
Employee Assistance Report had
the opportunity recently to
interview Dave Worster, direc-

tor of EAP services for Concord
Hospital in Concord, N.H., and presi-
dent-elect of the Employee
Assistance Professionals Association
(EAPA) about EAPA initiatives and
issues affecting employee assistance
professionals. The following is an
edited summary of that conversation.

EAR: In today’s complex world,
the need for EAP services seems to
be greater than ever. And yet, with
competition from so-called “give-
away” services as opposed to true
EAP; an apparent trend toward

online EAP; and what some feel are
disappearing EAP core values, to
name a few; the EAP field is clearly
facing some perplexing dilemmas.
What would you say are one or two
key issues at the center of these
quandaries, and what might be some
solutions?

DW: Over the years, following
the advent of managed care, EAPs
have increasingly been seen as a
commodity – and priced according-
ly. In too many cases, businesses see
EAP as a clinical product as
opposed to a management-perfor-
mance enhancement strategy.

They don’t seem to mind the lack
of utilization – they’re content sim-
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ply to offer an “EAP.” Businesses
appear to have little to no under-
standing of what a full-service EAP
can offer them, so they accept lesser
products. In some cases, businesses
actually believe either that these
lesser resources are a better fit for
their needs, or they don’t want to
spend the money on their workforce
for EAP-related services.

continued on Page 2

If You’re Planning on Going...
What: EAPA’s 2008
Annual World EAP
Conference

Where: Atlanta, GA

When: Oct. 15-18, 2008
(pre-conference training
Oct. 14-15)

Keynote speakers:
• Erin Gruwell, Freedom Writers
Foundation – Hear the story that
inspired the movie, 
Freedom Writers.
• Dr. Paul Early, MD, FASAM –
Clearing a Path to Recovery

• Govan Martin and
Shawn German –
Response to the Amish
School Shooting:
Lessons Learned by the
Pennsylvania State
Police Member
Assistance Program.

For more
information: 

For more information, or to regis-
ter online, visit EAPA’s website at
www.eapassn.org. Exhibiting and
sponsorship opportunities are
available. Call (303) 242-2046.

http://www.impact-publications.com/downloads/brownbaggersept08.pdf
http://www.impact-publications.com/downloads/paystuffersept08.pdf
http://www.impact-publications.com/downloads/lifestyletipssept08.pdf


We need to sell the fact that true
EA skills: problem solving with
managers and supervisors; providing
a different and creative perspective;
and having a knowledge and appre-
ciation for the nuances of each work
culture, are a valuable asset.

Many times it appears that mem-
bers of the profession collude in this
process, opting for short-term gain
rather than long-term development.
There is no easy solution to this, but
we need to continue the dialogue
among all interested.

EAR: Part of the problem seems
to lie in the lack of a consistent and
well-defined operational definition
of an “EAP.” Would you agree with
that statement? Could the recently
formed Employee Assistance
Research Foundation (EARF) help
resolve that barrier? What other
roles do you think the EARF should
have in supporting the EAP profes-
sion?

DW: “Operational definition” is a
difficult concept. There may be dif-
ferent levels of employee assistance
that can be offered – taking into
account that the business world ulti-
mately drives how EAPs are struc-
tured.

That being said, it’s critical that
we have clearly articulated demon-
strations of outcome and impact as a
standard part of each level of service
delivery. While this has generated a
lot of discussion, there has yet to be
a concrete solution. 

The EARF is a marvelous practi-
cal step in the right direction for our
profession. EARF is not only able to
demonstrate outcomes and return-
on-investment (ROI) for businesses,
but it can identify best practices that
are supported by empirical data,
rather than anecdotal evidence and
opinion.

We need to re-commit to commu-
nicating who we are and what we do
for businesses and government lead-

ers, so misconceptions and misun-
derstandings are minimized. EAPs
must focus on establishing areas of
agreement regarding definitions and
work to promote them, so we appear
less fragmented and disorganized.

EAR: In general, how can the
EAP profession thrive and keep from
stagnating or even regressing?

DW: I think everything stems
from developing workable plans for
improvement and then implementing
them. Small steps are acceptable as
a start. We need to re-energize by
getting younger practitioners inter-
ested in the workplace as a service
venue. We need to revive efforts to
reach out and “talk up” EAP in our
business communities and make
new connections as well as renewing
old ones.

