
The Almacan 1986

Item Type Newsletter/Magazine

Publication Date 1986

Keywords Employee assistance programs--United States--Periodicals;
Alcoholism and employment--United States--Periodicals; Drugs
and employment--United States--Periodicals; Employees--
Counseling of--United States--Periodicals; Association of Labor-
Management Administrators and Consultants on Alcoholism
(U.S.)

Publisher Reston, VA: Association of Labor-Management Administrators
and Consultants on Alcoholism, Inc.

Download date 19/05/2023 14:50:08

Link to Item http://hdl.handle.net/10713/11211

http://hdl.handle.net/10713/11211


i~ ~i ,.
k(~ ~ ~ ~~~ r~ ~~?~ iii?

~I 1 ."+r ~'

t~ ~ ~ ~' ~"' S ~ ~'

.... 

~,.

15th ALMACA
Annual Meeting



TABLE OF
CONTENTS

15TH ANNUAL
MEETING COVERAGE
20
THEALMACAN begins coverage of ALMACA's 15th Annual Meeting,
scheduled for November 2-6, 1986, in Dallas, Texas, at the Hyatt Regency
Dallas. In this issue, ALMACANs are introduced to the North Texas Chapter
members involved in this year's planning, along with a listing of workshops
and presenters.

FEATURES

12
Entrepreneurship by aCity EAP
The Human Services Department for the City of Gardena, California, and
Gardena Val ley Chamber of Commerce have teamed up to provide the same
EAP services to other L.A.-area communities and private businesses as it offers
its own employees. The Department's director, Dr. Frank Benest, describes
how and why the EAP developed as a separate enterprise.

16
Drug Awareness Strategy
Industry consultant David Hay explains how many companies have developed
inappropriate drug and alcohol awareness policies, and why EAPs should be at
the policy-formulation table. Input from all departments which are impacted,
he explains, is paramount.

27
Drug Testing Statement
The Legal Action Center of New York City has released a policy statement on
drug testing in the workplace. The Center's guidelines provide a valuable
contribution to this continuing debate.

34
Authors and Subjects Indices
A complete listing of articles published in THEALMACANfrom July 1985-June
1986 is arranged alphabetically by author and subject.

DEPARTMENTS

4
From the Executive Director

5
Special Memorandums

6
EAP Clearinghouse

8
Fund-Raising

2 THE ALMACAN JULY 1986

10
One Member's View

32
Eastern Region Conference

38
Conferences &Workshops

THE
ALMACAN

EXECUTIVE OFFICERS
John J. Hennessy, President
Cary Atkins, Vice President—Operations
Charles Pilkington

Vice President—Administration
Daniel C. Smith, Secretary
Madeleine Tramm, Treasurer

REGIONAL BOARD MEMBERS
Gary E. Fair

Central Region Representative
Thomas Francek

Central Region Vice President
Philip McKenna

Eastern Region Representative
Austin V. Gibbons

Eastern Region Vice President
Bob Challenger
Southern Region Representative

Frank Burger
Southern Region Vice President

Duane Rogers
Western Region Representative

Margaret "Bonnie" Forquer
Western Region Vice President

William G. Durkin
International Region Representative

Thomas Desmond
International Region Vice President

COMMITTEE,GHAIRPERSONS
Terrence Cowan; Advisory
William R. Schleicher, Annual Meeting

Site Selections
Michael O'Brien, [3y'taws
Candace Bibby, consultants
John T. Gorman, Development
Don Phillips; Education and Training
Thomas O'Connor, Ethics
Sally Lipscomb, Insurance
George Cobbs; Labor
Linda Hay Crawford, Legislative
Daniel Lanier, Membership
Tamara Cagney; Program Managers
Bradley Googins, Research
Edgar P. Marchesini, Special Projects
Riley Regan, Standards
John Schwarzlose, Treatment
Betty Reddy, Women's Issues

STAFF
Thomas J. Delaney, Jr.

Executive Director
Judith Evans, Associate Director
Rudy M. Yandrick, Editor

PUBLISHED BY:

The Association of Labor-Management
Administrators and Consultants on
Alcoholism, Inc.

1800 North Kent Street, Suite 907
Arlington, VA 22209
Telephone (703) 522-6272

O 1986 by Association of Labor-
Management Administrators and
Consultants on Alcoholism, Inc.
Reproduction without written per-
mission is expressly prohibited.



BADS TO RE

M~55i'~

Spofford Hall, Arms Acres, Conifer Park.
Three excellent facilities, each dedicated
exclusively to helping alcoholic and drug-
dependent adults and adolescents.

Mediplex has expanded.
Mountain Wood, an eighty-bed in-patient

facility in Charlottesville, Virginia, is the latest
member of The Mediplex Group. It will be the
keystone to bringing the Mediplex treatment
philosophy to the mid-Atlantic States with
specialized programs for cocaine, adolescents,
and women. By mid 1987, Shawnee Mission in
Shawnee, Kansas will be opening with eighty
treatment beds.

Tranquil environments.
Mountain Wood and Shawnee Mission, as

do our other facilities, provide tranquil environ-
ments in which the recovery process can
begin, yet each is within easy access of major
metropolitan centers. Our programs, built
around the traditions and principles of Alcohol-
ics Anonymous and Narcotics Anonymous, are
adapted to meet each individual's needs.

