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Annual Meeting

Alcoa Receives Ross Von Wiegand Award

The Aluminum Company of America
was presented the prestigious Ross Von
Wiegand Award at the 12th Annual Meet-
ing of ALMACA in Minneapolis. Follow-
ing are the acceptance remarks by Alcoa
President C. F'. Fetterolf.

I'm honored to receive this award for a
company I'm proud to represent here to-
day, the f~luminum Company of America.
Don't take this the wrong way, but it really
doesn't surprise me that Alcoa has been
chosen the winner of the Ross Von Wie-

(See ALCOA, p. 6)

Annual Meeting

Name Change
Not Likely

Based on the strength of member-
slup response, it does not seem likely
that ALMACA will change its name.
The effort, in fact, was chazacterized
at ALMACA's Annual Meeting as a
"non-issue" by Charles F. Pilkington
of United Technologies, chairman of
the group named last year to study
the matter.

Pilkington told the ALMACA busi-
ness meeting that he "thought we
were going to have a lot of fun over
the many, many names to be submit-
ted." The five-member working group
named to guide the staffing of the
proposal contacted regional vice pres-
idents who in turn conducted grass-
roots polls on possible new names.
The result of all the effort was six

replies, and of these, four said the
name should remain as it is.
"There does not seem to be an

emotional surge favoring a change
from ALMACA," Pilkington said,
nor, he added, does it seem to be "a
burning issue."
In the interest of making certain

the ALMACA membership had its
say, however, the committee on the
name change was continued for at
least one more year..

October 1983

Jack Hennessy, ALMACA Vice President-Operations, with William Perryman, manager
of award-winning Alcoa program, and C. F. Fetterolf, Alcoa president.
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EAP Challenges and Solutions
Joseph P. Sullivan, president and chief

executive officer of Swift &Company,
told a luncheon meeting at ALMACA's
12th Annual Meeting that "it is indeed a
pleasure and an honor to address a group

Joseph P. Sullivan

such as yourselves—a group whose indi-
vidual members represent many back-
grounds and professions, yet who collec-
tively stand for the ultimate convergence
of the goals of business and human serv-
ices."

Sullivan, keynoting the major luncheon
function, added that "we all know that the
business of business is to make profits,
and that the mandate of the human services
worker is to improve the lives of individ-
uals. Through the development and imple-
mentation of employee assistance pro-
grams, we are seeing perhaps the most
dramatic merger of these goals. The re-
duction of problems caused by alcohol and
other drug abuse, and the eradication of
the financial, marital and other problems
that may or may not be related, pays off
for all concerned."
The remainder of Sullivan's remarks

follow.

In business terms, the pay-off is im-
proved productivity. In more basic terms,
the pay-off is the salvation of the careers,
the finances, the families, and even the

(See SULLIVAN, p. 8)



Executive Director's Comment
By TOM DELANEY

In considering the effectiveness of em-
pioyee assistance programs, one has to
agree on what is an employee assistance
program and what outcomes are expected
as the result of having an employee as-
sistance program. ALMACA has its roots
in the occupational alcoholism field and so
do most employee assistance programs.
The occupational alcoholism field was a
merging together of the interests of the
alcoholism field and industry. People in
alcoholism recognized that the organiza-
tion and structure in the world of work
provided means for identifying alcoholic
persons, often in an earlier disease stage
than. they otherwise would be identified,
and that the rates of recovery (by the
definition of the alcoholism field) would
be higher than for groups identified by
other means. Industry recognized that a
significant number of employees were suf-
fering from alcoholism and that occupa-
tional alcoholism programs would help to
restore them to health and productivity.
Restoration of health and productivity were
goals ascribed to industry and that led to
some of the earlier conflicts between labor
and management of the objectives of oc-
cupational alcoholism programs. Through
the maturation of our field, the dedicated
hard work of people from both labor and
management and changing economic con-
ditions, the concern for health and pro-
ductivity are not now seen as conflictual.

Nevertheless, in evaluating employee
assistance programs, one has to first de-
termine what outcome is to be measured.
I use to think that would be quite easy
because all you had to do is identify the
key decision maker and ask him or her
what the program objective is. I should
have remembered many of my public pol-
icycourses. An administrator (whether the
setting be the public or private labor or
management) has conflicting sources of
directions. In our field, the reduction of
absenteeism, lowering of health care costs,
improvement of employee health and mor-
a1e are just a few. When you talk to a
trained researcher about evaluating such
programs, they are going to start talking
about such things as multiple regression.
Another term which often comes up is
goal displacement. In other words, you
may start out with a goal of reducing the
costs of absenteeism and have to switch
to a goal of reducing your health insurance
costs.
The story of how most occupational

alcoholism programs became employee as-
sistance programs has been told many
times and I will not repeat it here. Certainly
one of the other disease areas that we got
into quickly was addiction to other drugs.
We have been treated to quite a lot of
coverage in the popular press about drug

abuse in industry lately. The press cov-
erage, by itself, is going to impact on many
of us. After all, when the boss sends down
a copy of a national magazine and asks
what you are doing about the subject of
their cover story, you respond instead of
filing it for leisure reading. Will the security
people use this to open up their old argu-
ment about sharing of information? The
point is that enlarging the focus of the old
occupational alcoholism programs to em-
ployee assistance programs enlarges the
scope of evaluation efforts as well as the
scope of the program.
In the last couple of years, some em-

ployee assistance programs have greatly
expanded their scope. Some of the new
activities include smoking cessation clin-
ics, cardio-vascular screening, health pro-
motion, wellness, pre-retirement counsel-
ing, financial counseling, re-location
assistance and re-training. These are all
fulfilling a need within their organization.
There is no point in saying that these are
not employee assistance activities because
they obviously have been defined as such
by their organization. That certainly does
not mean that programs which do not
encompass these elements are not em-
ployee assistance programs. However, it
does point out a crucial issue for the field
as a whole and for ALMACA, in particular.
It is what I have started to think of as the
"boundary question" (with apologies to
my friends in academia). In order to im-
prove the common understanding of what
employee assistance programs are all about,
we need to work on defining different types
of employee assistance programs- and the
outside parameters of all such programs.
This was a topic that came up during many
of my discussions at the Annual Meeting
and I will be working with the Standards
Committee on this. However, I would
appreciate thoughts and suggestions from
any ALMACAN. It seems to me that it is
vital for evaluating employee assistance
programs but is needed for all of us,
whether we are involved in evaluation or
IlOt. ❑

Alcoholism in Alaska

It is reported that Alaska has the highest state
percentage (3.53 percent) of deaths attributed
to alcoholic psychosis, alcoholism, cirrhosis of
the liver, and accidental alcohol poisoning, with
an estimated 70 percent of traffic fatalities in-
volvingalcohol ascompared with approximately
50 percent nationwide. In this article, the author
describes some of the efforts to reduce alcohol
consumption in Alaska, specifically, legislation
that restricts the sale and distribution of alco-
holicbeverages. Several Alaskans describe their
personal experiences with alcohol problems and
contend that these legislative measures will be
ineffective.
Matthews, J. Washington (DC) Post, 30 Aug
1982
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Annual Meeting

ALMACANS Work Characterized
As "An Enhancement, An Investment"

Minnesota Attorney General Hubert
Humphrey told the opening plenary ses-
sion ofthe 12th ALMACA Annual Meeting
that the aims of ALMACA are linked with
those of the nation as a whole—peace and
increased productivity.
"This nation is searching earnestly for

peace—in Central America, in Lebanon
and in this world," declared Humphrey,
son of the late Vice President and U.S.
Senator, in his welcoming remarks to the
ALMACA attendees.
"Ladies and gentlemen, what you are

doing, what you are involved in, what
ALMACA is doing, is making peaces
peace in the family, peace in the work
place, peace where it counts, here at home."

Recalling a book authored by his late
father entitled "The Cause is Mankind,"
Humphrey told the ALMACA members
that their cause is "human kind, and its
healthfulness, and its ability to produce
and be efficient."
The Minnesota official noted the current

emphasis being placed on the need for
U.S. industry to compete with overseas
producers, and said:
"All the machines in the world are not

going to make us more competitive if we
as human beings are not ...ready to work
full time all the time without the problem
of alcoholism."
Urging ALMACA to continue its work

in organizing programs in the work place,
Humphrey said such efforts are "not a
cost that cuts down on efficiency."
"They are an enhancement, an invest-

ment, that makes the business more effi-
cient and more competitive, and we have
to look at it that way."

William Peterson, Vice President of the
Minnesota AFL-CIO, said his labor or-
ganization has a long history of promoting
treatment for chemical dependency, and
gave its full support for ALMACA and its
program activities.
The current high rates of unemployment

have exacerbated alcohol problems, Pe-
terson said. "Men and women are out of
work, losing their homes and reverting
more and more to alcohol because they
see no light at the end of the tunnel."
At the same time, Peterson said, working

men and women are suffering higher rates
of separations and divarces, and more
cases of child and family abuse directly
attributable to alcohol are occurring. Urg-
ing ALMACA to continue its programs,
Peterson told the conference attendees that
"without you, our people have no place
to tum."
In a departure from the traditional for-

mat of a single keynote speaker at the
opening session, this year's conference
commenced with a panel of five top cor-

porate executives from Minnesota firms
which have become involved with chem-
ical dependency programs.
The panel was moderated by James G.

Keenan, General Manager—Customer Re-
lations, for Northwestern Bell Telephone
Company, who told about the chemical
dependency prevention activities of the
Minnesota Association of Commerce and
Industry (MAGI). MAGI was spurred to
mount a program in this area by former
Gov. Albert Quie in 1982. Made up of
some 4,500 representatives of business—
including large multinational corporations
based in the state, chambers of commerce,
and state trade associations, MAGI has a
speakers' bureau for local forums on chem-
ical dependency issues. It has launched
initiatives in the drinking and driving area,
as well as programs to promote responsible
use of alcohol at business functions, in-
cluding the offering of non-alcoholic bev-
erages.
Another panelist, David L. Printy, Pres-

ident and chief executive officer of Mori-
son International, a Minneapolis invest-
ment firm, said he has done a preliminary
study of problems encountered by new
venture capital companies, and found that
alcohol had a role in four out of every ten

Annual Meeting

ventures that ran into difficulty—either an
alcohol problem suffered by a management
or production person, or by a family mem-
ber. Printy said he is working with the
University of Minnesota and other insti-
tutions to frame a specific research project
on small companies and venture capital
enterprises to determine the impact of
chemical dependency on their fortunes.
"We have discovered in a preliminary

way that it has a dramatic economic impact
on our investments, and we have to target
our investments for our clients so they can
achieve their goals," Printy said.
Other panelists included Thomas M.

