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introduction
Dear Reader,
Many of us greet each new year with renewed enthusiasm. We make New Year’s
resolutions, set new goals and promise ourselves that this year will be different.
But as studies show, most resolutions last just a few weeks. By spring, our initial
enthusiasm has waned, and we find ourselves back to square one, having made little
if any progress.
At FEI, we know long-term success cannot be sustained through determination
alone. To persevere through all types of disruptions and obstacles, you need ongoing
support, training and practice.
That why we’re here. As workforce resilience experts, we help employers and
employees continue working at high levels of engagement through all kinds of
workforce disruptions. We do so by providing the following programs and services:
• Employee Assistance Programs (EAPs)
• Workplace Violence Prevention
• Crisis Management
• Organization Development
In this e-book, we share the thoughts and insights of the professionals behind our
programs and services. Please enjoy our 19 favorite posts from our 2019 blog. We hope
you find them supportive, inspirational and thought-provoking.
Sincerely,

Your FEI Team
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Communicating EAPS

By Drew Adams, Marketing and Public Relations Manager
When I joined FEI in 2013, I’d never heard of an employee assistance program (EAP). Now it’s my
job to make sure others not only know what an EAP is but what it does—and can do.
We’ve seen an uptick in generative mental health conversations the past few years. Often
attributed to the workplace demands of millennial employees, I believe it speaks to a larger
desire to de-stigmatize mental health challenges and establish support for mental, emotional
and behavioral needs as a workplace necessity.
Created in the 1930s to combat alcohol dependency in the workforce, EAPs have evolved to
address everything from workplace stress and performance management to work-life balance
and wellness. They offer robust programs and services that ensure employees are healthy in
both body and mind.
Yet, EAPs are frequently seen as a simple counseling benefit—an employee perk that ranks
below health, vision and dental and often finds itself on the budgetary chopping block.
Maintaining an open dialogue about the effects of untreated mental health challenges
or unaddressed work-life stressors on employee productivity, engagement and resilience
underscores the importance of providing an EAP benefit. But communicating the need for EAPs
isn’t just my job; it’s a group effort.
I explain what an EAP is, what it provides and how employees can benefit from the services. Our
FEI account managers partner with you to give a more in-depth overview of our services based
on your individual needs as an organization. Your human resources representatives then take
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what we’ve provided and share with employees as well as educate supervisors on how to refer
a struggling or overwhelmed team member to the program. Your employees, in turn, receive
the assistance they need to perform at their best—whether that’s counseling, help with finding
child or elder care, or support with legal or financial concerns.
See? Group effort.
I realize there’s a lot to unpack in that explanation, so here are three quick takeaways to help
you speak the language of an EAP:
1. It’s okay—and normal—to talk about mental health. We’ve been slowly chipping away
at the stigma surrounding mental health challenges, but taboos remain. Just think of it this
way: Talking about depression is no different than discussing hypertension. Normalizing
mental health brings us closer to increased EAP utilization.
2. Communication tools are your friends. While a great EAP provider will deliver
communication resources like posters, flyers, handouts, newsletters, etc. to help facilitate
the conversation around not only an EAP but mental health needs and resources, we
rely on your organization to ensure those resources are being disseminated and seen by
employees where they work.
3. You’ve got questions? We’ve got answers. Partnering with an EAP provider grants access
to experts trained in helping you navigate the most complex requests for assistance. As the
adage goes, “there are no dumb questions.” If you need help connecting or explaining a
benefit to an employee, let us know!
The benefit of an EAP still isn’t what I would consider common knowledge, but it should be. If
we make a concerted effort to share the importance of supporting mental, emotional and
behavioral health and well-being—and link that importance to the overall success of our
organizations—EAPs will be as necessary an employee benefit as any other.
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Technology Increases Mental Health Access
By Colleen Baird, EAP Counselor

According to the Pew Research Center, 90 percent of American households have at least one
internet-connected device and the average household has five, ranging from smart phones
and tablets to laptop and desktop computers.
As technology becomes increasingly sophisticated and accessible, we are becoming an
increasingly tech-savvy culture. This recent increase in the use of technology has also made
mental health services more accessible and appealing to a wide range of consumers.
People in geographically remote areas are poised to benefit from a growing array of virtual
mental health services. Research suggests that greater access to telehealth services in rural
areas also correlates with a significant decrease in psychiatric hospital admissions.
In addition, the relative flexibility of virtual counseling accommodates consumers with busy or
irregular schedules, allowing them to fit counseling into their lives when traditional office-based
counseling would not be feasible.
Popular virtual counseling subscription services start as low as $40 per month and may include
online chat and telephonic or video counseling sessions. Consumers can find specialized virtual
counseling services for specific age groups or clinical issues. Many EAPs, including services
provided by FEI, also offer the option to receive counseling over the phone or by video chat.
An increasing number of apps are also available for common mental health issues. Popular
meditation apps like Headspace and Calm make it quick and easy to incorporate regular
meditation practice into daily life and experience its benefits.
Clinicians are also beginning to incorporate technology to supplement their clinical work with
clients. In addition to delivering a virtual counseling service, some clinicians use apps to help
clients track thoughts, feelings and behaviors. These apps let clients stay actively engaged in
their recovery between sessions and provide richer data for clinicians and clients to discuss.
Since this is an emerging area in mental health treatment, the research has yet to give us
definitive conclusions on the relative efficacy of technologically supported mental health
services versus traditional office-based counseling. However, there’s one thing we do know:
Easier access to mental health information, resources and services decreases the stigma and
other barriers to engagement.
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Supporting an Employee Dealing With Suicide Loss