NDE
CON~F,

paw

We're ready to help.
Individualized treatment programs, experi-

enced multidisciplinary professional staffs,
tranquil surroundings ...all of our facilities offer
the elements which best promote physical,
mental and spiritual rehabilitation. For more
information, your inquiries are invited. We're
ready to help.

~~~

Med lexp
The Mediplex Group, Inc.

Alcohol and Substance Abuse Division
15 Walnut Street, Wellesley, MA02181

(617)446-6900

Arms Acres-Seminary Hill Road, Carmel, NY
10512 (914)225-3400

Conifer Park- Glenridge Road, Scotia, NY 12302
(518)399-6446

Mountain Wood- Old Lynchburg Road,
Charlottesville, VA 22905 (804)971-8245

Shawnee Mission - Shawnee, Kansas
Opening -1987

Spofford Hall -Route 9A, Spofford, N H 03462
(603)363-4545



FROM THE
EXECUTIVE DIRECTOR
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ALMACA is the "Association of

Professionals in EmployeeAssist-
ance Programs." It is also one of

the major organizations in the alcohol-
ismfield. These two identifications are
not in conflict. In my mind, the concepts
of employee assistance and occupa-
tional alcoholism are interchangeable.
You cannot have a thorough occupa-
tional alcoholism effort without having
an EAP, and a successful EAP must have
a strong alcoholism component.

It seems, however, that some discus-
sions of EAP overlook alcoholism. There-
fore, this month I want to talk specif-
ically about alcoholism. Let me start by
elaborating a little on the above theme.

OAPs and EAPs

Why do occupational alcoholism pro-
grams (OAPs) need to be Employee
Assistance Programs? First, let me
emphasize that I am not talking about
the title of a program. There may be
perfectly good historical, political or
industrial reasons why a particular
program needs to be titled an "occu-
pational alcoholism program." How-
ever, troubled workers do not come in
nice, neat boxes with only one isolated
problem at a time. When a person
comes in to us (or is referred) for assist-
ance, we cannot turn them away be-
cause s/he has problems other than al-
coholism. There has to bean ability to
make available comprehensive ser-
vices. Onthe other hand, we can insist
thatthe employee address the alcohol-
ism problem as a first step in addressing
the other problems! Of course, the old
problems of stigma and denial attached
to alcoholism still argue for an EAP to
increase program utilization.
Some people may take exception to

the emphasis on alcoholism and suggest
that industry and individual needs can
be met with a broadbrush program that
lacks a strong alcoholism component.
What that overlooks is that alcoholism
is the major health problem among
workers, and the one whose resolution
provides the most return.
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ALMACA has played a key role in
bridging the transition between the
OAP and EAPeras. This has happened
at the chapter, regional and national
levels. Of great help has been the vari-
ety of backgrounds that the member-
ship has brought to the association,
particularly the mix between recover-
ing alcoholics and the nonalcoholic
persons with graduate degrees. Not
only did ALMACA start from a small
group of occupational alcoholism
practitioners, but the article of our
bylaws that spells out the purposes
emphasizes the commitment to occu-
pational alcoholism. ALMACA has a
major responsibility to see that EAPs
continue to highlight alcoholism.
As the EAP field has grown, there

has been concern that it is losing sight
of its alcoholism component. There is
a fear that programs are shifting to
serve the wel I, or employees with less-
stigmatizeddiseases. I am pleased that
the Smithers Foundation and Cornell
University are cooperating on a major
study to determine whether EAPs have
drifted away from serving the alco-
holic. The findings of the study should
be useful to ALMACA and everyone
else in the alcoholism field.

"ALMACA has played a
key role in bridging the
eras of OAP and EAP."

The beauty of the EAP concept is
that it is a "win-win" situation for both
the advocates of OAPs and people
with other concerns. The job-based
techniques of identification through
job performance and behavior work
for alcoholism, as well as other dis-
eases. With all the recent press about
urine screening of employees, there
has not been enough said about EAP.
At the annual seminar of the Boston
ALMACA Chapter in May, the keynote
speaker, Father John McVernon, stated
that by the end of h is talk, the audience
have heard al I it needed to know about

handling drug problems in the work-
place. He went on to explain that he
did not plan to explain any techniques
but, since the audience was composed
of EAP practitioners, they already pos-
sessed the best tool available to help
industry deal with drug abuse. Much
of the same message was included in
the article in the May ALMACAN by
Blum and Roman.

PRESS' OVERSIGHT

The press' oversight about the EAP sol-
ution to drug abuse is partially due to
the heavy emphasis on control. Of
course, this~has not been limited to
illegal drugs. Much of the national de-
bate an~~fort on alcoholism over the
last five yeah has been over control
mechanisms.~As a result, the messages
that alcoho ~, is,a treatable disease
and that earlentification efforts are
possible through EAPs have been rela-
tively silent. This message needs to be
publicized if we are to retain the dis-
ease concept and the support of the
medical and res~~rch establishments,
as well as industry and government.
Of course, there are many other na-
tional alcoholism agencies, but I be-
ievethat ALMACAmembers wi I I con-
tinue to carry forth the message of the
disease concept.

Personally, I find it somewhat ironic
that the disease concept needs advo-
cacy at this time. When I started in the
alcoholism field 16 years ago, the vet-
eran warriors in the field thought that
the battles of the prior 20 years had
been successful in establishing this
principle. As in many other fields,
concepts are cyclical and people grow
impatient with the tried and true as
they strive for innovation. As they say,
"that's just human nature."
The alcoholism field still needs to

learn much. Current biological research
seems to hold tremendous promise for
future prevention and treatment. It
should build upon the existing experi-
ences, of which occupational alco-
holism is a major part. ❑



SPECIAL
MEMORANDUMS

ALMACA Organizational Review Underway
On Apri 128, 1985, ALMACA's

Board of Directors adopted by