We can partner with like-minded
groups to help in that process. EAPA
is looking for more diverse con-
stituencies to foster dialogue, focus
energies, and continue to grow in
our level of sophistication to
approach the world of work.

EAR: However some of these
matters unfold, it would appear that
counseling needs to remain at the
forefront of EAP services. Would you
agree with that statement?

DW: The very term “counseling”
in your question underscores the
definition difficulties the field faces.
In other words, some would suggest
that a “true EAP” provides assess-
ment and referral for individuals, as
opposed to counseling per se. We
need to decide if EAP is counseling
in the workplace, or is it something
else? Is it truly a tool for perfor-
mance enhancement and a support

for managers and supervisors? Is it a
health benefit or a human resource? 

We must also recognize that orga-
nizations outside the U.S. are differ-
ent. To become a truly global
organization, we need to think
beyond an American mindset – not
ignoring the issues that exist here,
but understanding the need to main-
tain flexibility and awareness to
meet changing needs of workplaces
everywhere.
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stood and addressed. For example,
of the top 20 medications prescribed
in 2006, eight deal with cardio-vas-
cular issues, three were gastro-
intestinal, and three were
anti-depressants. Prescription drug
sales increased 8.3% over the previ-
ous year. Many employees are now
using prescription medications at
work, sometimes inappropriately.

Providing planning services for
pandemic health outbreaks, critical
incident response, and other work-
related issues offer additional
opportunities for EAPs to demon-
strate their value.

EAR: Could you discuss the cur-
rent state of EAPA? What have been
a few successes this past year that
employee assistance professionals
should be aware of? What are some
goals or other challenges that lie
ahead for the organization for the
rest of 2008 and beyond?

DW: EAPA is in the process of
marking our 6th-straight year of
turning a profit as an organization.
This has returned EAPA to a solid
financial footing from which to
launch our activities in support of
the field. We have a new strategic
plan that speaks simply, yet elo-

EAR: Is the EAP field overlook-
ing some areas in which it can make
itself indispensable to corporate
clients and other organizations? If
so, would assisting in anxiety-relat-
ed problems be among them? What
might some others be?

DW: I still believe that the great-
est service we can provide for busi-
ness is to give them a strategy to
address performance problems in
their workforces without having to
sort out people’s personal problems
themselves.

Understanding local resources
and the organizational culture is
what distinguishes us from other
professions. Providing management
expertise is critical since many
smaller companies cannot afford
comprehensive human resources or
organizational-development pro-
grams.

Depression and anxiety continue
to be major issues in the workplace,
but they are currently poorly under-

State of EAPA continued from Page 2

quently about targeting services to
our members and services to the
profession.

Some of EAPA’s goals include:
supporting the development of EAPs
worldwide; marketing EAPA and
increasing educational opportunities
for members (and others) through
distance-learning initiatives; and
maintaining the fiscal health of the
organization while increasing our
influence for the profession by
retaining members and attracting
new ones.

EAR: What will be a few of the
key topics discussed at the 2008
World EAP Conference in Atlanta?
What are some practical aspects
that you think attendees will be able
to take back and apply on their
jobs?

DW: This year’s conference
promises to be our best yet. There
will be three days packed with pre-
sentations, both theoretical and skill
building, by experts from all over
the world – and targeted at every
level of professional, from beginner
to the seasoned practitioner.

While the conference content is

continued on Page 4

The recent work-
place shooting inci-
dent in rural
Kentucky was trag-
ic, but one cloud in

the silver lining is that the disaster
may fuel additional interest in pre-
venting workplace violence.

One aspect of workplace vio-
lence – workplace bullying – is
addressed in this month’s Brown
Bagger and in an article in this
month’s newsletter. See also the
April 2008 EAR for a more compre-
hensive look at workplace violence.

Kudos to Dave Worster for tak-
ing time out of his busy schedule to

Editor’s Notebook
address questions posed by EAR for
this month’s question-and-answer
article. We hope you find his
answers helpful and informative.

P.S. Need yet more proof how
fast time flies? I wrote this month’s
note on July 1 – recognizing that
this particular newsletter, which you
now have in your hands, wouldn’t
mail until early August. Until next
month – when Fall will more offi-
cially be upon us.

