Americans are reluctantly facing a
shift of wealth and power to Third
World and former Communist
nations.

“The world is tilted in favor of a
fierce new breed of competitors,”
says Peter Fingar, an internationally

recognized expert on business strate-
gy. “These competitors exploit three
billion low-paid workers in China,
India, and the former Soviet Union,
countries that have recently adopted
capitalism.”

As a result, Fingar stresses that
the focus shouldn’t be on trying to
change the playing field, but in
meeting the challenges of new eco-
nomic realities that he says are here
to stay. “We must be prepared now
for extreme competition or lose our
standing in the world economy and
our standard of living,” Fingar
states.

Why Outsourcing is Complicated
Regardless of your opinion (good

or bad) on globalization, the basic
business premise of outsourcing is
the same: send part of a firm’s oper-
ations elsewhere to create a new,
streamlined, more profitable organi-
zation. But companies that have out-
sourced jobs have found that reality
is a lot more complicated than theo-
ry. If your corporate clients are
among those that have learned this
lesson the hard way, they can take
comfort in knowing they’re not

alone. If you have corporate clients
considering outsourcing, Employee
Assistance professionals can benefit
from studying the challenges that
have blindsided fearless business
people.

“Outsourcing providers are facing
lower profits, shorter contracts, and
unhappy customers,” states business
advisor Ralph Welborn. “Why?
Times have changed, customers
have changed, and markets have
changed. But the underlying logic of
outsourcing contracts, and relation-
ships, has yet to change.” 

Here’s the gist of the problem:
Once the work leaves organizational
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walls, companies lose visibility —
and some say control — over what
gets done how and by whom. In
other words, businesses quickly
experience an “execution gap,”
which is the difference between
what needs to get done and what
actually does get done.

The Challenges and Difficulties of
Global Outsourcing

• One size doesn’t fit all. At least
50% of outsourcing deals don’t
return the results promised to
customers, according to the
Gartner Group, an industry
analyst. The key reason? Lack
of contract flexibility and the
one-size-fits-all approach.
Customers want flexibility and
innovation, but they usually get
the opposite. Outsourcing con-
tracts often lie at the root of the
problem. Outsourcers under-
standably desire long-term
deals based on specific contract
terms and pricing. The problem
is, these terms and prices are
often out of date six months
after the contract is signed. The
result? Extreme frustration and
a general lack of understanding
into why promises aren’t being
kept. 

• What you don’t know will bite
you. It sounds simple:
Outsource certain operations to
concentrate on “core” areas.
But the reality is there are
many factors that outsourcers
don’t know about when they’re
taking over certain processes.
Let’s consider the variables
that “Betty” and “Michael”
have to handle because a signa-
ture is illegible, a check
bounced and has to be tracked
down, or the cost of heating oil
doesn’t match what the invoice
said, so it has to be reconciled
for this particular customer that

Betty and Michael have dealt
with before. It’s these “invisi-
ble” things that keep certain
operations working, but they’re
difficult to identify when the
outsourcing firm takes over.
All too often, companies only
discover these unseen factors
after customers complain, frus-
tration has exploded on both
sides, and after the outsourcing
partnership has been damaged.

• “Win-lose” contracts have
unintended consequences.
Early on in outsourcing, it was
easy to eliminate costs from
redundant processes and loca-
tions. But lately, it has become
harder to deliver the savings
promised. For example, the
“easy fat,” which was neces-
sary to eliminate due to the
wrenching competitive pres-
sures that just about all indus-
tries have been under in recent
years, has already been cut.
Consequently, outsourcing has
become more difficult to sup-
port because work-related
processes are operating “lean-
er” than ever. This leads to a
“win-lose” approach to con-
tract negotiation in which one
party “wins” and the other
“loses.” But in the long term,
everybody loses. The frustra-
tion and animosity that result
are incompatible with what
was supposed to be a mutually
beneficial partnership.

• Companies are starting to
reject long-term contracts. In
the beginning, long-term con-
tracts seemed to make sense.
After all, it takes a long time to
get a new company up to speed
and operating efficiently.
Besides, such contracts appear
to offer better rates. But firms
that use outsourcing are wising
up. They’re realizing that get-
ting locked into a five-year
contract — complete with

inflexibility and broken
promises — may come back to
haunt them. The proof is in the
numbers. According to TPI,
another outsourcing industry
analyst, 38% of the total global
outsourcing contract value in
2005 was from existing con-
tracting restructuring; only
62% was from new contract
value. In other words, busi-
nesses were so unhappy with
existing contracts that they did
whatever it took to change
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By Debra Fine

Do you dread receptions, ban-
quets, and other business-
related social events?