resolution afive-point "Strate-

gic Plan" to guide organizational ac-
tivities through 1990. One point man-
dated an organizational study to be
headed by the Vice President—Opera-
tions, currently Charlie Pilkington.
An Organizational Review Commit-

tee has been selected to complete the
project.
As stated in thcyStrategic Plan:

"ALMACA shall undertake a formal or-
ganizational review beginning with a
polling of the individual members of
ALMACA. The purpose-shal I be to de-
termine the expectedbenefits of mem-
bership in ALMAGA, the hierarchy of
services requested by its members,
and required organizational structure
to meet these needs." Ultirrlately, the
Board of Directors will assume the re-
sponsibility to adopt soh measures as
may be necessary to ensure that the
form and structure of AL,Cv1ACA are re-
sponsible to the stated. needs of the
membership.

COMMITTEE MEMBERS

Presently, the Organizational Review
Committee consists of:
Stephanie L. Grossman, Director,
Employee Consultation Services,
W i I mette, I L
James L. Franeck, Manager, Employee
Health Advisory Program, Exxon
Corporation, New York City
Gary E. Fair, Coordinator of EAP
Services, St. John Medical Center,
Tulsa, OK
Edgar P. Marchesini, Manager,
Employee Advisory Services,
Metropolitan Insurance Companies,
New York City
Vaughn B. Mosher, Director, Benedict
Associates Ltd., Bermuda
William J. Cook, Director, Metrolina
EAPs, Charlotte, NC
Bob R. Challenger, Vice President,
Institute for Human Resources,
Tampa, FL
Candace Bibby, Consultant, United

Technologies Corporation, Tustin,
CA
Jesse Bernstein, President, Employee
Assistance Associates, Ann Arbor, MI
Charla Ebersole Parker, Herrick
Lifecare Systems, Berkeley, CA
Dorothy E. Windham, Vice President,
Group Plan Clinic, Inc., Houston, TX

The Committee plans to begin its
study in the near future, for which a
meeting is presently being arranged.
The membership will be kept informed
of the Committee's plans and, consist-
ent with the intent of the Strategic
Plan, will besurveyed regardingmem-
bershipbenefits. ❑

LMACA Election Update
The June issue of THE ALMACAN indicated in the special "Election Can-
didates" section that a second candidate had not been nominated for the
office of Secretary by press time. That vacancy has since been filled by 1im
Lehman. Consistent with the election format of the June issue, a biograph-
ical sketch by Mr. Lehman appears below.

,~~,,:,,, JIM LEHMAN I have been the EAP Coordinator of the
Members Assistance Program for the Yellow Cab Co-

''~ ,,.:~~"~ operative Association in Denver, Colorado for the past
~~ ~~f" ''~` :y~° 2'/1 years. Prior to that, I was the Coordinator of the

`~' ~ Members Assistance Program for the Independent
`~` Drivers Association (Yellow Cab Drivers Union) for

one year. We merged into a joint labor-management
~ program in 1984. Since March of this year, I have been

affiliated with the Professional Employee Advisement
Program. I have been active in ALMACA, both locally
and nationally, since 19£32. My EAP training was com-

pleted at the University of Utah and NIAAA Occupational Program Consul-
tants Course.
The main issue confronting ALMACANs today is that of credentialing. I be-

lieve there should be a fair and equitable way for all those presently active in
ALMACA to be credentialed. A~MACA is growing very rapidly in membership,
and we should strive to meet the needs of the people in our organization.

Lanier Withdraws Candidacy
During the Labor Luncheon at the Eastern Region Conference on June 9,
Daniel Lanier, a candidate for president in the ALMACA elections, told the
audience that with regret he was withdrawing his nomination due to in-
creased work responsibility. Lanier, associate director of General Motors
Corporation's EAP, announced he will be workingon a $500,000 project to
develop an education program to promote adrug-free working environ-
ment. It will be a joint project with United Auto Workers, and Lanier will sit
on the GM-UAW committee which will develop it. The committee expects
to start its work this month. The program wi I I eventual ly serve GM's 550,000
North American employees.

It was announced later at the conference that GM is contributing $25,000
to ALMACA'sfund-raising program, ALMACA Campaign'86. President Jack
Hennessy thanked Lanier and GM on behalf of ALMACA for the contribu-
tion, and expressed regret on Lanier's withdrawal from candidacy.

JULY 1986 THE ALMACAN



EAP
CLEARINGHOUSE

ALMACA to Establish EAP Clearinghouse
LMACA has taken its first steps
toward establishment of a com-
prehensive, professionally staffed

national clearinghouse for EAP infor-
mation, data collection and retrieval,
and program networking.

Executive Direc-
tor Tom Delaney
says the decision
to move ahead on
the clearinghouse
now was motivated
by increased AL-
MACA member-
shipand EAP activ-
ity, resulting in
more information Richard Bickerton
requests from management, labor,
consultants, and the press.

Richard Bickerton, who overthe last
14 years has worked in marketing, in-

formation, and outreach for a number
of organizations, including three tours
at the National Clearinghouse for AI-
cohol Information, will design and
implement the EAP clearinghouse and
direct its activities when it becomes
fully operational in about six months.

In the meantime, basic EAP informa-
tion and referral to interim resources is
available by contacting Bickerton at:
ALMACA, 1800 North Kent Street,
Suite 907, Arlington, VA 22209; (703)
522-6272.
A name is needed for the clearing-

house. Some suggestions are offered
on the clipout form below. Please
check the one that appeals most to
you, or suggest a name of your own
and write it down in the space pro-
vided.
Clearinghouse staff would also ap-

preciate your opinion on the kinds of
information ALMACA members most
want to have available to them
through their EAP clearinghouse.
Check those broad categories on the
form that you feel are most needed,
and use the write-in space to suggest
needs not otherwise accounted for.
Please clip out both forms and return
to Dick Bickerton.
By its nature, a clearinghouse must

pay for itself through subscriber fees.
There is no other known system for
supporting an operation that may do
6¢ worth of business one day and $60
worth the next. The ALMACA Office is
presently considering a sliding scale of
charges for clearinghouse services,
based on-membership status. No final
decision has been made atthis timeon
the appropriate fees.