By Julie Sharp, Account Manager

You receive a call from an employee on a Monday morning that their 21-year-old son has died
by suicide over the weekend. Still in shock, the employee is dealing with the logistics of death
and doesn’t know when he will return to work. After expressing your concern and reassuring him
to take the time he needs, you ask permission to share the news with his work team.
The employee’s co-workers react as most would to this kind of tragedy—with shock and sadness
and even anger and guilt. They’re also concerned for their colleague and express anxiety
about how to support him when he returns to work. But what should they say (or not say)? What
will be helpful?
I received a call recently from an employer with this exact scenario. The colleagues of an
employee whose young adult child died by suicide requested help from human resources
regarding how to support their colleague when he returned to work. The fact that his coworkers reached out for resources to help care for him speaks to the supportive nature of their
workplace.
The essence of effective support is to reach out to an employee rather than staying away to
avoid an awkward or uncomfortable situation. A simple acknowledgement of the colleague’s
loss is sufficient and gives the bereaved space to say as much as they are comfortable saying.
Be yourself and treat the colleague as you always have.
If you don’t know what to say, be honest and let them know you are there to listen. Avoid
clichés like “they are at peace now,” which can be alienating. Don’t ask too many questions
about the deceased’s behavior beforehand as it may reinforce feelings of guilt or blame. For
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specific language to use and avoid when extending care, refer to Conversations Matter’s fact
sheet and review its “Conversations Matter to Those Bereaved by Suicide” overview.
What if you’re the manager? In addition to dealing with your own feelings, you have a unique
role in facilitating the resilience of your team and empowering them through difficult times.
Headsup.org’s “Supporting Someone Bereaved by Suicide” guidelines offer helpful suggestions,
including accommodating an employee’s time off for counseling appointments or their gradual
return to work with half-days or reduced hours.
Recognize that a person dealing with suicide loss may have trouble focusing and performing
to their usual level. Ask the employee what would be helpful as they transition back into the
workplace. Apply policies that help with that transition and be mindful of anniversary dates,
which may be especially difficult. To help make the employee’s return to work easier for
everyone, arrange for a lunch with colleagues outside of work to ease the transition back.
When a suicide happens, it affects everyone. You don’t know who may be struggling. If you
have an employee assistance program (EAP), make sure the family of the deceased is aware
of the benefit as well as the rest of the work team. In addition to individual EAP sessions, consider
having an EAP consultant come on-site to provide critical incident support to help employees
understand what they may be experiencing and how they can help themselves and each other
be resilient and return to full productivity.
For more information on how to set up critical incident support for your team, contact us today.
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Promote Employee Wellness by Promoting Your EAP

By Ian Sanders, EAP Counselor

Employee assistance programs (EAPs)
are an important part of a company’s
benefits package. Their services not only
help employees but also employers.
Companies benefit because EAP
services help boost employee
productivity and job performance.
Employees benefit because EAPs help
them address various personal concerns
such as depression, anxiety and
substance abuse.
However, the challenge lies in getting
the word out so that more employees
take advantage of these helpful
programs. To improve EAP usage, here
are a few tips for managers, supervisors
and human resources personnel to consider:
Foster a positive perception of EAPs. Make sure your employees understand that EAP services
are effective and accessible—and that using them will remain confidential.
Boost EAP awareness within your workplace culture. When employees are aware of EAP
services, they are more likely to use them. Regularly update employees on the specifics of the
benefit: How many counseling sessions are provided, whether work-life or legal/financial services
are included, information on local in-network affiliates, etc.
Normalize EAP usage through effective communication strategies. All too often employees
deny they have a need for EAPs or believe they can resolve personal issues on their own. By
normalizing EAP usage, you can help employees overcome their own psychological barriers.
FEI provides EAP customers with promotional tools like informational posters, monthly emails on
trending EAP topics and webinars that explain the importance—and utility—of the benefit.
In short, the more you do to promote EAPs through workplace communications and activities,
the more likely your employees are to use these programs—and reap the benefits. And that’s a
win-win for all concerned.
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Situational Awareness During the Holiday Season

By Raquelle Solon, Business Solutions Engineer

I recently conducted several presentations on “situational awareness.” With this recent interest
and the holiday season quickly approaching, it occurred to me that I should use this blogging
opportunity to provide some helpful tips for increasing your personal safety.
Situational awareness is just that—being aware of your situation or surroundings. Many people
go through their daily routines unaware and tuned out, which increases their risk of injury and
crime. These mishaps can range from walking into traffic or falling down stairs to appearing as
an easy target.
As our distractions and stress levels increase during the holiday season, our situational awareness
tends to decrease proportionally. How do we mitigate this?
Studies show that criminals choose their targets because of their lack of awareness and the
opportunities they present. To avoid being perceived this way, here are a few tips to help you
stay safe:
• Practice being present. Look at those around you and make brief eye contact. To keep
yourself engaged, make a mental note of your surroundings, how many people are in the
area, what they’re wearing, facial details. Be aware of those who may be watching you or
who seem to show up at the same places you do, especially when handling cash.
• Park smart. Choose well-lit areas and lock your doors. Store your valuables and purchases
in the trunk or hide them from view. Consider moving your vehicle after dropping off your
purchases. Walk to your car with keys out and ready. If you see people near your vehicle,
walk past them or turn around and go back into the store.
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• Plan your exit. In case there’s an emergency, it’s important to know where the nearest exit
is—or even unconventional exits. (Are you willing to break a window if necessary?)
• Pay attention to your gut feelings. Your brain is built for survival. If something doesn’t feel
right, it likely isn’t. It’s better to have to apologize for a perceived slight than to ignore your
instinct that danger is near.
• Partner with others. If you feel unsafe, contact a store manager or mall security. You can
also call a friend to explain your current situation, telling them where you are, where you’re
going, what you’re wearing, etc.
• Prepare in advance. Let people know where you’re going and what time you should be
back. Install an app, such as “Life 360” or “Circle of 6,” so a dedicated set of people can
know your location. Many phones also have security features. For example, my android
security feature allows me to silently request help by squeezing two buttons three times.
This is a great feature if you don’t want to draw attention to the fact that you’re notifying
others you’re in distress.
By implementing just some of these suggestions, you can increase your situational awareness
and personal safety during this holiday season, as you enjoy shopping, festivities and travel.
For more information on situational awareness or to schedule a training, please contact FEI at
800-987-4368. Or check our website for additional training opportunities.
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Seasonal Affective Disorder Can Make
Season’s Greetings Depressing
By Amara Lang, Junior Account Manager