Dale, Jr., Chairman of the Board and chief
executive officer of Dain Bosworth, Inc.,
whose firm was instrumental in the incep-
tion of the Johnson Institute and its train-
ing, education, and consultation activities
in the late 1960s; Raymond L. Sachs, Vice
Chairman and Chief Financial Officer of
Campbell-Mithum, Inc., a major adverfis-
ing agency which also has worked closely
with the Johnson Institute; and Jim Wom-
ack, President of Sheldahl, Inc., North-
field, MN, electronics firm, who spoke of
ALMACA as the "cutting edge" of efforts
to raise productivity, and efficiency of U.S.
industry. O

ALMACA Continues Growth,
Develops Organization 1Vlaturity

With ALMACA growing in numbers of
members and becoming stronger in the
process, the Industry Outreach Program
is lined up for successful implementation,
President Tom O'Connor told the 12th
Annual Meeting's business session.
O'Connor urged further work on speak-

ers' bureaus at all levels for the use of
"Chambers of Commerce, Boards of Trade,
government, and civic organizations," be-
cause, he said, "we want to show these
people what we can do."
O'Connor stressed that "we want to

offer services, not handouts," when en-
couraging organizational memberships in
ALMACA and use by labor, business, and
industry of ALMACA resources. He urged
those at the business meeting to "antici-
pate problems and be prepared with an-
swers when labor and industry come for-
ward for guidance."
ALMACA Executive Director Tom De-

laney told the business meeting ALMACA
is indeed growing, with some 3,500 mem-
bers atpresent. He said three new chapters
were brought into ALMACA in the month

preceding the Annual Meeting.
Delaney, in reviewing the work of the

National Office, told the business meeting
that all Chapter by-laws are ready for
updating, and that improved procedures
had been put into place for the processing
of membership applications.

Betty Reddy, ALMACA Vice Presi-
dent—Administration, told the business
meeting that work was continuing on po-
sition descriptions, procedural guidelines
for management. of ALMACA affairs, a
salary and benefits package for staff, and
a review and revision of staff position
descriptions. She stressed that the review
would produce an understanding of the
knowledge, skills, and abilities required to
perform according to those staff position
descriptions.
Ms. Reddy added that there is now under

development a set of guidelines for tran-
sition of administration so that a new
person assuming an office or staff function
from another person would know what had
gone on before, thus eliminating duplica-
tive work effort. ❑
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ALMACA Adopts Revised Regional Conference Guidelines
Until 1980, ALMACA was a loosely knit

professional organization with a minimum
number of chapters. As such, it enjoyed a
fairly well-defined distinction between those
activities which are best served through
natianwide activities, and those issues which
could best be addressed at a local level.
In effect, the local chapter was a "mini-
region".
With the explosive growth of chapters,

membership, scope of programs, and types
of program providers, a new mechanism
to facilitaxe communication began to emerge
... the regional ALMACA conference.
As with all good things that meet a need,
these conferences have grown in complex-
ity and popularity and, in so doing, have
generated some confusion and misunder-
standing. The original guidelines drafted
in 1981 provided sensible ideas to facilitate
conference planning. They did not, how-
ever, identify specific responsibilities and
accountabilities.
The bulk of the original guidelines have

been retained as they have proved viable.
They have been reformated, and additions
have been made to clarify critical issues.

It should be kept in mind that regional
conferences have complemented both the
national organization and its many chap-
ters. The spirit and intent of this revision
is to further enhance the process, which
has contributed greatly to all concerned.

Revised Conference Guidelines

PURPOSE—The primary objectives for a
regional conference are:
• Provide a forum for the exchange of

knowledge and information pertinent
to that region;

• Strengthen inter-regional cooperation
and communication;

• Develop informed input and recom-
mendationsconcerning regional needs
for the ALMACA Board of Directors
and National Office; and,

• Educate the attendees and general
public on issues of significance within
the Occupational Alcoholism/EAP
profession.

ACCOUNTABILITY—The Chairperson for
regional conference planning shall be the
then current Regional Vice President. As
an Officer of the Corporation and acting
within the scope of the RVP job descrip-
tion, this individual shall- be responsible
for:
• Compliance with generally accepted
ALMACA principles;

• Participation of all chapters within the
region in the planning process;

• Fiduciary responsibilities which the
Executive Director and Assistant Di-
rector of ALMACA National may
share (signing of contracts, legal doc-
uments, etc.); and

• Reporting compliance with Guidelines
to the National Office.

CONFERENCE PLANNING—All chap-
ters within the region should be requested
to participate in site selection and program
planning. The following items should be
addressed:

1) Regional conference committees
should reflect a balance of the various
ALMACA backgrounds and inter-
ests; i.e., labor, management, con-
sultants, treatment, etc.

2) House the conference in a union
hotel. Include these considerations
in making site plans:
a) Investigate all possible cost-re-

duction policies; i.e., work with a
travel agency to receive reduced
room rates, plans for room shar-
ing, cost saving air fare plans, etc. ;

b) Consider that more members might
be encouraged to attend if the site
chosen is in a tourist attraction;
and,

c) Be aware that in some regions,
members might prefer the confer-
ence to start or end on the week-
end.

3) Choose conference dates anytime
within the first six months of the year,
the National Conference is usually
held during the last three months.
a) Limit regional conferences to a
m~imum of two days;

b) When dates have been set, inform
the National office, so that con-
flicts can then be avoided; and,

c) Publicize the conference in the
ALMACAN, in magazines and
newspapers, and on radio and TV
as appropriate.

4) When planning the meeting schedule:
a) Consider the value of including

some round table discussions or
rap sessions for special interest

groups, wherein participants can
,experience informal exchange of
information, ideas or experiences;

b) Reserve rooms to be available for
AA and Al-Anon meetings in the
evenings; and,

c) consider tape recording sessions
for variety of uses (the written
release of all participants in a ses-
sion to be taped is required).

5) Arrange to have attendance checked
and require evaluation forms to be
filled out and turned in before partic-
ipants receive certificates and/or
CElJ's.
a) Tally evaluations so a report can

go to the national office and to
next year's conference commit-
tee;

b) Arrange for exhibits from inter-
ested organizations, with appro-
priate restrictions and require-
ments.

6) Keep registration fees as reasonable
as possible. These fees cover costs
of meeting rooms, luncheons or din-
ner meetings, free coffee, committee
expenses, printing expenses and
speaker's fees and travel expenses
(unless speakers donate their services
and pay their own travel expenses).
a) Keep costs down by recruiting

local and regional keynote speak-
ers or ALMACA members for
luncheon and dinner functions;

b) Get treatment or business orga-
nizations to sponsor all events
outside of actual program (i.e.,
"fun runs," hospitality rooms,
cookouts, coffee, etc.).

Four items require careful examination
and agreement at the very earliest stages
of planning:
DISBURSEMENT OF PROFITS OR
PAYMENT OF LIABILITIES—Each re-

the awards



gion should develop a formula ~o deal with
this issue at the first planning fission. The
following must be considered:
• If profits are to be shared in any

manner among chapters, agreement
must be reached to share losses in the
same manner.

• In developing a formula for distribu-
tion of profits:
—reserve sufficient "start-up" funds

for the following years conference
until the following year in a regional
account in National office.

—consider a contribution to National
ALMACA, especially if the Na-
tional staff has assisted in confer-
ence planning and delivery.

• Merit or Equal Distribution
—Distribution can be accomplished
by the weight of each chapter's
contribution to planning and deliv-
ery or simply in equal shares.

—The "host" chapter (if there is one)
may deserve special consideration.

ADVERTISEMENT IN PROGRAM MA-
TERIALS—While "complimentary" re-
cepfions or other "free" events may have
some benefit, care should be taken not to
feature the sponsoring organizations in
conference material (program, advance
registration forms, etc). Where the spon-
soring organization desires printed recog-
nition, ensure that type size and spacing
do not differ from other written materials.
In deference to generally accepted AL-
MACA principles, all printed material
should be printed bearing the appropriate
"union bug".

EXHIBITORS—Generally speaking, ex-
hibitors fees are the main source of poten-
tial profit since it is a good idea to keep
registration fees as low as possible to
attract maximum attendance. Consider the
following:
• Exhibitors are not the primary pur-

pose of a regional conference;
• If exhibits are solicited for a regional

conference, the fee charged should be
equal to that which will be charged at
the National ALMACA Meeting;

• Place emphasis on exhibitors who
serve the region as opposed to those
which serve a broader area; and,

• If regional conferences "drain-off
exhibitors from the National Meeting
in the future, further discussion on
the whole subject will be necessary.

PROGRAM CONTENT—A regional con-
ferenceshould present a program pertinent
to that region. It should feature speakers
from that region and topics of current
interest for the audience. In the future, the
National ALMACA Meeting will limit it-
self to issues of national importance and
limit the past practice of dominating.: the
program and presentors with people from
the "host region or city". This should help
clarify the distinction between these events
and give the potential attendee a clearer
definition of where his or her needs can
be met. ❑
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Providing Technical Help
To Dispersed Programs

By Marilyn Sneiderman
Program Specialist

AFSCME

The American Federation of State County
and Municipal Employees—AFSCME—
represents over one million public and
private sector workers in an incredibly
broad range of occupations. We have over
3,000 local unions across the country in
almost every state in the United States.
The Community Service Department was
developed by our President, Gerald W.
McEntee to address the concerns of our
members that may extend beyond their
current contracts. Examples of these con-
cerns may be alcohol or other drug abuse,
family problems, or stress. The Depart-
ment is also working to promote and rec-
ognize the community involvement of our
membership in the communities in which
they work and live.

