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Coping with
the Loss of

a PetIt was an intimate office with
only five staff members led by
Janet. Ed, the event planner, had

served the organization for years. A
family man, Ed decorated his office
with photos of his wife Sara, and
their two daughters. The company
ran efficiently and creatively solved
problems. But there was a problem
that no one expected: One evening,
Janet received a call from Ed's
neighbor that Sara had been killed in
an automobile accident.

Janet was totally unprepared.
How would she keep herself intact
so she could help Ed, but still main-
tain an efficient office? There was
no training to guide management
and co-workers on how to manage
personal emergencies, crises, or ill-
ness. Forced to use her instincts,
Janet took charge of the situation to
prevent additional hardships for Ed
and the rest of the office.

Some answers were found in the
form of Dr. Elizabeth Kübler-Ross
and the five stages of grief. Kübler-
Ross, author of the groundbreaking
book, On Death and Dying, outlined
these stages as: 1) denial and isola-
tion; 2) anger; 3) bargaining;
4)depression; and 5) acceptance.
Many people go through all or at
least some of these periods during a
loss. People who know the grieving
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As well as family members,
friends, and co-workers,
the loss of a pet can also

be difficult. People of all ages
develop strong emotional attach-
ments to their pets. After
Hurricane Katrina, it was widely
reported that many hurricane vic-
tims refused to be evacuated
because they did not want to leave
their pets behind. It’s clear that
pets are beloved companions, and
their loss can cut every bit as deep.

“For many of us, the loss of a
true and constant friend — one
who is pure of heart, faithful, and
full of love — can somehow be
the most devastating and disturb-
ing loss of all,” says Diane

By Jean Becker person may experience the same
emotions.

Other answers, however, would
only be found from past experi-
ences. Previously, one employee had
suffered through a divorce. Another
had experienced a long recovery
after a serious illness. These were
losses, too. Sudden loss in the work-
place may be handled in the follow-
ing ways:

Personal contact — There
should be immediate contact from a
boss or supervisor to reassure the
person that their job is secure and it
is OK to take time off. The amount
of time varies depending on the indi-
vidual's emotional needs and respon-
sibilities at home. Returning to work
too soon can be more costly than
time off since it may be difficult for
the individual to concentrate, which
can lead to errors and misjudgments.
A parent caring for a seriously ill
child or family member, for
instance, should have the same con-
sideration. Trained and experienced
employees are valuable assets and
replacing them can be costly.

Co-worker contact — Give all
employees the opportunity to have
contact with the affected employee.
For example, everyone could sign a
“thinking of you” note. This will
help prevent awkwardness when the
person returns to work. Also,



address the note to the entire family
since all family members are griev-
ing.

Staff members may also be griev-
ing, and may need to express them-
selves by sending flowers or
contributing to a memorial fund.
The EAP may also be asked to pro-
vide counseling for those affected by
the loss.

Offering assistance — Co-work-
ers may also want more direct con-
tact and support. Ask the affected
person what would be most helpful.
For instance, perhaps him/her could
use help running errands, or caring
for pets. A more specific inquiry like
this usually puts the individual at
ease, and it gets better results than
the overused phrase, “Let me know
if there is anything I can do for
you.”

Respect privacy — Get the indi-
vidual’s approval before sharing
information with other staff. In the
case of a family crisis involving
marital difficulties or problems with
children, privacy must be respected
and it is your ethical obligation to do
so. Tread lightly because everyone
has a different level of privacy, and
each situation is different.

Workload management —
Divide work into three categories:
A) routine work; B) time-sensitive
matters; and C) work that can be
postponed for short or even extend-
ed periods of time. Someone from a
temporary service can perform rou-
tine tasks. This will alleviate pres-
sure if the person’s workload is
extensive, and it will protect the
workplace from possible resentment
if co-workers are asked to do the
work.