You’re not alone. Many of us are
apprehensive about these situations,
because most of us either hate
entering rooms where we don’t
know anyone or hate spending time
with people we don’t know.
Keeping a conversation going can
be an ordeal. 

Everyone learns the technical
skills required for their jobs, but not
everyone places importance on con-
versational skills. The ability to talk
easily with anyone is a learned skill,
not a personality trait. Acquiring it
will help you develop rapport with
people and leave a positive impres-
sion that lasts longer than exchanging
business cards. Here are a few tips:

• Be the first to say hello!
• Introduce yourself. Act as if

you’re the host and introduce
new arrivals to your conversa-
tional partner or partners.

• Smile first and always shake
hands when you meet someone.

• Take your time during introduc-
tions! Make an extra effort to
remember names, and use them
frequently in the conversation. 

• Maintain eye contact in any
conversation. People don’t feel
listened to if you’re not look-
ing at them. 

• Get someone to talk about
why they’re attending the
event, and you are on your
way to engaging them in con-
versation.

• Show an interest in each and
every person. The more inter-

them. Unfortunately, shorter-
term contracts mean having to
deal with more providers,
which soaks up valuable and
already scarce management
time. In other words, some-
times companies can be
damned if they do, damned if
they don’t.

Summary
Outsourcing is here to stay. But it

is going to change and evolve, so
understanding that, and knowing
how to respond, is critical to helping
companies take action. Perhaps the
single most important thing that an
EAP can do is to help a company
make sure it understands their own
business inside and out before out-
sourcing. Outsourcing is no longer
just about reducing costs; it’s also
about creating value. Therefore, a
firm needs to be sure that it is out-
sourcing: A) what it should; B) when
it should, and with a complete under-
standing of C) how it should.

Sources: Peter Fingar, author of “Extreme
Competition: Innovation and the Great 21st
Century Business Reformation,” Meghan
Kiffer PR; and Ralph Welborn and Vince
Kasten, authors of “Get it Done! A
Blueprint for Business Execution,” John
Wiley and Sons, Inc. Editor’s note: Tips on
how employees and employers can work
together to close this “execution gap” are
provided in this month’s Brown Bagger
report.

Outsourcing continued from Page 2

est you show, the wiser and
attractive you become to oth-
ers.

• Listen carefully for information
that can keep the conversation
going.

• People want to be with people
who make them feel special,
not people who think they are
special. Make the person
you’re talking to feel like
they’re the only person in the
room. 

• Be careful asking questions.
You wouldn’t want to open a
conversation with: “How’s
your job at ________?” if that
person just got fired or laid off.
And be careful when you’re
asking about an acquaintance’s
spouse or special friend; you
could regret it.

• Don’t act like you’re an FBI
agent. Questions like, “What
do you do,” “Are you mar-
ried,” “Do you have children,”
and “Where are you from?”
lead to dead-end conversations.

• Be aware of body language.
Nervous or ill-at-ease people
make others uncomfortable.
Act confident and comfortable,
even when you’re not.

• Be prepared with exit lines.
You need to move around and
meet others.

With practice, you can learn how
to make the most out of meetings,
networking events, and other work-
related functions.

Debra Fine is a former engineer living in Denver
who works nationwide as a speaker and trainer.
She is the author of “The Fine Art of Small Talk.”
For additional information, visit
www.DebraFine.com or call (303) 721-8266.
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By Elaine Gottlieb

On issues ranging from sexual
harassment to termination,
employment laws are com-

plex, ever-changing and a constant
challenge for professionals responsi-
ble for compliance. 

“Employment has become a very
active area of law for organizations
to deal with,” says Gary Feldman, a
shareholder in the employment law
group at Davis, Malm &
D’Agostine, in Boston. “Every
aspect of the employer-employee
relationship has legal statutes. From
the moment an applicant walks into
a potential employer’s office, legal
requirements come into play, start-
ing with the initial interview
process, to leave issues.” 

In addition to approximately
2,000 federal laws, there are
Department of Labor regulations,
laws in all 50 states and even county
and municipal employment laws that
require corporate compliance. 