~~~~~~~~~~~~~~~~~~o~~~~~~~~~~~~~~~~~~~~~~+~~~~~~~~~~

~ ALA~IACA EAP Clearinghouse ALMACA EAP Clearinghouse ~
~ Title Search Needs Assessment ~r
~ ❑National ALMACA Employee Assistance Program

~
❑Medical, General ❑Safety ~

~ Information Clearinghouse
1 ❑Occupational ❑Security 1
~ ❑National ALMACA Employee Assistance Program Medicine ❑Vocational ~
~ Information Resource Bank ❑Occupational Rehabilitation ~

~ ❑National ALMACA Employee Assistance Program Nursing ❑Industrial ~
~~ Data Bank ❑Health Social Work 
~~

~ ❑National ALMACA Clearinghouse for Employee Wholeness ❑Industrial ~

~ Assistance Program Information ❑Law Psychology ~

~ ❑National EAP Information Clearinghouse, a ❑Financial ❑Organizational ~
1

~ Service of ALMACA ❑Business Development
~1

~ ❑National Clearinghouse for Employee Assistance
❑Pro ram Content❑Marketing g ~

~ Program Information—A Service of ALMACA ❑Personnel ❑Program Design ~

~ ❑The National EAP Database, a Service of ❑Management ❑Program 1
Location ~

~ ALMACA
1

❑Industrial
Relations ❑ Re-employment ~

❑ ALMACA Clearinghouse for Employee Assistance ❑Follow-up 1
~ Program Information ❑Labor Relations ~

1 ❑Other ❑Insurance 1

1 1
~ Other 1

1 ~
1 ~
1 Are you willing to pay the appropriate subscriber fee Please complete this form and return it to: ~
1 identified in the accompanying article for EAP Richard Bickerton, ALMACA, 1 B00 N. Kent Street, ~

~~ Clearinghouse services? ❑Yes ❑ No Suite 907, Arlington,VA 22209.
~1
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Payment of the appropriate annual
subscription fee will provide the sub-
scriberwith an access number, which
will permit the year's unlimited use of
the clearinghouse facilities. Please
note the inquiry regarding a subscriber
on the form.

"The goal is that within six
months, fihe clearinghouse

will be operational."

The goal is thatwithin six months, a
comprehensive clearinghouse, totally
responsive to its members needs, will
be operational. The clearinghouse al-
ready has commitments for acquisition
of extensive EAP data bases; consti-
tuent and other professional journals
are placing the clearinghouse on their
distribution lists; publications and
audiovisual vendors are assisting the
clearinghouse in its acquisition ven-
tures. The clearinghouse's computer
needs are being evaluated.

Part of the Strategic Plan adopted for
ALMACA by its Board of Directors in
1985 reads: "ALMACA shall be the
premier communications medium of
the EAP field. It shall allocate appro-
priate resources to develop informa-
tion (research), assemble, collate, and
disseminate pertinent information
through the use of both print and elec-
tronic media to its membership and, as
required, promote the interests of its
members with various regulatory, gov-
ernmental, and other trade/profes-
sional associations."
The very first line is the heart of the

whole matter: "ALMACA shall be the
premier communications medium of
the EAP field."

Please cast your vote on the clear-
inghouse's title selection, check your
pick of the items suggested in the
needs assessment, let us know how
you feel on the matter of subscriber
membership, and mail it all into us.
The clearinghouse project is under-

WdY. ❑

The
1~Ie~ Yorl~ Hospital

Cornell
Medical Center
V~l~STCH~ST~R DI~IISION

When other programs have failed ...And when alcoholism,
sedativism or cocaine abuse is linked to major psychiatric
problems ...Consider inpatient treatment at one of the
country's leading, university-based, psychiatric centers ...

ALCOHOL TR~ATM~NT S~RVIC~
1 week detoxification program

1-3 month rehabilitation program

•Individual, group and family therapy •Activity therapy andcareerguidance

• Alcoholics Anonymous meetings •Substance Anonymous meetings

• Intensive medical care and follow-up •Aftercare counseling

• Blue Cross/Blue Shield coverage •Major insurance coverage
(in some cases) •Programs for children of alcoholics

`"~'" ,~~ For further information call (91~) 997-5804
V#*~~ Y ~ or write Alcohol Treatment Service

~4 . k ~ = ~?~ The New York Hospital-Westchester Division
zeaxw` 21 Bloomingdale Road, White Plains, NY 10605

~;~
~~ '. ,.
%..1G~~ -

~~/~ ~~~' 1~~2"' "" / v`"""" /~ Brightside

~~ ~l~~y ~n~~ ~~t ~4~?

Center— Carmel

2A945 Valley Way

FOR THE TREATMENT of ALCOHOLISM and DRUG ABUSE =a~mf1 CA 97923«oai sea eses
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ALMACA
CAIVlPAI~N '86

A~.MACA Meets Anheuser-Busch's Challenge!

by Sally Trott
ALMACA Director of Development

ampaign'86 is really rolling!
In the tune issue, we an-

nounced that ALMACA Cam-
paign '86 had answered its first chal-
lenge by raising $25,000 to match
$25,000 in funds offered by Republic
Health Corporation.
Even as the )une issue was being

mailed to our members, a second
challenge grant extended by the
Anheuser-Busch Foundation was in
the process of being matched.
The terms of the Anheuser chat lenge

required ALMACA to raise a total of
$50,000 from other sources to match
$25,000 offered by the Foundation. In
the June issue, we informed you that
Campaign '86 needed "an additional
$37,000 in contributions to claim the
$25,000 in matching funds."

Campaign '86
Corporate Sponsors

AS OF JUNE, 1986

Abbott Laboratories Fund
Alcoa Foundation
American Can Company

Foundation
Anheuser-Busch Foundation
Continental Corporation

Foundation
Firestone Trust Fund
Ford Motor Company Fund
General Motors Foundation
Kemper Group
Johnson &Johnson Family of
Companies Contribution Fund

Metropolitan Life Foundation
Mobil Foundation, Inc.
Morton Thiokol Foundation
New York Times Company
Procter &Gamble Fund
Republic Health Corporation
Schick Shadel Hospitals
Times Mirror
Union Carbide Corporation
Winegrowers of Cal ifornia
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SECOND CHALLENGE MET

It is exciting to report that since May
15, 1986, the following corporations,
corporate foundations, and ALMACA
Chapters responded quickly and gener-
ously by contributing or pledging
funds to Campaign '86:
ALMACA Colorado Chapter $500
ALMACA Commonwealth of

Virginia Chapter 100
ALMACA Louisiana Chapter
(pledge) 100

ALMACA Massachusetts Chapter
(pledge) 1,000

ALMACA St. Louis Chapter 3,000
ALMACA Twin Tiers Chapter 300
American Can Company

Foundation 3,000
Ford Motor Company Fund 10,000
General Motors Foundation
(pledge) 25,000

Kemper Group 3,000
Morton Thiokol Foundation 1,000
Times Mirror 1,000
Winegrowers of California 1,000

$49,000
Anheuser-Busch Foundation
Matching Funds Pledged 25,000

Previous Contributions 63,000

TOTALTOJUNE23, 1986 $137,000

The Anheuser-Busch Foundation
pledged to provide its matching funds
in amounts of $10,000 in late 1986
and $15,000 in early 1987.

