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You Don’t Look Sick
Assisting Individuals with Invisible Disabilities

By Maureen Hotchner

“Parking Lot 
Vigilantes Abuse 
Woman with 

Invisible Disability.” 
This was the headline in 
the January 2, 2015, edi-
tion of the South Florida 
Sun Sentinel.

Shocking? Yet, this is 
precisely what happened 
to 58-year-old Debbie 

Mizrahi, a brain cancer survivor, who faced abuse 
from strangers who accused her of faking her disabil-
ity. It would not be obvious from looking at her, but 
Debbie suffers short-term memory loss, and has a 
handicap placard which she relies on in order to find 
her car. But parking lot vigilantes yelled at her and left 
nasty notes on her car. Worse still, she returned to her 
car to find a bent windshield wiper, snapped antenna, 
and smashed sideview mirrors.

Defining Invisible Disability
Debbie is hardly alone. According to the Invisible 

Disabilities Association (IDA), these types of accusa-
tions and abuses are common for people with invisible 
disabilities. Disabled-World.com defines an invisible, 
or hidden disability as an umbrella term, “that cap-
tures a whole spectrum of hidden disabilities or chal-
lenges that are primarily neurological in nature. They 
are not immediately apparent.

“Although the disability creates a challenge for 
the person who has it, the reality of the disability 
can be difficult for others to recognize or 
acknowledge. Others may not understand the 

cause of the problem, if they cannot see evidence 
of it in a visible way.”

A Pervasive Problem
According to Accessibility.com:
“Most invisible disability metrics in the U.S. say 

that roughly as high as 20% (or more) of Americans 
have an invisible disability. Further, most people who 
have a disability don’t use obvious assistive technol-
ogy like a wheelchair or cane.”
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It’s more likely, then, to meet someone with a hid-
den disability than an obvious one. Since employee 
assistance professionals (EAPs) undoubtedly have cli-
ents with hidden disabilities, it stands to reason that 
EAPs need to be aware of this issue and take mea-
sures to help this underserved population.

Disclosure Remains an Issue
In 1990, President George H. W. Bush signed the 

Americans with Disabilities Act (ADA) into law, a 
landmark civil rights law that prohibits discrimination 
against people with disabilities in several areas, 
including employment, transportation, public accom-
modations, communications, and access to state and 
local government programs.

But despite the added protections, many with 
invisible disabilities still struggle with the decision 
whether to disclose the existence of their disability to 

their employer (or potential employer). Many opt not 
to share this, for one reason: fear. Fear of discrimi-
nation by their boss or co-workers. Fear about being 
passed over for the job or for a promotion. Fear of 
being terminated.

Even upon making the decision to disclose the disabil-
ity, figuring out the right way to do so brings upon its 
own challenges. Is it safe? Who do I tell—my immediate 
supervisor? The HR manager? How will it be received? 
What if they don’t want to grant an accommodation? 

The Spoon Theory
These decisions can be exhausting. Christine 

Miserandino, of ButYouDontLookSick.com, devel-
oped what she calls “spoon theory” to explain how 
incredibly tiring life can be for those with disabilities. 
Looking for a way to explain to her friend what it was 
like to live with an autoimmune disorder, Christine 

came up with spoons as a metaphor to represent a unit 
of energy. As Christine explains:

“I start each day with 12 spoons. In the morning 
after waking up, showering, washing my hair, getting 
dressed and eating breakfast, I have already used up 
six of the 12 spoons. When commuting to work, if I 
do not get a seat on the subway and did not rest well 
the night before, two more spoons are spent. 

“Even though I sit at a desk, I am bone weary by 
the end of the day. At least three spoons have been 
used up at work. Once home, I must decide if I have 
energy left (or a spoon left) to prepare and eat dinner, 
or just flop into bed exhausted.”