Staying current with employment
laws and their ramifications involves
ongoing legal education for man-
agers and staff. With such a myriad
of laws, HR and EAPs need to know
which ones are most important, and
how best to educate the employees
who implement them. In general, the
following legal areas are important:

• Civil rights –Litigation involv-
ing Title VII of the Civil Rights
Act and Age Discrimination in
Employment Act (ADEA) is
typically based in part on an
“adverse employment” deci-
sion, which is typically the
responsibility of HR. It is criti-
cal to document reasons for
these decisions and adhere to

internal processes. 
• Leaves of absence – A com-

plex array of mandated leaves
requires employers to grant
employees leave for medical
reasons (Family and Medical
Leave Act, or FMLA), pregnan-
cy, military service and jury
service, to name a few. 

• Disability – The Americans
with Disabilities Act (ADA)
requires employers to make
reasonable accommodations for
employees with disablities, and
comply with disability leave
requirements. 

• Wage and hour – Correct
classification of employees as
exempt or non-exempt from
overtime pay is critical to
avoiding liability under the
Fair Labor Standards Act
(FLSA). In cases where
employees are wrongly classi-
fied as exempt, the employer is
liable to compensate each
employee in that class for
unpaid overtime going back
several years. Class action
wage-and-hour lawsuits have
proliferated, particularly for
companies in the financial ser-
vices, insurance, and retail
industries.

• Intellectual property and
non-compete – Companies in
technology and many other
sectors must have employees
sign non-compete agreements
when they are hired and when
they leave, and make sure that
prospective employees did not
sign non-compete agreements
that are still in effect. 

• Workplace privacy –
Employers must understand

their company policies on
information contained in an
employee’s computer and other
office equipment, and on office
romance. 

These areas are just a sample of
the many laws and regulations
applicable to employers.

Organizations have a variety of
educational options for training per-
sonnel in employment law. At
American Century Investments, a
global investment management firm
in Kansas City, managers and HR
staff attend “a pretty robust one-day
employment law seminar,” says
Brian Beaird, senior HR specialist
and manager of employee human
relations. 

Led by Beaird and an in-house
counsel, the seminar covers impor-
tant employment laws from Title VII
and the FLSA to the ADA and the
FMLA. A film in which an employee
violates one law after another illus-
trates the risks of noncompliance.
Attendees learn how to document
vital employee information and ask
appropriate interview questions.

“The purpose of training isn’t to
become employment law experts,
but to recognize when things aren’t
what they should be,” Beaird says. 

The training also addresses ethi-
cal implications. “I try to convey
that you can do what is legally right,
but it may not be fair to the employ-
ee. We might have grounds to fire
Joe, but we’d rather try to help him
be more successful,” he states. 

Beaird works closely with the
company’s legal department and
provides regular updates on changes
in the law to business partners, who
inform managers in the departments
they oversee. 

American Century hasn’t had legal
difficulties, Beaird says, because
legal training is taken seriously by
upper management and employees.
Line managers take the seminar with-
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in six months of being hired. 
At Talecris Biotherapeutics, based

in Raleigh, N.C., HR staff members
regularly attend outside legal semi-
nars related to their work and spon-
sored by law firms or professional
organizations such as the Society for
Human Resource Management
(SHRM). 

Legal training is an integral part
of HR performance-appraisal and
development plans.

“When you tie training to annual
reviews, people take it seriously and
get the education they need to stay
up to speed. You have to do it to
maintain certification; it’s almost
like the medical field,” says Mel
Asbury, senior vice president of
human resources at Talecris. 

Smaller organizations lacking
legal departments and in-house
training rely on outside resources
and counsel for legal guidance. Most
law firms will conduct an annual HR
audit to review an organization’s
policies and practices with respect to
all legal requirements.

Jamie Johnson, a partner in the
labor and employment client service
group at Bryan Cave LLP in Los
Angeles, advises HR managers to
“be proactive in how you use your
legal counsel. Make sure you have

expertise available when you need to
know how to comply with certain
regulations and statutes.” 

HR also needs to ensure that line
managers receive proper legal train-
ing, especially on the issues of sexu-
al harassment and discrimination. In
California, for example, employers
must provide such training on sexual
harassment every two years. 

“It’s a general principle in most
areas of law that the people who cre-
ate liability are the decision mak-
ers,” says Johnson. “They need a
working knowledge of the risks
inherent in certain behaviors in the
workplace.” For instance, if a super-
visor comments about an employ-
ee’s gray hair, it could cause legal
problems if that person is laid off,
Johnson adds. 