CRUCIAL STAGE AHEAD

The final stage of afund-raising cam-
paign is the most difficult. There is a
tendency on the part of those involved
to let down, to assume that the funds
will miraculously appear. That simply
will not happen.
We must redouble our efforts to

raise the $63,000 needed to attain the
$200,000 goal of ALMACA Campaign
' 86.

The Eastern Region and the chapters of
Colorado, Commonwealth of Virginia,
Louisiana, Massachusetts, St. Louis,
and Twin Tiers have led the way in AL-

MACA's support of Campaign '86.
Other regions and chapters are urged
to contribute to the success of Cam-
paign'86.

Similarly, it is hoped that all ALMA-
CANs will respond to President Jack
Hennessy's appeal for personal support
by joining FRIENDS OF ALMACA.
These personal, tax-deductible con-

tributions to ALMACA will help fund
the three special projects of Campaign
'86, specifically:
1. Professional Standards Project

(credential i ng)
2. National Clearinghouse for EAP

Information (resource bank)
3. Modern Office Systems (computer

system)
If you~kave not yet joined FRIENDS

OF ALMACA, please do so today by
completing the form on page 9 and
sending it, witflyour check for $5.00
or more, to ALMACA.
The list of'F~RIENDS OF ALMACA

wi I I be publ~'s~'~d in he August issue of
THE ALMACTN. The list will include
the names of contributors, not contri-
bution amounts.

SPECIAL GRANT

The Licensed Beverage Information
Council (LBIC) has pledged $15,600
to ALMACA for the development of a
pamphlet designed to educate indus-
try about EAP and alcohol problems.
ALMACA has no pamphlet on alcohol
problems. This gap in our printed ma-
terials leaves consultants without an
alcohol-specific marketing tool in this
major area of EAP concern. The many
fine pamphlets that do exist are focused
on other aspects, such as education,
prevention, treatment and research.
Through the special grant from LBIC,

ALMACA will prepare a 5'/2' x 8"
pamphlet of 14-16 pages, plus cover,
on the subject of alcohol problems in
the workplace. Approximately 15,600
copies will be distributed through the
ALMACA Clearinghouse for EAP Infor-
mation, aproject funded from the pro-
ceeds of ALMACA Campaign '86. ❑
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FRIENDS OF ALMACA
BE A FRIEND TO ALMACA AND SUPPORT EAP

Make atax-deductible contribution today to ALMACA Campaign '86 in support of three special projects that wil
enhance the EAP field:

Professional Standards (Credentialing)
National Clearinghouse for EAP Information (Resource Bank)

Modern Office Systems (Computer System)
----------------------------------------------------

wish to join FRIENDS OF ALMACA. Enclosed please find my personal tax-deductible contribution of $5 or
more:

❑ $50 ❑ $25 ❑ $15 ❑ $10 ❑ $5 minimum to be a FRIEND

Please make check payable to: ALMACA
Send check to: ALMACA, 1800 N. Kent Street, Suite 907, Arlington, VA 22209

— Attention: Sally Trott

NAME TITLE

AFFILIATION

ADDRESS ~ CITY/STATE/ZIP

My company wishes to become a CORPORATE SPONSOR of ALMACA by contributing $1,000 or more.
Enclosed is a check from my company (or corporate foundation) for:

❑ $10,000 ❑ $7,500 ❑ $5,000 ❑ $2,500 ❑ $1,000 minimum to be a CORPORATE SPONSOR

at Gracie Square
Hospital*

is Choices...

Alcohol and crass addiction problems may cause
individuals or even organizations to feel confused
or limited about what can be done.

Breakthrough at Gracie Square Hospital
represents choices to those afflicted by alcohol
and cross addiction problems in their own lives,
as well as to corporations and organizations with
troubled employees.

From detoxification to flexible rehabilitation stays,
through convenient aftercare alternatives and
family counseling, the diversity of Breakthrough

JCAI

is available to meet need with choices that suit
the person and their circumstances, including
their health insurance coverage.

ThaYs why we proudly say, Breakthrough is
choices.

Breakthrough
at Gracie Square Hospital
420 East 76th Street, New York, N.Y. 10021
(212)988-4400

1 accredited. licensed by the Ne~v York State Divrsion of Alwholism
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ONE MEMBER'S
VIEW

Comment on the Parameters of EAP Practice
by Frank Rudd
EAP Coordinator
Litton Guidance and Control Systems
Woodland Hills, California

ith the growth in the EAP
field over the last five years,
every segment of our econ-

omy isbecoming aware of the need for
these programs. As we continue seek-
ing to establish a formal occupational
identity, however, I think it is helpful
to once again consider the parameters
of EAP practice.

Although there is a multiplicity of
professional disciplines attempting to
institute EAPs in industry, we must be
leery of an "anything goes" attitude in
the provision of EAP services. This
applies both to who sponsors the EAP
and what services are offered. Hospi-
tal-based and treatment-based EAPs,
prevalent in many areas of the coun-
try, may or may not be referring cl Tents
to themselves. Their treatment ser-
vices may not always be the best com-
munity resources available.
On-site therapy is also being offered

at some companies. I believe that this
practice is detrimental to both the em-
ployee and employer. Removing an em-
ployeefrom work for one or two hours
a week is disruptive to the performance
of the employee and fellow workers.
This may also cause scheduling prob-
lems for department management.
We would do wel I to remember that

as EAP counselors, we are first and
foremost crisis counselors. When the
telephone rings, or when someone
comes to our offices, we must be pre-
pared to meet crises head on, helping
the employee deal with the problem
immediately. We perform a kind of
"band-aid" therapy to structure the
situation, then make a referral to one
of our commmunity resources for
further appropriate actions.

view our job as EAP practitioners
divided into five basic functions:
• crisis counseling.
• pretreatment identification of the
problems.
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• referrals to appropriately screened
community resources.
• follow-up counseling.
• program promotion, both in-house
and in the community.

