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The New Parity Law —
What it Means for EAPS

By John Maynard, Ph.D., CEAP
& Marina London, LCSW, CEAP
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Others have predicted the oppo-
site reaction, that some employers
could avoid parity requirements by
dropping mental health and sub-
stance abuse coverage in their health
plans entirely and relying on the
EAP to meet all mental health and
substance abuse needs.

Inany case, it's clear that the
year-long process of crafting imple-
menting regulations for the Parity
Act, currently being undertaken by
three government departments, isa
crucia time. The Parity Act applies
to health plans.
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managed care

service provided
to a company by a single managed
care vendor.

Even for EAPs not fully integrat-
ed with managed care plans, the par-
ity law may have important
implications. If employers see dupli-
cation between mental health or sub-
stance abuse services provided under
their health plan and services pro-
vided by the EAP, they could be
tempted to eliminate the EAP — or
at least curtail some of the services
offered by the EAP. EA programs,
regardless of their organizational
structure, will need to focus on ser-
vices that are complementary to the
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Parity Act
at a Glance

> The Paul Wellstone and Pete
Domenici Mental Health Parity and
Addiction Equity Act requires that, if a
health plan covers mental health and
substance abuse services at al, then
financial or treatment limitations on
those services can be no more
restrictive than financial or treatment
limitations for medical or surgical
benefits offered in the same plan.

> The requirement for parity
includes provisions such as annual
and lifetime benefit limits, co-pay-
ments, deductibles, limits on the fre-
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New Parity Law  continued from Page 1

health plan, but not duplicative of
the health plan.

Challenge for EAP Field

The challenge for the EA profes-
sion is highlighted by a recent sur-
vey conducted by the National
Business Group on Health (NBGH),
anon-profit organization represent-
ing over 300 of the nation’s largest
employers, which found that
employers “may not sufficiently dif-
ferentiate EAP services from
employee health plan benefits....”

In response, NBGH recommended
that, “In al circumstances, EAPs
should be structured as an indepen-
dent human resource function in
relation to employee health benefit
plans and related human resource
functions.” [Rothermel, S. et al
(December, 2008). An Employer’'s
Guide to Employee Assistance
Programs: Recommendations for
Strategically Defining, Integrating
and Measuring Employee Assistance
Programs. Washington, DC: National
Business Group on Health; p. 18]

To define and align EAPs appro-
priately within an organization, the
NBGH Employer’s Guide identified
three necessary defining EAP char-
acteristics:

» “EAPs provide strategic analy-
sis, guidance and consultation
throughout the organization to
enhance performance, culture,
and business success.

» “EAP professionals are human
behavior/psychological experts
who are trained in and apply
the principles of human behav-
ior to direct interactions with
management and employees.

* “The goal(s) of an EAP are
established to optimize an
organization’s human capital
potential.”

These considerations reinforce
EAPA’s long-standing emphasis on
defining EAPs as workplace perfor-
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mance programs instead of as health
care benefits.

Dr. Eric Goplerud, Research
Professor at the Center for
Integrated Behavioral Health Policy
at George Washington University,
agrees. He says, “EAPs need to
demonstrate that they are a unique
business-oriented service...through
research that shows their importance
to the safety, productivity, and cul-
ture of the company.”

Core Technology

For decades, effective EA pro-
grams have offered far more than
just services that might be confused
with health plan services. The seven
components of the EAP “Core
Technology,” recognized as repre-
senting the essential components of
any EA program, clearly differenti-
ate between an EAP and a health
plan. Four of the seven Core
Technology functions (#1,5,6,7) do
not involve direct services to indi-
vidual clients at all.

The other three core functions
may or may not overlap with health
plan services depending on the par-
ticular design and structure of the
EAP. [The Core Technology compo-
nents and the EAPA Standards and
Guidelines for EAPs can be found
on EAPA's website at
Www.eapassn.org/public/pages/
index.cfm?pageid=869 .]

Summary

EAPA will continue its |eadership
role in educating government poli-
cy-makers and those who are devel-
oping the implementing regulations.
Meanwhile, we encourage all EA
professionals to be thoughtful and
cognizant of the implications of how
they design and present their EA ser-
vices to employers and employees.

When possible, we suggest that
EA professionals begin a dialogue
with the companies they serve to dif-
ferentiate EAP from health plans by
clarifying the full scope of the EA
role and the potential value that care-
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fully designed and constructed EA
sarvices can bring to the organization.