“We coach managers a lot on
how to interact with employees.
Good managers minimize legal risks
because they manage in a positive
fashion. Prevention is much better
than fixing problems,” Asbury says. 
Elaine Gottlieb is a freelance writer in

Cambridge, MA. She writes about workplace and
business issues, health, and technology. This arti-
cle originally appeared on Workforce Insights, an
online resource center about emerging labor trends
and issues produced by Veritude
(www.veritude.com), a provider of strategic human
resources. Veritude, which is a wholly-owned sub-
sidiary of Fidelity Investments, serves clients
throughout the U.S. and Canada. ©2006 Veritude,
LLC. Reprinted with permission.

Professionals who are feeling
pain at the pump may find
help from their employers.

An estimated 75% of executives
polled by Robert Half
International said their firms are
taking action to reduce the impact
of higher gas prices on their work-
forces.

The most common changes
reported include increasing
expense guidelines for employee-
incurred mileage — cited by 47%
of respondents; allowing staff to
telecommute more frequently,
37%; and encouraging carpooling,
35%.

“Companies are always looking
for tools to help maintain morale
and reduce turnvoer,” said Max
Messmer, chairman and CEO of
Robert Half International. “Easing
the burden of escalating gas prices
can help them accomplish both
objectives.”

Executives surveyed were also
asked if rising fuel costs have
affected their recruiting efforts —
66% said they have not. 

Additionally, Robert Half
International surveyed workers to
see how escalating gas prices were
affecting their routines. An esti-
mated 34% of workers have had
their commutes or work arrange-
ments affected by higher fuel
costs. Steps they have taken to
ease the burden include more fre-
quent carpooling or ride-sharing,
looking for jobs closer to home,
asking for increased compensation,
and increasing teleworking hours.

(Complete survey results are
available at www.roberthalf.com/
PressRoom.) 
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Nearly one in five (18%)
workers report they have
taken office supplies for

personal use in the past year,
according to a recent Spherion®

Workplace Snapshot survey of
1,630 employees.

Of the age groups surveyed,
about one quarter (24%) of 18-29
year olds report that they have
taken supplies from the office with-
in the past year, compared to 13%
of those workers aged 50 and over.

Is Stealing OK?!
In addition, 10% of American

workers surveyed do not feel it is
wrong to take office supplies for
their personal use. Specifically,
almost one in five (17%) of 18-29
year old workers surveyed
feel it is not wrong to take office
supplies for their personal use,
versus 7% of workers aged 50 and
over. 

Sources: Spherion (www.spherion.com), Harris
Interactive® (www.harrisinteractive.com).

Workplace Survey

Workplace Survey

Fueled 
into Action
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Social Work for the Twenty-
first Century, by John Pardeck
and Francis Yuen, $89.95, Praeger
Publishers, ISBN: 0-275-97893-1.
The authors argue that social work
remains a profession searching for
a firm identity and image. They
believe that the incorporation of
science into social work is crucial
for the profession to gain its right-
ful place in professional and acad-
emic communities.

Quick Job Success Guide,
JIST Publishing, $3.95, (800) 648-
JIST, www.jist.com, ISBN:
1593573316. Work is important,
which is why finding and keeping
a good job matters. Enhance peo-
ple skills, and follow the steps
outlined to combat frustration at
work.

The Bear Necessities of
Business: Building a Company
with Heart, by Maxine Clark,
$24.95, Wiley (www.wiley.com).
The author draws upon her three
decades of business experience
and shows what it takes to keep
customers happy, hire and retain
top talent, and develop a strong
brand in today’s competitive mar-
ketplace. 

New Directions for Youth
Development, Doing the Right
Thing, Ethical Development
Across Diverse Environments, by
Dale Borman Fink, Jossey-Bass,
an imprint of Wiley,
www.wiley.com. Should we teach
youngsters the “right answers” to
ethical dilemmas? Or, is it better
to concentrate on giving them the
tools to draw their own conclu-
sions? Questions like these are
raised, and more.

Ruth: How an Outsider
Gained God’s Favor, by Harry
Brewer, Winepress Publishing,
www.christianbook.com, ISBN:

Outsourcing, a
controversial topic
in a day and age in
which mass layoffs
aren’t uncommon, is
the topic of this
month’s cover article and Brown
Bagger. 