Seasonal Affective Disorder (SAD) is a common, recurring form of depression that occurs
seasonally, usually beginning in the fall and lasting throughout the winter months. About 10
million Americans are affected by SAD with women being diagnosed four times as often as
men. If you’re one of the millions of Americans experiencing SAD, it’s important to remember
you’re not alone, and there are ways to cope.
Symptoms may include:
• Feeling sad, hopeless or helpless
• Hypersomnia or excessive tiredness
• Overeating, with strong cravings for carbohydrates and sugary foods
• Weight gain
• Difficulty concentrating
• Reduced motivation
• Trouble waking up
• Irritability
• Decreased physical activity
• Social withdrawal or “hibernating”
While the exact cause is unknown, SAD is more prevalent in places farther from the equator
where there’s reduced sunlight and vitamin D. Other risk factors can include being younger,
being female, having a family history, and having major depression or bipolar disorder.
According to Mayo Clinic, having SAD can lead to problems at work or school, substance
abuse and other mental health problems, including thoughts of suicide. Because of this, it’s
especially important to anticipate and manage your symptoms by finding treatments that work
best for you.
Treatment and tips for managing SAD include:
• Light therapy, also known as phototherapy. This involves using a light box daily that
produces artificial light. Check with your doctor or therapist to learn more.
• Going outside. To compensate for reduced sunlight, it’s helpful to seek the sun as much
as possible. Go outdoors or try to sit near a window. Or, if you have a cat that likes to
sunbathe, sunbathe with them. (I’m only half joking about copying your cat sunbathing,
but it’s a similar idea and makes for great bonding time!)
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• A healthy diet. While eating a healthy diet can be difficult during the holidays, proper
nutrition is important for your body and brain. In fact, research continues to point to a
healthy diet for a healthy mood, and one clinical trial found that a healthy diet can be
a powerful antidepressant. Avoid processed foods, fast food, high-fructose corn syrup (a
subsidized junk food linked to obesity and other health problems), and foods with several
ingredients that you can’t pronounce. Aim for a diet rich in fruits and vegetables, nuts, fish,
whole grains and lean meats.
• Exercise. You probably knew that exercise would be listed after diet. The old tried and
true “diet and exercise” method seems to help. Also, countless studies demonstrate that
exercise can help ease symptoms of depression. From releasing feel-good endorphins to
distracting your mind, exercise is useful to combating SAD. Plus, you’ll probably look and
feel more confident, too.
• Yoga and meditation. Both yoga and meditation have been linked to mood-boosting
benefits. When coupled with deep breathing, these practices help ease depression and
calm the mind.
• Vitamin D and other supplements. With reduced sun exposure, we also receive less vitamin
D. Adding vitamin D to your diet is important for many reasons, including managing
depression. Omega-3 fatty acids, like those found in fish, may also help alleviate
depression.
• Social connections. Reach out to others by having coffee with a friend, going to a movie
with a family member or cuddling with your pet. While it’s difficult, try your best to relieve
symptoms of loneliness, isolation and depression.
• Expose yourself to stories and images that bring joy. There’s a lot of bad news out there. Try
to find stories that make you happy. Looking at images of animals, children and other cute
things can be a quick and easy mood booster.
• Counseling. Psychotherapy can be very effective at managing SAD. Contact your
Employee Assistance Program (EAP) for a list of counselors or therapists in your area.
• Medication. Antidepressants are useful for some people experiencing SAD. Talk to your
doctor to learn more.
This holiday season it’s important to remind your employees about their EAP benefits, which
include counseling and other resources for those dealing with SAD.
Managers should also consider scheduling an organizational training session from our FEI Training
Catalog on such topics as Understanding Depression, App Away the Holiday Blues, Move to the
Front: A Brain Science Approach to Resilience, and many more.