Work that needs immediate atten-
tion may be assigned to one or sev-
eral employees — in some cases
co-workers who have pitched in on
previous occasions. Praise employ-
ees who are eager to help. However,

if co-workers lack the skills or
knowledge to perform the time-sen-
sitive matters, it may be up to man-
agement to make sure that the work
gets done.

Postponed work can be ideal for a
person returning to work after an
absence. Such work will be “new,”
not routine for this individual. This
means that the person will be eager
to get started and will appreciate the
opportunity to do something differ-
ent.

Provide resources — Daily life
doesn’t go away during times of cri-
sis. Does the affected employee
need help dealing with matters such
as home repairs, transportation,
childcare, or elder care? He/she may
require direct help from either co-
workers and/or the EAP — or sim-
ply helping him/her find the
necessary resources. This may be an
ideal time to update a local resource
booklet with listings that had not
been thought of previously.

Offer to provide counseling —
Counseling is an investment that can
save a company more than it costs.
In some cases, a person may be too
overwhelmed to do his/her job prop-
erly. The EAP is in a perfect posi-
tion to help and will understand the
need for confidentiality.

Maintain a normal office envi-
ronment — Invite the person to
social activities outside the work-
place when he/she returns to work.
The individual will decide when
he/she is ready to join in. Bear in
mind this refers to normal activities,
not events created for the individual.
You do not need to suddenly
become a best buddy to someone
you hardly know. Try not to over-
compensate with expressions of
sympathy to cover your own awk-
wardness. You do not need to treat
the person any differently.

Show compassion —
Maintaining a normal workplace
doesn’t mean that compassion
should be thrown out the window
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either. Remember that it might be
difficult for the affected person to
adjust to new circumstances in
his/her life. Keep the office free of
emotional stress by providing a quiet
place and a few minutes for him/her
to collect thoughts or communicate
with co-workers. This will help to
avoid disruptions during the work-
day. By doing so, the workplace
may become a place for healing and
not sorrow.

Summary
It’s normal for a person to grieve

for several months, and it’s impor-
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Pomerance, Ph.D., grief counselor
and author of Finding Peace:
After the Loss of a Loved Animal
Companion (Polaire Publications).

As a certified grief recovery
specialist and owner of 15 dogs,
Pomerance stresses that such grief
is not trivial and shouldn’t be
treated as such. The loss of a pet,
for instance, can be especially dif-
ficult because comforting rituals
such as funerals and memorial

Sudden loss continued from Page 2

services aren’t typically held for
animals. As a result, people strug-
gle with how to express their grief
in an acceptable manner.

“We should never be embar-
rassed to express our true feelings
to friends and family members
who are sympathetic and empa-
thetic,” Pomerance states. “It is
important to know that we can
recover from our losses and ulti-
mately find the peace that we need
to move on.” 

This month’s
cover article by Jean
Becker likely strikes
a chord with you
since we’ve ALL lost
loved ones at one
time or another — and the holidays
in particular can be a time when we
are reminded of them. Since we
buried my grandpa on Christmas
Eve, this time of year I often find
myself recalling the fun times I had
with him. But he was 84 and so his
death, while difficult, was not unex-
pected.

More importantly, it’s likely that
few of us have thought about the
impact a sudden loss would have on
our everyday lives. How much time
would we need to take off? Could
anyone fill in at work while we’re
gone? How well would we be able to
concentrate when we got back? Not
pleasant things to think about, but it’s
good food for thought nonetheless.

Hopefully none of us will have to
deal with such difficulties this holi-
day season — but it’s also true that
tragedy is part of life. It’s all the
more reason to enjoy each day. Until
next month. 

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

Editor’s Notebook Workplace Survey
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What Do Worker-Friendly
Firms Have in Common?

Health insurance for part-
time workers, compressed
work weeks, job-sharing,

elder care, childcare, concierge
services, and leave time for new
parents, are among the benefits
offered by most companies on the
recently released 2006 Working
Mother magazine’s 100 Best
Places to Work list.