Recognizing that EAPs have to
try to appease both employees and
management, we’ve tried to stay as
neutral as possible by offering
advice designed to help manage-
ment and employees alike.
Bridging this communication gap is
vital if management is to better
understand employees’ concerns,
and look at the long term and not
just the short haul, and for employ-
ees to better grasp why outsourcing
is sometimes necessary. It’s a gap
the EAP is well suited to address.

As well as outsourcing, smoke-
free workplaces, caregiving and the
so-called “Sandwich” Generation,
and advice on dealing with loss,
are among topics we’re working on
for you for future newsletters.

Speaking of future articles, we
hope you’ll take a few minutes to
go to our website at www.impact-
publications.com/ear to complete
a reader survey. Your input is
extremely helpful for planning our
editorial calendar. In fact, your idea
just might be one that we’ve over-
looked. We look forward to hearing
from you. Until next month.

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

Editor’s Notebook

• Smoke-free Workplaces
• Selling Your Ideas
• Dealing with Sudden Loss

UPCOMING EAR FEATURES...Resources
1579213278. Selfishness and
greed run rampant in our country.
Where do we look for answers to
this growing problem? By looking
to the Bible’s book of Ruth, the
author says, we can find lessons
relevant today.

New Directions for Youth
Development, by Max Klau, Steve
Boyd, Lynn Luckow, Jossey-Bass
& Wiley, www.wiley.com. This
book outlines approaches to help
youths evolve into responsible
adults.

The Financial Truth…to
Humble, Wise and Wealthy
Living, by Carla Cargle, Wealth
Builders Publishing. Through the
application of sound and practical
advice, the author leads readers
out of debt and on the journey
toward financial freedom. 

Chief Customer Officer:
Getting Past Lip Service to
Passionate Action, by Jeanne
Bliss, $27.95 list price, Jossey-
Bass, ISBN: 0787980943.
Drawing on her first-hand experi-
ence at top companies, the author
explains why even great corpora-
tions can deliver mediocrity to
customers — offering a proven
solution to break this cycle. 

Grace on the Go: 101 Quick
Ways to Pray, by Barbara
Bartocci, $9.95, Morehouse
Publishing, ISBN: 0819222305.
When everyone is racing through
hectic days, frantically hoping to
just keep up, how can they find
the extra time to pray? The author
shows how.

November of the Soul: The
Enigma of Suicide, by George
Howe Colt, $20, Scriber,
www.simonsays.com. This in-
depth book looks at the devastating
effect that suicide has on the vic-
tim’s family, and other people.
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By Sam Manfer

Motivational bankruptcy” is
a common complaint in
business. But many times

it’s the managers who are uncon-
sciously demotivating their employ-
ees!

People want to succeed in their
jobs. When hired, anyone is psyched
to do well in the company. But when
managers don’t make a conscious
effort to show them the way you do
business, the new hire will do things
his or her way and probably be less
effective than either of you hoped.

What happens next is they
become unhappy — strike 1. You’re
disappointed, which shows — strike
2. Then, you probably tell them
what they’re doing wrong — strike
3. The following are some tips to
keep staff motivated:
1) Set expectations. Explain to

employees what you want and
how to go about it. Nobody
knows what you think! You
will have to take the initiative
because employees are proba-
bly not going to ask about
expectations or how you want
them to work. If an employee
has a different approach, work
it out together. 

2) A well-trained employee is a
happy employee. I hear all the
time, “They are experienced.”
I always retort that I am an
experienced golfer, but I still
have a 17 handicap.
Experience doesn’t mean
someone knows how to do it
well, and for sure not your
way. Put people through skills
training. In this way you will
know they actually have the

tools. Additionally, business is
constantly changing and your
people need to be updated.

3) Coach employees until they
get it right. If Tiger Woods
needs a coach, your people
need one! It is crucial to give
positive feedback. Also, once is
not enough. You will have to do
it until he or she gets it right.
Better comes before perfect.

4) Recognize good behaviors.
Saying something was done
well — no matter how small
the deed — is a big deposit in
the motivational bank account.
Your urge will be to tell the
employee what he or she did
wrong, but this is a motivation-
al withdrawal! Instead, spin
negatives into positives. Say,
“Consider doing it this way in
the future.”