Steps for the EAP to Put into Practice
With those thoughts in mind, the following are four 

actionable steps that your corporate clients can put 
into place to support people with disabilities. 

v Encourage HR to embed accessibility into every 
part of their recruitment process as well as your own. 
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have clients with hidden disabilities, 

it stands to reason that EAPs 
need to be aware of this issue 
and take measures to help this 

underserved population.”
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Let people know your company is committed to diver-
sity and inclusion. Consider including this in your own 
EAP’s mission statement. Promote an environment 
where it’s easy to request accommodations. Provide a 
safe place for disclosure. For example, managers at 
Microsoft realized that not enough people with autism 
were hired despite clearly having the knowledge and 
intellect. When they discovered that the problem was 
the interview process, they sought help from a local 
autism support organization. Microsoft was able to cre-
ate an assessment of exercises designed to test team-
work and technical skills. The company’s chief 
accessibility officer stated, “Now we feel confident we 
haven’t overlooked a strong candidate simply because a 
common practice doesn’t play to their strengths.”

v Contact the Jobs Accommodation Network 
(JAN), funded by the Department of Labor) JAN will 
give free, one-on-one consultations, with businesses to 
give guidance and training assistance for accommoda-
tions in the workplace. JAN reports that accommoda-
tions cost little to no money, and that even the costliest 
ones usually do not exceed $500. Go to askjan.org for 
publications, trainings, and resources. The site has a tab 
for Employers and one for Individuals. Their Workplace 
Accommodation Toolkit is a free online resource that 
shows managers how to create a disability-inclusive 
workplace. There are sections for recruiters and hiring 
managers. They even include a section for Role-Play 
Training Videos and Accompanying Presentations. Ann 
Hirsh, JAN Associate Director, is in charge of educa-
tion. JAN has a myriad of courses, most virtual but live 
training can be arranged. Subscribe to their newsletters. 
They offer practical advice for every type of accommo-
dation question. JAN is an extraordinary resource. 

v Provide unconscious bias training for all 
employees. Provide leadership training on how to 
handle requests for accommodations and conduct an 
awareness campaign that focuses on understanding 
and supporting people with disabilities. The goal is 
to create cognitive empathy to help employees “walk 
in someone else’s shoes.” The Society of Human 
Resource Management (SHRM) is an excellent 
resource for unconscious bias training. On their web-
site, shrm.org, they offer hundreds of courses on this 
topic alone. They also offer an Implicit Bias 
Resource Guide. It provides a video, articles, and 
links to books and research articles. Major universi-
ties such as UCLA and Stanford offer these courses 
to the community. In addition, Microsoft e-lesson: 

Editor’s Notebook
After 17 years editing this newslet-

ter, the last four of which have also 
been as publisher, totaling more than 
200 issues, the December/January 
EAR is the last issue you will receive 
in its present form.

It is not a decision made lightly, but many publica-
tions are struggling today, and EAR has not been any 
different. It is certainly MUCH easier to download an 
article you’ve read online for free than to subscribe to 
a given newsletter, etc., but therein lies part of the 
problem. Without printing or mailing costs, digital 
newsletters like this one are certainly less expensive 
to produce than their print versions, but they are still 
NOT without costs, something many people overlook.

A number of you took heed about the repeated 
announcements this year regarding our need for 
renewals and new subscribers to move us into “the 
black” and I thank you! It helped, for a while. With a 
lack of new subscribers, there simply were not 
enough of you to offset expenses, even after we 
switched to a bimonthly schedule.

*****
While I’ve enjoyed editing the EAR, my first love 

has always been writing, and I have started writing a 
book about my mental health journey, tentatively titled, 
“Climbing Out of the Darkness.” In addition, I will 
continue to solicit select writing and editing projects. 
Contact me for a quote.

*****
I’d like to point out that EAR will continue to be a 

solid source of information. 2021-2020-2019 EARs 
will remain available to subscribers on our website at 
www.writeitrightllc.com.

Even more important, thanks to Pat Herlihy and 
Jodi Frey, the International Employee Assistance 
Digital Archive has archived issues of this newsletter 
dating back to 2004.

Check out https://archive.hshsl.umaryland.edu/ 
handle/10713/2345 and type in “Employee Assistance 
Report” and then “go.” It is a treasure trove of info, 
and it’s all free!

Thank you all for reading! 