Providing technical assistance to
AFSCME locals covered by EAP's is a
major role of The Department. Today,
many state, county and city governments
have EAP's, initiated by the Union, by
management, or as joint labor/management
agreements. Our role at the International
Union is to ensure that however the pro-
gram is initiated that AFSCME members
have a very strong role in its development
and ongoing operation. Often EAPs are
sold to management as ways to increase
productivity &profits; we at the union
need to ensure that the needs of our
members are met without their rights and
interests being jeopardized in any way. In
theory, confidentiality exists in all pro-
grams. We need to ensure that it also
exists in practice.
As one way to help accomplish our

goals, AFSCME has published a brochure
entitled "Employee Assistance Programs:
The Unions Role." We strongly recom-
mend certain steps that union members
can follow in working with EAP's. We
stress the importance of the committee,
which is responsible for:

1. developing EAP policies & proce-
dures;

2. ensuring that the EAP remains sep-
arate from the grievance/arbitration
procedures and that management
never uses it to circumvent the union
contract;

3. coordinating EAP referrals to com-
munity resources with current insur-
ance coverage and documenting the
services needed by members but not
covered by insurance for use in future
contract negotiations;

4. insisting on AFSCME involvement

and recognition in all EAP publicity
and training materials;

5. requiring that all EAP training classes
for supervisors and management also
be offered to union stewards and
officers;

6. locating the EAP office in a conve-
nient and non-threatening location—
inside the personnel office, for ex-
ample, would be threatening to many
members; and,

7. demanding that EAP staff be familiar
with the union and the union contract.
AFSCME officers and/or staff should
be involved in the hiring process.
EAP staff should also regulazly attend
local union meetings to publicize the
EAP, answer _questions, and get to
know the local union better.

The role of the committee to ensure that
members' needs are met is important, but
not enough. Unions have never stood back
and let our problems be individualized. I
must say, I have concerns with the term
"the troubled employee." There are em-
ployees with troubles, but there are also
organizations that contribute to these trou-
bles. Unions have never allowed our em-
ployers to blame our members as one
would "blame the victim." We need to
make sure that the EAP doesn't ignore the
working and social conditions which often
cause or aggravate "personal" problems
on the job. For example, a child care center
at the workplace may do move to relieve
stress and financial burdens for working
parents than a workshop on family budg-
ets. Or, additional staff might do more to
relieve stress caused by an excessive
workload than the best workshop on stress
management. ❑
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Annual 1Vleeting

Report from
Vice President for Operations

John J. Hennessy

In June, President O'Connor asked me
to chair a special committee to develop
expanded guidelines for the regional con-
ferences. In 1983, the Eastern, Central and
Western Regions had conferences and these
have expanded so that they are major
events. In establishing the committee Pres-
ident O'Connor stressed that regional con-
ferences are regional events and that the
committee work was to identify ways that
they could be strengthened without losing
their regional focus.
In addition to myself, other national

officers on the committee were the Vice
President for Administration, Betty Reddy,
and the National Treasurer, Jennifer
Farmer. Dan Smith, the President of the
Pittsburgh. Chapter, agreed to serve as
project manager.

Briefly, the report underscores the re-
sponsibility of the regional vice president
for the activities of the regional confer-
ences, the need to involve all chapters
from the region in planning and running
the regional conferences, the need to es-
tablish good fiscal controls and the help
which the National staff can provide to
the regional conference committees.
I will briefly go over the major activities

of several of the ~ALMACA committees
which I oversee.
Under the leadership of Sandra Turner,

the Education and Training Committee has
continued to be very active. This commit-
tee arranged for ALMACA to reproduce
a pamphlet, "Resource Information on
Employee Alcoholism/Assistance Pro-
grams," which had been developed by the
EAP staff at Gulf Oil. Naturally, the AL-
MACA version will have a union "bug."
The committee also arranged for the Uni-
versity of Maryland to provide Continuing
Education Units for the workshops given
at this conference.
The consultants committee continues to

provide the liaison between ALMACA and
the Occupational Program Consultants of
America. The O.P.C.A. president, Jim
Roth, has been the chair of the consultant
committee. Early next year, we will have
a directory of consultants.

Michael O'Brien continues to handle the
membership issues as chair of the mem-
bership committee. The committee devel-
oped criteria for clarifying membership
categories which was approved by the
Board of Directors at its spring meeting.
The committee is now working on an
appeals procedure.
Jim Edwazds continues to provide us

with leadership in the public policy area
as chair of the Legislative Committee. Tim
and Tom Delaney have been pushing for
better coverage for alcoholism treatment

in the federal employee Blue Cross. The
September issue of the The ALIVIACAN
has a copy of the statement which Jim
Edwards submitted to the Committee on
Post Office and Civil Service of the House
of Representatives in support of improved
Blue Cross c~average for federal employ-
ees.
Tom Pasco has just resigned as chair of

the labor committee. Tom has a promotion
within the U.A.W. which will take him
away from the occupational alcoholism
field. I wish Tom best of luck in his new
job. During the past year, he has estab-

(ALCOA from p. 1)

gand award. Ross spent many long days
and nights helping us forge an alcohol
abuse program a few years back. His ideas
and guidance helped us develop the pro-
gram you've chosen to recognize. It's
fitting that a program he helped write would
be honored with an award his life inspired.
The real winners today, though, are the

Alcoa employees and their family members
who have been touched by our employee
assistance effort. In some cases, the touch
was a reassuring gentle hug for an em-
pioyee's wife, wondering if her husband
could bounce back from a bout with de-
pression. Other times it was a wrestling
match, as an employee struggled to beat
a drinking problem. Alcoa truly cares for
its people. We reward them well for their
work; we want to help them when they
fall. I'm proud of this award because it
demonstrates that we are committed to
this program, not merely paying lip service
to it.
There are as many EAP start-up meth-

ods as there are reasons to start one. I'm
going to tell you Alcoa's story.
We're apretty honest company. Nothing

would make me happier than to be able to
tell you we in senior management sat
around a big of fancy table in 1978 and
agonized and intellectualized about how
we could help wrestle our fellow Alcoans
from the evil grasp of alcoholism. No high-
level "discussions" really led to the for-
mation of our alcohol abuse program. We
found the program by accident.
What happened reminds me of the old

miner who'd dug and scraped for years,
hoping to strike gold. Tired from his fruit-
less efforts, the would-be "forty-Hiner"
finally packed his tools and boarded a train
for home. During the journey, he fell off
the train and hit his head on a rock. He
dusted it off and knocked the dirt from
around it and found it was the gold he'd
been searching for.
Many of you know our employee as-

sistance manager, Bill Perryman. I hope
he forgives me for this analogy, but Bill
was Alcoa's old miner.
During his tenure as manager of our San

Francisco sales office, Bill became an
alcoholic. He was demoted and transferred
to Atlanta to a job that carried much less
responsibility and, consequently, much less
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fished a st ture which provides for labor
participatio at all levels of ALMACA. He
appointed r gional members of the labor
committee to relate to the regions. He also
encouraged each chapter president to es-
tablish alabor committee and. many have
done so:. ;
During the past year, I have gotten to

meet and know many more ALMACANS.
We have a great organization and I want
to thank all of you for supporting AL-
MACA. I am looking forward to serving
you next .year. ❑

pay. After several bad experiences with
some misguided detoxification and reha-
bilitation centers, he got himself some
meaningful help and started to turn his life
around.

Bill struck gold. And rather than hide it
or horde it as some old miners would have
done, wanting to keep their secret intact,
he lifted his nugget high above his head
for all to see. Bill saw a chance to change
Alcoa's attitude toward alcoholism. With
support from his boss, he took his gold—
his rescued liferaround the system for all
to see.
He began talking first to his own Sales

Department. Too familiar with the legend-
ary three-martini lunch and frequent after-
hour customer entertainment, Bill figured
it was the perfect place to start.
I said before that we are an honest

company. We're also reasonably smart.
We were smart enough to capture the zeal
of this old miner and his message and give
him a mandate to establish a company-
wide alcohol abuse program.
We decided against a centralized, cor-

porate headquarters "model" program in
favor of abroad-based, grass roots effort.
We wanted to reach people. There were
3,000 of us in the Pittsburgh headquarters
and 40,000 at the operating locations.
Hoping to quickly establish a credible

presence at our locations, the locations
selected one person there to be a collateral
program coordinator. These people were
lab technicians or mill supervisors, secu-
rity guards or accountants. They had one
thing incommon—a universally noted con-
cern for their fellow man. These people
were the Salvation Army solicitors, the
VFW benevolence workers, the deacons
who serve communion in church.
We trained this army of ragtag coordi-

nators,armed them with picks and shovels,
and asked them to find more gold. They
were successful, because, like Bill Perry-
man, they feld good about giving of them-
selves beyond what their job description
asked of them. With those trained coor-
dinators in place, we began building tiers
of success. Each location program at 27
plant sites and all sales offices was acting
independently, drawing its counseling and
detoxification needs from local expertise.
The gold was glowing and the program

grew and earned a good reputation. Ron



Coleman, manager of our lar e Warrick
Operations near Evansville, I diana, de-
cided it was time to retire th 'cks and
shovels of the alcohol abuse p gram and
replace them with the power tools of a
comprehensive employee assistance pro-
gram.
He hued our first full-time EAP profes-

sional, and Warrick's problem area out-
reach was exanded to include drug abuse;
marital, family, and emotional difficulties;
eating disorders; and legal and financial
troubles. It was another case of seeing the
gold and doing what was necessary to get
the job done.
EAPs followed at many Alcoa locations.

Others are in the formative stages, building
on the established tiers of success.
In locations where our people-count is

small, like a sales office where two people
work out in the middle of nowhere, or a
plant too small to pay for afull-time
professional coordinator, we've con-
tracted with a national EAP helpline serv-
ice. Those employees now have a wide
variety of problem-solvers available to
them. To our way of thinking, there's no
excuse for not providing comprehensive
service, and this was the most reliable
EAP method available to serve that part
of our population.

,:

In the future we may try to form EAP
consortiums at our remote locations. If
another company has a small plant near
ours, why not split the cost of a full-time
EAP coordinator between the two com-
panies? Even if we happen to be compet-
itors, we're not competing when it comes
to rehabilitating peoples' lives.
We've come a long way in six years.

We're not home by any stretch. There's a
lot of gold still out there.

There's probably a lot of gold out there
in the companies you represent also.

I'd like to challenge you in the audience
who work in programs that serve both
union and management employees to take
advantage of your common concern. Al-
coa's employee assistance history, which
is similar to our safety story, is one of
labor-management cooperation. The inter-
national unions that represent our hourly-
paid employees endorsed the program at
its inception, and their locals' continued
support have made our's truly a joint EAP
effort.
Today, local union representatives at

some locations are involved in EAP aware-
ness programs where they train, for ex-
ample, safety committeepersons or line
supervisors on the benefits of employee
assistance. Many familiarize themselves

"ALCOHOLIC?
I can hold nay
liquor as well
as anybody."

People with a drinking problem
are usually the ]as[ ro admit ic.

Unfortunately, the same is true
for people with a drug problem.

If someone you care about has a
problem, callus. The New Day
Cen[er is staffed with medical
professionals who have [he shill and
the understanding co help people
regain control over themselves and
[heir lives.