If we stick to these functions, we
should have a highly successful broad-
brush program that will gain us the re-
spectthat wedesire for our profession.
invite your comments. ❑
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You can call us right now, and help someone you know deal
with their alcohol or drug problem.

Stuyvesant Square is the hospital based Chemical
Dependency Treatment Program featuring a comprehensive
medical assessment and detoxification service, complete family
involvement and two full years of after care.

For more information ask us—or ask our alumni.

Call (212)-420-2900.

Refer to Stuyvesa~t Square
The Chemical Dependency Treatment Program at
Beth Israel Medical Center.
First Avenue at 16th Street, New York, NY 10003
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=" \ ,, Ray Kelly~.

` Congratulations
on Your

~~ ZOth
Anniversary!

~ i

IF WE SEEM TO TAKE IT FOR GRANTED
AT TIMES ... WE PROBABLY DO.
(AFTER ALL, IT'S BEEN 7300 "DAYS AT
A TIME") .

BUT WE NEVER FORGET AND WE WILL
NEVER STOP BEING CTRATEFUL FOR
YOU AND ALL WE HAVE.

WITH LOVE
AND SO MUCH MORE,

YO UR FAMIL Y
July 5, 1986

PREMIUM PLACEMENTS

A special offer for premium
advertisement positions is available,
according to the following
specifications:

Inside front page $1,200 per
(full page) insertion

Inside back page 1,000
(full page)
Outside back page 600
('/z page format)

These placements are sold only in
three month increments.

For our 1986 Advertising Rate
Brochure, contact Advertising Director
Judith Evans or Editor Rudy Yandrick at
(703) 522-6272.

AND FROM THE
ALMACA OFFICE .. .

ALMACA also sends its con-
gratulations to Ray, who has
served the association and
EAP field in many capacities,
including terms of office for
the Illinois Chapter and na-
tional ALMACA. Executive
Director Tom Delaney par-
ticularlyappreciates the sup-
portand inspiration which
Ray provided to him and
other newcomers to the oc-
cupational alcoholism field
during OPC training of the
original "Thundering
Hundred" at Pinehurst, North
Carolina in July, 1972.
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by Dr. Frank Benest ~~

n an effort to obtain new customers, broaden political
support and increase revenue, the Human Services Depart-
ment (HSD) of Gardena, California, developed an Em-
ployee Assistance Program for internal and external use.

After enrolling its own 450 employees, the City has sold
the EAP through a contractual arrangement to four other
cities, two non-profit organizations and 20 corporations in
the greater Los Angeles area. We believe the keys to our suc-
cesshave been preliminary research and development, spe-
cial services to clients, strategic planning and organizational
development.

R & D THROUGH THE CHAMBER

Our initial research and development was accomplished
through a study with the Gardena Valley Chamber of Com-
merce entitled "Lost Productivity in the Gardena Valley,"
which included interviewswith 20 employers representinga
cross section of businesses and surveys completed by 510
workers. We learned that companies were concerned about
productivity problems, especially personnel-related costs
such as absenteeism, worker's compensation and disability
claims, and health-care expenditures.

That did not surprise us, but the great depth of their con-
cerndid. Based on the survey results, the Chamber decided
to cosponsor the Employee Assistance Program and created
an Employer Advisory Committee to oversee operations.
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Throughout the research and developmen# phase, the Com-
mitteeprovidedcritical input totailorfheEAPtotheneedsof
local, private-sector businesses. T~.ie Chamber's involve-
ment gave us the necessary legitimacy for this project, and
several business executives on thaC`ommittee were among
the first to enrol I their employees in the new EAP.
The Chamber has benefited through cosponsorship, as

well as the EAP. The Chamber's involvement has helped the
EAP market itself, and the Chamber, in turn, has a tangible
service to offer members. The Chamber, incidently, has
undertaken no financial risk and is independent of opera-
tionaland policy-making decisions.

SPECIAL FEATURES

Our initial experience has enabled us to identify those EAP
features which have helped us create a successful program
and market it to other organizations. One feature is the case-
manager model of service delivery, emphasizing face-to-
face contact. Ninety-five percent of our EAP clients person-
ally see the case manager assigned to that company. We
strongly resist telephone assessments and referrals. While
HSD is a comprehensive human services agency, we do not
provide any direct services such as long-term counseling in
the EAP; we refer to a gamut of prescreened agencies and
practitioners. Since we do not refer EAP clients to ourselves,
no conflict of interest exists. We are, however, "the agency



of last resort." Should no affordable, quality agency be avail-
able, we wil I provide the services ourselves.
Our EAP staff mirrors the multiethnic employee popula-

tions we serve. Our case managers are black, Asian, His-
panic and Anglo and speak three languages, in addition to
English. They have also been trained in a variety of disci-
plines, including clinical psychology, gerontology, child
development, recreation therapy, occupational social
work, chemical dependency and family development.
Our EAP enjoys an advantage that may be lacking in other

programs. As part of a larger department in city government,
a number of support services have been built in, The "Lost
Productivity" study~dicated that 60% of respondents had
child-care problems, which caused work-related deficien-
ciessuch as absenteeilr, tardiness and problems in concen-
trating atwork. Consequently, the EAP incorporated a com-
puterizedchild care referral system. Ourchild development
specialist conducts,~r\i,\r~~vidualized assessment with each
working parent needing child-care referrals. She assesses
what kind of care i.s ~defied, where the child care is needed,
how much the p~ren~t can afford, and what special accom-
modations wil I be necessary. The City of Gardena computer
matches this information with a variety of licensed child care
facilities in the area.`~e also provide an information packet
on how to choose and monitor child care.
The study alto revealed that 19% of respondents had

trouble finding careforsick~ildren, a problem reiterated in
the comments of employers. Consequently, the HSD worked
with the Chamber of Commerce, Gardena Memorial Hospi-
tal and South Bay Free Clinic to develop asick-child-care
project, using a licensed family child care home. Adminis-
tered by the Free Clinic, the home is supervised by a nurse

EMPLOYEE
ASSISTANCE
PROGRAM

Gardena's Human Services Department designed an EAP logo
with corresponding, specialized letterhead (above) and business
cards to distinguish the EAP from other programs.

practitioner who screens and develops care plans for mildly
sick, noncontagious children, enabling their parents to
work. The service is available to employees in the EAP, as
well as to community residents.