Mike Jacquart, Editor
(715) 445-4386

mjacquart@writeitrightllc.com

You Don’t Look Sick          cont’d from Page 2
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On the Job

Questions to Ask about  
Return-to-Work Policies

For employees and employers eager to leave 
remote work behind and reclaim a sense of 
normalcy that has gone missing in their profes-

sional lives, September 2021 was long cited as the 
light at the end of the COVID tunnel, a timeline that 
didn’t happen in some locales and/or businesses.

To be clear, there is no one-size-fits-all approach. 
Each company is different with a unique talent base 
and distinctive value. Edelman’s Brian Roy and 
Elizabeth Swiker shared some parameters that can 
help frame the issue with Human Resource Executive.

v Masks, vaccines or both? While Tyson Foods 
and Microsoft are among the latest to require vaccina-
tions, the three major U.S. automakers are returning to 

a mask mandate in factories rather than issuing a vac-
cination mandate prior to full FDA authorization. 
Some are requiring that employees both be vaccinated 
for on-site work and mask while on-site. Decisions 
should reflect the input of employees and the guidance 
of state, local, and industry leaders. Remember there 
are options:

â Mandate example: An employee cannot stay on 
the job without wearing a mask and/or being vacci-
nated. It is a condition of employment.

â Conditional requirement example: All on-site 
employees must be vaccinated. But if an employee is 
not vaccinated, they may stay on the job if they get 
tested regularly or work entirely from home.

v Will your client use carrots or 
sticks? Encouraging and requiring are two different 
things, but in most cases, companies will need to do 
both. Firms need to strike the right balance between 
incentivizing vaccinations with positive reinforcement 
(e.g., an extra day off, cash payments), negative rein-
forcement (e.g., restricting attendance for in-person 
events or at the job site, reserving the night shift for 
non-vaccinated), and diligence around the health of 
workers once the policy is set.

Learn more at https://hrexecutive.com/5-questions-to- 
ask-before-you-revise-your-return-to-work-policies. 

EAR Sends a Big Thank You!
Employee Assistance Report (EAR) is extremely GRATEFUL to all of our loyal subscribers over 

the years. As space allows they include: Cynthia Guertin Anderson, Mark Attridge, Chuck Austin, 
Bonnie Black, Steve Baue, Beverly Brehm, Nick Carter, Janie Chappell, Angeline Celestial,  
Jeff Christie, Annette Cutchins, Dan DeSloover, David Francis, Jodi Frey, Laura Gibbons, 

Kathleen Greer, Eileen Griffith, Tim Hobart, Eileen Hodiak, Pat Hollenbeck, Ruth Javers,  
Karen Johnston, Don Jorgensen, Mary Kowalski, Pauline Krutilla, Paddy Laske, Nicola Leach, 

Allison Lilly, Paul Maccabee, Adam McHenry, Lisa Melink, Cynthia Nichols, Dianne Olcott, 
Gina Penland, Jim Rascati, Cheryl Rogers, Jeremy Schabow, Susan Skinner, Linda Tashbook, 

Pat Teverbaugh, RaeAnn Thomas, Patricia Matthews Wanat, Liz Westcott, and Marion Wicks.
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On the Job

Tech is Great,  
but Something is Missing

By Clint Padgett

If you’re like many employees, you may have 
begun the new year the same way you ended the 
old one – communicating via Zoom, Google Chat, 

email, text messages or some other venue where you 
and the other person were physically apart. Email and 
text messages are a series of one-way communica-
tions, but they are not dialogue.

It’s true these tools offer back and forth communi-
cation, but not in the same way as an in-person con-
versation. And remote work doesn’t offer breakroom 
chats where team members build relationships and 
rapport. Here are some tips and cautionary advice:

Work to overcome technology’s communications 
limits. Be honest, how many times have you misinter-
preted the tone of an email or a static document? Skip 
the emojis and strive to make communications as clear 
as possible.

Put yourself in the other person’s place. If you 
received this text or email, would you understand the 
context without more explanation?

Set up clear, two-way communications. One-
way communications should only be used for simple, 
clear questions that have yes/no answers or are used 

to piggyback on conversations. In other words, it’s 
okay to text or email questions before a conversation 
takes place or for follow-up responses afterward.

