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With businesses facing more
challenges than ever
before, it’s imperative for

EA professionals to demonstrate
why they’re indispensable by devis-
ing strategies that
market their services
as cost-effective
solutions for their
business clients.

“I’ve never seen
economic and politi-
cal challenges to this
degree. They (busi-
nesses) are strug-
gling to figure out how they’re
going to compete in a global econo-
my,” states Sheila Monaghan, Vice
President of the Global Employee
Consultation Systems, and author of
Developing an EAP Strategy. With
factors such as layoffs, sending busi-
ness overseas and frequent staff
turnover, Monaghan adds that,
“There’s an erosion of everything
we know in companies. What is
going to happen to the workforce
when they’re (age) 52 and their job
is going away? How are we going to
prepare them (employees) for that?”

As a result, it’s not enough to
rely on what’s worked in the past.
Today’s EA professionals are con-
sultants, not just counselors. And
while there are advantages to work-
site EAPs, many companies are out-

sourcing more and more work. This
means that if an EAP doesn’t appear
to offer a clear benefit, and if it’s
“nameless and faceless” it’s highly
vulnerable to being eliminated as a

budget-saving
move. “The
question is
whether EAPs
today are still
delivering
value,” adds Ken
Collins, a
California-based
independent

behavioral healthcare consultant.
Collins points to a recent survey
conducted by “Open Minds”, a firm
that tracks industry trends, that
found that most corporate executives
are no longer sure what EAPs are
supposed to do.

Think Like a Businessman
However, EA professionals have

opportunities to demonstrate their
value and carve effective niches if
they have effective, customer-driven
strategies. Perhaps the first step to
developing a good strategy is to
think more in terms of marketing
than just as an EAP. According to
Monaghan, strategy development
means working on your business,
not just in your business (the EAP
field). This mind-set parallels suc-

cessful executives, who have to
work hard on their businesses to cre-
ate strategies that effectively serve
customers.

“The customer must see us as
relevant,” Monaghan says. EAPs
need to show companies how they
work and develop credibility, pre-
sent strategies, and demonstrate the
ability to deliver diverse needs.
“Explain why what you do is not
HR work,” she adds.

Issues such as eldercare, and
health (like SARS), economic and
terrorist threats, are just some of the
examples of services EAPs need to
increasingly market to potential cus-
tomers. But regardless of the issue,
Monaghan notes that EAPs, “should
strive to be the premier source of
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“The customer must see
us as relevant,” Sheila
Monaghan, Vice President
Global Employee
Consultation Systems



professional competence that can
handle the most difficult and com-
plex workplace situations.”

Outline What You’ll Do, and 
Won’t Do

While an EAP needs to market
its ability to help companies with
complex, diverse work-life issues,
integrity is also important. “Resist
the temptation to be the solution for
everything,” Monaghan says. “Don’t
be afraid to refer something else-
where. You can’t be everything to
everybody. They (management) will
love you if you’re honest.”

The president of an Indiana com-
pany gave the example of a situation
in which an employer thought it’d
be a nice, caring thing to do, for the
EA professional to go to court with
an employee who had been the vic-
tim of a robbery. The EA profession-
al explained that was the family’s
role, not the EAP’s — the point
being that the EAP had to honestly
tell the customer what was a reason-
able expectation and what was
something “above and beyond” that
it would not do.

This is where principles and
strategies are important because they
enable the EAP to maintain focus by
emphasizing strengths and distin-
guishing themselves from competi-
tors. Principles are based on a belief,
purpose or passion, while strategies
are a combination of factors such as
services and needs. For example,
many EAPs have been passionate
about AODA issues. “Without guid-
ing principles, people will make
decisions by the seat of their pants
or pick a tactic based on what’s in it
for me. This is why we can struggle
with HR people,” Monaghan states.

While it’s tempting for EA pro-
fessionals who want to become more
important to their clients by taking
on additional functions, they run the
risk of actually becoming less

important because the customer is
not as clear about the EAP’s pur-
pose. While a specific strategy will
vary, Monaghan recommends that
any strategy stress having a:
• Deep functional expertise;
• An unwavering commitment to
customer focus and relevance; and

• Being strategically positioned
within the organization.

