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B | know employees with PTSD includes a range of symptoms that affect memory, concentratin
Posttraumatic Stress Dis- emotions, and the senses, so it's possible your engloyk request
order (PTSD) are covered some accommodations so he or she can adequately pesfsential
by the Americans with functions. Not all employees exhibit symptoms at workydéir em-
Disabilities Act, but is ployee shares his or her diagnosis of PTSD with yoosider options
there an idea source on for making accommodations. Also, talk to your human ressuaclvisor
accommodations? or appropriate management advisor. The EAP is also biaila assist

you in a consultative capacity, as it would be with ampleyee. Check
out the very useful resource offered by the federal gowent, www.
askjan.org, for great ideas on accommodating almostligapility.

W\What is fear of success? Is Fear of succeshas been discussed in psychology journals for decades. @ou

this problem something a also will find many references to it in contemporatgrature. Fear o
supervisor should help an success is created by anxiety associated with the aniocige reaching a
employee overcome or goal. The phenomenon usually is outside the awarendbs person ex-
would this be strictly an periencing it. Like most achievements, positive and negatvese-
EAP issue? guences and the need for change usually result. If chaltpregiough,

these factors may produce anxiety resulting in procrastmahe inabil-
ity to complete assignments, failure to anticipate @naislthat undermin
the goal, distractions, beliefs about the unattainaéiera of the goal, o
behaviors that undermine action steps to the goal’s tioetgpletion.
Would-be goal achievers are usually not aware of howdhbotage thei
own success and often are baffled by the inability tompett they desire.
You can’t be a psychologist of course, but you can bglinsisting on
timely achievements, results, accountability, and vohigptaccepting
help from the EAP. Each can play a helpful role.

B! am sure many employ- A recent MetLife Study of Employee Benefits Trends discovered that abou

ees experience financial 44% of employees live paycheck to paycheck, and nearly 60%eay:
problems, but | don’t concerned about having enough money to make ends meet pbtgse
hear much talk about it. would agree that financial stress is difficult with #scompanying worr
Besides stress and worry, and distraction, but this is only part of the story. M@apple endure fi
how can employees suffer nancial stress alone because of stigma, fear of beingduagethers, o

from financial problems? feeling guilty because of overspending. These issues amdmployee
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W | am in favor of employ-
ees using the EAP to help

them manage stress, and |

am happy to encourage
them to do so, especially
during these stressful
times. What can | say to
increase their motivation
to consider the program?

M | think awareness of the
symptoms of burnout is
important for employees
so they can consider get-
ting help early. Are there
measurable and docu-
mentable symptoms of
burnout that supervisors
should know so they can
document this condition
and refer employees to
the EAP?

NOTES

from seeking help, even from a trusted EAP. Financiakstcan contrib-
ute to headaches, backaches, ulcers, increased blood preleqression,
anxiety, and panic. Many employees will cope with finansie¢ss using
denial, “magical” thinking, and/or coping strategies thdieve fear but
don't solve their problems. As problems worsen, riskaases for falling
prey to payday loans, Internet schemes, gambling, or othérrisk
“remedies.” Financial problems diminish one’s sensaubbnomy, feelings
of security, and self-control. So with financial probfecome increased
workplace absenteeism, diminished workplace performasoe, depres-
sion. All these things can adversely affect productivity.

When encouraging useof the employee assistance program, go beyond

merely mentioning the program as a helpful resourcee&ser motivation
to use the program by reinforcing important aspects oE#ie’s unique
approach, particularly its confidential nature. Also disavand renounce
the stigma of seeking professional help for a persondligmo State that
you will not allow harm to come to the employee’b jor career situation
simply for using the EAP. This position is consisteinthvany organiza-
tion’s policy establishing the EAP. It can be helpful temtion specific
types of problems many employees experience and thaparapaiate for
taking to the EAP. These include family problems, struggiés teenag-
ers, or communication conflicts in couples’ relationshiRepetition of a
positive EAP message is one key to improve utilizathmrt, nothing is
more powerful than a supervisor who encourages use pfolgeam.

There are job performance issues associated with burnout, but using them

to determine if your employee faces burnout is not a giead This is be-
cause these behavioral signs and symptoms are mostlydsegda the
mental health issues of burnout underlying them. Also, gbtheblems
may contribute to what appear to be burnout symptomsidAwes diag-
nostic examination and pondering because you will makes refficient
referrals to the EAP. For example, one symptom of huirn@ay be dread
at getting up in the morning to go to work. You can’'t docurnfidréad,”
but you can document tardiness. Another symptom of burnaytba re-
sentment toward other employees who love their grtasare bright-eyed
about their careers. You can’'t document resentmentydautcan docu-
ment conflict. It is hard to document “lack of motiatj” but it is easy to
document incomplete assignments, lack of initiative, arkvdelays.
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