Conversations need not be the only form of com-
munication, but they are the most important. When in-
person isn’t possible, video chats like Zoom at least 
provide an opportunity to engage in needed dialogue.

Appreciate technology, value people. Software is 
not an answer, it is a tool. If you choose technology 
over people, your project won’t be successful. While 
communications will be fast, you’ll sacrifice quality, 
clarity, accountability, and, ultimately, success. 

Clint Padgett (www.clintonmpadgett.com) is the Forbes Books 
author of How Teams Triumph: Managing By Commitment.

Workplace Survey

Health Issues Expected to Increase

The vast majority (94 percent) of employers 
said they expect an increase in medical servic-
es in 2022 due to delayed care during the coro-

navirus pandemic, according to a recent survey by the 
Business Group on Health.

The survey, which polled 136 large employers that 
cover more than eight million plan members, asked 
about changes they made to their health-care programs 
and benefits in 2021, while looking ahead to 2022.

Another large percentage (91 percent) of respondents 
told Benefits Canada they’re concerned about long-term 
mental-health issues like depression and anxiety resulting 
from the pandemic, while 76 percent anticipate higher 
chronic condition management needs, followed by a higher 
prevalence of late-stage cancers due to delayed screenings 
(68 percent) and increased disability claims of employees 
experiencing long-term coronavirus symptoms (49 percent).

Read more here https://bit.ly/3n0lVsS. 
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In the News

Motivating the Un-motivated

Perhaps one of the most difficult EAP referrals 
involve previously enthusiastic, energetic 
employees who suddenly begin arriving to work 

late, leaving early, and doing less-than-stellar work. 
While there are MANY factors that might be affecting 
performance, one of the most overlooked involves 
determining why this person is so un-motivated.

Here are some common motivational factors and 
clues for a manager, supervisor, and EAP to look for:

v Belonging – People who are motivated by a sense 
of belonging get energized by being part of a group. 

You might notice them coming up with creative 
ideas for celebrations or suggesting get-togethers.

“When’s the last time we went out for Happy Hour?”, 
they might say. Listen for what they do outside of work. 
Do they spend a lot of their free time with friends and 
family? Do they participate in group events? 

Keep this employee motivated by asking them for 
ideas; designating them as the “celebration coordina-
tor”; and including them in projects.

v Influence – A formal leadership title isn’t 
needed to have influence. Many people are happy 
with an informal leadership role where they can 
influence others. 

You can identify them by their willingness to speak 
for the group. They are the ‘go-to’ person when others 
need answers or reassurance. They are the person the 
team looks to for direction and advice.

Keep this employee motivated by asking them for 
their opinion on matters that affect the group. “How 
do you think the team is going to react to this 
change?” is a simple, yet effective way to let this per-
son know that their position within the group is clear.

v Appreciation – A simple sincere thank you is what 
motivates employees who have this motivational factor. 
They just want acknowledgement for their efforts.

Managers may mistakenly assume the person is full 
of themselves or is just bragging. That usually isn’t 
the case. These employees are looking for some  
recognition. 

Keep these employees motivated by giving sincere, 
specific, and timely appreciation for their efforts. 
Catch them in the act of doing something right and 
comment on it immediately.

v Security – These individuals might obsessively 
worry about their performance. They ask a lot of 
questions. They are excessively concerned about 
change. Some managers assume the person is needy, 
and in a way they are. They need security, reassur-
ance, and confidence in their abilities. 

A manager can help this employee by taking the 
time to answer questions; communicating changes 
early and often; and boosting their confidence by giv-
ing them opportunities to prove they are capable.

v Growth – These employees aren’t satisfied with 
the status quo. They have career goals, and they want 
opportunities to advance. 

Keep them happy and motivated by talking to 
them about what they are interested in doing next 
and creating a career path for them that clearly out-
lines a plan for advancement. Delegating projects is 
a way to provide growth opportunities if a promotion 
isn’t an option.