Another strategy that can help
make an EAP indispensable to a
company is to anticipate and spot
workplace trends — as opposed to
merely being an entity that reacts to
issues after the fact. 

Additional Strategies
While the EA professional needs

to develop a strategy to identify and
meet customers’ needs, maximizing
support for an EAP also needs to be
an ongoing process, states Kirk
Harlow, President of Decision Stat, a
Houston-based management and
human resource consulting firm.
Harlow says that EAP support can
be strengthened by:
• Increasing knowledge of EAP
and its services— This can be
done through whatever vehicle
works best in a given company;
whether it’s fact sheets for new
employees, intranet websites, in-
house newsletters, etc. Harlow
says that, once people use an EAP
initially, they often want to learn
more about it. He adds that it’s
especially important to involve
managers. “The more managers
you get involved in EAP, the
stronger their perception of your
value will be. But we have to get
out there more and let them know
what we do. We need to explain
the benefits of using it.”
• Increasing employee and super-
visor exposure— Collins notes
that while confronting an employ-
ee about declining work perfor-
mance and making an EAP referral

is not easy, consulting with an
EAP counselor will take a lot of
anxiety out of the process.
Supervisors and HR professionals
prefer hands-on referrals with an
actual person as opposed to an 800
number. But regardless of specific
circumstances, by the time an indi-
vidual comes in for help, they like-
ly already have a substantial
problem that has cost the company
a great deal of money. Therefore,
greater involvement with supervi-
sors — which Harlow maintains
can be done confidentially —
means not only helping the indi-
vidual but saving the company
money, which in turn will help
management embrace the EAP.
Harlow also suggests getting
supervisors involved in trainings
and ensuring the EAP is visible.
“Think outside the box, walk
around the company, shake hands
with people,” he says.
• Promoting quality through testi-
monials and outcome studies—
Like discussions with supervisors,
confidentiality need not be
breached. Testimonials need not
use names but should include suc-
cess stories of how an EAP
worked in a specific situation.
Also, EAPs need to be sure to fol-
low up on surveys. “Don’t just sur-
vey people and let it sit there on a
shelf,” Harlow states. “Let them
see the results of the survey; they
took the time to do it.”
In conclusion, Harlow states that

direct and effective EAP use needs
to be strongly related to positive out-
comes — in other words, the client
needs to see the EAP as “doing
something.” Monaghan stresses that
while EA professionals have been
good at providing areas like mental
health services, they need to get bet-
ter at supporting financial growth
and delivering value. “We have to
align it (services) with a business
purpose,” she states, “especially in a
rapidly changing world.” n
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sional and EASNA on the organi-
zation, “the joining of these two
organizations is an ideal step for-
ward for the advancement of the
employee assistance profession

worldwide,” stated
Don Jorgensen, EAPA
President.

The consolidation
is viewed as a signifi-
cant development in
the field. Margy
Altmix, EASNA
President added “this
move will also

strengthen the position of employ-
ee assistance in the business com-
munity.” The purpose of the new
organization will be:
• To increase business opportuni-
ties for members,

• To shape the understanding of
Employee Assistance by serving
as the recognized authority in
enhancing employee and work-
place effectiveness through pre-
vention, identification, and
resolution of personal and pro-
ductivity issues.
The joint task force will con-

tinue to meet during the next sev-
eral months to develop a strategic
plan for moving the consolidation
forward. The final plan will be
presented to both boards and
memberships for approval. Until
the plan is approved, both organi-
zations will continue to function
autonomously and members are
encouraged to stay actively
engaged in the process.

For more information about
EAPA and EASNA, please visit
www.eap-association.org or
www.easna.org. n

The International Employee
Assistance Professionals
Association (EAPA) and

the Employee Assistance Society
of North America (EASNA), the
world’s leading
EAP organiza-
tions, have
approved a res-
olution to con-
solidate. A joint
task force con-
sisting of six
members from
each organiza-
tion have met and communicated
since October 2002 to identify
common goals and objectives, and
to determine the feasibility of cre-
ating a unified association.