Eleven percent of the employees surveyed indicated they
had problems caring for frail or disabled older relatives
while working. Therefore, the HSD made the Senior Citizens
Day Care Center available so employees could either drop
off a frail parent or spouse or enlist them in the City's Dial-A-
Ride transportation system. The Center also provides family

"The Chamber's involvement gave us
the necessary legitimacy for this

project ..."

support groups, which help employees keep their older rela-
tives out of institutions and minimizes their on-the-job stress.

In response to the problems presented by EAP clients, we
have developed a number of free employee workshops. Be-
cause financial problems, stress-related disorders and parent-
ing concerns have been among the major problems, we
have held several workshops with these themes: "Managing
Your Finances," "Managing Stress in Your Life," and "Sur-
vivingSingle Parenthood."
To further educate employers, we have also held a

number of workshops in conjunction with the South Bay
Association of Chambers of Commerce. They include,
"Combatting the Cost of Chemical Dependency" and "Dis-
ciplining Problem Employees—New Legal Standards and
Management Strategies."

Finally, the EAP recently developed a quarterly newsletter
for employees and their families. Focusing on prevention
and education, this publication addresses family problems
and concerns, and helps market the program.

MARKETING ORIENTATION

Gardena has a traditional human services agency. When the
HSD decided to undertake this entrepreneurial venture, we
involved the staff in strategic-planning and organizational-
development efforts. The following issues-were critical in
developing a marketing orientation.
As part of the staff's strategic-planning process, we first

conducted an external organizational audit before selecting
the EAP as a service offering. The analysis indicated that
private-sector firms are increasingly concerned about be-
comingmore competitive and therefore want to contain var-
ious personnel-related costs, such as absenteeism, worker
compensation and disability claims, and health-care costs.
Moreover, employers are generally investing more heavily
in human resources and taking a longer perspective on prof-
itability. In addition, we have-also identified a value shift
toward wellness, health promotion and lifestyle improve-
ment. These trends have provided us with an opportunity to
offer related services in the marketplace.
Second, we conducted an internal organizational audit by

inventorying all of our strengths, resources, capabilities and
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weaknesses. We concluded that the HSD had the expertise
to develop an EAP, but also needed some training and tech-
nical assistance in marketing.

Third, the HSD conducted a marketing study involving
employers and employees in order to test our strategic
assumptions. Our marketing study helped identify benefits
sought by employers, created prospects and identified buy-
ingdecision makers within the companies.

All of these factors impacted on the HSD's mission state-
ment, which had previously focused on the kinds of services
available and emphasized disadvantaged residents. In refin-
ing the statement, we refocused on service outcomes, in-
cluding "community prosperity." We also identified addi-
tional "customers," including private businesses and their
employees. Refining the mission statement was critical in
creating a positive environment for developing a new EAP.

"To refine the EAP as an entrepreneurial
venfiure, we removed it from our
bureaucratic division structure."

As public-service employees, especially human-services
professionals, most of our staff had real problems with the
notion of "marketing." Initially, marketing had connotations
of selling, manipulation, and "hucksterism"—the perceived
values of aused-car salesman. Only after a lot of contention
and values-clarification exercises did our staff conclude
that:
•helping business does not preclude helping people.
• governmentfunding isnot aprerequisite for quality ser-

vices to needy clients.
• our agency is, in fact, involved in a competitive mar-

ketplace, and staff are often involved in "marketing"
and "selling," even though such activities are often
labeled differently,

EAP AS A DISTINCT ENTERPRISE

To refinethe EAP as an entrepreneurial venture, we removed
it from our bureaucratic division structure. We selected a
cross section of management and program staff to form sev-
eral self-managing work teams outside the bureaucracy.
To accentuate the fact that the EAP was distinct from other

programs, the HSD designed an EAP logo, and specialized
letterhead and business cards.
One of the weaknesses identified in our internal audit was

lack of a marketing orientation. Therefore, we involved our
staff in a marketing and sales training program using an out-
side, private-sector sales trainer.
As a public agency, there was little that top management

could do to provide monetary incentives for staff who essen-
tially have the EAP as a secondary assignment. Therefore,
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we concentrated on nonmonetary incentives, including:

• training and conferences.
• relieving EAP staff of other duties.
~ providing high visibility in the organization.
• allowing teams to manage themselves.
• allocating research and development funds to the teams.
• conducting recognition events.
• involving EAP staff in a variety of social activities (e. g.,

EAP dinners).
A final critical factorwas holding periodic retreatsto bring

together the case-manager teams and marketi ng teams so we
could reconcile differing perspectives. In addition to provid-
ing asocial opportunity, these retreats helped to insure that
the service and marketing people were on the same wave-
length.

INITIAL RESULTS

We have been initially successful in making the transition
from a traditional human services agency to a more entre-
preneurial organization. In offering the EAP as a new prod-
uct to other cities, as well as nonprofit and private-sector
firms, the EAP has helped the H~~chieve the following
goals:
• to better serve traditional Clienteles..through workplace

intervention.
• to generate additional revenue by selling services

which improve employee productivity and profitability.
• to develop additional political support from business-

sector customers.
Again, critical to success has been our link with the

Gardena Valley Chamber of Commerce, the research and
development process, a number of special features incor-
porated into the EAP, and astrategic-planning and organi-
zational-development effort. These steps have allowed our
agency to become more market-oriented and entrepre-
neurial in focus. ❑

Dr. Frank Benest has served as Human Ser-
vices Director for the City of Gardena,
California. He administers a municipal
human services agency consisting of fed-

''~' ~~ ; , ~k eral, state and city-funded community ser-
' vice programs. Dr. Benest has a master

~ ~',~ degree in public administration and docto-
i rate in management. He is immediate past-

C° ` ~ president of the U.S. Conference of City
Human Services Officials and has co-

' authored the textbook Organizing Leisure
and Human Services, recently published by Kendall-Hunt Com-
pany. Recently, he was a presenter during the "Innovations In
EAPs" workshop of ALMACA's Western Regional Conference this
March. Dr. Benest was recently appointed the City Manager of
Colton, California, where he began employment on July 7.