40Years of Excellence

table of contents

13

When Zero Tolerance Needs More Teeth

By Terri Howard, Senior Director

Recently I was called by an organization to address an incident of workplace violence reported
by an employee.
The employee reported that she was verbally threatened by a co-worker. Upon further
investigation, the employee stated that, while working on a project together, her co-worker
was demeaning, spoke loudly and told her “there would be hell to pay if she didn’t finish the
project.” By most definitions, these actions squarely fall into potential workplace violence
behavior.
As we began to review the policy to determine disciplinary outcomes, it was clear we had run
into a snag. The organization’s policy simply read that the company had a zero-tolerance
policy for workplace violence and employees would be disciplined for all behaviors. What did
this mean? Furthermore, when the co-worker was questioned, she merely said, “I didn’t know
talking loudly and motivating my team was workplace violence.”
This is when organizations must revisit zero-tolerance. The reality is that people who go to work
may not have a clear understanding of how to behave in the workplace. There are no courses
in high school or college that teach one how to behave with civility, communicate effectively
with co-workers or even define acceptable workplace behavior.
A more robust zero-tolerance policy around workplace violence includes specific behaviors
that are appropriate and not appropriate within the organization. These vary from organization
to organization. For example, what might be appropriate on a construction worksite may be
inappropriate for an office setting.
In addition to clearly defining behaviors, a workplace violence policy should also give examples
so that employees have a thorough understanding of expectations. This leaves little wiggle room
for misperceptions or miscommunication. Finally, a well-defined list of consequences is helpful for
employees to understand the significance of violating the policy.
A zero-tolerance workplace violence policy is only great when it is clear, concise and
employees receive ongoing training. It’s also a crucial piece to successful business continuity.
If your organization hasn’t reviewed its zero-tolerance policies—or lacks a robust workplace
violence policy in general—it’s time to reach out to the experts for guidance and support.
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The Realities of Workplace Violence
By Nancy Vogt, Account Manager
I was reading the paper the other day
when I saw another article about an
incident of violence in the workplace. It
seems to be happening more and more
often.
The Occupational Safety and Health
Administration (OSHA) defines workplace
violence as any physical assault,
threatening behavior or verbal abuse
occurring in a work setting. It can affect
anyone in your workplace: Employees,
clients, customers and visitors.
What a lot of people don’t realize is that
violence in the workplace doesn’t just
cover an incident involving conventional
weapons or lethal force. In reality,
workplace violence most often happens
with whatever is at hand—everyday objects like pens, staplers, scissors, briefcases, etc.
According to OSHA, the No. 1 weapon used in workplace violence incidents is what most
people have on them at all times: Fists and feet.
Another common misconception is that there must be an underlying mental illness. In reality,
people with mental health challenges are more likely to be victims of violence than the
perpetrators.
The No. 1 indicator of violence? A history of past violence. Typically, there are warning signs that
we don’t realize are warning signs because we lack the knowledge, understanding and training
in violence prevention to recognize the actions for what they are.
If you would like to learn more about this subject, FEI offers customizable trainings on workplace
violence prevention. Please browse our training offerings or, if you’re a client, access the
catalog through your EAP website.
Be prepared. Don’t let violence catch your workplace off guard.
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Conflict Resolution in the Workplace

By Sumaya Kroger, EAP Counselor

Anger and frustration are normal responses to any workplace conflict, whether you’re in control
of the situation or not.
While these feelings aren’t unhealthy, the way you manage your emotions can be constructive
or destructive. Knowing how to address and resolve workplace conflict can lead to a healthier,
more productive environment.
How can managers and supervisors handle workplace conflict? Here are 10 tips worth keeping
in mind to ensure all parties feel respected and valued:
1. When addressing conflict between co-workers, it’s best to do so away from the general
work environment and preferably in a room where the conversation can be contained to
those directly involved.
2.Set ground rules. Ask all parties to treat each other with respect, which includes listening to
each other and trying to understand other viewpoints.
3. Ask participants to describe the conflict, including desired changes. Direct them to use “I”
statements and not “you” statements. Likewise, they should focus on specific behaviors
and problems, not on individuals.
4. Ask participants to restate what others have said.
5. Summarize the conflict based on what you have heard and obtain agreement from the
other participants.
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6. Brainstorm solutions. Discuss all options in a positive manner and rule out those that
participants agree are unworkable.
7. Summarize all possible options for a solution.
8. Assign further analysis of each option to individual participants.
9. Make sure all parties agree on next steps.
10. Close the meeting by asking participants to apologize and thank them for working to
resolve the conflict.
By taking these steps, managers and supervisors can ensure that conflicts between employees
are handled appropriately and with sensitivity.
Of course, conflict is inevitable in any relationship. The same principles recommended for
resolving workplace conflict are also beneficial to resolving conflicts with your friends, partners or
other family members. Give them a try the next time you find yourself at odds with someone you
care about.
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Recognize and Report Suspicious Behavior

By Katie Moser, Senior Network Operations Specialist

Workplace violence has become a pervasive problem for America’s workforce, regardless
of the industry. In fact, workplace violence is the third-leading cause of death among many
professions.
Companies are using technology and physical safety measures to reverse this trend. But all too
often, they’re overlooking their most important asset—their people. Employees are extremely
important when it comes to helping identify and report small concerns that leadership can then
address before a situation escalates.
But first, it’s important to understand what constitutes workplace violence. According to the
USDA Handbook on Workplace Violence, Prevention and Response, workplace violence
describes any act of violence against people or property. This includes threats, intimidation,
harassment and any other inappropriate or disruptive behavior that causes fear for personal
safety in the workplace.
To create a safer, healthier and more productive workplace culture, your primary safeguard
is to train employees to identify and report suspicious behavior. To accomplish this, one of the
most effective tactics is the rule “if you see something, say something.”
Ongoing training also helps employees identify institutional, environmental and policy-based
factors that contribute to workplace violence. A professional threat assessment can help
alleviate issues before they escalate.
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When identifying potentially dangerous situations, team members and leaders should look for
the following:
• History of violence
• Threatening behavior
• Intimidating behavior
• Increased personal stress
• Negative personality characteristics
• Marked change in mood or behavior
• Socially isolated behavior
• Abuse of drugs or alcohol
If you witness any of these warning signs, report your observations to your HR department,
supervisor or safety or security team. Leaving an observation unreported may lead to a
potentially dangerous and life-threatening situation.
To start the conversation on workplace violence prevention, share your policies with your team.
You can also seek help from your employee assistance program (EAP) or consult FEI on violence
prevention programming and training.
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What Does Workplace Violence Mean to You?
By Michael Bugenhagen, Business Development Manager