Alcoholism or drug abuse: if the
person with the problem is the las[ [o
admit it, how will they ever get help?
It's up co the people who care about
them... people like you.

Callus today. ~~'e can help.

N DAY
s.~s._CENTER 

s.e.s

In Michigan Call icll i'ree:
;_soe-5Bz—~9oc

825 North Center
Gaylord. Michigan 49735

(51~ 732-1793

p Member Corporation of [he A~ventisi Health System

with the community service base so they
can advise fellow employees that the co-
ordinator's recommendations are solid.
Perhaps, most importantly, they serve

as the interface with the labor force by
promoting the program through the ranks.
They are especially helpful in cases where
employees are reluctant to see the "com-
pany" counselor. Often they make refer-
rals.
Employee assistance typifies the prog-

ress that can be made when companies
and unions work together toward a com-
mon goal. We need to find ways to harness
our cooperative energies in the employee
assistance area and transfer them to a
broader array of issues and challenges that
face industry today.

I'd also like to challenge the companies
that are not involved in EAP to get in-
volved. Many companies need to get be-
yond the altruistic "it's the right thing to
do" rationale, and that's fine. We've found
it makes good business sense to be in
employee assistance.
The National Institute on Alcohol Abuse

and Alcoholism has placed the annual cost
to industry for alcoholism alone at 19.64
billion dollars in lost production and an-
other 12.75 billion dollars in related health
and medical bills. In companies where data
on the program's cost effectiveness is kept,
the least return is three dollars back for
each dollar spent. One company reports a
17 dollar return on one dollar of EAP
funding.
Employee absenteeism jumps one to six

times the normal rate when personal prob-
lems go untreated. Fifteen percent of on-
the job accidents occur because employ-
ees are preoccupied with their personal
problems rather than with their work.
When you also consider that nearly half
of today's marriages will end in divorce,
and that a minimum of six percent of all
drinkers will become alcoholics, it's clear
that business cannot afford not to have an
EAP.
The task of initiating or accelerating the

progress of a substance abuse or employee
assistance program rests with the Bill
Perryman's—the program managers—of
this audience. It's up to you to gain the
support of your organization's top man-
agement. Now I'm not dismissing the im-
portance of support from your workforces.
But for any EAP to do its best, it must
have the active backing of senior manage-
ment.Our history bears this out. The years
we lacked top management support were
years of awareness-building without much
action on the helping side.
There are, of course, many ways to

establish and maintain an EAP. We've
done it one way; others have done differ-
ently. Still the task remains undone. I
thank you again for this award on behalf
of our company, our unions, and especially
our many location coordinators here today
who do such a shining job for us.
We at Alcoa will look at this award not

as the reward for a job well done, but as
a signal that we are on the right track. ❑
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lives of the troubled employees who might
otherwise be lost to the insidious threat of
alcohol and other drug addictions.
As the present economic crunch forces

us to cut costs and run our organizations
more efficiently, business and industry_
leaders are becoming increasingly con-
scious ofthe value of our human resources.
We are realizing that we rise and fall
according to the capabilities of the people
who work for us. If people are well-
adjusted and committed on the job and at
home, our companies, our stockholders,
and our customers benefit.
Today, I'd like to discuss some of the

specific employee assistance challenges
we've had and the lessons we've learned
at the processed foods division of Esmark,
which includes not only Swift &Company,
but also the recently acquired Hunt-Wes-
son Foods and United Can. But first, I'd
like to give you a brief overview of our
employee assistance programs.
At Swift &Company, we have had the

benefit of a formal employee assistance
program since 1964, although the ground-
work for the program was laid some years
before that.
Two Swift employees, now retired, are

credited with being instrumental in the
development of our formal program. Both
of these persons—Bill .Meyer and Bob
Kincheloebegan working with alcoholics
long before it was an accepted industry
activity. These two employees recognized
alcoholism as a disease and treated alco-
holics accordingly.
Swift developed a formal policy which

addressed the needs of the alcoholic as
early as 1964. This policy was based on
work Bob Kincheloe had been doing from
1956 to 1960 in our plant at Sioux City,
Iowa, and the extensive work he did be-
ginning in 1960 at our plant in St. Paul,
Minnesota.
"Kinch," as everyone calls him, retired

very recently after directing the program
through several years of continuous de-
velopment. We at Swift are deeply grateful
to him for his devotion to the employee
assistance concept and for his leadership
in this field.
As more employees became clients in

the program, Swift management became
more aware of the destructiveness that
alcoholism and other personal problems
create in the workplace.
Because of this increasing awareness of

the benefits of the employee assistance
program, we recently revised and ex-
panded our original policy. Today the
program is more comprehensive and in-
cludesother personal problems, in addition
to alcohol and drug abuse, that may burden
and eventually disable an employee.
We've also hued our first full-time EAP

director, Dr. Richard Kilgus. Dick comes
to us with a rich background in human
services. He previously was director of an
in-patient alcoholism treatment program

for 10 years and has spent the last seven
years in the employee assistance field,
most of that time as a regional employee
assistance coordinator. Dick was given a
mandate to ensure that employee assist-
ance services are available to all Swift
employees and their families throughout
the country.
At Hunt-Wesson, our program is less

formalized, but works essentially in the
same way. A clinical psychologist provides
transitional counseling and referral serv-
ices to employees on a contractual basis.

Plans are under way at the newly ac-
quired United Can Division, to include
employees under our employee assistance
program.
Now that you have an idea of how our

employee assistance program works, I'd
like to share with you the specific chal-
lenges we've identified, and some of the
methods we believe should be used to
solve them.
The first challenge we've encountered—

and akey industry problem—is that most
companies have yet to realize the benefits
that accrue from a fully functioning em-
ployee assistance program.
As we interview potential acquisition

candidates, we always enquire about ex-
isting employee assistance programs. What
we've found has not been very encour-
aging—although the picture does seem to
be improving somewhat in recent years.
Most firms do not have employee assist-

~..

ance programs at all. Some have "paper
programs,"Awhere the written policy is the
only evide ce of an employee assistance
program. Still others have apart-time
"counselor" assigned to EAP, who, in
many cases, happens to have been the first
person,to volunteer for the job. While this
is a very admirable attitude, it does not
ensure that the volunteer is the best person
for the job. I do believe, however, that
most of these volunteers are talented,
dedicated people.

What is the solution for this challenge
to the employee assistance field?

Our experience leads us to believe that
finding a full-time, well-qualified em-
ployee assistance professional is manda-
tory to the development of an acceptable
program if the company or division is large
enough to support this. If the company or
division is too small, apart-time counselor
may be the only course to take. Employee
assistance programming, however, should
always be a high priority in the budget
process.

On a broader scale, addressing the prob-
lem from an industry point of view, it is
critical that we continue spreading the
word on the importance of EAPs. We need
more articles in national media document-
ing the cost effectiveness of employee
assistance programs. This is not to dimin-
ish the importance of the altruistic benefits
of EAPs, but business must be sold on the

Together,
we can turn lives around.

Both of us share a vital responsibility, helping
people rebuild their lives through rehabilita-
tion programs.
We're Bowling Green Inns. Our alcoholism

and drug abuse recovery programs progress
in a loving, supportive environment, where
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instead of a bottle.
We have a uniquely experienced

team of full-time counselors, certi-
fied insubstance abuse treatment.
Step-by-step individual and family

Malflng lives whole again.

rehabilitation incorporating A.A., N.A.,
AI-Anon and other related support systems.
A medical staff around the clock to monitor
the physical aspects of the recovery process.
An administration sensitive to the demands
of the diseases we're treating. And 2-year,
intensive goal-directed aftercare for con-
tinuing recovery.

Human potential shouldn't be
kept bottled up. By working
together, we can set it free.

Bowling Green Inns are approved by
CHAhfPUS and most group health insurance
plans. If you have questions about i nsurance
coverage, we can easily verify eligibility.
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P.O. Box 337, Bowling Green, FL 33834
(813)375-2218

Metropolitan General Hospital
7950 66th Street, N., Pinellas Park, FL 33565
(813)546-2261

P.O. Box 417, St. Tammany Parish, LA 70448
(504)626-5661

495 f`{ewark Road, Kennett Square, PA 19348
(215)268-3588



cost effectiveness of the programs. Not
only do we have to "get the word out" to
our own company management, we also
must address all business and industry
leaders.

Challenge number two is developing a
good union/management relationship and
working together with the unions to im-
plement employee assistance programs.

It is often difficult for company man-
agement to move from a competitive as-
sociation with union leaders to a close
working relationship. Yet successful em-
ployee assistance programs depend upon
vigorous union support.
At Swift, we have urged the union lead-

ers with whom we deal to continue their
strong cooperation. This cooperation has
increased as these programs restore some
of their own members to health. At the
same time, I personally thank and con-
gratulate those highly enlightened unions
who have been enthusiasts of the EAP all
along.
We believe that other examples of man-

agements' and. union leaders' cooperation
are useful in the EAP process. For ex-
ample, safety programs and other similar
approaches provide good models for union
leaders and company management to fol-
low when initiating employee assistance
programs.
The bottom line is—union support is

vital to the success of the employee as-
sistance program.

Despite the individual successes we have
had at Swift &Company and Hunt-Wes-
son, and the industry successes detailed
by others at this convention, there are still
companies that refuse to recognize that a
drug or alcohol problem exists within their
ranks. This denial problem by top execu-
tives is challenge number three.
Some companies are discouraged from

setting up early intervention programs such
as employee assistance because of the
stigma still associated with the disease.
Others are run by executives who still

believe that alcoholism cannot be treated
and that their obligation to shareholders
and customers is to get rid of alcoholic
and drug-addicted employees.

It is important to remind top executives
of this mind set that employers, more than
anyone else, have greater leverage with
an alcoholic or drug abuser. Problem
drinkers or drug abusers normally are not
as intimidated by threats of losing their
family, possessions reputation, or pride as
they are by the fear of losing their jobs,
which in many cases represent their last
hold on reality.