The majority of the companies
on the list are in the financial ser-
vices (28 firms) and healthcare
(17) fields. Eighteen new compa-
nies made the 2006 list.
According to an Associated Press
report. Working Mother CEO
Carol Evans said that a growing
number of companies are offering
benefits that help working moth-
ers succeed in the workplace.

One of the aforementioned ben-
efits — the availability of a
concierge service — helps work-
ing parents by offering the gift of
time, which, in turn, enables them
to successfully balance work and
home responsibilities.

A concierge service also results
in bottom-line results through
improved employee recruitment,
reduced turnover and enhanced
productivity. (Editor’s note: See
the April 2006 EAR for more
about concierge and other possible
emerging EAP niches.)

However, reports note that
companies offering such worker-
friendly benefits remain a minori-
ty nationwide. According to the
magazine, companies increasingly
are concerned that qualified
women will resign if benefits are
not upgraded.

Firms named to the list includ-
ed: Abbott Laboratories, Bon
Secours Richmond Health
System, HSBC Bank USA, IBM,
JPMorgan Chase,
PricewaterhouseCoopers,
Principal Financial Group and SC
Johnson and Son.

To find out more, visit
www.workingmother.com. 

Additional source: Reuters.

tant to keep in mind that grieving is
a process. Losing a loved one is not
something you “get over” or “for-
get.” Rather, it’s a process you go
through, and get through, with the
understanding of family, friends,
and co-workers. When in doubt, err
on the side of compassion. 
Jean Becker is the author of “An Orphan’s
Sons,” a true story of her experiences in an
orphanage. A speaker and trainer, Jean con-
tinues to inspire others. For more informa-
tion, call (941) 758-7206 or visit
www.ieanbeckerspeaks.com.



There is no easy way for a
company to downsize. But
there are certainly right and

wrong ways to lay off employees.
Case in point: a large retailer that
earlier this year sent layoff notifi-
cations to 400 employees via
email!

Acording to Ruth Haag, author
of Hiring and Firing, fHaag Press,
$15, ISBN: 0-9665497-2-4,) this
faux pas is not only a lesson in
what not to do, it’s an indicator
that employers have lost sight of
the importance of respect, with
consequences that are sure to be
far worse than just bad PR.

“While quick and expedient on
the part of management, letting
someone go in such a disrespectful
way is destructive to morale and
worker loyalty,” says Haag. “No
wonder so many managers com-
plain that employees show no
respect and dedication to their
jobs. Perhaps they’re reflecting
what’s shown to them! Respect is
a two-way street.”

According to Haag, an imper-
sonal email message makes
employees feel that they were
never important to the company.
What’s more, being cyber-fired
also will have a negative effect on
the employees who aren’t being let
go.

Moreover, such a layoff proce-
dure will fuel extensive watercool-
er conversations, and it will likely
mean that top employees will
begin looking for new jobs. “To
top it all off,” Haag adds, “the
email layoff method will most
likely lead to trouble attracting
dedicated workers in the future.
What promising candidate will
want to work for a company that

treats its employees so inconsider-
ately?”

Laying off employees may
seem like a lose-lose situation, but
if done with compassion and
respect, a company can avoid per-
manent damage to its reputation. If
layoffs are inevitable, Haag rec-
ommends notifying the entire
company that financial problems
exist and ask if there are any peo-
ple who would like to volunteer
for layoff, reduce their hours, or
retire early.

“Often, there are enough people
who fit these categories that a
large-scale involuntary layoff
becomes unnecessary. This is a
simple, yet very effective way to
make the staff aware of the prob-
lem and invite them to be a part of
the solution,” Haag says.

She adds that it’s unlikely the
financial difficulties will cause top
employees to become worried and
leave. “The good employees will
want to do what they can to help
the company survive if manage-
ment has built a loyal following,”

Haag notes.
The bottom line? Companies

that lay off employees the wrong
way - such as by email - will end
up hurting their bottom line rather
than salvaging it.