When I think about violence in the workplace, the loss of life jumps to the front of my mind given
what seems to be a weekly (if not daily) breaking news story. According to the Bureau of Labor
Statistics, there were 500 workplace homicides associated with workplace violence in 2016.
However, as tragic as it is, workplace violence goes well beyond loss of life. The bureau indicates
16,890 workers in the private industry experienced trauma from nonfatal workplace violence
incidents in 2016, but this number pales in comparison to the estimate from OSHA of two million
workers annually being impacted by trauma.
A common definition of workplace violence is violence or the threat of violence against workers.
It can occur anytime—even outside of the workplace. It can be a general threat, verbal or
physical abuse, or end in homicide.
Many employers still think violence will not happen in their organizations, or only think of specific
incidents like active shooter violence. More attention needs to be focused on the everyday
violence that occurs but does not make headlines. These events create significant hazards
for both employees and the organization, leading to lack of focus, lower morale, decreased
productivity, emotional trauma, physical illness, increased health care costs and rising worker
compensation costs.
What can employers do? First, consider more than active shooter events and conduct an allhazards assessment for organizational vulnerabilities and strengths.
Review and enhance violence prevention policies and make sure employees are aware of
them. Emphasize the creation of a positive work environment during policy promotion, which
starts with your leadership.
Train, train, train. Understanding what signs to watch for, how to report possible workplace
violence and how to investigate claims of violence will enhance the overall workforce culture
and prepare your people on how best to respond. Consider taking the proactive step of
offering de-escalation training by gauging your organizational needs.
Use the Manager Consultation benefit of your employee assistance program for consultation
and guidance.
Finally, because workplace violence can happen at any time and anywhere, plan your crisis
communication needs in the event tragedy does occur.
At FEI, we continue to see opportunities for employers to enhance their employee and
organizational resilience while also addressing violence in the workplace.
Need assistance? Contact us today.
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When Is Hazing a Form of Workplace Violence?

By Daniel J. Potterton, Chief Operating Officer
“What, you can’t take a joke?”

It’s hard enough to be the newest or youngest member of a work group and be the subject of a
hazing ritual. It’s harder still when your supervisor implicitly approves.
Times have certainly changed from when perpetrators of these rituals could argue they were
having good-natured, harmless fun. From their perspective, hazing might not seem that bad.
After all, they may say they were once the subject of a hazing ritual and they survived.
But that’s their side of the story.
Workers who claim to be unwilling participants of these rituals often feel harassed and
demeaned. Even observers may feel intimidated, pressured to comply and afraid of the
consequences if they don’t join in. Not surprisingly, both victims and observers may suffer intense
emotional distress.
Hazing can also lead to unintended personal injury—and claims against managers for allowing
subordinates, whether actively or passively, to create a hostile, disruptive workplace.
Hazing can also impact the company, especially when a victim files a workers’ compensation
claim. If victims are targeted because of their protected characteristics and employers do not
take steps to correct the behavior, victims may be able to file anti-discrimination complaints with
the Equal Employment Opportunity Commission (EEOC).
If the behavior includes assaults, the perpetrators may also be criminally liable. Furthermore,
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managers can be subject to disciplinary actions, and companies can be fined for violating US
Department of Labor and Occupational Safety Health Administration regulations. According to
OSHA, “Workplace violence is any act or threat of physical violence, harassment, intimidation or
other threatening disruptive behavior that occurs at the work site.”
Dorothy Bland, a business writer for business.com, provides the following preventive methods to
address workplace hazing.
• Create a hazing policy so management and staff can recognize specific incidents.
• Reinforce your hazing policy with materials that show unsafe behaviors.
• Build trust among employees and help them form bonds with team-building exercises.
• Make it clear that hazing and harassment are unacceptable.
• Learn best practices and implement strategies that managers and employees can adopt.
• Clearly communicate your workplace hazing policy by hanging posters that show
unacceptable behaviors and provide training videos that show the dangers of
these incidents.
• Devise and remind staff about the consequences of workplace hazing.
For more information on how to create a better and more productive workplace, please consult
with an FEI account representative today. FEI’s suite of services are designed to help meet the
evolving needs of businesses and help them stay competitive by developing the strengths of
their workforce.
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Easing the Anger That Fuels Gun Violence