For the full text of the Parity Act,
visit the Library of Congress
THOMAS website at
http://Thomas.loc.gov. Search for
“HR 1424." m

John Maynard is Chief Executive Officer with the
Employee Assistance Professionals Association
(EAPA), while Marina London is Manager, \Web
Services with EAPA. Parity legislation, its evolv-
ing implementation rules, implications for EAPs,
and related marketplace devel opments will be
explored fully at the 2009 Annual World EAP
Conference, to be held Oct. 21-24 in Dallas, TX.
For more information, visit www.eapassn.org.
Editor’s note: See also the April 2008 articlein
EAR, “ Mental Health Parity...New Law Seen as
Important Sep.”
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Parity at a Glance  contd from Page 1

quency of treatment or on the num-
ber of visits or days covered, or
other limits on the scope and dura-
tion of treatment. The Act also
requires that out-of-network cover-
age for mental health and substance
abuse must be consistent with out-
of-network coverage for medical
and surgical services.

> The law does not require that a
plan must include mental health or
substance abuse benefits; however
if the plan does include such bene-
fits, the requirements for parity
apply. Currently, over 90% of
employer-sponsored health plans do
include coverage for mental health
and substance abuse services.

> The law exempts individually
purchased health plans and health

plans sponsored by an employer
with 50 or fewer employees.

> The law also provides a one-year
exemption for employers that can
demonstrate actuarially that imple-
menting parity has increased costs
by more than 2% in the first year or
1% in subsequent years. However,
the Congressional Budget Office
has estimated that parity islikely to
increase costs by only 0.2%-0.4%
per year.

> Health plans can still use man-
aged care techniques, such as uti-
lization review, to limit access to
benefits. Upon request by current or
potential participants, beneficiaries,
or providers, plans must disclose the
criteria they use to determine med-
ical necessity, and they must dis-
close the reason behind any denial
of aclaim for mental health or sub-

stance abuse treatment. m
— John Maynard & Marina London.

Editor’s note: May is National Mental
Health Month.
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Editor’s Notebook

I| Inmy nearly 5
| Yyears as editor of
EAR, I've never
seen a topic domi-
nate online “buzz”
as much as mental health parity;
hence it appears as the cover arti-
cle for the second-straight month.

When one considers the ramifi-
cations of thislandmark legisla-
tion, perhaps interest in this
subject isn't so surprising. What
lies ahead? Communication, for
one, appears crucia. Asthe
authors of this month’s cover arti-
cle state, “...we suggest that EA
professionals begin a dialogue
with the companies they serve to
differentiate EAP from health
plans by clarifying the full scope
of the EA role....”

Unfortunately, it appears the
full implications of this milestone
bill on EAP will remain largely a
guessing game until regulations
governing parity are fully in place
in 2010. In the meantime, | agree

with William Moyers (see April
EAR) that EAP needs to be in-tune
with health care reform debate, or
parity gains might end up being
largely for naught.

* % % %

EAR recognizes the importance
of covering multiple topics in this
newsletter — and we are respond-
ing to requests for coverage about
financial issues in wake of the
current economy. Among others,
also watch for upcoming stories
on DOT and the SAP process,
more grief in the workplace, and
more about the impact of layoffs.

However, our editorial schedule
is never etched in stone. We're
happy to switch gears and publish
additional items of interest at any-
time. Call or email us with your
guestions or story suggestions.
Until next time. m

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

Resources

“B EAPA Webinar Series Archive.
Need CEUs or PDHs on work-
place mediation? Coaching?
Ethical considerations? If so, visit
www.eapassn.org/public/pages/ind
ex.cfm?pageid=1070.

Taking Charge of Anger: How
to Resolve Conflict, Sustain
Relationships, and Express
Yourself without Losing Control,
by W. Robert Nay, $16.95 list
price, Guilford Press, www.guil-
ford.com. If anyone has ever urged
youto“getagrip—or else”
anger expert Dr. Robert Nay offers
a six-step plan that can help you
regain control, even in the most
stressful, hot-button situations.

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

“B The Suicide Prevention Action
Network is a nonprofit that chan-
nels the energy of those touched
by suicide into action and advoca-
cy, while promoting partnerships
among all who are dedicated to
preventing suicide. Visit
WWW.Spanusa.org.