Summary
Before management gives up on an unmotivated 

employee, they need to challenge themselves how to 
search for clues about how to motivate this individual. 
They might be surprised at what a big change can 
come from a small adjustment. 

Source: Liz Uram, a nationally recognized speaker, trainer, consul-
tant, and author. For more information, visit www.lizuram.com.
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Quick Ideas

Bullying: More Common  
than You Think

Bullying problems at work are much more 
common than many people may realize. 
According to the Workplace Bullying 

Institute (WBI), more than one-third (37%) of 
Americans reported being victims of bullying. 
Bullying can take numerous different forms, 
including:

v Being assigned the impossible task of doing a 
good job without the proper time or training.

v Undermining your efforts to get your job 
done by deleting paper or electronic files, or not 
informing you about important work-related calls 
and emails.

v Receiving snide comments about your appearance, 
background or lifestyle.

v Accusing you of things you didn’t do.
v Trying to discredit you or turn others  

against you.
v Constantly interrupting you so you can’t get any 

work done.

The next step – such as seeking the help of an EA 
professional – will vary, but one thing is for sure: the 
bullied individual must not underestimate the value of 
mental, physical, and emotional health in times of 
extreme stress. 

Don’t Fear  
Performance Reviews

v Prepare for the meeting. Get ready for the dis-
cussion by asking the supervisor for a copy of the 
assessment form that will be used.

v Showcase accomplishments. Highlight any 
awards or other accomplishments since the last formal 
work review. This will show the supervisor how these 
efforts have helped the company.

v Make it a two-way conversation. The supervi-
sor will inform you about areas where you need to 
improve and areas where you are doing well. Don’t 
hesitate to ask questions about the assessment, or to 
request support or guidance.

v Share ideas. Discuss what you hope to achieve 
with the company in the future and be sure to set goals.

v Follow through. Regularly review the goals, and 
keep the supervisor informed of progress. 

Source: Robert Half (https://www.roberthalf.com/)

Quick Ideas

EARs are Online –  
Check it Out!

Readers are reminded that Employee Assistance 
Report (EAR) newsletters dating back to 2004 
can be found in the International Employee 

Assistance Digital Archive. URL for the collection is 
as follows:

https://archive.hshsl.umaryland.edu/handle/ 
10713/2345 and type in “Employee Assistance 
Report” and then “go.” It is a treasure trove of info, 
and it’s free! (This is just for the newsletter itself, and 
not the utilization inserts.)

The Archive is housed by the University of 
Maryland School of Social Work. 

For more information, contact Jodi Frey  
(jfrey@ssw.umaryland.edu) or Patricia Herlihy 
(pherlihy@rockymountainresearch.us) 

Quick Ideas
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In the News

End of an Era:  
EAR Ceases Publishing

It was a different day and age when Impact 
Publications publisher Scott Kolpien 
launched Employee Assistance Report (EAR) 

in 1998.
The internet was still in its infancy, Facebook did 

not exist, and print publications dominated the 
media. Using the successful, 8-page newsletter for-
mat of Job Training & Placement Report (JTPR) and 
Child Welfare Report (CWR) as a guide, Kolpien 
started EAR.

“I was talking to the person in charge of EAP for 
the Marshfield clinic and she said they needed a publi-
cation in the field that was more hands-on to help the 
small- to medium-size EAPs,” said Kolpien. “We then 
put together a free sample and tested the response to 
see if the interest was there. The response was very 

positive, so we moved forward with publishing the 
monthly Employee Assistance Report.”

Early Days
In the early years, EA professionals Beth 

Milanowski and RaeAnn Thomas served as offsite 
contributing editors. As well as taking charge of edito-
rial content, they also produced the popular Brown 
Bagger insert to serve as a ready-made lunch-and-
learn training.

After Milanowski took a job out of state, the pair 
left EAR in 2003, although RaeAnn continued as a 
valued contributor for many years. Karen Kolpien 
served as editor, assisted by Mike Jacquart, who had 
also been editing JTPR and CWR. After cutting his 

continued on Page 9

Use of color, and even photos, was rare during the 
early years of EAR. However, the topic, internet  
addiction, is even timelier today!