By Michael McCafferty, Senior Account Manager

I recently had the unfortunate privilege of serving two different organizations with disturbingly
similar problems.
It was a privilege because I’m a helper by nature, and I derive satisfaction from supporting
others in times of crisis. It was unfortunate because these critical incident responses stem from
misfortune: A death in the workplace, a serious accident, an act of violence.
FEI supports victims and survivors when traumatic incidents overwhelm their ability to cope and
interfere with how they perceive their workplace. While many of these events occur at the
jobsite, many others occur outside of work. In some cases, they involve the shocking loss of a
valued co-worker, which is devastating for the workforce and disruptive for business.
The first incident involved a workplace that had experienced the death of one of its long-term
employees. They’d been involved in a minor car accident that had quickly escalated, with the
other driver drawing a gun and using fatal force.
I met individually with some of the employee’s co-workers who were trying to process this
senseless violence. Some cried. Many were angry. All had questions. A common theme among
them was, why is it so easy for people to use a gun to take the life of an innocent person?
This is a complicated issue and it offers no easy answers. I mostly listened and helped those I
met focus on what they could do to take care of themselves and their co-workers. But their
questions, sadness and frustration stayed with me.
When I returned to my office later that day, I received a call from another organization that
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needed help and their request was distressingly similar: An employee had not returned to work
because they, too, had been shot and killed over the weekend.
Because this murder occurred out of state, I arranged for another counselor to support the
employee’s co-workers. But as I was finalizing the request, I couldn’t help but wonder how many
others throughout our nation would not be returning to work for this reason. It was a depressing
and frustrating thought because our country’s gun violence is completely unnecessary.
Much has been said about the need for common-sense gun legislation and limited access to
military-style weapons and ammunition, including from FEI’s own parent company the Alliance
for Strong Families and Communities. I echo these goals. I would also like to point out the
need to study gun violence as a public health and safety issue. Even though our country’s gun
violence is regularly described as an epidemic—killing almost 40,000 Americans a year—no
federal funding has been earmarked for public health research on how to stop it.
Most conflicts, especially those in the workplace, do not turn violent. But they can be a constant
source of frustration and anger. One approach I use with the organizations I support is to
promote the benefits of healthy conflict resolution. It’s based on good communication, listening
and learning compassion, not just for our co-workers, but for everyone we encounter. If this
approach could be more broadly applied, it might ease some of the anger and suffering that
fuel this violent epidemic.
If or when I get more calls like this, I’ll be ready to help—and so will many others in positions like
mine. But as I’m sure we’d all agree, we’d rather not have to.
If your organization is interested in learning more about conflict resolution training, contact us.
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Securing Your Mobile Devices

By Heather Lukaszewski, Systems Administrator and Supervisor
We depend on our mobile devices for almost everything these days. They tell us where to be
and when. They keep us in touch with our contacts, and up to date on the latest news.
To do all this, our mobile devices hold a lot of information, including our personal and business
email, contacts, schedule, private conversations, passwords and even credit cards. With all this
information, our mobile devices also become a risk point if they become lost or stolen, or if they
are disposed of improperly.
To help mitigate these risks, here are a few steps you should take to protect your devices and
the information they store for you:
1. Set up a passcode. Setting a passcode on your device doesn’t just prevent someone from
opening your device, it also encrypts all the data it stores, which prevents the data from
being accessed when connecting the device to a computer without using the passcode.
Pro-tip: Make sure your passcode is secure. If your passcode is numeric, use at least
6 numbers, and don’t use repeating numbers (1111), cascading numbers (12321) or
information that could be readily known about you, like birthdays or anniversaries.
2. Update your device. Mobile devices manufacturers regularly send out updates for their
products, which fix known security vulnerabilities and provide usability enhancements.
Make sure you install updates as soon as they become available to improve the security of
your device.
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3. Restart your device. If you use an automatic login method like a fingerprint or face
reader, by turning the device off and back on, your passcode will be required to unlock
the device before your fingerprint or face reader will work. This can help prevent forced
access, since your fingerprint or face will not unlock the device after a restart.
4. Wipe it. Before you dispose of a mobile device or trade it in, make sure you delete all the
data from the device so that no one can access it. All device makers have a “reset to
factory settings” option that will allow you to securely delete your device’s data.
Mobile devices aren’t just a risk, they can also help us protect our private information.
Most websites will allow you to use two-factor authentication to verify that you are the person
who is trying to log in. Even if your password gets stolen, your account can’t be accessed
without your second factor.
Your mobile device can be your second factor by using text messages to deliver a one-time
access code to you or using a mobile authenticator app that automatically generates codes
for you.
Keeping your mobile device secure will help you protect the personal information your device
knows about you from falling into the wrong hands.
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Care for the Caregiver: We Need to do More in Schools

By Ted Uczen, President and CEO

I have written about this topic before, but with the number of incidents continuing to rise in
schools, it seems appropriate to revisit.
In the first week of December, there were two school shooting incidents and multiple threats in
our little part of the world in Southeast Wisconsin. The lasting impact of these events is huge, and
we need to do more to ensure the well-being of our school personnel.
As a parent of four children (two still in high school) and a professional in the field of crisis
management, I spend a lot of time thinking about these incidents and the people who are
entrusted to educate, lead and maintain the safety of our children while in their care.
Teachers, administrators and other school support staff already have difficult jobs. But their
jobs become even more difficult and challenging during a crisis, especially if they’re asked to
manage scenarios that are well out of the norm while remaining calm and leading others.
I am always amazed and grateful for the heroic stories of those who have risked their own wellbeing to protect and support our children. That’s why it’s imperative to me that we care for and
support these folks before, during and after a crisis.
At FEI we often refer to this as “care for the caregiver.” We want to make sure those who are
caring for others are prepared for these situations and understand what is expected of them.
This goes beyond physical actions and disaster plans, which are very important. We also want to
make sure caregivers are mentally prepared for the stress and unusual situations they may face
in a crisis. They need to know that they are ready and able to act in case of an event, that they
will be supported during an event, and that they will be cared for after an event.
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I am not a clinician and therefore can’t and won’t try to teach you how to care for or de-brief
folks during and after these events. I’ll leave that to the experts—and I am surrounded by them
here at FEI! However, I will tell you that resilience is not a one-time thing you do to bounce back
after an event. Resilience is like a muscle that is built, nurtured and developed over time. The
more you work it and build it, the more it helps you and strengthens you.
We speak often of resilience in and for our children and rarely speak of resilience in terms of
teachers, administrators and other school support staff. Both are equally important, and both
need to be supported and developed. Let’s make sure these “caregivers” have what they
need to be successful before, during and after a crisis. They deserve it and our children deserve
it, too.
As we bring this year to an end, let’s help these “caregivers” have what they need to be resilient
by recognizing the work teachers, administrators and support staff do every day to protect and
support our families. A “thank you” will go a long way to getting things started. Then let’s commit
to building and strengthening resilience in our schools during 2020.
I’d like to personally thank the teachers, administrators and other support staff that continue to
have an impact on my children, my family and my community. I am grateful for all you have
done and will continue to do to support, protect and strengthen us. Have a peaceful and
joyous holiday season—and a resilient 2020!
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3 Reminders During an Active Shooter
(Beyond Run, Hide, Fight)