It is also important to remind them again
that alcohol or drug abuse can strike any
employee in any company—even where
all employees are screened. Alcoholism
can strike the well-paid professianal or
union employee as easily as the less skilled
employee. Indeed, as increasing numbers
of better-trained and well-educated young
people come into the marketplace com-

(See SULLIVAN, p. 10)

ALMACA President Tom O'Connor presents the ALMACA program award to ATT Long
Lines managers and labor representatives. Recipients, left to right, are Dr. Dorothea
Johnson, corporate medical director; John J. McMaster, program administrator-employee
counseling, and Frank Karl, Communications Workers of America.
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(817) 382-1040 (409) 983-2064
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(817) 496-8833
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manding premium salaries, the value of
employee assistance programs also esca-
lates. Thus, the higher the salary, the
greater the benefit of the employee assist-
ance program.
In answering this challenge, we believe

the best solution to the denial problem is
constant education for the company ex-
ecutives and a continuing, mandatory ori-
entation and training program for all su-
pervisors.
This brings me to challenge number

four—the fact that supervisors must be
trained to think of employee assistance as
part of the total management system. This
is one challenge that we have recognized
at Swift and one that we believe other
firms are beginning to address more fully.
At Swift, we've ,recognized that the

business environment of the 80s will con-
tinue to be volatile and competitive—with
higher interest rates, slower growth and
the always changing social and political
environment. As a result, we have devel-
oped acustomized approach to managing
a decentralized business during the 1980s,
termed the front-line management system,
where decision-making is placed in the
hands of those closest to the action—the
front line managers.

This system makes it even more crucial
for us to keep all of our supervisors in-
formed of the importance and correct use
of our employee assistance program. Al-
though self-referrals are important to our
program, we believe training supervisors
is a critical issue.

Supervisors must be taught that proper
use of employee assistance programs up-
grades their own management perform-
ance. But, ensuring that all supervisors
understand the referral procedure is diff -
cult to accomplish unless regular, contin-
uingeducational programs are put in place.
The real critical factor, however, is to

maintain among managers and supervisors
the initial enthusiasm that these programs
generate. We want to be sure there is
enough support for this program in year
five as in year one.

Challenge number five has to do with
program evaluation, which should be an
integral part of any employee assistance
program.
As the business climate of the 80s con-

tinues to change, and as organizations
struggle to become leaner and more cost-
efficient, there will be fewer, but more
valuable people in the job force. Concur-
rently, as the value of human resources
increases, the importance of program eval-
uation grows.
We feel that an evaluation system should

be one of the first segments of the employee
assistance program to be developed. The
evaluation system should be construc-
tively critical of the program. It should
focus on quantifiable data such as reduc-
tion of absenteeism, where actual days can
be tallied. It should be seen as a continuous
process, constantly geared to upgrading

the employee assistance program.
As we strive to strengthen our programs

through better evaluation, another com-
mon problem—challenge number six—is
how to provide effective, adequate EAP
service to smaller plants or locations.
Companies can counter this problem in

a variety of ways. In small plants, sales
offices or other locations, one might utilize
a local employee—a nurse, or other re-
sponsible emloyee—as a part-time EAP
contact. The corporate EAP director then
could provide clinical and administrative
direction. Obviously, this solution will work
only if there is a suitable employee already
at the site.
One also could contract with local EAP

professionals in particular areas, although
again, their availability determines the suc-
cess of this approach.
The company "circuit rider" or travel-

ing EAP professional is another good so-
lution, although the inherent problems in-
clude expense of time and money.
At Swift, we are doing whatever must

be done to get the program benefits out to
all of our field people. Obviously the serv-
ice delivery may not be at the same level
at a111ocations. We are constantly pursuing
and evaluating better methods, just as
many of you here today axe doing.

Challenge number seven is to maintain
confidentiality of the program. That con-
fidentiality must not only be maintained

attending our proven New Day programBy
at night—aftertheworkday. j ,,;y

~rortheindividual—orcompany— 'p "'"°°"""'"
who can't afford work days lost-for in-hospital
treatment, our N. I.T. E. program is the answer NE~~ DAY(New Day Intensive Treatment—Evening). ,,,

This reimbursable program costs a fraction ~-
of an in-hospital stay, yet it'S BV2ry bit 8S ~ CENTERS, INC.
effective for most individuals. suasrnNCeAausE sea~~c~s

If you'd like help for yourself—or someone ~f
you're concerned about—give us a call. HINSDALE HOSPITAL

(312) 887-2800
120 N. Oak Street Hinsdale, Illinois 60521
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but believed, if the integrity of the program
is to be protected.
Those who seek help themselves, as

well as those who are referred by super-
visors, are assured that their job seniority,
wages and benefits will be safeguarded.
However, continued poor job performance
certainly will jeopardize their job security!
This all seems so obvious, it shouldn't
have to be said. It is also so vitally im-
portant it must. be said—over and over.
In protecting the program's integrity, it

should be stressed in orientation sessions
that the EAP should not be used selec-
tively. Supervisors should- not withhold
referrals because they want to terminate
an employee. Unions should not refer
employees as a last resort for the reason
that "having him- or her in the EAP will
buy time."
In other words, we can't allow the EAP

to be misused. At the same time, as the
program matures and as supervisors, man-
agement and others involved get comfort-
able with the program and their roles, we
can't get sloppy with the confidentiality
issue.
We must maintain. that confidentiality,

that professionalism, that honesty that forms
the backbone of our. programs.
At the same time, we cannot lost sight

flf the fact that we must promote our
program—challenge number eight. An EAP
may not maintain itself from a utilization
point of view without specific efforts on
the part of program personnel.
In other words, to maintain or improve

the efficacy of the EAP requires proper
utilization of the program: Proper utiliza-
tion, in turn, requires that the program be
kept in front of the employees and their
families. They should be reminded contin-
uously of the EAPs existence.
We use face-to-face contact as much as

possible, and our EAP counselor goes
where the employees are—in 'the plants,
in the field offices, at all of our facilities
across the country.
These are but a few of the major chal-

lenges we've found facing our company's
employee assistance program, but which
affect the whole field in general.
At Swift and Hunt-Wesson we are trying

to find the best solutions to these problems,
for we realize that; without methods such
as employee assistance programs to detect
and treat the problems of alcohol, drug
abuse, and related disorders, we will fall
prey to lower productivity throughout our
ranks. As we continue to fight the battle
against drug and alcohol addictions we feel
we are scoring notable successes in not
only financial—but human terms.
The bottom lin~and the only way to

stop the problem—is through increased
awareness—but even then it is an uphill
fight. I'd like to close with a special word
to those of you who are waging that uphill
battle. I know of no other industry group
characterized by such a deep sense of
commitment and spirituality as employee
assistance people. As the business envi-

ronment of the 80s continues to become
increasingly .competitive, and industry
strives to respond., companies will come
to depend upon fewer, but more valuable
employees. The employee assistance
professionals 'must continue to adapt to
these pressures to remain integral com-
ponents of the successful companies of the
80s. But as you strive to become more

professional, more accountable and even
better able to evaluate the success of your
programs—I hope and Ipray—that those
special qualities of commitment and spir-
itualitywill persist. For these very qualities
are what will make our efforts. pay off—
for our employees, and companies- and
society as a whole. ❑
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ALMACA Executive Director Tom Delaney chats with Walter Murphy, executive director
of the National Council on Alcoholism.

Hope begins at

RUSH HALL
•utilizing state-of-the art tech- •full medical services
piques for chemical-free living .Weekly progress reports and
for. men &women since 1976 back-to-work conferences for

•AA/AI-Anon oriented EAP referrals

•4 to 6 week program

•daily group sessions

•6 month aftercare and two
year follow-up

•family involvement

•screening and
.management of medical

and psychological
problems

11

•individually tailored consulta-
tion and training programs of-
fered to employers and EAP's

•travel assistance from public
transportation areas available

•licensed by N.Y. State Divi-
sion of Alcohol and Alcohol
Abuse, and the state of N.Y.
Division of Substance Abuse
Services, JCAH accredited,
-most insurances accepted

RUSH HALL.
CHEMICAL DEPENDENCY TREATMENT PROGRAM

Bry-Lin Hospital

1263 Delaware Avenue •Buffalo, N.Y. 14209

-716-886-8200
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ALMACA National Office staff supervised
(top left) for the 12th Annual Meeting,
executive director of the Institute for Rati
Matthew J. Puled, vice president, human r
White (bottom left).

Meeting attendees take time out for coffee an
and Ms. Judith Evans, ALMACA Associa
meeting-goers talk between sessions (top righ

"Fun Runners" prior to the event (middle ri
of the President's Luncheon (bottom right).



Debra Bradley, conducts registration
hich included speakers Albert Ellis,
al Emotive Therapy (left center), and
ounce group, Yankelovich, Skelly, and

end conversation in the exhibit area. (top above)
iate Director, talks to a meeting-goer. Other
;ht).

right) and the more serious atmosphere
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Statement of Financial Position and Operation and

We have examined- the statement of
financial position of The Association of
Labor-Management Administrators and
Consultants on Alcoholism, Incorporated
as of June 30, 1983 and 1982, and the
related statements of operations and fund
balance, and changes in financial position
for the years then ended. Our examination
was made in accordance with generally

Fund Balance
accepted auditing standards and, accord-
ingly, included such tests of the accounting
records and such other auditing procedures
as we considered necessary in the circum-
stances.

In our opinion, the financial statements
referred to above present fairly the finan-
cial position of The Association of Labor-
Management Administrators and Consult-

ants on Alcoholism, Incorporated at June
30, 1983 and 1982, and the results of its
operations and the changes in its financial
position for the years then ended, in con-
formity with generally accepted account-
ing principles applied on a basis consistent
with that of the preceding period.

/s/ Sullivan and Company, Ltd.

NOTES TO FINANCIAL STATEMENTS JUNE 30, 1983 AND 1982

1. Summazy of Significant Accounting
Policies

Organization

The Association of Labor-Management
Administrators end Consultants on Al-
coholism, Incorporated (ALMACA) was
organized in 1972 in Wisconsin as a
private non-profit:organization. The As-
sociation is a nationwide organization
of professionals in occupational alco-
holism whose purpose is to foster the
growth of alcoholism programming in
labor, business, industry and govern-
ment.

Accounting Methods and Policies

ALMACA maintains its books of ac-
count and files its tax returns on the
accrual basis of accounting.

Membership dues and advertising rev-
enues are recorded when received as
unearned revenue and recognized as
earned revenue over the applicable
membership or advertising period. An-
nual meeting- revenues received prior
to the meeting date are reflected as
unearned revenues, and expenses paid

prior to the annual meeting are recorded
as prepaid expenses. As soon as the
annual meeting is held all revenues,
whether received or receivable, are rec-
ognized as earned revenues, and all
expenses, whether paid or payable, are
reflected as expenses.

Office equipment is depreciated on a
straight-line basis over the estimated
useful lives.