“Companies should always cul-
tivate strong relationships with
their employees, even when times
are good,” Haag says. “Then, if a
layoff is imminent, managers will
want to meet with their employees
face-to-face to explain the situa-
tion in person and show them the
respect and compassion that they
deserve. It will just be a natural
way to interact. And who knows?
The culture you create may make
the whole layoff issue a moot
point.” 

Ruth Haag is the CEO/CFO of Haag
Environmental Company and the author of
several books, including a four-part series
on management: “Taming Your Inner
Supervisor;” “Day to Day Supervising;”
‘Hiring and Firing;” and “Why Projects
Fail.” For more information, call (419)
621-9329.
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Many of today’s profes-
sionals feel as if they’re
being pulled in too many

directions. They’re working 50-to-
60 hours per week, don’t have a
sufficient number of staff, and
because of technology, feel that
they’re always connected to work
and never able to have real down
time.

To make matters worse, their
spouse may be under similar pres-
sures, making their home life just
as stressful as their work life.

To find out if stress is affecting
you negatively, answer the follow-
ing 10 questions. While they
should NOT be considered as a
substitute for a diagnosis of stress
or adult Attention Deficit
Hyperactivity Disorder (ADHD),
these questions can provide an
indication of whether it’s time to
seek help.

• Am I feeling an increasing
amount of anxiety about my
work?

• Do I make decisions or take
actions more impulsively that
I used to?

• Do I find myself arguing over
unimportant issues?

• Do I find myself worrying
about the littlest things, or
letting worry get in the way
of my taking action?

• Am I having trouble getting
projects done on time, or at
all?

• Does my memory seem to be
going? Do I forget things
more often?

• Do I have trouble sleeping at
night?

• Am I continually exhausted?
• Have I changed my eating

habits lately (not deliberately
as part of a particular diet)?

• Am I drinking alcohol or
using other substances more
often than I used to?

“Yes” answers to three or more
?f these questions, may mean that
itress, or adult ADHD, may be
claying a big part in your life.

The Four-Step Solution
In any case, action is needed.

mis could include not accepting a
?romotion at work, requesting a
ransfer to a position with less
oesponsibility, or even leaving the
;ompany entirely. In cases in vhich
such measures aren’t possi-)le,
prescription medications may )e
able to help alleviate the symp-
oms of stress and adult ADHD.

For most people, though, the
bllowing steps are more reason-
ible and yet provide great relief. 
1) Identify one major area of

stress in your life. The
biggest reason attempts to
reduce stress fail is because
most people try to take on
everything at once. Most
executives, for example,
focus on the big picture.
That’s not necessarily a bad
thing, but if you try to take
on too much at any one time,
you will experience even
more stress. Therefore, decide
what one area you want to
address first and then create
the necessary action steps to
reduce that stress.)

2) Understand what this one
area of stress means to your
state of well-being. You may
decide that as a result of not
having enough time to get
everything done, you feel a
lack of energy. And by com-

mitting to remove this stress
from you life, you’ll reclaim
the energy you had and enjoy
your family more.

3) Create an action plan to fix
what is affecting your
stress. Once you identify
what to fix and why you need
to fix it, you need toO create
an action plan. Sometimes the
action steps are obvious, such
as delegating work to others;
other times the steps require a
bit of creative thinking, such
as restructuring your workday
so you arrive by 7 a.m. to get
more done before the office
opens, better allowing you to
leave at a reasonable hour.

4) Take action without
excuses. Time is what you
make of it, and this is your
life and your time. So once
you have an action plan and
decide to put it into place, do
it! You may make adjust-
ments as you go, but you will
need to carry out your plan.
In addition, proceeding one
step at a time will enable you
to make real progress toward
reducing stress and anxiety.