By Carol Hill, Crisis Management Operations Specialist
We have received an increase in active shooter calls to our emergency notification line in
recent years. When these notifications come in, we provide initial support and guidance. Some
of these calls may be false alarms, while others are actual incidents.
Over the years, I have compiled a list of reminders that can be beneficial to anyone facing an
active shooter incident—as well as other types of crises.
Many of us are familiar with the “run, hide, fight” training recommended by the Department of
Homeland Security. I have expanded on this list to reinforce your response:
1. Practice like it’s real, act like it’s real
I will be the first to admit that during our organization’s fire drills, I am inclined to roll my eyes or let
out a sigh because these drills typically occur at an inconvenient time. The truth is, it’s crucial to
practice these drills to know what to do in a real emergency.
Have you ever been at a hotel when the fire alarm goes off and you freeze? Instead of
evacuating like we should, we often wait for the “false alarm” or the “all clear” notification. But
this inaction can be detrimental to an initial response. I am reminded of a shooting at a local
school where the alarm was triggered, and the students thought it was a drill and didn’t react.
In this incident, the shooter was shot and no one else was injured, fortunately. However, if we act
like it’s real every time, we may prevent a tragedy.
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2. Don’t speculate, await an all clear
I have received many calls where there’s some uncertainty about what’s occurring. Sometimes
the caller heard actual shots; other times the caller sees people running and shouting that
there’s an active shooter.
If the caller is unsure what’s happening, they may hesitate to call. But in all cases, they should
act like it’s real and follow the “run, hide, fight” guidelines. They should NOT wait for a someone
to confirm whether there’s a shooter.
When is it safe to re-enter the building? Although you may see people going back into the
building or stop sheltering in place, it’s better to wait for an “all-clear” signal from a security
guard, manager or other official. You can also try checking your local police department’s
Twitter accounts since more of these departments are using this accessible tool.
3. Texting is your friend
If you find yourself in a situation where you are sheltering in place, you may want to provide your
loved ones with updates. However, talking by phone could give your position away. In these
cases, texting is your best option.
Once an “all clear” signal has been given, there may be an influx of calls made from those
impacted that could overwhelm cellular tower service. Once again, texting is your best option
because it uses less bandwidth and runs on a parallel cellular network, especially in areas with
limited cell service.
How to sign up for training
To help your workforce be better prepared for an active shooter event, FEI offers professional
development training in “Active Shooter Preparation and Response” as well as many other
important topics. Please refer the FEI Training Catalog for additional information.
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Mentorship and Crucial Conversations

By Ted Uczen, President and CEO

Almost 30 years ago, I started my career as an intern at a direct marketing agency in Chicago.
It wasn’t a huge agency at the time and consequently, there wasn’t much of an orientation
program and certainly no training or education programs for new employees. I learned the way
many of us learn: On the fly, on the job.
I was incredibly fortunate to work for and be mentored by an amazing woman—thank you,
Dorothy!—who was a vice president in our account management division. She mentored me,
she challenged me, and she created many opportunities that exposed me to more in three
years than most would have experienced in five.
Dorothy was amazing at business development, problem-solving and relationship-building. And
most important, she was amazing at using her skills to have the most important conversations
when they needed to be had. She taught me that even the best-laid plans or the easiest
projects are likely to run into snags and issues. Rarely does a project go exactly as planned.
Consequently, not everyone is always going to be happy. Whether you’re working with clients,
fellow employees, contractors, partners, vendors or management, prepare them for the
unexpected, and then communicate and manage expectations at every step of the process.
Dorothy taught me to attack problems, conflicts and challenges head on and never wait to
have the important conversations. The sooner you engage, the sooner you can start solving the
problem.
Fast forward around 12 years. At this point, I am certainly more seasoned and have been in
various management and key leadership roles with a few different organizations. My small

40Years of Excellence

table of contents

31

company at the time is acquired by a very large company in the financial services space, and
one of the first things I find myself doing is going to a mandatory class for all managers.
In this multi-day class, which is called “Crucial Conversations,” I find myself learning about many
of the same things that I had been mentored on years ago. The class was exceptional and
covered not only the importance of those crucial conversations but also how to have them and
how to make others comfortable when having them, so it’s a win-win for all involved.
We learned that these skills weren’t only for when there was an issue or conflict, but also to
strengthen engagement and build relationships. This was a great class for anyone who was
managing people or projects. More importantly, it was a great class for anyone who was in or
wanted to be in a leadership role.
So why do I bring this up? As leaders in our organizations, I think it’s important to make sure that
two things are always happening: First, keep mentorship alive and well. In addition to being a
mentor, make sure your organization supports mentorship and creates opportunities for people
to find mentors and be mentors.
I have been blessed to not only find and have one mentor, but to have had four people
mentoring me at various times and stages throughout my career—some of whom are still
mentoring me today. You learn more, experience more and share more whether you are a
mentor or mentee.
Not every organization can have intense training programs that cover all aspects of growth,
management and leadership. But every organization can have mentorship programs and
approaches that allow people to teach and learn from each other every day.
Also, make sure your teams—whether new employees, new managers or seasoned executives—
are constantly learning and honing their crucial conversation skills. Whether through training,
classes or mentorship, make education available on such topics as managing conflict,
developing emotional intelligence, strengthening communication and people skills, and
becoming an effective manger and leader.
Helping your team sharpen these skills will not only create stronger relationships with employees
and customers but will also help strengthen the skills and health of the organization and the work
it does.
Today I am both mentor and mentee and constantly learning from each relationship. At FEI, we
are teaching and learning daily as well. If you haven’t yet started this journey, go for it and give
us a call. We can help.
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Remote Work: Making a Good Option Even Better