2. Long-Term Liability

An equipment purchase agreement dated
July, 1978; is payable in sixty equal
monthly installments of $86, including
finance charges, through September,
1983. The original principal amount was
$3,690 plus finance charges of $1,205,
or an annual interest rate of 11%.

3. Income T~ Status

ALMACA is exempt from income taac-
ation under Section 501(c)(3) of the
Internal Revenue Code and no provi-
sion has been made for Federal and
State income taxes.
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4. Retirement Plan

The Association has adopted a retire-
ment plan covering its key employees
which is being funded through the pur-
chase of annuity life insurance con-
tracts. The Association is contributing
monthly an amount equal. to a -fixed
percentage of the employees' monthly
compensation. The employees become
eligible. under the plan upon attaining
six months of continuous service with
ALMACA.

Under the plan an employee becomes
20% vested after more than two years
of service, increasing 20% each year to
100% vesting after more than five years
of service and attainment of age 62.

S. Leases

The Association is obligated under a
lease agreement to rent office space
through September 1984. The annual
base rental amount is $17,495.. The lease
has an annual rent adjustment clause
based on increases in the Consumer
Price Index and base operating costs.

Massachusetts ALMACA Chapter Presi-
dent Ernie Kapopoulos presents a check for
$579.37 to ALMACA President Tom
O'Connor for use in support of ALMACA's
Industry Outreach Program. The check
represents 50 percent of the profit of the
5th Annual Symposium on Employee As-
sistance Programs sponsored last May by
the Massachusetts ALMACA Chapter. The
sharing was characterized as "a good ex-
a~nple of how our Industry Outreach Pra
gram can help ALMACA spread its message
to those who need to hear it."



STATEMENT OF FINANCIAL POSITION ~ SCHEDULE OF EXPENSES
JUNE 30, 1983 AND 1982 _ FOR THE YEARS ENDED JUNE 30, 1983 AND 1982

ASSETS 1983 1982

1983 1982
SALARIES AND FRINGE BENEFITS

Salaries $ 127,761 $ 107,962
Current Assets Contract labor 3,422 191

Cash $ 10,951 $ 1,064
Retirement 7,783 6,503

Investment in money market mutual
Payroll taxes 1,598 1,563

fund securities, at cost and quoted
Insurance 12,778 9,003

market 104,106 57,283 153,342 125,222
Accounts receivable 16,016 4,882
Prepaid expenses (Note 1) 10,985 3,561 OFFICE

142,058 66,790 Insurance 731 624
Equipment rental 479 115

Office Equipment, At Cost (Notes 1 and 2) 35,662 30,457 Repairs and maintenance 3,327 3,273

Less accumulated depreciation 21,864 16,213 Office supplies 3,625 4,761
Postage 15,376 12,509

13,798 14,244 Telephone 8,951 8,348
Dues, subscriptions and publications 712 - 985

Other Assets 805 805 Depreciation (Note 1) 5,651 5,170

156,661 81,839 Answering service 540 505
Computer services 8,621 836
Mailing 1,178 1,987

LIABILITIES AND FUND BALANCE 49,191 39,113

Current Liabilities PROFESSIONAL SERVICES

Accounts payable and accrued
Legal 6,206 2,896

liabilities 13,930 13,442
Accounting 8,204 6,350

Payroll taxes and benefits withheld
Editing - newsletter 7,120 6,885

and accrued 3,114 2,987
Alcoholism report 700. 1,200

Current portion of long-term
liability (Note 2) 254 1,034 22,230 17,331

Unearned dues, annual meeting and
advertising revenue (Note 1) 123,737 85,699 PRINTING

141,035 103,162 General 10,112 7,292
Newsletter 37,621 30,320

Long-Term Liability (Note 2) - 254 Directory 11,861 -

741,035 103,416 59,594 37,612

Fund Balance (Note 3) 15,626 ( 21,577)
OTHER EXPENSES

156,661 81,839
Advertising 549

Contribution - 500

Other - 801

STATEMENT OF CHANGES IN FINANCIAL POSITION ~ - 1,850

FOR THE YEARS ENDED JUNE 30, 1983 AND 1982

1983 1982 STATEMENT OF OPERATIONS AND FUND BALANCE

FOR THE YEARS ENDED JUNE 30, 1983 AND 1962

SOURCES OF WORKING CAPITAL

From operations 1983 1982
Excess (deficiency) of revenues REVENUES

over expenses $ 37,203 $ 29,671
Add expenses not requiring outlay Membership dues (Note 1) $ 135,132 $ 127,848

of working capital during the Contributions and £ees 39,600 33,478

current period Annual meeting (Note 1) 185,195 157,435

Depreciation 5,651 5,170 Advertising income (Note 1) 80,729 36,376

Loss on disposal of fixed asset - 182 Investment and other income 9,451 7,595

42,854 35,023 450,107 362,732

USES OF WORKING CAPITAL EXPENSES

Purchase of of £ice equipment 5,20.5 - Salaries and fringe benefits

Decrease in long-term liability 254 948 (Note 4) (Schedule 1) 153,342 125,222

Office (Schedule 1) 49,191 39,113
5,459 _

Professional services (Schedule 1) 22,230 17,331

Increase (Decrease) in Working Capital 37,395 34,075 Printing (Schedule 1) 59,544 37,612

Rent (Note 5) 19,165 17,845

Staff travel 22,382 20,316

"' ANALYSIS OF DECREASE IN WORKING CAPZ TAI, Board of Directors and Executive
Committee meetings - 337

.. Increase !Decrease) in Current Assets Professional meetings 415 145
Cash 9,887 (. 1,270) Development - general - 5,707
Investment 46,823 36,072 Development - staff 360 -
Accounts receivable 11,134 2,691 Annual meeting (Note 1) 80,088 67,380
Prepaid expenses 7,424 (. 461) Interest 85 203

75,268 37,032 Other expenses (Schedule 1) - 1,850
.Bad Debts. 135
Miscellaneous 5,917 ~ -

Decrease (Increase) in Current Liabilities
Accounts payable and accrued liabilities ( 488) 10,127 ~ 412,904 333,061

Payroll taxes and benefits withheld
and accrued (. 127) ( 634) EXCESS (DEFICIT) OF REVENUES

Current portion of long-term liability 780 ( 118) OVER EXPENSES 37,203 29,671

Unearned dues, annual meeting and
advertising revenue (38,038) (12,332) FUND BALANCE -

(37,873) ( 2,957) Beginning of period ( 21,577) ( 51,248)

Increase (Decrease) in Working Capital 37,395 34,075 End of period 15,626 ( 21,577)

The accompanying notes are an integral part of the financial statements.
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Voluntary vs. Involuntary
Treatment of Alcoholics

The author contends that the term "voluntary treat-
ment" is a misnomer, i.e., coercion is always ap-
piied in varying degrees by a spouse, another relative,
a physician, or clergyman, and with increasing fre-
quency, by employers. Several research studies on
the effectiveness of coercive treatment are cited,
which found that patients judicially committed for
treatment were as successful as those patients who
were noncommitted. The use of the law as a coer-
cive measure to get alcoholics into treatment is des-
cribed, including how the Hughes Act and the Florida
Myers Act have been instrumental in this process.
These ac:s were implemented to give statutory recog-
nition to the medical profession's contention that the
public benefits when alcoholism is treated as an ill-
ness rather than a crime. It is suggested that judges
become aware of the problems of alcoholism, its treat-
ment and prevention, before making decisions on re-
ferring alcoholics to treatment. This can be accom-
plished by learning about local treatment programs
and plans. 25 Ref.

Hanrahan, M.E. Florida Bar Journal, April
1982, pp 312-317

Criteria for Articles
Submitted to ALMACAN

The ALMACAN is intended as a
vehicle for keeping ALMACA mem-
bers informed in ail areas of interest
to them. This involves more than
merely printing news affecting the
field. It involves service as a platform
for the exchange of views and for the
statement of informed opinion by in-
diridual ALMACA members.
Persons wishing to submit articles

to the ALMACAN are requested to
follow these criteria:
1. Do not submit materials that have

been or will be published eIse-
where.

2. If there is a time element, such as
desired publication in a given
month, state this in the covering
letter.

3. Submit 1 copy only, typewritten
and double-spaced.

4. Take whatever space you need to
tell the story. However, understand
that space obligations may cause
the article to be edited befor pub-
lication. Therefore, state all the
essential material in the beginning
of the story.

5. For the author's information, li/z
pages of typewritten copy equal
approximately 1 column of typeset
~oPy.

6. Photographs are very desirable.
They MITST be accompanied by a
caption.

7. The copy deadline is the 15th of
the month preceding issue.

8. Send your manuscript to the
Editor, the ALMACAN.

9. Consult a copy of the ALMACAN
to see style and format used.

~- ~ s K~ 
~~

~ _ ~~~

CANON FOUNDATION

In our 24 years of providing service to alcoholics and their families,
we've witnessed a great deal of change. But our focus has never
shifted from our primary purpose—treatment, care and a new begin-
ning for those whose lives have been damaged by addiction to alco-
hol and drugs.

We're here to help and just a phone call away if you need us.