Reclaim Your Future
This four-step approach is just

one aspect of stress reduction.
Other steps such as proper rest,
nutrition, and regular exercise, are
also necessary. But by following
these steps, you’ll find more plea-
sure in life again, and your profes-
sional responsibilities won’t seem
as daunting. Additionally, when
your work life is more pleasurable,
your home life will be, too. 

Dr. Ron Knaus is a physician, psychiatrist,
and sports medicine physician who works
with the medical profession and corporate
world to help both achieve reach peak
performance levels. For more information,
contact him at rknaus@peak-energyinsti-
tute.com or (727) 215-8104.
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On the Job

Stress or ADHD?
By Ron Knaus
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Speaking is the single most
important factor in a career.
You may have an enormous

amount of value to add to a com-
pany, but as you climb the corpo-
rate ladder, no one will recognize
you as a leader unless you can
effectively express your ideas.

To advance in your career, you
need to be able to speak well. You
must learn how to lead a meeting,
build relationships with colleagues
and clients, articulate your strate-
gies, and give good presentations.

See if you recognize any of
these false beliefs, and then con-
sider how to speak your way to
the top.

Myth #1: I’ve never been good
at speaking. Is anyone a born
speaker? Everyone must learn to
speak well, and extroverts have no
advantage over introverts. Each
personality type brings some nat-
ural skills to speaking. Extroverts
may love to get up in front of peo-
ple, but they tend to under-prepare
and therefore deliver weak, ram-
bling messages. Introverts, on the
other hand, spend all their time
preparing, but they hate having an
audience’s attention focused on
them. Like learning how to tie
your shoes or to solve algebra
problems, speaking is a skill that
you can leam.

Myth #2: If I work really hard,
someone is bound to notice.
Unless your boss is Ebeneezer
Scrooge, chaining yourself to your
desk and keeping your head down
is not a good strategy to advance
your career. When you do that,
you’re simply not visible: to your
boss, colleagues, or others. You

want others to view you as a con-
tributor, and that means speaking,
formally and informally. Regular,
well-prepared communication
with everyone you work with will
make you visible, and seen as an
asset in the organization.

Myth #3: My silence is respect-
ful. In the business world, people
often interpret excessive silence as
meaning that you have nothing to
say. If no one on the team knows
about your ideas, or what value
you bring to the team, even if you
are smart and talented, you won’t
be promoted. Think about your
strategic ideas and write them
down so you’re prepared to share
them when the opportunity arises.

Myth #4: There are no opportu-
nities for me to speak.
You might feel you would put a
lot of effort into a big presentation
if one came along, but you need
to also seek out small opportuni-
ties, and even create them if nec-
essary. Start with low-key,
friendly audiences, like
Toastmasters clubs, or offer to
make a small brown bag presenta-
tion within your company or
department.

Myth #5: I don’t have time to
prepare; I’ll just wing it.
Speaking with confidence and in a
way that adds value is essential to
career success. Your presentation
must have both content and style,
so your delivery must be relaxed
and confident. The only way to do
that is if you’re prepared.

Myth #6: If my PowerPoint is
great, my presentation will
amaze them. Preparation means
more than putting together a great

Refuting Public Speaking Myths
Marketing Matters

• How to Handle a Sudden
Windfall

• Multi-generational
Workforces

• Taking Time Off Work

UPCOMING EAR FEATURES...

By Suzanne Bates slide show. Forget the slides for a
minute — if you practice out
loud, you’re going to do well.
Practicing is the single most
important thing you can do to
become a better speaker. No one
really cares about your slides any-
way.

Myth #7: My utter terror is a
sign I shouldn’t be speaking.
Don’t mistake anxiety about
speaking for an inability to speak.
Although apprehension may feel
overwhelming, it is directly relat-
ed to under-preparation. Your
nerves are your body’s way of
telling you that you haven’t put in
enough time writing, preparing, or
practicing. Rather than letting it
debilitate you, use your anxiety to
get on your feet and practice.

