





WORD TO THE WISE

Addiction in the Workplace: What To Do?

rescription medications.
P Alcohol. Street drugs.

Addiction takes many forms,
and it is present in the workplace —
even in family businesses — more
frequently than one might think.

According to the U.S. Department
of Labor, of the 20.6 million adults
classified with substance dependence
or abuse, 12.7 million, or 61.5 percent,
were employed full time.

Smaller firms may be particu-
larly affected by employee
substance abuse. The Substance
Abuse and Mental Health Services
Administration’s 2006 National
Survey on Drug Use and Health
states that while about half of all
U.S. workers are employed by
companies with fewer than 500
workers, about nine in 10 illicit drug
users and heavy drinkers work for
small and medium-size companies.

HOW TO RECOGNIZE A PROBLEM
Addiction is generally defined

as the continued use of alcohol

or drugs despite negative conse-
quences for the user. Recognizing
addiction in the workplace can be
difficult — not because signs of
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addiction are hard to identify, but
because they are often overlooked
by managers who don’t want to
face the complications dealing with
addiction brings.

Here are a few potential signs of
addiction to look for in employees:

® Lateness to work, appointments
and meetings, as well as weak and
repeated excuses for tardiness —
transit troubles, sick relatives, sick
pets, etc.

B [naccurate work
® Jittery manner
B Loose temper

Of course, everyone has a
bad day every now and then,
but if these behaviors go on for
an extended period, further
investigation is required.

WHAT’S NEXT?

If your company has a human
resources team, they are prob-
ably familiar with how to handle
suspected substance abuse. If not,
it is imperative that your company
turn to an outside resource experi-
enced in handling substance abuse
in the workplace.

Of course, every situation is diff-
erent and must be handled with
care. For example, is the substance
legal or illegal? Is criminal behavior
involved? Employers must be very
sensitive to protecting the employ-
ee’s rights and the company’s assets.

At a minimum, suspicions should
be raised and noted during an
employee review so that the discus-
sion is documented in the employee’s
file. Putting the employee on notice
that a change in his or her perfor-
mance is expected is the first step
toward managing the situation.
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WORKING WITH FAMILY MEMBERS
Unfortunately, addictive behavior
sometimes runs in families, and
things get very tricky when the
workplace substance abuser is also
a relative. Because of the emotions
and legalities involved, calling on
an outside resource for assistance is
often the best solution when dealing
with addicted family members.
Compassion can be a virtue — but
if a crime is committed or a regula-
tory issue is violated, management
has a legal and fiduciary duty to act.
Remember, dealing with the
issue candidly is always better than
avoiding confrontation. Family
business owners have a responsi-
bility to their employees and their
families to address problems that
might diminish the value and
viability of the company. %

Are you concerned about addiction
in the workplace? Our firm can refer
you to specialists who can help you
draft drug-free workplace policies
and address current issues.

About Drug
Testing ...

Federal regulations require work-
place drug testing for certain
industries and categories, such
as transportation workers and
Department of Defense contrac-
tors. Private employers may also
be able to test for a wide variety
of substances, including amphet-
amines, cannabinoids, cocaine,
opiates and phencyclidine.
However, many state and local
statutes prohibit workplace drug
testing, so be sure to familiarize
yourself with all guidelines before
implementing such a program.




Family and Business Values:
Bringing the Two Together

ne of the benefits of owning
a family business is the
opportunity it affords to

promote personal values through the
company. Whether these values are
philanthropic, environmental, polit-
ical or religious, it is completely up
to the owners to decide if, when, how
and to what extent family values will
be advanced by the family business.
Some closely held businesses are
bold and straightforward about their
values, incorporating them into their
mission statements, printing them
on the backs of business cards and
posting them on signs in the lobby.
Others approach their values more
quietly, working behind the scenes
to support the values they espouse.
Many companies haven’t identi-
fied their values, so they aren’t
working in an intentional way to
promote them. Yet, clarifying values
is an excellent way to bring a sense
of purpose to the business and
add motivation to daily pursuits.
Integrating family values with
business values creates a seamless
work-family pathway to help
guide decisions.

DEFINE AND DEFEND

Every family has values, which are
typically passed on from generation
to generation. But defining these
values is sometimes like looking for
buried treasure: they’re there, but
you have to search for them.

To begin defining values in your
family, it’s smart to start with a core
group of family members who can
spend time considering the family’s
traditions and decisions and how
they reflect core values.

During this process, remember
that actions really do speak louder
than words. What did you learn from
your grandparents about how to treat
people and interact with the world?

What are the family’s unspoken rules
regarding the treatment of friends,
relatives, customers and vendors?
Who influences these decisions most
strongly? How and why?

With ideas on the table, certain
commonalities begin to bubble
up. For example, innovation and
creativity may have been hallmarks
of the family for generations. Or it
may turn out that commitment to
society is a principle the family has
always supported.

Once defined, the values must be
defended. Are they still relevant to
today’s generation? Do they deserve
to be promoted and carried on?

Are there other values that should
be added to the list to reflect a new
era of family management? Create a
working list and pare it down to the
essentials. It is these values you will
work with moving forward.

INTEGRATE AND IMPLEMENT

At this point, an integration and
implementation plan is required.
Integrating the values into your
business is a matter of naming each
value and identifying how you are
promoting it through your business.

For example, “education” may
surface as a family value that can be
translated into continuous improve-
ment and personnel development.
“Helping others” may translate into
going the extra mile for customers
or being flexible with employees
in times of need.

Finally, it’s time to create a values
statement — one that can be shared
with employees. This statement can
also be enlightening for prospective
customers and job candidates as
they make decisions about aligning
with your company in a business
relationship.

Because of the intensity of the
process, many companies find it

Tough Times
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is down. Instead, create inex-
pensive marketing campaigns to
attract new business. Spend some
time revamping your Web site.
Tout your prices, your variety

of products and services or your
exceptional customer service —
whatever sets you apart from the
competition. Masterful marketing
can make or break a business in
difficult times.

No one can predict the future
of the nation’s economy. But it’s
wise to prepare your business
now for whatever lies ahead. <*

Contact our firm for assistance
in creating and implementing
budget-conscious plans for
your business.

helpful to hire an outside consultant
to assist with preparing a values
statement. While it may take time
and effort to establish, a values
statement can be a guiding force in
the life of a family business and its
employees. %*

If you would like help creating a
values statement for your business,
we can recommend a consultant to

assist you.
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