Mike Jacquart, Editor
(715) 258-2448

mikej@impact-publications.com

Employee Assistance Program
Poster of the Month

Full-color Personalized
EAP Posters ONLINE!

Conveniently increase 
utilization of your EAP by ordering mix-and-match

Poster #7788

BUY 25 OF POSTER #7788,
GET 25 FREE!

Order today by visiting
www.impact-publications.com

Enter Promo Code: POTM7788
Offer expires 10/15/08



Earlier this summer, Wesley
Higdon, a plastics plant work-
er in rural Kentucky, killed

five co-workers and then himself.
The June 25 shooting occurred hours
after an argument between Higdon
and his supervisor – allegedly over
Higdon not wearing his safety gog-
gles and using his cell phone while
working on the assembly line.

In light of this tragedy, Employee
Assistance Report asked a CEAP
and an expert on workplace bullying
what might enhance safety and pro-
tection in the workplace.

“American employers ignore gen-
eral mistreatment not readily catego-
rized as illegal discrimination,” said
Dr. Gary Namie, director of the
Workplace Bullying Institute. “The
2007 WBI-Zogby survey found that
U.S. employers either ignore com-
plaints of bullying (44%) that
Higdon might have lodged earlier
given the opportunity that a policy
might have provided – or they wors-
en matters (18%).

“Our individualistic society and
EAPs with a clinical orientation tend
to overestimate the role of personali-

ty, dysfunctional or not, in work-
place homicide,” Namie added. “The
invisible factor is a chronic, toxic,
dehumanizing work environment.
All EU (European Union) laws tar-
get the environment and hold
employers solely responsible for its
effects on workers.

“In the U.S., since 2003, 13 states
have introduced, but failed to pass,
anti-bullying legislation for the
workplace
(workplacebullyinglaw.org).” Namie
said. “It is employer-friendly legisla-
tion designed to encourage the cre-
ation of policies and credible
enforcement procedures to prevent
the escalation of bullying into homi-
cide.”

Jon Christensen, CEAP and
owner of OnBelay Workplace
Services in Racine, WI, notes that
many workplaces have zero-toler-
ance policies on violence, harass-
ment, and other concerns relating to
safety and wellness.

“There are many examples of
policies and programs that work
very well, but these incidents still
occur far more often than they

should,” Christensen said. “The
shootings make the news, but there
are hundreds, if not thousands of
incidents that often precede the more
drastic response of a frustrated or
otherwise impaired employee.”

Christensen adds he believes
there is a possible strong link
between workplace violence and
school-age bullying behavior.

“If a person bullies on the school
ground, what would make us think
that they would automatically grow
out of that behavior? It would follow
that with this personal history, there
will be bullying in the workplace –
difficult situations arise involving
difficult people.

“The solution? Well, it’s not more
laws or more policies as much as it
is to use the policies, laws, training
and education that are available and
take early, appropriate, corrective
action sooner,” Christensen added.
“Everyone benefits, or everyone
loses.” 

Editor’s note: Workplace bullying is
addressed in greater detail in this month’s
Brown Bagger insert. Workplace violence
was featured in the April 2008 EAR.

Workplace Homicides Misunderstood
In the News

always important, I am convinced
that the most important reason to
come to Atlanta is the networking
opportunities that are available to
spend time with and compare notes
with like-minded colleagues. These
relationships are invaluable for sup-
port and additional perspectives.
There will be a number of network-
ing opportunities built into this
year’s conference including one
specifically for first-time attendees.
(Editor’s note: See the sidebar on
page 1.)

EAR: What advice would you
have for employee assistance profes-
sionals in their work?

DW: In an article I wrote for
EAR last year, I suggested some pos-
sible strategies for EAPs that can
serve as a good start going forward:
• Use core technology as a base,

but be flexible to address work-
place needs.

• Consider supporting the profes-
sion by obtaining a CEAP (if you
don’t already have one), and pub-
licize the value of the CEAP by
identifying qualified professionals
to potential purchasers of service.

• Establish generally accepted per-
formance measurement standards
and common definitions of terms.
In the interim, be clear about how
you measure your services with
employers.

• Identify areas of agreement with
your colleagues on these defini-
tions.

• Talk with local business leaders
about what an EAP can do for
them. Learn their language and
what’s important to them. Be sure
you let them know how an EAP
can help them achieve their goals.