Last May at the EASNA
Institute in San Antonio, EASNA
members had an opportunity to
engage in dialog regarding the
future of a new employee assis-
tance organization. EAPA mem-
bers had the same opportunity at
the EAPA Annual Conference in
New Orleans, in November, 2003.

In August 2003, the board of
directors of both EAPA and
EASNA approved the resolution
put forth by the task force, which
states that the organizations would
work toward forming “one
employee assistance association
positioned to represent member-
ship and the emerging market-
place.”

The new organization will
honor the rich history and the sig-
nificant contributions both organi-
zations have made in the
employee assistance field. While
EAPA has focused on the individ-
ual employee assistance profes-

In the News

EAPA & EASNA Boards
Approve Consolidation Workplace Violence: A Training Program for

Employees is a comprehensive, "user friendly"
prevention and resource guide for Employee
Assistance Program (EAP) counselors, human
resource professionals, union stewards, and others
interested in training employees on this topic. 

Workplace Violence is a total training package —
complete with 21 pages of easy to follow trainer's
notes, 11 overhead transparencies and eight handouts,
including a factors and controls checklist and incident
report and violence policy samples. 

Workplace Violence identifies and explains in detail
four categories of workplace violence:

• Criminal intent;
• Customer/client;
• Worker-on-worker, and;
• Personal relationship incidents.

Participants who complete training should gain a better
understanding of:

• Impacts of violence in the workplace;
• Identifying workplace violence;
• How to recognize and report potentially dangerous
situations;
•Ways to prevent and/or diffuse volatile situations,
and;
• Responding to an incident.

Workplace Violence costs $185 for Employee
Assistance Resource Network (EARN) members and
$247 for non-members. Beth Milanowski, MS, CEAP,
designed Workplace Violence.

For a risk-free 30-day trial call 715-258-2448 and
mention the code: TIPS-30

Pro-Tool

“the joining of these two orga-
nizations is an ideal step for-
ward for the advancement of
the employee assistance pro-
fession worldwide,” Don
Jorgensen, EAPA President.

8Check out the
What’s New 

section on our website:
impact-publications.com
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Dating in the Workplace
If you haven’t experienced a

romance in your workplace, you are
probably aware of one. An American
Management Association study found
that 80% of workers surveyed knew
of, or had been involved in a work-
place romance. In addition, approxi-
mately eight million workers will
become romantically involved in the
workplace. Researchers also report
that a third of all romances begin at
work. 
To Set Policy or Not

The Society for Resource
Management’s 1998 Workplace
Romance Survey (a survey of 600
human resource professionals) pro-
vides an insight as to how organiza-
tions handle workplace romances.
Seventy-two percent of the organiza-
tions surveyed do not have a written
policy to address workplace romances.
Fourteen percent reported that they
have an “unwritten policy.” Only 13%
had a policy to address this issue. 

Of the executives who had a poli-
cy, 55% said romances were permit-
ted, but discouraged. Only 7% said
that they had a policy prohibiting
workplace romances. The fear of sex-
ual harassment was the most promi-
nent reason for not allowing
workplace romances. Other reasons
included a fear of retaliation, morale
concerns, and negative effects on pro-
ductivity. Examples of restrictions
imposed on workplace romances
include prohibitions against romances
between supervisors and subordinates,
or between members of the same
departments, no public displays of
affection, and prohibitions against
romances between employees and
customers/clients.
Why Do Workplace Romances
Occur?

The workplace is a natural envi-
ronment for romances to develop and

flourish. There are frequent and close
interactions with, usually, well-educat-
ed, well-dressed members of the
opposite sex. Work days often require
long hours, late meetings, and social
events away from the workplace. It’s
no surprise that cupid’s arrows find
their way into the workplace.
Concerns About Workplace
Romances

Even with consensual relation-
ships, there are side effects that can

present problems for co-workers and
their employers. 
• Effect on productivity. Overall
work performance may suffer
because the couple is distracted
from work. Resentful co-workers
may devote excessive time gossip-
ing about, or plotting against the
pair. Time can be wasted on specula-
tion and suspicions. 

• Effect on morale. Morale can plum-
met, especially if the relationship
involves a supervisor and subordi-
nate. 