When you make an effective
presentation, you will see immedi-
ate results. You may not receive a
huge promotion right away, but
speaking never fails to have a sig-
nificant impact on careers. Senior
management will recognize you
for your confidence, initiative, and
ideas, and they will find ways to
reward those qualities appropriate-
ly. 

Suzanne Bates is an executive coach, communi-
cations consultant, and president and CEO of
Bates Communications. She is also the author of
“Speak Like a CEO: Secrets to Commanding
Attention and Getting Results. “For more infor-
mation, visit www.batescommunications.com or
call (800) 903-8239.
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By Christopher Knippers

Lynette had a deep, embar-
rassing secret. She had been
the star employee of the

company. Everyone loved her, and
she was a very capable manager.
Even her divorce several years ago
hadn’t seemed to affect her.
Lynette was the one who always
had a smile, a new idea, and tire-
less dedication to her department.

But for the past few weeks
there was a growing change in
Lynette. She started being late to
work, her attitude was negative,
she was short-tempered, and the
quality of her work was slipping.

One of her employees reluctant-
ly approached her privately and
asked if everything was OK, but
Lynette denied that anything was
wrong.

Finally, another co-worker had
noticed Lynette no longer men-
tioned her ex-husband, Paul, and
so she was asked her about it.
Lynette broke into tears and
revealed that she had secretly
hoped since her divorce that Paul
would come back to her, but he
had remarried recently. Since then,
Lynette had fallen in to a deep
depression. She could no longer
keep her lifelong secret of extreme
low self-esteem hidden from the
view of others.

This case is typical of how
depression affects a company’s
productivity, morale and effective-
ness. Management should be
aware when dealing with employ-
ees who have a sudden change in:

• Personality;
• Attitude;
• Productivity;
• Absenteeism;
• Energy level; and
• Personal appearance.

These problems may also be
due to physiological disorders or
chemical dependency; but in any
event, it is important to find out
what the problem is and what can
be done to correct it. The follow-
ing are some things that can be
done to get the employee back on
track:
1. Confront the situation quick-
ly. A person who the employee
knows, trusts, and respects is the
ideal person to make the con-
frontation. The designated person
needs to avoid sounding conde-
scending or authoritarian. Genuine
concern needs to be expressed, and
specific behaviors need to be
pointed out.

One way to do this is for the
person doing the confronting to
open with an admission of his/her
own personal struggles. Then,
he/she can point out that some
behaviors have been noticed - but
avoid saying something like,
“Everyone is noticing...” The
depressed person is embarrassed
already and doesn’t need to think
that everyone is talking about him
or her.
2. Be empathic. An empathic per-
son says, “I’ve been where you are
emotionally, and I know it’s
rough.” This supportive attitude
helps the depressed person

Employee Assistance Report is published monthly. For subscription information contact: Employee Assistance Report, 1439 Churchill Street, Unit 302, Crystal Plaza, P.O. Box 322,Waupaca,
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Clinical Perspective

Depression has Huge
Impact on Workplace

immensely because they will no
longer feel alone in their pain.
3. Listen to their story. Every
depressed person has a story that
they are longing to tell, and it is a
huge relief to know that someone
cares enough to listen. In fact,
when a depressed person hears
himself telling his/her story, a new
perspective is often the result,
which can help with the problem.
4. Provide a solution. A counselor
needs to be available. The EAP
will have ideas. Some forms of
therapy, for instance, are extreme-
ly effective. Cognitive therapy is
the most highly respected of these.
Medication alone is not the
answer.
5. Offer practical assistance. The
individual may need a little assis-
tance to get back on track. A day
or two off work or temporarily
reduced hours can help.
6. Follow up. An occasional
friendly inquiry how the person is
doing is appreciated and helps the
individual feel supported. Support
is key to overcoming and prevent-
ing depression.

Depression can affect a compa-
ny’s productivity, morale, and
effectiveness. Recognizing the
signs and understanding what kind
of help and support can be offered
will be extremely helpful to help a
depressed employee. A little kind-
ness and compassion goes a long
way toward attaining an organiza-
tion’s goals. 