• Be familiar with major workplace
issues: the changing workplace,
worker shortages, education and
talent shortages; stress; and the
need for greater resilience as well
as productivity. Be sure to relate
to these issues in business terms,
and be specific about how EAPs
can help. 
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Court Rulings Impact
Employer-Employee Relationship

By Dan Levine

Two recent Supreme Court
rulings have impacted the
employer-employee rela-

tionship and may very well
change the way certain companies
manage their employees.

On May 27th, the U.S.
Supreme Court announced two
significant rulings (Gomez-Perez
v. Potter, CBOCS West, Inc. v.
Humphries) providing a broader
interpretation of workers’ rights
under two federal anti-discrimina-
tion laws, giving certain employ-
ees more leeway to sue if they
face retaliation after complaining
about age or race discrimination
in the workplace.

The following are a few FAQs
to assist companies in adapting to
this change in the legal landscape:

What businesses are most
affected by the new rulings? 

While retaliation claims have
been a significant part of anti-dis-
crimination legislation prior to
these rulings, the Court’s
Humphries decision impacts
smaller (less than 15 employees)
businesses by allowing employees

of these companies to sue if they
suffer retaliation in connection
with race discrimination com-
plaints. 

Additionally, employees of the
federal government now have the
ability to assert retaliation claims
in connection with age discrimina-
tion complaints as a result of the
Gomez-Perez case. 

What is “retaliation?”
The courts have struggled to

precisely define retaliation and
whether a particular adverse
employment action rises to the
level of retaliation still is open to
interpretation. On the one hand,
terminations, suspensions with
pay and demotions most likely
will be considered retaliatory
actions. On the other hand, trans-
fers, unfavorable evaluations and
minor disciplinary actions (warn-
ing letters) may not suffice. 

How should HR departments
readjust their disciplinary pro-
cedures and termination policies
to avoid being characterized as
retaliatory? 

First of all, companies must
have, if they do not already, a

clear policy in place that requires
some level of documentation as to
the reasons and justifications for
terminating an employee. A sound
termination procedure should cite
the reasons why an employee is
being fired, and provide either
evidence or statements from the
employee’s superiors. Companies
also should consider the timing of
any termination decision once an
employee has made a complaint
of discrimination.

Companies and HR would do
well to exercise additional precau-
tions in their disciplinary proce-
dures until this issue becomes
more clearly defined by the
courts. Companies should also be
proactive and consult a qualified
employment law attorney to
review existing HR policies and
procedures and discuss particular
employment matters prior to tak-
ing any final action.

Daniel R. Levine, a shareholder with the
law firm Shapiro, Blasi, Wasserman &
Gora P.A., in Boca Raton, Fla., is Board-
certified in labor and employment law by
the Florida Bar. For more information,
visit www.sbwlawfirm.com.
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On the Job

Have any of your corporate
clients and their employees
been impacted by recent

flooding in the Midwest? EA pro-
fessionals may simultaneously be
dealing with your own damaged
homes and upended lives. The fol-
lowing is a list of some available
resources:

Home Safety 
and Flood Recovery

The Department of Health &
Family Services of the State of
Wisconsin has a terrific website at
http://dhs.wisconsin.gov/eh/Disaster
HealthSafety/flooding.htm. The site
covers a number of flood-related
issues including: 

Evacuating your home;
Water safety;
Food safety;
Garbage precautions;
Injury prevention;
Increased insect activity; and
Utility service interruption.

Areas to consider when re-enter-
ing a flood-damage home include
addressing: 1) mold; 2) correcting
water damage and clean-up; 3) utili-
ty service; and 4) food safety.

Mental Health Impact
The State of Wisconsin has also

compiled advice to address the
emotional impact of the flooding.
The information listed on this website
– www.datcp.state.wi.us/flood2008/
mental_health.jsp is generic and
suitable as a handout for EAP
clients.

Federal Aid
The Federal Emergency

Management Agency (FEMA) –
www.fema.gov/assistance/index.sht
m offers guidance to those who
need to apply for federal aid or need
to find out if they qualify.

Weather Conditions
According to the U.S. National

Weather Service, damage from

flooding appears likely to reach
hundreds of millions of dollars. 

Thousands of homes and hun-
dreds of businesses have been
flooded – road damage is extensive,
and many levees and dams have
failed or are in jeopardy of failing.
For up-to-date weather conditions,
go to www.weather.gov. 