While graphics were crude at the time, EAR has 
always covered important workplace and EA topics, 
including suicide prevention.
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teeth as assistant editor, Jacquart was promoted to full 
editor in 2004; his name appearing on the masthead in 
the June issue.

Believing that inserts are what really “sell” a publi-
cation, Kolpien added Posters, Payroll Stuffers, and 
other products, including reference binders and the 
Lifestyle Tips insert, during this time. 

Jacquart’s expertise lied in keeping the editorial 
content solid, bolstering the number of contributors, 
while striving to stay on top of interests and trends 
affecting EA professionals.

EAR Leads to JEA
EAR became a regular contributor to the EA con-

tent on the website of the Employee Assistance 
Professionals Association (EAPA). It was a relation-
ship that was to reap major dividends in 2010, when 
EAPA came calling, in need of a new editor with 
Stuart Hales resigning as editor of EAPA’s quarterly 
magazine, the Journal of Employee Assistance (JEA).

“We (Impact) weren’t the only publishers who sub-
mitted a bid for the JEA, but our knowledge of the EA 
field gave us an advantage when it came to winning 
the bid,” Jacquart stated.

Impact Publications continued to publish both the 
quarterly JEA and monthly EAR for six years, with 
graphics and use of color continuing to evolve during 
that time. Jennifer Heisler and Kim Simmons were 
graphic designers for the fourth quarter 2010 JEA, the 
first one produced by Impact. Designers Clay Miller, 
and then Laura Miller have headed up graphics and 
layout work since that time.

Changing Times
Over the years, Impact slowly transitioned into 

producing continuing education trainings for its fos-
ter parent, adult caregiver, and childcare provider 
audiences, with decreasing emphasis on newsletter 
publishing (JTPR, CWR, EAR). It was with that 
change in corporate direction in mind that Jacquart 
purchased the EAR from Kolpien in 2017. That same 
year, EAR joined a growing industry trend and 
dropped its print version. 

The cost of a one-year subscription to EAR was 
reduced to $99 annually, which was dropped further to 
$89 during the coronavirus pandemic. (In 2019, EAPA 
also switched the JEA to an all-digital format.)

End of an Era          cont’d from Page 8

continued on Page 10

EAR secured an interview with new EAPA CEO John 
Maynard in 2004.

EAR has covered controversial topics like “embedded” 
EAPs since 2006.
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In 2007, critical incident response was addressed in a 
cover story.

By 2017, graphics had improved tremendously, as  
illustrated in this Brown Bagger insert. Ouch!

EAR was thrilled when Bruce Blythe, a widely recognized expert on work-
place violence trends and prevention, agreed to pen a 2013 cover story.

Led by tech expert Marina London, EAR was at the 
forefront of social media trends.

End of an Era          cont’d from Page 9
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“I miss the print days,” Jacquart said. “People are 
just too busy today, and I don’t think they take the 
time to read a digital publication like they did for 
something so tangible that came in the mail, and they 
could hold in their hand.

“What’s more, professionals today seem to prefer 
more immediate resources like webinars, links to single 
articles and others. I’d be happy to discuss potential 
partnership opportunities like these with EAR readers.”

Contributors were VITAL
EAR would have never been successful without its 

steady stream of contributors, who took time out of 
already busy schedules to share their knowledge and 
expertise on various EA topics. They have included, but 
are certainly not limited to: Dave Worster, Tamara 
Cagney, James Rascati, Don Jorgensen, Kathy Greer, 
Leah Szemborski, Tim Hobart, Julia Bain, Dave 
Sharar, Steve Baue, Catherine Mattice, Susan Skinner, 
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in and month out. 

Important workplace topics have long been a staple of 
the Lifestyle Tips insert.
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EAPs are Sailing Ahead
Highlights from 2015 World EAP Conference

Editor’s note: The main intent of 
this article is to pass along key find-
ings from this important gathering to 
enlighten non-attendees. However, 
EAPA’s Conference on Demand is 
also always available for non-attend-
ees. Full information is available at: 
www.eapassn.org/OnDemand/Info. 
The Conference on Demand page is at: 
www.eapassn.org/ondemand. 