Treating the Aching Heart: A
Guide to Depression, Stress, and
Heart Disease, by Lawson R.
Wulsin, MD, $22.95, Vanderbilt
University Press, www.vanderbil-
tuniversitypress.com. “Broken
hearts’ are not simply lyricsin
songs — there IS a connection
between depression and heart dis-
ease. The author explains how this
cycle can be broken. =
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Money Matter$

Keep Contributing to Your 401(k)

got avery good retirement-sav-

ings vehicle that’s probably had
arough year. However, while you
might have been tempted to toss
your statements without looking at
them, you don’t want to throw away
the opportunity to continue con-
tributing to your 401(k).

The contribution limit for 401(k)
plans increased from $15,500 in
2008 to $16,500 in 2009. And if
you're 50 or older, you can put in an
extra $5,500 in 2009, up from
$5,000 in 2008.

Still, how can you reassure your-
self you're making the right move
by continuing to fund your 401(k) or
similar plan. Consider:

M Know your risk tolerance. If
big losses are causing you to lose

I f you have a401(k) plan, you've

sleep, you may be taking on too
much risk. You may need to rebal-
ance your portfolio so you have a
greater percentage of conservative
investments. Keep in mind, though,
that because these plans are
designed to build resources for
retirement, you'll likely need some
growth potential.

M Don’t overload on company
stock. Diversify holdings among the
various investments available in
your plan. While diversification can-
not guarantee a profit or protect
against loss, it can help reduce the
effects of market volatility.

M Adjust your investment mix
over time. Periodically evaluate and
adjust the investment mix in your
401(k). When you' re young, you can
invest more aggressively because

you have more time for the market
to recover. As you get closer to
retirement, you may want a more
conservative portfolio that'll be less
susceptible to big market drops.

Summary

Your employer may offer a
matching contribution; if you don't
accept it, you're literally walking
away from “free money.”

Certainly, declinesin 401(k)
statements are upsetting, but if you
stop contributing you'll have a much
harder time reaching retirement
goals. m

Source: Edward Jones Investments, www.edward
jones.com. Consult a local Edward Jones financial
advisor for additional information. Editor’s note:
For another Money Matters article, see also this
month’s Lifestyle Tipsinsert .

How Smart Companies Bail Themselves Out

or owner, you may well be won-
dering: Who's going to bail me

out? The answer, of course, is“No
one.” Not the government, not the
new president, not your customers.

According to George Ludwig, an
international speaker, trainer, and
corporate consultant, the answer is
to use smart, time-tested business
and sales strategies to bail yourself
out. The following are among
Ludwig's suggestions:

> Put the economy in per spec-
tive. The economy has been falling,
not failing. 1t's down, but it's down
from the biggest economic boom of
al time, the biggest housing boom of
al time, and the easiest [oan require-
ments of al time. “We're all going to
have to work harder and smarter than
ever before, but sales opportunities
are il available,” states Ludwig.

> Replay the crisesthat you've
overcomein the past. Virtualy
every person and business has con-

I f you're a business professional

quered at least one crisis. Now's a
good time to reflect on those memo-
ries and remember how you came
through those crises. Remind your-
self that tough times never last, but
tough people do.

> Decide that you will make it
through the slow economy. We
can’'t control the events of our lives,
but we can control what we decide
to think, believe, feel, and do about
those events.

> Keep training to get better.
If there's ever atime to keep getting
better at what you do, it's during a
down economy. Continuously learn-
ing and improving is the only way
to be more effective and efficient.

> Sep up high-impact sales
activities. During a tough economy
it becomes critical to spend a
greater percentage of time selling or
prospecting to well-qualified ideal
buyer types face-to-face or on the
phone. “ Recent research confirms
salespeople on average spend only

90 minutes per day in high-impact
selling activities,” Ludwig says.
“That's a death rattle in atough
economy. Everyone must...schedule
quality high-impact selling time
every day....”

> Take the modeling-for-suc-
cess shortcut. Find a mentor, coach,
or colleague who's achieving the out-
comes you desire and model hisor
her approach. “Thisis simply a short-
cut as opposed to the trial and error
approach most people take in thelr
pursuit of success,” Ludwig says.

Summary

“...\We must participate in our
own rescue, be accountable for our
actions, and realize thereis no point
in waiting for the government or
anyone else to throw us a lifesaver,”
Ludwig concludes. =

George Ludwig is president and CEO of GLU
Consulting, and author of “ Power Selling: Seven
Srategies for Cracking the Sales Code,” $19.95,
Kaplan Publishing, ISBN: 0-7931-8571-8.

