UPS AND DOWNS FOR LAYOFF SURVIVORS

Evenwhen achangeisconsdered to haveapositive
outcomesuchas“l’ vestill got ajob,” thereisan adjust-
ment processto new workplace conditions after alay-off.
Thistrangtion occurswhether onehasretained their old
job, or hasbeen assigned new duties, or has*“bumped”
into anew position atogether.

Thefirst stageisoften described as* UNINFORMED
OPTIMISM.” Thismeansthat anindividual doesn’'t
know exactly how their lifewill be affected even though
they may think they canimagineit.

Asthe change occurs and therealitiesbegin, thisattitude
may moveinto“INFORMED PESSIMISM.” Thisis
the point wherean individual experienceshow the
changewill affect them and beginsto realize conse-
guences.

Atthispoint, a“ CHECKING OUT” period may occur,
whichisanormal part of the process. This* checking
out” can occur publicly or in our ownthoughts. Itisthe
point wherefears, questionsand challengesareonthe
surface and pessimism may be at its peak.

Theremay still be doubtsin the next phasewhichis
“HOPEFUL REALISM,” but anindividua beginsto
believethat they can adapt and thereis more hope about
being able to move through the change process. Asthe
changeisintegrated more completely, the next stageis
referredto as“INFORMED OPTIMISM.” Thisisthe
place where more confidenceisexperienced, pessmism
isdecreasing and thereis morefocus on the new way

of life.

During thisprocessthere arewaysthat each of usmay act
out, experienceadrop in self-confidence or strugglewith
moving forward. Some common reactionsare:

1) Onemay try to complete new responsibilitiesinthe
sameway that onefunctioned before, and thusengagein
“moreof thesame’ behavior.

« Thisfrequently fallsshort of the demandsof the new
workload and may add to one’ sstressand tension.
When onestrugglesto do ajob inwaysthat aren't
working, it erodes one’ s sense of competence, contri-
bution, confidence and job satisfaction.

2) Whenoneisfed upwith asituation or demoralized,
one sometimesfocuseson doing just thebasicsof what is
needed to get by. Theattitude becomes one of resignation
or obligation rather than being driven by any missonor
enthusasmfor thework.

« Onetoll of thisunderstandableresponseisincreased
vulnerability to stress; by contrast, high job commitment
can be an antidoteto stress.

« Atthispoint each person needsto re-eval uate what
enthusasm till existswiththejob, re-evauatethe
“psychological contract” with their employer and
consider what thetoll isof just “tryingto get by.”

3) Another common responsefor lay-off survivorsisto
function fromaplace of uncertainty and cautiousness. It
stemsfrom theperceptionthat “if | don’t makedecisions,
| won’t make mistakes and draw attentionto myself”.

« A personcanliveinthat limbofor aperiod of time, but
it kegpsanindividua inareactivemode. What usually
hel ps someoneto move on, feel more confident and
more satisfied, isto make proactive decisions.

« Crestivity often stopswhen oneisin areactivemode
and the dominant response can beanxiety and paralyss.
Tofed moreenergy after surviving alay-off, it helpsto
stepinto asmuch decision making and self-direction as

possible.
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4) 1tbecomesessential tolook redistically at what
seemsto have changedinon€e' sjob, and at what is
challengedin one svaues, work ethic and standards
for measuring success.

« |f onecontinueswith previous measures of suc-
cess, chances arethe measurement comesup
short. Lay-off survivorsoften encounter more
work and/or different work that hasbeen ab-
sorbed from el sewhere. Rethinking how one
defines successand what thejob satisfiersare can
hel p reorient waysof measuring how thenew
version of thejobisgoing .

« Re-evaluating measuresof successmay aso
reduce some of the self-recrimination that occurs
from not getting asmuch work doneasquickly as
before.

Tohelp clarify someof the changes, consider asking
yourself thesequestions:

1) Dol understand thenew organizational chart,
reporting rel ationships, expectationsof meand
current mission of my work group?1f not, how can

daify?

2) What skills and experience seem most necessary
inmy new work role? Do | feel capableof acquiring
them?Why?Why not?

3) What skillsand competencieshavel usedinthe
past that may not be asuseful currently?

4) Do know how othersview my skillsand
contributions? Have| asked anyonerecently and
gotten direct feedback or am | making assumptions?

5) What weremy job satisfiers beforethelay-offs?
What can | retain of thosein my new role? What
satisfiershavel lost that may effect my attitude?

6) Havefriendsat work been laid off and has
my support system changed? Do | need/want to
do anything differently to build some new work
relaionships?

7) If I picturemyself at work 6 monthsfrom now,
what do | want my attitude to be? What do | want
to feel good about?What do | want to have
learned?

8) What am | telling myself about my job and the
vaueof my work?What affects my attitude and
perceptionsand what can | change?

9) What bothers methe most about what has
changed at work? | sthere anything that | can do
about the changes?

10) Am1 taking good care of mysdlf during thistime
of transition? What do | want to do more of ?\What
do | want todo lessof?

Itishelpful totry and noticeyour own stresslevel,
attitude, and sense of job satisfaction. If you are
concerned with how you aredoing, look for support
and consider contacting the State EAP. EAP Coun-
seling Services can be accessed toll-freein greater
Minnesotaat 1.866.477.1586 or 651.662.2586in the
metro area. The phone numbersfor the EAP Man-
agement Call Center are 651.296.0765 or
800.657.3719.

Visit EAP online at www.doer.state.mn.us/
eap/eap.htm.