• Conflicts of interest. Despite the
couple’s best of intentions to remain
objective, conflicts can occur when
work-related decisions are no longer
made for good, sound reasons but
instead are based on partiality and
personal feelings. 

• Career killers. A broken love affair
(especially one with an unpleasant
ending) can negatively effect the
career of both parties. 

• Sexual harassment exposures.
Sexual harassment exposure can

increase when a workplace romance
goes sour — particularly when the
relationship is between a supervisor
and subordinate. 

• Violations of confidentiality. One
of the influences in a burgeoning
workplace romance is the factor of
shared experiences. Discussing the
day with someone who understands
the details is a temptation that often
leads to breaches of confidentiality.
This presents a risk to the employ-
ees when such topics as negotiations
and legal matters are shared with a
romantic partner who could jeopar-
dize proceedings by in turn sharing
what she or he has learned.

What’s an Employer To Do?
Restricting or regulating dating

between employees is controversial
and a tough issue to analyze.
Employers are confronted with the
desire to control the exposures associ-
ated with office romances while trying
to respect the rights of their employ-
ees.

Given the small number of
employers who prohibit workplace
romances in the Society for Resource
Management’s survey, it seems that
employers are not interested in an out-
right prohibition. Why? First, how do
you define a “romantic relationship?”
Second, how do you prevent employ-
ees from becoming involved with
each other? Third, what is the appro-
priate response when a prohibited
relationship is identified? There is no
single solution, given the controversial
and sensitive nature of this potential
issue, and given the different environ-
ment, issues and philosophies. 
Recommendations

To reduce favoritism, protect
morale, and minimize the risk of
exposure to sexual harassment litiga-
tion, employers should consider
adopting a no-fraternization policy.
Sex at work is a fact of life. No-frater-
nization policies can be an effective
tool, but, if not drafted and enforce
properly, can also be the cause of
unwanted litigation.

The Risks of 
Workplace Romance

continued on Page 5

“80% of workers surveyed
knew of, or had been
involved in a workplace
romance.”
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SAPlist.com has launched an
online searchable database of
Substance Abuse Professionals

(SAPs). The database can be
searched by anyone — employers,
EAPs, service agents — at no cost.

Employers and EAPs who visit
SAPlist.com can search by state,
telephone area code, first three digits
of a zip code, or a SAP’s last name.
The resulting randomized list can be
re-ordered by zip, or last name, or
state. Individual expanded SAP pro-
files can be viewed and printed, as
well as a list of selected SAPs. By
entering the date of a previous visit,
frequent users of the site will receive
a list of only those profiles that have
been added to the database since that
date, especially helpful for EAPs
and large employers who make reg-
ular visits in order to expand their
network of affiliate SAPs.

SAPs pay an annual subscription
fee to have their profiles listed. Each
SAP is able to access his/her profile
through a username and password,
in order to update and make
changes. A SAP’s profile includes
the SAP’s own training and exam
information, a listing of all office
locations, professional credentials,
and other pertinent information in a
printer-friendly format that employ-
ers and EAPs will want to keep in
their records.

The website has been live since
mid-July, and the database is grow-
ing steadily, with new profiles being
listed every week.

SAPlist.com also provides exten-
sive information about the SAP
return-to-duty process, links to DOT

offices, modal regulations, DOT
interpretations, and forms. A section
of “Frequently Asked Questions”
addresses issues from the perspec-
tive of employers, employees, appli-
cants, and of course, SAPs.

SAPlist.com was designed and
created by Lee Mauk, Senior
Consultant for Blair Consulting
Group, and a widely-acclaimed
trainer of SAPs since 1996. The site
is accessible at www.saplist.com, or
from a link on www.blairconsul-
tants.com. 

“SAPlist.com is the easiest way
for an employer to find a SAP”, says
Mauk. “It’s quick, it’s easy, it’s reli-
able, and best of all, it’s free.”

Mauk explained that the list of
SAP profiles and the daily hits by
users are growing at the same time.
“Employers want to know that they
will find results to their searches,
and SAPs want to be sure the web-
site will be used. We’re finding that
it’s working. We’re getting positive
responses and thank you’s from both
sides.”