4 EA Report

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

May 2009




Workplace Survey

Management Cited as
Main Reason Good Workers Quit

hen top performers
decide to jump ship,
managers may want to

consider alittle self-reflection, a
recent survey suggests. More than
one-third (35%) of executives
interviewed said good employees
are most likely to quit their jobs
because of unhappiness with man-
agement. Thisis up from 23%
when the question was asked five
years ago.

Limited opportunities for
advancement was the second most
common answer, cited by 33% of
respondents.

“Professionals seek strong lead-
ership, particularly during times of
uncertainty, and they also want
managers they can learn from and
who take an interest in their
careers,” sad Max Messmer,
chairman and CEO of Robert Half
International, which conducted the
study.

Andrew O’ Keeffe, author of
The Boss, adds; “In a bad econo-

my, it's more difficult to find a
new job, so managers find that
their power-base is increased and
workers discover that they have
little choice but to cater to the
whims of their superiors. ...Ina
civilized society, happy workers
should not be a dying breed.”

O’ Keeffe cites other statistics
from a number of studiesto
demonstrate this point:

o Of 23 factors that determine
what most causes a person to
stay or leave an organization,
the leading reason is the qual-
ity of the manager (Corporate
Leadership Council).

* |n astudy of 60,000 exit
interviews, 80% of people
who resign from their job do
S0 to escape their immediate
manager (Beverly Kaye and
Sharon Jordan-Evans — Love
‘emor Lose‘em).

Most employees who are |ook-
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ing for anew job will send out
warning signals. Robert Half iden-
tifies the following five red flags
for supervisors to be aware of:

> A noticeable changein atti-
tude. A formerly enthusiastic staff
member may seem withdrawn and
indifferent. In addition to examin-
ing the individual’s performance,
look for changes in behavior in
team settings.

> Longer lunch breaks and
frequent absences. This may be a
sign that someone is using the
time for job interviews. It also
could indicate the person is bored
with the work.

> Missed deadlines and
increased errors. Everyone miss-
es adeadline from time to time,
but apathetic workers make it a
habit — one that can throw off the
efficiency of an entire department
or company. Numerous errors
from a previously conscientious
employee are a sign of disengage-
ment and may signal lost interest
and an impending departure.

> More professional attire.
An employee who shows up for
work wearing suits even though
your company has a business casu-
a dress policy may be going on
job interviews with other firms.

> A drop in productivity. A
decline in performance or work
quality and increased forgetfulness
about deadlines, meetings and
appointments could indicate a
worker who is gradually discon-
necting from the job.

Sources: Robert Half International,

www.rhi.com; and News and Experts,
www.newsandexperts.com.
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Conflict Management

Get Everyone on ‘the Same Page’

Conflict occurs when people
have differences, yet they do
not discuss them openly. The
following are afew of the ways that
organizations can help employees
and managers prevent and resolve
conflict:

M Make surethereisa com-
mon under standing about dead-
lines and responsibilities. Too
many conflicts occur because man-
agersfail to provide employers with
information related to their job
responsibilities and the company in
general. It isimperative that priori-
ties and deadlines are clear to
everyone.

M Recognize that conflict will
occur. Conflict is not a bad thing
when it’s done without anger, nega-
tivity, or hurt feelings. In fact,
change and opportunity frequently

Stress Management

“The time spent in com-
municating these differ-
encesiswell worth it...”

involves conflict. Thisis actually
much better than ssimply “rubber-
stamping” decisions as they move
up the corporate ladder.

Everyone needn’'t agree on a
given topic, but different opinions
should be hashed out objectively.
Keep disagreements focused on the
issue, not personalities, and conflict
problems will be minimized.

M Utilize per sonality assess-
ment tools. Personality assessment
tools not only enhance hiring deci-
sions — they aso help co-workers
and managers better understand dif-
ferent personalities. Armed with this

understanding, conflicts can be
reduced.

The Predictive Index®, for
instance, uses colors to illustrate
how personalities differ, and how
these differences can affect deci-
sions in the workplace. For
instance, “oranges’ are highly
assertive personality types that may
interpret a“gold” employee as not
caring enough about his’her job or
the company — when in fact this
individual merely has a more sub-
dued, laid-back personality. The
time spent in communicating these
differencesis well worth it in terms
of the misunderstandings and con-
flictsit’ll help you avoid. =

Sources: Patti Fralix, author of “ How to Thrivein
Spite of Mess, Sressand Less,” and Dina Beach
Lynch, former ombudsman for Fleet Bank. Editor’s
note: See also this month’'s Brown Bagger.