5) Pay attention to bad days. Be
careful. Your day is not his or
her issue, and a negative reac-
tion will inadvertently be a
drain on a motivational

account. So be alert to your
awful moments. Avoid your
people during these times, or at
least give yourself time to
“decompress.” This will help
prevent unintentional damage.

6) Rewards are powerful moti-
vators. Salary, benefits, and
bonuses may be part of the job,
but rewards are special and
personal. They are public
acknowledgements of your
appreciation and can be very
energizing. The cost of the
reward is not important. A $10
plaque with a person’s name is
big. Make it tangible — some-
thing for them and others to
see. This is a lotto-size deposit
into an employee’s motivation-
al account. 

In summary, demotivating is like
going down a slide — fast and with-
out effort. Motivating, in comparison,
is like crawling up a flight of stairs.
However, if you make the effort, you
will prevent motivational withdrawals
and satisfied, productive employees
will keep paying dividends. 

Sam Manfer is a sales consultant with more than a
decade of experience. Author of the book, “Take
Me to Your Leaders,” Sam shows how to develop
customer relationships, improve sales and
prospecting skills, and learn how to negotiate and
communicate effectively. To find out more, visit
www.sammanfer.com or call (949) 364-6263.
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By Nadine Vogel

Human resource and
employee assistance pro-
fessionals are usually

familiar with work/life issues such
as childcare and elder care. But
what about an employee who has a
child with a severe disability? Are
their needs being adequately
addressed?

A recent survey revealed that
64% of businesses have at least
one person in their company with
a child or adult who is dependent
on them to care for their special
needs. It’s a topic rarely discussed
in Corporate America, and even
when a company wants to provide
support they are often prevented
from doing so because of a lack of
understanding of the specific chal-
lenges their colleagues face.

Adding to this lack of informa-
tion is the fact that people often
withhold information about their
dependents with special needs.
One reason is that they do not
want to appear that they cannot do
the same amount of work as
employees who don’t share their
caregiving concerns.

But the fact remains that it’s
difficult to be continuously inter-
rupted while coordinating care,
seeking advice, and handling
emergencies. When one considers
that many parents spend more than
40 hours a week attending to chil-
dren with special needs, it should
come as no surprise that 30% of
parents caring for a child with spe-

cial needs are forced to quit their
jobs. That’s not all. It’s been esti-
mated that the divorce rate among
couples who have children with
special needs is a staggering 80%.
So, what’s a company to do?

Steps to Take
In many cases, just a little

tweaking can help the employees
who find themselves in the role of
special needs parent or even
grandparent, sibling or other care-
giver.

Items ranging from offering on-
site networking groups to provid-
ing local, regional, and national
support services are very helpful.
These resources are typically
offered through nonprofit organi-
zations, government agencies, and
other private groups — although
learning how to find them can
sometimes be a daunting task. 

Consequently, incuding such
information in a special section in
an employee newsletter or website
can also be extremely helpful. In
addition, educational workshops
offered over lunch hours are high-
ly appreciated.

Relocation can Prove Tricky
What about when a company

asks an employee to relocate? Ann
was asked to accept a transfer from
Massachusetts to Nevada. Ann, and
her husband and two children,
were fine with the move, until six
months later when she found her-
self pregnant with a child who was
to be born with Down Syndrome. 
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Don’t Overlook Employees 
with Special Needs Children

With her entire extended family
still in Massachusetts and limited
support services in her new com-
munity, she requested to be relo-
cated back to her previous
location, which was granted imme-
diately. This is not as rare an
occurrence as one might thnk, so
it’s an issue that companies should
be prepared to handle should it
arise.

Summary
As with most employee benefit

solutions, companies find they
often benefit from taking a proac-
tive approach to assisting their
employees. Going back to the
aforementioned survey, 79% of
respondents think that employers
should play a role in providing
assistance to employees who care
for a child or adult with special
needs.

But regardless of one’s opinion,
with numerous opportunities to
support these individuals for little
to no cost — and with the
increased productivity and loyalty
that will result when employers go
that extra mile to help — the deci-
sion to provide such benefits
should be an easy one to make. 

Nadine Vogel is president of Springboard
Consulting LLC, based in Mendham, N.J.,
which provides businesses and organiza-
tions with marketing strategies that target
specific markets and increase revenue
either through sales or brand awareness
and enhancement. Springboard has partic-
ular focus and expertise within the special
needs marketplace. She can be reached at
Nadine@consultspringboard.com.