SAPs can register a profile by
going to www.saplist.com, and
clicking on SAPs/Register Your
Profile. Employers can search
www.saplist.com by clicking on
Employers/Find a SAP.

Regarding visibility of the web-
site, Mauk says, “We encourage
trucking associations, service agents,
consortia, and others to put a link to
SAPlist.com on their websites. It
doesn’t cost anything.” n

Contact: Lee Mauk, SAPlist.com, (612) 827-
4147, e-mail:  Lee@saplist.com.

In the News

SAPlist.com
A National Database of SAPs, is Now Online
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No-fraternization policies should have
several elements:
• It should be narrowed to the super-
visor-subordinate relationship;

• It should be explicitly set forth in
the policy that the company seeks to
prevent favoritism, sexual harass-
ment and litigation arising from
sexual harassment;

• It should narrowly tailor any inves-
tigation to the facts of whether there
was a violation of the policy;

• It should be enforced objectively
and consistently throughout the
company;

• It should be a part of a company
handbook and published to all

Workplace Romance continued from Page 4

employees; and
• It should be enforced consistent
with local laws. n

Sources: New York Schools Insurance
Reciprocal & Philadelphia Regional
SHRM Chapter
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8 The Cholesterol Low
Down is a free program offer-
ing cholesterol management
tools throughout the year,
including a brochure, newslet-
ters, a cookbook and a book
on healthy living. For more
information visit the American
Heart Association at
www.american.org.

) California’s Ralph Civil
Rights Act, Civil Code sec-
tions 51.7, forbids violence or
threats of violence because of
a person’s race, color, religion,
ancestry, national origin, age,
disability, sex, sexual orienta-
tion, political affiliation or
position in a labor dispute.
Prohibited acts include verbal
or written threats, physical
assault, or attempted assault,
graffiti, vandalism or property
damage. Victims of hate vio-
lence may call the DFEH toll-
free hotline at
866-460-HELP. Further infor-
mation about DFEH and the
Ralph Act may be obtained by
visiting the Department’s web
site at www.dfeh.ca.gov or
800-884-1684.

8 Business Backs
Breastfeeding is a new pro-
gram sponsored by Abbott’s
Ross Products Division.  A kit
is available free to businesses,
health care organizations and
associations, as well as gov-
ernment agencies and offices.
This initiative is in support of
the goal to increase to 75%
breastfeeding initiation in the
hospital and 50% at six
months.  For more informa-
tion visit www.ross.com or
www.abbott.com.

8 The National Diabetes
Education Program has launched
BetterDiabetesCare.nih.gov, a
practical online resource contain-

Vocabulary is one of the
great foundations to a nat-
ural, flowing presentation.

The size and power of your vocab-
ulary influence your ability to per-
suade. Surprisingly, research
shows that the average person
stops expanding his vocabulary at
the age of 25. As a successful pro-
fessional, you must be able to
communicate effectively and pow-
erfully through your vocabulary. If
your language has been reduced to
jargon and buzz words, here are
some techniques that can get you
started toward a more powerful
vocabulary:

• Keep a good dictionary and the-
saurus at home and in the office.

• Read books, magazines and
newspapers voraciously.

• Look up unfamiliar words and
memorize their meanings.

• Make an effort to use words
whose meanings you know but
rarely bring into conversation.

• Look up all the synonyms of
words you use regularly and start
using these synonyms in conver-
sation.

• Read “It Pays to Enrich Your
Word Power” every month in
Reader’s Digest.

Even if you only integrate one-
third of those new words into your
everyday language, it will reflect
in your sales presentations.

Words Build Emotion
Since approximately 90% of

buying is based on emotion, think
about using words in your presen-
tations that build emotion. Those
emotion-filled words must be posi-
tive. In planning your presentation,
think about what you want to say
and how best to say it. Your choice
of words can help create a positive
emotional response in the buyer’s
mind.

Here is a list of a few need-to-
change words and phrases:

Don’t Say Instead Say
Buy Own, Acquire
Cheaper Less Expensive
Commission Professional

Service Fee
Contract Agreement or 

Paperwork
Cost Total Investment
Pitch Presentation
Price Total Value
Sell Help you to own, 

Acquire

Knowing what words to use,
when, and how to use them will
help you give natural, non-threat-
ening sales presentations. n

Bob Schultz can be contacted at 561-368-
1151 or www.newhomespecialist.com.