Register As ‘Safe and Well’
The American Red Cross urges

affected residents to register them-
selves and their loved ones on the
“Safe and Well” website. Visit
www.redcross.org and click on the
“Safe and Well” link. 

Shelters
The Red Cross also maintains a

list of shelters in all affected states,
as well as other resources. Go to
http://redcrossmidwestflooding.wor
dpress.com.

Source: Reprinted with permission from
the Employee Assistance Professionals
Association (www.eapassn.org).

Resources for Flood Victims

Employers Recognizing ‘Pain at the Pump’

As gasoline prices continue
to rise, more employers are
offering additional benefits,

such as telecommuting and flexible
schedules, to help offset those
costs, according to a new survey
from the world’s largest human
resources association.

Most organizations are using
benefits, not increased pay, to help
employees cope. Only 2% of sur-
veyed employers offered a cost of
living raise prompted by gas prices,
or stipends to employees with long
commutes. Instead, employers are

offering new benefits, and employ-
ees are also taking better advantage
of existing benefits. 

The Society for Human
Resource Management (SHRM)
survey showed that the most com-
mon tactic (42%) was to raise the
mileage reimbursement to the IRS
maximum. Other benefits include:
• Offering a flexible work schedule,

26%;
• Telecommuting, 18%;
• Public transportation discounts,

14%; and
• Rewarding employee perfor-

mance with a gas card, also 14%.
Other key survey findings

include:
• Driving-related assistance has

risen dramatically. For example,
13% of employers raised mileage
reimbursement to the IRS cap in
2007, compared to 42% this year. 

• Some employers (12%) assist
employees organize carpools,
while 7% offer priority parking to
employees who carpool.

Source: The Society for Human Resource
Management, www.shrm.org.
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On the Job

Identity Theft: 
Pros and Cons of Identity Scoring vs. Credit Monitoring – Part I

Editor’s note: In today’s technological
society, identity theft has become an
increasing concern. Could it be an over-
looked EAP niche? A leading authority on
the subject addresses this topic in part one
of a two-part article.

By Jim Collins

The Identity Theft Resource
Center is a non-profit orga-
nization dedicated exclu-

sively to the understanding and
prevention of identity theft. 
It defines identity theft as:

“a crime in which an impostor
obtains key pieces of personal
identifying information such as
Social Security numbers and dri-
ver’s license numbers and uses
them for their own personal gain.
It can start with lost or stolen wal-
lets, pilfered mail, a data breach,
computer virus, phishing, a scam,
or paper documents thrown out by
you or a business which result in
‘dumpster diving.’ The crime
varies widely, and can include
check fraud, credit card fraud,
financial identity theft, criminal
identity theft, governmental iden-
tity theft, and identity fraud.” 

To make the situation worse,
thieves want more than just your
money. In 2007, the Federal Trade
Commission reported that credit
card fraud accounted for 23% of
reported identity theft cases.
However, non-financial types of
fraud – including employment
fraud – accounted for 14% while
government documents and bene-
fits fraud accounted for 11%.
Non-financial types of identity

theft include utilities and phone
fraud, medical, criminal, employ-
ment, and government benefits
fraud and synthetic identity theft
in which the identity is fictional
rather than stolen.

Criminals can readily obtain
our personal data without break-
ing into our homes. The U.S.
Department of Justice reports that
“in public places, for example,
criminals may engage in ‘shoulder
surfing’ – watching you from a
nearby location as you punch in
your telephone calling card num-
ber or credit card number – or lis-
ten in on your conversation if you
give your credit-card number over
the telephone to a hotel or rental
car company.”

Once the predator has enough
identifying information, they can
take over that person’s identity by
falsely completing applications for
loans and credit cards, making
bank account withdrawals using
the victim’s information, and
other unscrupulous activities, and
inflict substantial damage on the
victim’s assets, credit, and reputa-
tion.

People are bombarded by offers
of free credit card monitoring that

will reduce identity theft.
Enterprises that are compromised
by data break-ins generally offer
free credit report monitoring to
potential victims. Are there limita-
tions to the protection you receive
from these free offers? 

Unfortunately, there truly is no
“free lunch.” A study conducted
by Gartner Research revealed that
“identity scoring and monitoring
is more effective than credit report
monitoring to watch for potential-
ly fraudulent activity.”