THE CARON ~ L
FOUNDATION=
Formerly CHIT CHAT FOUNDATION
Box 277, Galen Hall Road, Wernersville, PA 19565
Telephone: (215) 678-2332

Richard W. Esterly
Executive Director

B~~Wne~
Recovery Center

When Chemical Dependency is the Problem
and You Want a Solution

❑ Total medical care

❑ Employee assistance consulting

❑ A.A./N.A. oriented treatment modality with
emphasis on spiritual recovery

❑ Comprehensive family program

❑ Aftercare service for a minimum of two years

Located in a gracious, quiet setting in suburban Atlanta

Contact: Carole Ann Young
3180 Atlanta Street, S.E. Smyrna, Georgia 30080

404/436-0081
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Public Inebriates Can't Be Ignored
Reprinted from ArcoSpark Atlantic Richfield Company

They drift downtown every day from
Skid Row. They wander through the busi-
ness districts of many other Los Angeles
communities, panhandling, loitering, har-
assing local residents, employees, and
tourists. There are 3,000 to 5,000 of them.
They are often ill and, as prey and predator
alike, attract the criminal element.."
The public inebriate problem has be-

come agrowing social cancer that can no
longer be ignored. The new alcoholic is
younger. He is likely to be a service
veteran. He is being joined by an increasing
number of women.
Now, the public inebriate can receive

temporary housing, food, medical atten-
tion, and counseling at the new Weingart
Center near downtown Los Angeles. At-
lantic Richfield Foundation has played a
leadership role in the center by making a
$750,000 grant to its $7.5 million fund-
raising campaign. Times Mirror Corpora-
tion has pledged $500,000.
The center, believed to be the first all-

inclusive alcoholism service facility in the
nation, grew 'out of the need created by
the C~lifomia Superior Court's 1978 Sun-
dance Decision. The decision mandated
that the Los Angeles Police Department
upgrade jail facilities and provide civilian
facilities for public inebriates.
Compliance by the Police Department

reduced jail capacity from 116 to only 39
inebriates per day at the city jail. The cost
was $175 per person per day. A stay in
the County Hospital cost taxpayers $600
per day. There were, therefore, very lim-
ited facilities to serve inebriates.
In 1979, the Weingart Foundation do-

nated the old El Rey Hotel near downtown
Los Angeles to the Volunteers of America
(VOA), which had been running a detox-
ificationfacility since 1974. After extensive
reconstruction, the center opened its doors
in April.
A public/private partnership, the Human

Redevelopment Foundation, was formed
in 1983 to work with VOA to coordinate
and supervise the programs and agencies
housed in the center. ARCO is represented
on the board of directors.
"The center is the result of a funding

partnership between the county, federal
grants, loans obtained by the Volunteers
of America, the business community, and
corporations," says center Director Ger-
ald McFadden. "It's a collective effort."
Jim Glass, VOA fund-raising campaign

director for the center, strongly endorses
the partnership concept. "The project
wouldn't have attained its present stature
without ARCO's interest, involvement,
and financial support. This project is a
dramatic illustration that the company is
committed to solving the human problems
that confront the community. It's an ex-
emplary public-spirited act-the essence
of corporate philanthropy."
When the center is fully operational, it

will be able to serve some 2,000 people
per day. Inebriates currently walk in, are
brought by the police department, or are
referred by other social service agencies.
At the 24-hour reception center, they are
met by an experienced professional. They
are given a shower, pajamas and a bed,
vitamins, balanced meals, and up to five
days in a supportive residential environ-
ment.
Further counseling about alcoholism and

the opportunity to continue the rehabili-
tation process are part of the program.
Of the inebriates admitted to VOA's

previous detoxification program, some 80
percent complete the. program. At the
Weingart Center, other social service
agencies such as the Veterans Administra-
tion and the County Public Social Services
Department will help recovering alcoholics
find housing and jobs. In addition to serv-
ing inebriates, the center will provide 110
rooms for handicapped and senior citizens.
The Weingart Center will not solve the

public inebriate problem. It cannot possi-
bly serve all those who need help. But it
can lead the way out of the revolving door
syndrome of jail and the streets for many
inebriates, and put them on the path toward
recovery. ❑

Provider Briefs

• The Alexandria Hospital, located in
the Washington, D. C. metropolitan area,
has announced the appointment of Joe
Roche, M.S.W., as the coordinator of the
hospital's Division of Employee Assist-
ance. Prior to his appointment, Roche was
director of the FOCUS Employee Assist-
ance Program in Canton, Ohio. Roche has
also developed and implemented an EAP
for the United Steelworkers of America in
Tarentum, PA, and has functioned as an
alcoholism counselor for St. Francis Gen-
eral Hospital in Pittsburgh, PA.
• The Alexandria Hospital has also an-

nounced the signing of two new contracts
with local employers—the Datatel Mini-
computer Company of Alexandria and the
Hospice of Northern Virginia, located in
Arlington, VA.
• Ken Fox, M.S., C.A.C., .has been

named Coordinator of Outreach and Mar-
ketingfor the Alcoholism Program at Grant
Hospital of Chicago. Fox will act as the
community liaison for the program, su-
pervise the employee assistance and clin-
ical training activities, and market the
alcoholism program to the community. ❑

T~-IE BREAKTHROUGH PROGRAM
At Gracie Square Hospital*

Counseling, Education,
Care, &

Therapeutic Activities

The relationship of therapeutic activities to Breakthrough's education,
counseling and care reflects Breakthrough's answer to the complex chal-
lenges of alcoholism and chemical addiction. Breakthrough recognizes its
clients must have a creative staff; an acknowledgement that recovery
demands attention to the total individual. Breakthrough accepts the chal-
lenge ofdiscovering more effecfive means of addressing crucial and unre-
solved issues that are an integral part of the individual's addiction
problem.

For program and admissions information

Call
(212) 988-4400

Monica Wright,
Executive Director
Jim O'Donnell,
Corporate Markering Director

the BREAKTHROUGH PKOGRAM
at Gracie Square Hospital*

420 East 76th Street, New York, N.Y. 10021

"JCAH Accredited Licensed by the New York State Division of Alcoholism
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Western Canada Chapter

The Western Canada Chapter had its
inaugural meeting on May 18, 1983, in
Vancouver, British Columbia. This is the
first ALIvIACA chapter formed outside the
United States, and we are optimistic that
additional chapters will be formed, both
in other areas of Canada and in other
countries. We support the concept of
ALMACA being an international organi-
zationand wewould welcome contact with
Canadian and other international members
who are planning on starting their own
chapter..
Gary Atkins, president of the Santa

Clara. Va11ey Chapter was the guest speaker
at the inaugural meeting. Along with his
presentation—titled "ALMACA: What is
it and Why should Ibelong?"—he gave
us some much appreciated tips on chapter
formation. When we started, there were
19 members. Since then, our membership
has grown and we anticipate that there will
be continued growth as other EAP coor-
dinatorsbecome more aware of the chapter
and the benefits of membership in
ALMACA. One of the benefits to forming
a chapter is that it provides an opportunity
for EAP and other practioners to share
their experiences and opinions on a regular
basis. The Western Canada Chapter meets
every 6 weeks and we are scheduling guest
speakers for each meeting. At present, we
have formed three committees—Member-
ship, Program and Treatment.. As we grow
in membership, we will be establishing
additional committees and linking with
committees formed in other ALMACA
chapters.
The election of executive officers was

held at the May 18 meeting. Elected were:
President—Jack McNeil (C.N. Rail)
Vice President John Addie

(B.C. Hydro)
Secretary—Arlene Keis (Interlock)
Treasurer—Bob La Roy (Westar

Mining)
We have members in a number of cities

in B.C. and Alberta and if ALMACANS
are planning on coming to Western Can-
ada, please contact us as we would be
interested in meeting you. Our mailing
address is: ALMACA—Western Canada
Chapter, 862 Bayview Drive, Delta, B.C.,
V4M 2R4. ❑

New Drug Center
Pays ARCO Tribute

The Brooklawn drug treatment center,
Louisville, KY, recently dedicated one of
its buildings as the "Aflantic Richfield
Evaluation Center" as thanks for some
generous support from the Atlantic Rich-
field Foundation. The ARCO Foundation
provided a $300,000 grant to the conver-
sion of the center and start-up of the drug
program. The center accepted its first pa-
tients`in April. ❑

~v THE_ EAST SIDE CENTER
For Short Term Psychotherapy

Offers An Innovative Social Therapeutic Approach To Crisis.

Individual, group, couples and family therapy

For more information write or call: Ms..Debra Pearl, MSW
114 E. 84th St.

New York, NY 10028
(212) 570-6664

West Side Office
316-4069
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Publication Reviews

"Supervisors and Managers as Enablers"
A Pamphlet by Brenda R. Blair

President, Blair, Assceiates

Brenda Blair's recently published pam-
phlet addressing the issue of "Supervisors
and Managers as Enablers" provides an
excellent overview of the topic; her com-
mentary is clear and concise, lending the
reader an excellent insight into how and
why supervisory personnel perpetuate the
disease of alcoholism in their reporting
people. Ms. Blair perceptively covers such
issues as the alcoholic's behavior patterns
in the work place, the definition of the
concept of "enabling," the effects of the
alcoholic's manipulative tactics on super-
visors and managers, the emotions which
permit enabling, and remedies for correc-
tive action, such as that provided by em-
ployee assistance programs (EAPs). In
short, this pamphlet is right on target in
terms of its exploration and development
of the topic.
I do have concerns about the use of this

pamptrlet, however, one being that its
target. population is not clearly defined.
While the educational value of this material
is clearly evident in terms of understanding
the barriers in the work place which keep
the alcoholic "sick," I would question its
use with supervisors and managers.

It has taken several years to switch the
focus of EAPs from alcoholism to job
performance in training supervisory per-
sonnel and while I believe alcoholism
awareness plays a key role in supervisory
training (1) in pointing out that the majority
of job performance problems are sub-
stance-abuse related and (2) in explaining
the rational for constructive coercion-i.e.
in breaking down denial—it should not, in
my opinion, be the focal point of educa- .
tional materials provided for supervisors
and mar►agers. Rather, supervisory per-
sonnel need to be reminded that they are
not diagnosticians and that job perform-
anceproblems, whatever the cause, should
be the key element in referring employees
to an EAP.

Review by Peggy Carey
New England Telephone Company
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Something
right is

happening
at Melwood

Are you an alcoholism
professional? Then you need
to know this! In 24 months—
referralsfrom Employee
Assistance Professionals
tripled! And our female
census doubled!
Something right is happening
at Melwood Farm.
Ask Bob Witt, our Director of
Occupational Health
Services about it.
Stu Brownell, Exec. Dir.
Earl H. Mitchell, M.D., Med. Dir.
P.O. Box 182 Olney, MD 20832
(301) 9245000

Recovery Centers of America
Combining caring people and medical expertise

Call or write our headquarters or one of our centers
for a free brochure that explains our program and philosophy

and for the location of additional centers

Recovery Centers of America
1010 Wisconsin Ave., N.W.
Washington, D.C. 20007

202/298-3230
A subsidiary o/Naliona(Medica7 En(erpnses. ln<.

Recovery Centers Hospital Renewal Uni[s

Fair Qaks South Alisal Community Hospital Doctors' Hospital of Pinole
Lakehurst, N.J. Salinas, Calif. Pinole, Calif.
201/657-0800 408/424-0381 415/724-5000

Fenwick Hall
Johns Island, S.C. Century City Hospital Renewal HospiW of Ojai
803/559-2461 Los Angeles, Calif. Ojai, Calif.

Recovery Center of Marin County 213/277-4248 805/646-5567

Mill Valley, Calif.
415/388-0660 po~nguez Valley Hospital Ontario Community Hospital

The Meadows Recovery Center Compton, Calif. Ontario, Calif.
Gambrils, Md. 213/639-2664 714/984-2201
301/923-602'2

Sazasot9 Palms. Hospital _ Doctors Hospital of~ i,akewood—
~Sarasota, Fla. Ciazk AvenueDivision
813/366-6070 Lakewood, Calif.