MARKETING MATTERS

You Don’t Say
The Right Words Make for Strong Presentations
By Bob Schultz

ing tools and links to resources
and references.  For more infor-
mation contact 301-496-3583 or
Joanne_gallivan@nih.gov. n
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EAR Conferences
• Workscape’s Inaugural User Conference
Dates: Jan.18-20, 2004
Place: Scottsdale, AZ
Contact: www.workscape.com/userconference.
• The Daily Practice of Love
Dates: Jan.30-31, 2004
Place: Scottsdale, AZ
Contact: 800-240-5522, email: events@themead-
ows.org, website: www.themeadows.org
• Facing the Shadow; Working with Sexual
Extremes & The Recovery Zone; Helping
Patients
Dates: Feb. 5-6, Tampa, FL, Feb. 19-20,
Baltimore, MD, Feb. 26-27, Detroit, MI
Contact: 800-240-5522, email: events@themead-
ows.org, website: www.themeadows.org
• Bipolar Disorder
Date: Feb. 6, 2004
Place: Oconomowoc, WI
Contact: Rogers Memorial Hospital, 800-767-
4411, 566; www.rogershospital.org/seminars.htm
• Legal Aspects of Child Sexual Abuse
Date: March 4, 2004  
Place: Milwaukee, WI
Contact: Rogers Memorial Hospital, 800-767-
4411, ext. 566; www.rogershospital.org/semi-
nars.htm
• EAPs: The Silver Lining
Date: March 9-12, 2004
Place: Charlotte, NC
Contact: North Carolina Chapter of EAPA,
Margaret Larrea, 717-821-5579 or Melissa
Holmes, 704-355-5021  
• Advanced Workshop for Dieticians
Date: April 2, 2004 
Place: Oconomowoc, WI 
Contact: Rogers Memorial Hospital, 800-767-
4411, ext. 566; www.rogershospital.org/semi-
nars.htm
• American Association of Suicidology;
Working Together to Save Lives
Dates: April 14-17, 2004
Place: Miami, FL
Contact: www.suicidology.org

• Innovative Practices for Suicide  Prevention
Dates: May 4-7, 2004
Place: Montreal, Quebec, Canada
Contact: www.suicidology.org
• Suicide Prevention Advocacy Network
(SPAN)
Dates: May 6-7, 2004
Place: Sacramento, CA
Contact: www.suicidology.org
• Social Workers Making a Difference: The
Power of Social Work
Dates: May 19-21, 2004
Place: Brookfield, WI
Contact: 608-257-6334, website: naswwi.org
• Michigan AADAC Annual Conference
Dates: May 21-22, 2004
Place: Michigan
Contact: 734-254-9333 
• Scottish-American Congress 2004 on
Alcoholism & Drug Abuse
Dates: May 22-30, 2004
Place: University of Stirling, Scotland
Contact: Center for Interpersonal Development,
888-876-7770 website: www.cid1.com
• World Conference on Injury Prevention and
Safety Promotion
Dates: June 6-9, 2004
Place: Vienna, Austria, Europe
Contact: www.sucidology.org
• Boundaries and Ethics
Date: June 11, 2004
Place: Oconomowoc, WI
Contact: Rogers Memorial Hospital, 800-767-
4411, ext. 566;
www.rogersmemorialhospital.org/seminars.htm

E-mail or fax upcoming events 
Employee Assistance Report 

715-258-2448
E-mail: info@

impact-publications.com
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http://voicecafe.optecs.net/cyberl
ingcm/voice.asp
This one-hour presentation and
debate is designed for telecom-
muters at all levels. Whether you
are a seasoned teleworker profes-
sional, or just getting your feet
wet in this area, you will obtain
valuable solutions you can imple-
ment immediately. All you need is
a PC with a loudspeaker and an
Internet connection. Listen pas-
sively, or interact in a live debate
via your keyboard or via a micro-
phone. Connect to a live meeting
through your browser by clicking
on the LOGIN button.

http://telecommuting.about.com/
bljoblist.htm?PM=ss13_telecom-
muting
Log on to this website for a list of
companies that have either formal
or informal telecommuting pro-
grams in use, or use flexible work
options. The list is continually
being updated. If a company that
has telecommuting is not listed,
contact the site’s Webmaster and it
will be added to the list.

www.gilgordon.com/
Telecommuting, Telework and
Alternative Officing consolidates
a wide variety of information
from around the world, and from
many different perspectives, on
the subjects of telecommuting,
teleworking, the virtual office, and
related topics.