Notebook computers filled with
confidential employee information
are stolen on a daily basis, and
data breaches and criminal access-
es also occur at retailers, payment
processors, and other types of
companies all the time.

Following a compromise,
affected enterprises generally
offer potential victims free credit
report monitoring from one of
three major credit bureaus:
Experian, Equifax or TransUnion,
which implies that credit report
monitoring will protect customers
from criminal use of their identity
records for subsequent crimes.

NEXT MONTH: The differ-
ences between credit card moni-
toring and identity scoring are
discussed.

Jim Collins is president of HR Plus,
www.hrplus.com, a premier provider of
background screening and pre-employ-
ment services, and a division of
AlliedBarton Security Services,
www.alliedbarton.com, a leading provider
of highly trained security personnel.

“In 2007, the Federal
Trade Commission
reported that credit card
fraud accounted for
23% of reported identity
theft cases.”
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Larger percentages of employ-
ers are providing employee
assistance programs to help

employees deal with problems and
pressures, according to the Families
and Work Institute’s 2008 National
Study of Employers.

According to the study, 65% of
employers are providing EAPs, up
from 56% in 1998. There has also
been an increase in wellness pro-
grams, with 60% providing these
programs today, compared with
51% in 1998.

In addition, more employers are
providing women with private space
for breastfeeding today (53%) than
in 1998.

Flexible Hours
There are two changes in the

provision of flexibility between
2008 and 1998. An estimated 79%
of employers now allow at least
some employees to periodically
change their arrival and departure
time, up from 68%.

In addition, 47% of employers
allow at least some employees to
move from full time to part-time
work, and back again, while
remaining in the same position –
down from 57%.

Health Care Coverage
Although there have been no cut-

backs in the percentages of employ-
ers who provide health care
coverage for employees and their
families, employers are asking
employees to pick up a larger share
of the premiums.

Among employers offering per-
sonal or family health insurance,
34% increased employees’ premium
co-pay during the preceding 12
months. Only 4% pay all premiums,
compared with 13% in 1998. 

However, employers are more
likely to provide health insurance
for unmarried partners of employees
– 31% in 2008, compared with 14%
10 years ago.

There has been a steep decline in
offering pension plans – 29% in
2008 compared with 48% in 1998.

Summary
There have been serious reduc-

tions in how much employers pay
toward benefits that cost money
(health care, disability programs,
and pension plans). However,
employers have largely maintained
or even increased the support they
provide to employees in managing
their personal and family lives.

Interestingly, employers with
more diverse leadership at the top,
and employers that are nonprofits,
turn out to provide the best support
for making work work for both
employer and employee.

Reprinted with permission of Employee
Assistance Professionals Association,
www.eapassn.org. For the complete
report, go to http://familiesandwork.org
and then to the “New National Study of
Employers released” link.

Study Reveals EAP Growth

Washington Beat

Coalition Seeks Clarification of FMLA Regulations

What constitutes a serious
health condition? How
can an employer admin-

ister unscheduled leave in a way
that’s fair to all employees?

These are some of the ques-
tions that a coalition of employers
and other organizations want
resolved as improvements are
made to the Family and Medical
Leave Act (FMLA).

The Society for Human
Resource Management (SHRM),
the world’s largest association
devoted to human resource man-
agement, leads a coalition that
recently submitted lengthy com-
ments to the Department of Labor,
which is proposing regulatory

revisions to the 15-year-old law.
More than 100 associations and

organizations co-signed the com-
prehensive comments submitted
by the National Coalition to
Protect Family Leave (NCPFL).
The group is spearheading an
effort to clarify regulations and
improve FMLA administration for
both employers and employees.

“Although some provisions
within the FMLA regulations work
well for both employers and
employees, HR professionals have
struggled to interpret other provi-
sions,” said Lisa Horn, SHRM
manager of health care and chair
of the NCPFL. 

“The original purpose of the
FMLA, as envisioned by
Congress, will never be fully real-
ized until both the employee and
employer communities feel com-
fortable in their determination that
an employee is rightly entitled to
FMLA leave,” Horn added.
“Unless the department clarifies
the FMLA rules, HR professionals
will continue to encounter work-
place challenges as a result of
these complex regulations.”

To learn more about the coali-
tion, visit 
www.protectfamilyleave.org.

Source: SHRM, www.shrm.org.
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