Leading in the Age of Anxiety

hereisn’'t aways a lot that
I can be about circum-
stances, but there are

things that can be done about
managing our reactions to them.

With thisin mind, helping an
organi zation manage excessive,
chronic anxiety during these trou-
bling times should be a high prior-
ity among workforce managers.

Overly anxious, emotional
employees cannot truly be expect-
ed to think clearly, rationaly, and
objectively. Anxiety may exist in
spades today, but the following
are afew suggestions for man-
agers and supervisors to at least
help reduce anxiousness:

> Sriveto be a predictable
leader. The policies, procedures,

6 EA Report

mission statements, etc., of an
organization need to be aligned
with the emotions of thosein
charge. Employees tend to disre-
gard rational systems (e.g. compa-
ny manuals, policies, etc.) when
they see that the emotional aspects
of the workplace rewards them for
doing something else.

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

Put another way, the adage,
“values are caught more than
they' re taught” also appliesin
the workplace. For instance,
officially stated goals, job
roles, etc., should fairly accu-
rately describe the decisions and
personalities of management. It
simply doesn’t add up if a super-
visor preaches the need to be calm
and rational, and then “flies off
the handle” later in the day. If this
isin fact the case, you most likely
are working for an overly anxious
organization.

> “Detriangle” yourself. Any
relationship between two people
seeks to stabilize itself by pulling

May 2009



Anxiety continued from Page 6

in one or more third parties. This
processis called “triangling.”

Suppose you have a conflict
with a co-worker (let's call him
Mike). Because the two of you
can't reach an agreement, anxiety
builds. You as the manager decide
to draw in athird colleague (let's
call her Mary) to get her “on your
side” and relieve your anxiety.
You've created atriangle: you and
Mary against Mike. Triangles are
natural to a certain extent, but they
can create even more anxiety. To
“detriangle” yourself:

1. Look for the objective cause
of the anxiety that has led the
triangle to rise.

2. Take sides with issues, not
people.

3. Maintain an independent one-
on-one relationship with each
of the individualsin the trian-

gle.

Summary

Since anxiety is a complex phe-
nomenon, these suggestions repre-
sent only atip of the iceberg. An
organization may need profession-
al help (such asthe EAP) in iden-
tifying its many forms and sorting
out its root causes.

But don’'t despair — managers
who make an effort to rise above
their own anxiety, may start a “rip-
ple effect” that transforms the
entire company. =

Source: Jeffrey Miller, management con-
sultant, coach, and author of “ The
Anxious Organization, 2nd Edition: Why
Smart Companies Do Dumb Things,”
$19.95, Facts on Demand Press. For more
information, visit www.anxiousorg.com.

On the Job

Let's Call PowerPoint
What it Really iIs —
Corporate Karaoke

By Chris Witt

Have you ever been bored by a
PowerPoint presentation? Of course
you have — it's an endless succes-
sion of bullet points, cheesy graph-
ics, and lame specia effects. And
the presenter regurgitating every-
thing that’s on a slide you' ve already
read. Who wouldn’t be bored?

Let’'s call PowerPoint what it
really is— corporate karaoke. We
endure it even though it bores audi-
ences, trivializes content, and pushes
speakers to the side of the stage
where they interact with their slides,
not with the audience.

Businesspeople (and those out-
side the business world) have come
to equate giving a presentation with
using PowerPoint. But this program,
even when used well, should be
used sparingly. It addresses the facts,
but it doesn’t motivate, inspire, or
influence an audience.

Increase the impact of your
speech or presentation by decreasing
your reliance on PowerPoint and by
following these rules:

1. Beyour sdlf. Use the same words
and phrases typicaly used in conver-
sations. Use the same gestures as
well, only make them slightly bigger.
2. Establish rapport with your
audience. Get settled first; arrange
your notes, adjust the microphone,
etc. Next, establish eye contact with
one person. Take a breath. Look at
another person. Take another breath.

Then, and only then, speak. Your
quiet confidence will get the audi-
ence’s attention and add power to
your message.

3. Show people how they'll

benefit. Tell your audience — don’t
make them guess — how your idea,
product, or service will help them
solve a problem or achieve a goal.

4. Be brief. People are busy,
stressed, and distracted. Say what
you need to say as powerfully and as
briefly as possible and sit down.