SAN DIEGO, Calif. – “Blue 
Sky in San Diego: EAP in 
the 21st Century” was the 

theme at EAPA’s 2015 World EAP 

Conference, held Sept. 29-Oct. 2 
at the Town and Country Resort 
and Convention Center in beauti-
ful San Diego.

DAY ONE – The first-ever 
Critical Incident Response 
Summit, sponsored by the Crisis 
Care Network (CCN), brought 
together industry thought leaders 
to explore the question, “What do 
corporate customers want from 
CIR services, and how can we bet-
ter meet those needs?” Les 
Kertay, Ph.D., medical director 

with CCN, presented a keynote on 
the implications of individual and 
organizational resilience for CIR, 
EAP, and absence management.

A panel discussion, comprised 
of representatives from the 
finance, security and IT, and health 
care professions, talked about the 
organizational challenges that fol-
low disruptive events in their 
unique industries. Gary DeFraia, 
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An eighth-story view of the beautiful Town and Country Resort and Conference Center, 
site of the 2015 World EAP Conference in San Diego.

Recognizing that many EAR readers are not able to 
attend EAPA’s annual world conference, editor Mike 
Jacquart provided a wrap-up of key presentations and 
trends each year. Sunny San Diego was the site in 2015.

End of an Era          cont’d from Page 10
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to Mines. “You need to assess the risks, and know your 
vulnerabilities, liabilities and obligations.”

For the client organization, an impaired executive 
could be a public relations nightmare, and have an 
effect on employees in terms of productivity, and even 
loss of revenue (if the firm loses contracts). The 
impaired executive, meanwhile, is facing: a hit to his 
reputation, loss of revenue, and impact on his or her 
confidence and self-esteem.

Editor’s note: Watch for more in-depth articles from 
some of the conference sessions in future issues of both 
the Employee Assistance Report (EAR) and the Journal 
of Employee Assistance (JEA). 

DAY FOUR – The last day of the conference began 
with the annual 5K fun run and 1-mile walk. Patricia 
Watson, Ph.D., senior educational specialist with the 
National Center for PTSD, presented the concluding 
keynote, “Evidence Based Assessment in Crisis 
Response”. The Annual Awards Luncheon and 
President’s Address were among other highlights.

Each year EAPA recognizes and celebrates the 
achievement of members, individuals and organiza-
tions who have distinguished themselves through their 
work and leadership in the EA profession.

Dr. John Maynard received EAPA’s highest indi-
vidual award, the Lifetime Achievement Award. Other 
award recipients in 2015:

Liz McBride Chambers (EAPA Member of the 
Year); St. Joseph Hospital, Orange, Calif. (EAP 
Quality Award); St. Louis EAPA Chapter 
(Outstanding Chapter Award); and UK EAPA Branch 
(Outstanding Branch Award). 

Book Review

Navigate Your Way through Bullying

Back Off! Your Kick-Ass 
Guide to Ending Bullying 
at Work, by Catherine 

Mattice and E.G. Sebastian 
(Infinity Publishing) offers 105 
practical tools necessary to under-
stand, report, and effectively end 
workplace bullying.

“Back Off! Is a remarkably useful 
and engaging survival guide that can 
help millions of targets, bystanders, 
and bullies that want to change their 
vile ways,” lauds Robert Sutton, 
author and Stanford professor. “I 
was especially impressed with the 
practical and powerful guidelines for 
battling against bullies without 
becoming one yourself.”

Author and speaker Greg S. 
Reid adds, “This book doesn’t let 
you feel like a victim – it forces 

you to take a look at your situation 
and yourself, and be a fighter.”

This book arms readers with the 
information and guidance to suc-
cessfully navigate through the tur-
moil of dealing with workplace 
bullying and the managers who may 
deny the experiences are genuine.

Catherine Mattice, MA, SPHR, is 
the president of Civility Partners, 
LLC (www.civilitypartners.com), a 
consulting firm that specializes in 
developing systemic solutions for 
negative behaviors in the workplace.