213/866-971 I
Serenity Lodge
Cheupeake. Va.
804/543-6888

Fully accredited by the Joint Cummissi on Accredi~allon of Hospital>.
They are approved by participating ➢~~~ate inEiviGuai and group hosD~~al insurance plans anE must Cy Medicare and GRAMPUS.

19



Victims of Crime as EAP Clients

In 1982, President Reagan created a national

Task Force on Victims of Crime to address the
needs of the millions of Americans and their
families who are victimized each year and who
often carry the scars into the years to come. He
recognized that in the past these victims have
needed help and their needs have gone unattend-
ed. Their wounds—personal, emotional, and

By Lisa Teems and Dale Masi
U.S. Department of Health and Human Services

Employee Counseling Services

financial—had been given no attention. Through
the establishment of the task force, the Presi-
dent committed himself to ending that neglect.
One of the areas of concern for the staff of

the task force was ways in which victims could
be helped at their work place. The executive
director of the task force contacted Dr. Dale
Masi, Director of Employee Counseling Ser-

~~"here do you begin?
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Education.
Our solution-oriented films help you
to reach out to those in crisis. For
counseling, employee assistance and
alcohol/drug abuse programs. Call or
write for our catalog of human
resource films.

~'~!!~-
FMS PRODUCTIONS INC.
We make the job easier.

1777 N. Vine St., Suite 501, Los Angeles, CA 90028
213/461-4567 outside California 800/421-4609
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vices at the Department of Health and Human

Services, for recommendations in this area. A

document was prepazed in response to this

request, and in December, 1982, the task force

completed its work and published a volume

entitled, "President's Task Force on Victims

of Crime, Final Report, December, 1982. " It

outlined task force recommendations to the

President for addressing this problem.

A number of recommendations were made
encouraging the expansion of employee assist-
ance programs (EAP) to assist victims of crime.
We feel these are important recommendations
and bring credibility to the EAP field. Here are
the reprinted sections of the report that address
EAPs.
• Legislation should be proposed and enacted

to establish or expand employee assistance pro-
grams for victims of crime employed by the
government.

Victims of crime and the problems that they
face are so numerous-that it requires the coor-
dinated effort of many organizations and in-
dividuals, in both government and the private
sector, to help them recover from the crime and
contribute to a successful prosecution. Even an
excellently staffed and operated victim witness
assistance unit depends on the cooperation and
good will of other sources. Employee assistance
programs are an excellent resource.
Agencies in the federal government are man-

dated to establish and operate employee
assistance programs. These programs were
established to assist employees whose job per-
formance had been jeopardized by mental health
problems or drug or alcohol abuse. The psy-
chological trauma that violent crime produces
can frequently affect work- performance. A
comprehensive program to assist victims of
crime benefits both the employee and the gov-
ernment [employer]. Government [employer]
will ultimately benefit by improved job
performance.
Examination of jurisdictions that have vic-

tim/witness assistance units has shown that
many victims are unaware of the existence of
such units. An individual is more likely to be
aware of a service provided through his employ-
ment than he is of a unit associated with the
criminal justice system.
Employee assistance programs can perform

many services. Trained counselors can both ad-
vise the employee and explain his situation to
his supervisor. They can maintain a list of men-
tal health practitioners qualified to assist vic-
tims. They can help the victim with any diffi-
culties that arise with creditors, and can refer
them to needed social service and victim com-
pensation programs. The existence of such a
program conveys to the employee that his
employer is concerned about his welfare and
supports his willingness to assist the criminal
justice system.
A number of states have also set up programs



for their employees. The beneficial aspects of
these governmental programs are twofold: first,
their employees receive direct assistance at the
work place, and second, they serve as a role
model for organizations in the private sector.
Federal, state, and local governments should
fully support and expand employee assistance
programs, with additional emphasis on assisting
victims of crime.
• Businesses should establish employee

assistance programs for victims of crime.
Every employer has to deal with personnel

difficulties from time to time. In a small
business, attention is usually given on a per-
sonal basis. Larger organizations, however,
often have employee assistance programs to
help their workers face problems such as illness,
alcohol or drug abuse, and family difficulties.
Many businesses have crime prevention pro-
grams for their employees, and some have pro-
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At Smithers the group is the
primary vehicle for treating
a:coholism. Smithers offers
consultation and education, in-
dustrial liaison services, detoxi-
fication, rehabilitation, and a
full range of out-patient pro-
grams specially designed for the
working alcoholic. For the full
story write: Evan Leepson, lndus-
trial Liaison, SMITHERS, 428 W.
53, NY, NY 10019.
Or ca11212-554-6577.

Smithers

grams specifically designed to assist employees
who have been victims of crime. Both large and
small businesses can profit by helping
employees who have been victimized. ❑
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Learning Model for
Drug Dependent Behaviors

The study reported here was originally undeRaken
to investigate the effectiveness of direct treatment ap-
proaches based on the personality characteristics of
those clients currently in treatment. However, it be-
came apparent that factors other than personality need-
ed to be reviewed to understand addictive behaviors.
In this paper, complex psychobiological factors con-
tributin~ to the acquisition and maintenance of drug
(including alcohol) dependence behavior are examin-
ed. 9Ref.

Bremkamp, S. Akron's House Extending Aid on
Drugs (AHEAD), OH. Journal of Alcohol and Drug
Education 27(3):41-46, 198?.

FOR MARY ALCOHOLICS
A GENERAL HOSPITAL
IS THE PLACE
TO BEGIN TREATMENT
Greenwich Hospital's Alcoholism Recovery Center
(ARC) provides a 21-day intensive inpatient program
which includes:
• Medical evaluation and management of the withdrawal
syndrome

• Confrontation of the alcoholism and motivation fo
recovery by a caring professional staff

• Supportive family program
• 12•week outpatient program designed to facilitate

transition into an ongoing support system
• A.A. and AI-Anon orientation

Comprehensive medical evaluation including medical
history, complete physical examination and laboratory
tests begin each patient's treatment course.

Per diem rates are comparable to residential treatment
centers.

Hospitalization is covered by most insurance plans.

Service to Industry
In response to a need voiced by local industry,
Greenwich Hospital's ARC provides evaluation and
diagnostic service for troubled employees. If an
employee is judged a candidate for ARC, patient
response to treatment and discharge planning is shared
with employer.

For more information, call Philip Hurley, M.A., ARC
Director, (203) 869.7000, ext. 484.

Greenwich H os itap
Perryridge Road, Greenwich, Connecticut 06830



E.A.P. CONSULTING SEMINAR
WHO SHOULD ATTEND WHAT YOU WILL LEARN

Any person with a skill gained
through education or experience
and who has a background in AI-
coholism, Chemical Depen-
dency, Family Counseling,
Human Relations, Social Work,
or Psychology.

YOUR SEMINAR LEADER
Bill Jernberg will personally con-
ductthis seminar. A former naval
officer, he has been active in this
field since 1972 and in 1977 was
awarded the Meritorious Service
Medal by the President for his
work in the United States Navy
program. He founded the Jern-
berg Corporation in 1978 which
today serves client-employees
throughout the country. Recog-
nized nationally in employee as-
sistance programming, Jernberg
is a dynamic and humorous
speaker whose enthusiasm and
charisma is infectious.

How to start your own practice
(full-time or part-time)

How to value your services and
establish your fees

How to market your
services—selling yourself

How to get good professional
exposure

How to develop good centers of
influence

How to prepare a proposal
How to write a contract
How to ensure contract renewal
and build client commitment

How to prospect—spotting a
bad consulting opportunity

How to close the sale
How to keep operating costs
and overhead low

How to gain and maintain
credibility

How to ensure high. standards of
ethics

CITIES AND DATES
Honolulu Saturday September 17
Orange County Tuesday September 20
San Francisco Wednesday September 21
Dallas Tuesday September 27 ''
Houston Wednesday September 28 ''
Minneapolis Sunday October 2
Chicago Tuesday October 18
Detroit Wednesday October 19
New York Thursday October 20
Washington Tuesday October 25
Phoenix Wednesday November 2
Denver Friday November 4
Kansas City Tuesday November 15
Atlanta Tuesday November 29
Miami Sunday December 4
Tampa Tuesday December 6

REGISTRATION FEE $85.00 (Tax oeductib~e)
On-site registration 30 minutes prior to seminar

FOR MORE INfORMATION

Call Toll Free 1.800-343.3028
or write

The Jernberg Corporation
390 Main Street, Worcestey MA 01608

~1l`hen the alcoholic becomes your concern.

Edgehill Newport is devoted to the alcoholic's effective recovery and
confident return to productive living. A private, 160-bed residential treatment

facility in Newport, Rhode Island, Edgehill offers a 28-day program for
both the male and female alcoholic and a weekend

treatment program for family members.

.JCAH accredited, Edgehill Newport is approved as a treatment
facility by most health insurance plans, and is particularly responsive to

the Employer and EAP needs.

Edgehill Newport 2(X) Harrison ,-lcenuc~, .`euport. RJ 0'1840 401 84,9-5700
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EIGHTH ANVUAL

Southeastern Conference on
Alcohol and Drug Abuse

November 30 - December 4, 1983
DOWNTOWN ATLANTA MARRIOTT

The World's most prestigious symposium on addictive disease will be held

at the Downtown Atlanta Marriott, November 30 - December 4. Spon-

sored by the American Medical Society on Alcoholism and Charter

Medical Corporation. SECAD 8 will focus on time proven principles for

the treatment and recovery of those addicted to alcohol and other drugs.
Conway Hunter, Jr. , M.D. , Program Chairman.

CEU CREDITS APPLIED FOR

I Ask Us About It

I Name

Address

' City State Zip

Telephone: Area Code

CHARTER ( Mail to Charter Medical Corporation,
MEDI(:AT. ~ Addictive Disease Division

CORPORATION ' 5780 Peachtree Dunwoody Road, N.E., Suite 170, Atlanta, Georgia 30342

' 404/257-9333
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A magazine written
and edited for
everyone in all

phases of business,
labor, industry,
government, edu-
cation,treatment,
service and health
care organizations
involved in helping

the distressed
worker and their
families lead

productive lives.

j SUBSCRIBER'S CONFIRMATION COUPON

~ Yes, I accept your invitation to try theEAp ~
~ Multi-ChoicE' Name

~ comPa~r ❑ 1 Year

nao~ess 
$18.00
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can<

155 W. Blg Bsever Road, su~ee ioa ❑Bill My Company ~ece
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