5. Be clear. Limit the scope of your
presentation. Present only as much
evidence and explanation as your
audience needs.

6. Tell a story. Audiences enjoy and
remember stories. Tell about some-
thing in your life that changed how
you think or feel.

7. Use Q and A well. Question-and-
answer sessions engage the audi-
ence, and give you a chance to
gauge how well they’re grasping the
main points. For every eight to 10
minutes you' Il be speaking, allow
two to five minutes for Q&A.

Summary

Stop assuming that you have to
use PowerPoint just because every-
one else does. Treat it like karaoke
— something that should be used
rarely and only under the right cir-
cumstances. =

Chris Wtt is the founder of Witt Communications,
and author of “ Real Leaders Don't Do
PowerPoint.” For more information, visit
WWW.wittcom.com.
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Workplace Surveys

Tips for Leading Through Layoffs

s massive layoffs continue to
A make national headlines,

people believe it's not a mat-
ter of if, but when, their organization
will be next.

According to arecent online poll
conducted by Vital Smarts, a Utah-
based corporate training company, 3
out of 4 people believe their organi-
zation is likely to issue layoffsin the
next 12 months. And 1 in 3 workers
believe their job is at risk today.

But perhaps no one fears layoffs
more than the managers who have to
issue them. Feeling the pressure of
doing such a dirty job, managers
become so embroiled in crisis that
they surrender their leadership
focus. The result is shattered trust
and battered morale among leftover
employees.

Joseph Grenny, co-author of the
bestseller, Crucial Conversations,
says that in a downturn, the funda-
mental job of leadersisto ensure
that surviving employees focus on
building the future. He offerstips to
help leaders lead through layoffsto
restore trust, productivity, and
morale:

1. The way you treat those leaving
determines the trust you have
with those staying. Workplace
“survivors’ watch and draw conclu-
sions about how management treats
them in tough times. Be honest,
proactive, generous, and caring. If
you come across any less, you'll
pay for it for years to come.

2. If you can’t offer job security
offer job predictability. Clearly
communicate the timing of future

reductions, where they will be tar-
geted, and how much notice
employees will receive. Helping
reduce the psychological costs of
fearing the unknown increases trust
between labor and management.

3. Build confidence in the future
as much asyou share bad news
about the present. Leaders become
so defensive about announcing bad
news that they hide from employ-
ees. Instead, leaders need to sell
their plan to secure the future even
more than they talk about the tough
decisions of today. If they don't,
employees lose confidence and suf-
fer “survivor's syndrome” as they
simply wait for the next shoe to
drop. m

Source: Vital Smarts®, www.vitalsmarts.com.

Managing Off-site Employees a 21st-century Reality

ith businesses becoming
Wi ncreasingly global, main-
taining dispersed employ-

ees and identifying key tools for
optimizing their efficiency have
become even more vita to business
SUCCeSS.

To make managing an employee
off-site work, several factors must
be taken into consideration, accord-
ing to areport recently released by
The Conference Board.

“The issue of whether or not to
alow employeesto work at adis-
tance is no longer a cost benefit
issue — it is simply the reality of
doing business,” says Linda
Barrington, research director and
labor economist at The Conference
Board. “And effective management
of dispersed employeesis akey to
success in that new reality.”

Key findings of The Conference

Board repor t include:

> More than 60% of the respon-
dents surveyed agreed that managing
same-site employees is easier than
managing distance employees.

> Nearly 80% of respondents
believe that the extra costs of
enabling employees to work at adis-
tance pay off.

> Managers perceptions of the
job they’re doing differs from that of
distance employees — 53% of man-
agers surveyed reported spending
more than an hour aweek develop-
ing working relationships with dis-
tance employees, whereas only 18%
of employees believed that their
managers spent that much time with
them.

> Five practices were found to
be effective in distance teams:

¢ In-person meetings,

¢ Clear agreements on accessihility;

» Good use of group software;

* Adequate company support;
and

o Clearly defined roles for mem-
bers.

“Great distance managers must
first and foremost be inclusive,
empowering, supportive, and trust-
worthy,” states Pete Linkow, author
of the report. “Then, they must mas-
ter the fundamentals of manage-
ment, like setting goals, evaluating,
giving feedback, and coaching.
Finally, they must be superb at three
competencies — cultivating relation-
ships, focusing on outcomes, and
developing employees.” =

Source: “ Meeting The Challenges of a Dispersed
Workforce: Managing Across Language, Culture,
Time and Location,” Research Report #1432-08-
RR, The Conference Board, www.conference
board.org.
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