E.G. Sebastian is a leadership 
development coach and the presi-
dent of E.G. Performance Solutions 
(www.egsebastian.com). 

Tinyiko Chabalala of South Africa poses with Editor Mike Jacquart 
at a reception hosted by Chestnut Global Partners.

World EAP... cont’d from Page 4

Meeting EA professionals from around the world has 
been a real privilege.
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Unconscious Bias (mslearning.microsoft.com) offers 
a comprehensive course open to the public. Compare 
that to a one-day training given by training profes-
sionals that can cost up to $6,000.

v Start an Employee Resource Group. This is a 
platform for members to share their unique experi-
ences, with common interests such as gender, race, 
ethnicity, sexual orientation, or disability. ERGs are 
an excellent way to promote diversity and inclusion 
with a company. These peer-led groups offer another 
resource and sources of support for people with dis-
abilities. There are six basic steps to creating a suc-
cessful Employee Resource Group:

â Check with management first as it is impor-
tant to identify an executive sponsor. Also, you will 
be requesting a budget to support the activities of 
the group.

â Evaluate the client company’s needs and iden-
tify a resource. For example, is there a group that is 
underrepresented in your organization? ACCESS 
(https://www.accesscommunity.org/node/327) and 
Pride & Allies (https://americas.societegenerale.com/
en/careers/get-know-diversity/pride-allies/) are among 
the many possibilities.

â Do an employee pulse survey to get feedback on 
what topics employees are interested in most.

â Once a topic is chosen, develop outreach 
strategies and generate interest for the group. Reach 
out to employees through a company newsletter, 
e-mail blasts, flyers, and inserts and events such as 
a welcoming breakfast.

â It’s necessary to name the group, set a mission 
and goals, design the structure, and assign roles or 
officers within the group.

â Measure success. This is another way of 
determining if goals were achieved. For example, 
did we consistently recruit new members each 
month, did we publish a quarterly newsletter, did 
we conduct one annual event. And did we form new 
peer support groups?

A Word on Remote Work
Make working remotely a standard option, even 

after COVID-19 restrictions are lifted. It may be nec-
essary to work with Human Resources. The lock-
downs were a boon for employees with disabilities, 
who had been requesting this accommodation for 
decades, often with little success. The ability to work 
without a daily commute and utilize accommodations 
in the home was an incredible game changer for many 
employees with disabilities.

Summary
For people with disabilities—especially invisible 

ones—life can be daunting. By treating them with 
compassion, empathy, and respect, we can not only 
make their lives easier, but we can also strengthen our 
corporate clients’ organizations in the process. 

Maureen Hotchner is a licensed mental health professional, 
specializing in Workplace Mental Health. Her behavioral 
health trainings help identify problems and offer solutions to 
restore equilibrium and boost productivity in business. Maureen 
is the owner of Hotchner Workplace Wellness  
(https://hotchnerworkplacewellness.com). 

Editor’s note: Recognizing something was “off” with my mental 
health, I solicited my wife’s EAP in 2002 and was diagnosed 
with ADD and depression. Two years later, I was editing a 
publication for EAPs!

You Don’t Look Sick          cont’d from Page 3

Studies Confirm ROI  
in Hiring Individuals  

with Disabilities
While EA professionals aren’t typically involved in 

the employment process, they are surely aware that 
many of their clients are finding hiring difficult in the 
post-COVID work environment. As it turns out, hiring 
individuals with disabilities not only offers an answer, 
but it is also a profitable business strategy.

Findings from a joint study conducted by 
Accenture, Disability: IN, and the American 
Association of People with Disabilities yielded impor-
tant findings, which demonstrated that companies that 
provide an inclusive working environment for 
employees with disabilities achieved:

• An average of 28% higher revenue;
• 30% greater economic profit margins; and
• Double the net income of their industry peers. 

Hiring those with disabilities and then treating 
them with respect, dignity, and without discrimination, 
helps increase the bottom line by lowering turnover 
rates, increasing productivity, creating a more 
empathic corporate culture, generating fresh perspec-
tives to different ways of doing business, and may 
even open up the company to certain tax benefits. 

– Maureen Hotchner