Christopher Knippers is a psychologist
and author in Rancho Mirage, CA. He is
an evaluation specialist for the Betty Ford
Center, and the author of three books,
including “Cultivating Confidence: Your
Guide to a More Fulfilling Life.” For
more information, call 760-408-9965 or
email dr.knippers@att.net.
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By Alan Vengel

Do you have a boss who...
• Changes priorities often, giv-

ing you one direction, then
suddenly sending you off in a
different direction entirely?

• Changes priorities but doesn’t
tell you?

• Doesn’t offer feedback, so
you don’t know if you’ve
been successful?

• Doesn’t take the time to show
appreciation with a “Thank
you” or a, “Hey, good job?”

• Micromanages everything; or
• Is a “Big Picture” type that

gives a sense of what needs
to be done but no real direc-
tion?

If any of these sound familiar
— or if you have a different, diffi-
cult scenario — you are experienc-
ing Tough Boss Syndrome. But
don’t despair! Most tough boss
problems center on communica-
tion. With better communication,
you can influence your boss more
effectively and with less effort.
Consider the following questions
and actions:

1. “How does my boss like to
receive information?” The easiest
way to find out what your boss
prefers is through straightforward
communication. “When?” “How
much detail do you like?” Or, ask
peers who already have successful
relationships with the same boss.

2. “How much should I involve
my boss?” Some bosses like to be
included in all decision-making
while others are more hands-off.
While you can’t change personali-
ties, you can find ways to tell a

boss exactly what they need to

3. “How can I solve my boss’s
problems?” Like it or not, your
boss’s problems are your prob-
lems. If you can figure out what
keeps your boss awake at night
and then find ways to help solve
these problems, you will be in a
better position to influence
him/her. Although you can’t force
your boss to disclose problems,
you can offer to help.

4. “How can I make it clear to
my boss what I want?” Don’t be
shy about it. You may have to
work up your nerve, but you will
earn the respect of your boss,
even a tough one. A majority of
bosses say they wish that their
employees would just come right
out and ask for what they want
instead of being evasive, timid, or
passive-aggressive about needs
and wishes.

5. “Do I need more responsibili-
ty or less?” Do you feel you’d
enjoy more responsibility in order
to have a greater sense of accom-
plishment, or to make the job
more interesting? Or are you
stressed out and would prefer less,
or a different type of responsibili-
ty? Either way, when you DON’T
take responsibility for making a
change, you end up blaming the
boss, organization, or co-workers.

6. “How can 1 make my boss’s
job easier?” Offer to do some-
thing you know he or she isn’t
very good at, or feels burdened
doing.

7. “How can I make my boss
look good?” One of the best ways
to improve a relationship with a
boss is to find ways to make
him/her look good in the eyes of
customers or his or her’s superi-
ors. If you can do this, your boss
will be much more likely to listen
to you and grant your requests.

8. “How can I offer my boss
feedback?” As people move up in
an organization, the amount of
feedback they receive decreases.
Notice when your boss’s work is
particularly beneficial to the orga-
nization and give positive feed-
back and encouragement. Be
prepared to offer constructive crit-
icism if asked, but be aware that
sometimes bosses need simple
praise for a job well done, just
like you do.

Regularly ask your boss what
he or she expects from you. You
will experience far fewer misun-
derstandings. Finally, although
these tips are specifically for
tough bosses, they can easily be
used to improve other relation-
ships as well. 

Alan Vengel has more than 20 years of
experience as a consultant, speaker, and
trainer. He has developed skill-building
programs, and is the author of “The
Influence Edge: How to Persuade others
to help You Achieve Your Goals “ and
“Sprout!: Everything I know About Sales
I learned from my Garden.” To find out
more, visit www.vengelconsulting.com or
call (925) 837-0148.

Tips to Combat Tough Boss Syndrome
On the Job