By Danielle Nieznanski, Employee Assistance Representative
Remote work is quickly becoming the norm in today’s workforce.

Job seekers are frequently looking for companies that offer this option—even part time—and
for good reason. Working remotely has proven benefits not only for employees but also for
employers.
Employees can skip the dreaded commute, traffic jams and often costly parking fees. They
can also enjoy greater flexibility and work in a relaxed yet productive environment. Meanwhile,
companies can choose from a larger pool of candidates since they’re not limited to those who
live nearby. Employers also report reduced office costs and skyrocketing employee retention.
While more companies are adopting this option, remote work is not without its challenges. Many
remote employees say they often feel disconnected from their co-workers. Team leaders say
building teams can be difficult even when all members are present. These difficulties become
magnified when more employees do most of their communicating via phone and email.
However, team leaders can take steps to make remote workers feel more connected,
appreciated and valued. Here are a few strategies to consider:
Provide daily emails updating staff on workflow. From stats and numbers to who is responsible
for what projects, open and transparent communication keeps all team members on the same
page, whether they’re in the office or remote. It’s also nice for remote employees to hear how
things are going in the office.
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Offer recognition for a job well done. Despite extensive studies proving otherwise, it’s a big
misconception that people working remotely are not as productive as those who work strictly in
the office. As such, it’s easy to overlook their hard work and good performance. To overcome
this, give remote workers a shout-out for their hard work in daily emails or meetings. This can go a
long way in making them feel like they’re an important part of the team.
Pick up the phone. Although we are in a digital age, there is nothing as straightforward as a
phone call. If you’re communicating with co-workers via email and it seems that things are
getting lost in translation, simply give them a call. This prevents misunderstandings and fosters
good relationships.
Make sure their voices are heard. When it comes to policies, meetings or group discussions,
remote workers often feel they’re overlooked or an afterthought. However, they work the same
jobs as their teammates and have similar if not more complicated issues when working remotely.
Their input can be just as critical to improving a company’s innovation.
As the modern workforce continues to expand, we can expect an increase in remote work.
When employees can enjoy a better work-life balance, they become happier and more
positive. When companies work to improve communication and set clear goals, they can
accomplish anything with their remote workforce.
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Having the Courage to Lead by Example

By Randy Kratz, Senior Account Manager

I was recently asked to support a senior management team through the unexpected death
of a well-known and well-liked team member’s adult child. Part of the intervention included
facilitating a critical incident stress debriefing with the management team.
These were very accomplished and seasoned managers, yet they struggled with how to
proceed with the human side of this situation. At the start of the debriefing we discussed their
understanding of how a manager should lead in this situation, and we concluded that the
leader should set the example by “going first.”
My next question was, “So, who’s going to start?”
Here are a few thoughts on what it means to go first as it applies to the behavioral health side of
workgroup management:
• Being transparent in relation to the topic at hand, which includes sharing your own story as
it relates to the discussion and helping others understand that they’re not alone.
• Having courage to admit your own need for help and recognizing that while most of us
may not need a therapist, we all could use therapy.
• Being willing to admit mistakes and continuously improve.
• Giving those involved the benefit of the doubt before arriving at a conclusion. Keeping the
problem the problem without making it personal.
• Keeping your focus and energy on what’s important to solve the problem and move
forward together.
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• Appreciating the unique needs of everyone involved and affected without
passing judgment.
• Being willing and able to safely support and encourage others to share what’s important to
them, even if it’s difficult to hear.
By taking the lead and going first, managers and supervisors can resolve many organizational
challenges that impact employees’ behavioral health, including:
• Managing the stress of workplace change
• Resolving interdepartmental and interpersonal conflicts
• Re-building trust after a major reorganization
• Promoting healing after a major critical incident, such as a natural disaster, suicide,
workplace shooting or other acts of violence
It takes a leader with self-awareness, courage and wisdom to allow themselves to be vulnerable
enough to go first. Leaders who are deemed wise in the ways mentioned above seem to have
mastered empathy, compassion, emotional regulation and self-reflection.
If you would like ideas on developing these qualities or if you find yourself in a challenging
situation that impacts your employees’ behavioral health, please contact us at FEI. We’ll help
you develop the qualities you need to go first and lead by example.
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Interested in
learning more
about these topics?
Please contact us at:
800.987.4368
www.feinet.com
info@feinet.com

New blogs are
posted to our
website weekly.
Visit us and
join in the
conversation!

FEI has a 40-year history in enhancing workforce resiliency by offering a full spectrum of
solutions, from EAP and organizational development to workplace violence prevention
and crisis management. One of the most successful social enterprises in America, FEI was
created by the Alliance for Strong Families and Communities, a national network of social
sector organizations working to achieve its vision of healthy and equitable society.