Web Watch at Work

www.telecommute.org
The International Telework
Association promotes the eco-
nomic and social benefits of
telecommuting, including devel-
opment of the U.S. telecommuting
sector.

www.tjobs.com
Job seekers may view work at
home jobs, post resumes and
obtain other telecommuting infor-
mation. Employers may also view

job seekers’ resumes, place free
job listings and get information on
how to save money by hiring
telecommuters.

www.telecommute.org
The International Telework
Association & Council (ITAC) is
a non-profit organization dedicat-
ed to advancing the growth and
success of work independent of
location. ITAC sponsors Telework
America and other research. n

Telecommuting
Assistance
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Toxic managers dot the land-
scape in many organizations
making them feel, at times,

like war zones. Toxic managers
undermine organizations in a num-
ber of ways. They divert energy
from productive work, damage
cooperation and knowledge shar-
ing, impair retention of top
employees, weaken morale, and
make poor business decisions.

Bosses or subordinates may not
yet have subjected you to aggres-
sive, manipulative, unethical, rigid
or narcissistic behavior. If so,
count yourself lucky. In time,
however, you will almost certainly
experience such behavior.

Roy Lubit, psychiatrist, man-
agement consultant, and author of
Coping with Toxic Managers,
Subordinates and Other Difficult
People: Using Emotional
Intelligence to Survive and
Prosper, offers advice designed to
help you learn how to recognize
toxic managers sooner so that you
will be better able to protect your-
self. You will develop an under-
standing of what makes them tick
so you can more effectively design
a course of action to deal with
their behavior. Some managers are
toxic because they do not under-
stand their effect on others; some
are toxic because they do not care
if they hurt others; some are toxic
because they enjoy hurting others;
while others are toxic because they
are simply overwhelmed with
stress.

This book can help you learn
how to avoid becoming a scape-
goat, how to survive aggressive
managers’ assaults, and how to
provide work that will satisfy such

managers. Coping
with Toxic
Managers can also
help you recognize
toxic behavior in
yourself, to realize
its impact on oth-
ers, and to contain it.
Coping with Toxic Managers

will help readers learn to under-
stand different types of difficult
personalities and suggest ways to
more effectively deal with them;
thus improving the reader’s social
competence. For those brave
enough to recognize difficult
behavior, it will increase personal

BOOK REVIEW

Coping with Toxic Managers,
Subordinates and Other Difficult People:
Using Emotional Intelligence to Survive and Prosper
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competence as well.
“This book is an excellent

handbook for managers who
struggle with motivating ‘chal-
lenging’ people,” wrote one
reviewer. “It enables the reader to
quickly identify types of toxic
managers and provides guidance
on effectively dealing with each
type. Should be required reading
for anyone responsible for
improving company/individual
performance.”

“This author offers clear, con-
cise writing on a classic business
problem: how to work with diffi-
cult people,” adds another review-
er. “Who doesn’t work with at
least one difficult person? What
organization does not suffer pro-
ductivity or financial loss from at
least one toxic manager?” n
$19.95, Softcover, 272 pages, Prentice
Hall; ISBN - 0131409956.

It’s Costing You...
New survey results indicate

that American employers are los-
ing nearly $300 billion a year due
to incidental absence — defined
as unscheduled, illness related
employee absences of one to five
days. Admittedly unaware of how
these costs effect their bottom
line, employers surveyed by the

Disability Management
Employer Coalition (DMEC)
also say they lack the tools to
address this growing problem.
When ignored by corporate man-
agement, this growing issue
causes tremendous loss in rev-
enue and profitability.

More on this in next month’s
EAR!