Seabrook

House

"Where Recovery Begins With Love"

Comprehensive Chemical

Dependency Treatment -
Alcohol, Cocaine, Drugs

1-609-455-7575
1-800-582-59681in NJ only)

Seabrook House
Seabrook £t Atlantic City, New Jersey

FOOD ADDIC~TTON
BULIMIA •COMPULSIVE OVEREATING
• A Complete Confidential Medical and Psychiatric Evaluation
•Private, Confidential, and Individual Treatment
• 24-Hour Medical Supervision and Support
•Modern Residential Setting •Special Familization Program

•Individual and Group Therapy
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program or insurance approval.

NAPLES RESEARCH &COUNSELING CENTER
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An alliliale of WILMAC Health Care... Partners in Family Progress Member of the American Hospital Association

WYien 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
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by David J. Hay

any companies throughout the country are for-
mulating strategies to retaliate against the epi-
demic of drug-abuse incidents in the workplace.
EAP practitioners, in my view, have a legitimate

and necessary role in establishing reasonable policies, and
our voices should be heard loud and clear.
As an independent consultant to industry on drug and al-

cohol issues, I have witnessed the results of overly punitive,
hasti ly drawn company policies which banked on either bad
advice or a lack of information. The results have been seri-
ous, although unintended, negative effects on employee re-
lations. For instance, recent action taken by a large, national
firm included unannounced use of "sniffing dogs." The dogs
were used in a nontargeted fashion with no specific "sus-
pects" in mind. No drugs were found. The result was that all
employees felt they were under suspicion, and those who
were unionized threatened to strike.
A "witch hunt" atmosphere such as this is not compatible

with organizational effectiveness. Awell-formulated, well-
researched and balanced policy that is developed with suffi-
cientinput from all concerned would have avoided this situ-
ation.

A VOICE OF REASON

EAPs can be a voice of reason in developing drug-awareness
strategies, especially as industry lashes back at illicit drug
use through drug screening and disciplinary measures. EAP
practitioners should seek to assist managers and other com-
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pany officials in the legal, security, m~dic'~I, executive man-
agement, public relations and other~.l-e~artments. Labor rep-
resentatives from unionized companies should also partici-
pate.
There are several vital points to keep in mind as EAPs be-

comeinvolved in policy formulation. This is especially true
when policy formulation occurs irtresponse to a drug inci-
dent, which is always a highly charged-and emotional situa-
tion. It typically cuts to the core of people's basic assump-

"If input from important'parts of the
system' is not sought ...decision
making could create a'cure' more

deadly than the disease."

tions about human behavior. Each participant will be focus-
ing on a different aspect of the problem. There are safety,
performance, legal, health, public relations and employee
relations issues involved.
The systems-theory/problem-solving approach to resolving

crises is useful. This enables the development of a balanced
solution that will not result in further and unanticipated con-
sequences. If input from the important "parts of the system"
is not sought, however, the potential for tunnel-vision deci-
sion making could create a "cure" which is more deadly
than 'the disease. A number of well-publicized incidents
already attest to this.



Executive
Management

Public Security
Relations

Medical Legal

EAP Union

Z

Strategy consistent with
EAP, other organisational

goals

Formal drug abuse policy,
with management training

component

This chart illustrates the development and implementation of a
carefully constructed drug abuse policy, according to Hay. Of
particular importance is participation by departments which
contribute differing perspectives to the policy formulation.

Since drug incidents are typically resolved at fairly high
organizational levels, an EAP representative may be excluded
from the resolution prcacess. This can be unfortunate, since
EAPs have a vital interest in employee drug abuse policies.
Also, exclusion can erode employee trust and confidence in
the EAP.
An illustration of the necessity for EAP involvement is the

current trend toward urine testing. There are many issues to
be resolved. Does the employerwish to conduct preemploy-
ment screening? Who will take the sample? When? Will the
EAP be involved? Will current employees be tested? Under
what conditions? Will critical-task employees be tested?
What chain of custody protocol will be utilized? Can labor
and management work together to develop a mutual drug
policy?
The EAP has a vested interest in the answers to these ques-

tions. Some workers might regard the EAP as the place
where management sends employees suspected of drug-
policy violations for urine testing. Obviously, this can have a
very serious and unintended impact on other aspects of EAP
work.
How can EAPs assure their involvement in policy formula-

tion? By being the initiator of policy discussions before a
drug incident transpires. This will help to assure sufficient
EAP involvement in the company strategy for preventing em-
ployeedrug abuse.

SCRUTINIZING THE STRATEGY

In the formulation process, all aspects of policy should be
framed around established organizational goals. Many com-
panieshave developed policies which are incongruentwith
their goals, and are at risk of unfavorable business and em-

a

ployee-relations repercussions. Companies can develop an
effective drug abuse policy by making sure that each ele-
ment ofthe policy has been scrutinized against all company
goals, objectives and the overall organizational mission.
Hopefully, policy development will yield nondiscrimina-
tory and consistent principles geared toward the maximum
potential for prevention, early identification and rehabilita-
tion. Apolicy must also contain sufficient "teeth" in the
event of serious and flagrant policy violations.

If a drug abuse policy is unclear, goes against the grain of
longstanding employee relations practices or is not well-
communicated to all employees, company officials should
not expect a high degree of detection of policy violations.
These will be missed opportunities to pursue adrug-free
work environment, and few managers and supervisors will
consistently make the connection between "high-risk" be-
haviors that relate to job performance and possible drug
abuse problems.

With policy formulation comes an emphasis on drug
abuse awareness and what I call "action training." The
action-training curriculum must have clear objectives and
strategies for providing managers with the basic confidence
and competence necessary to achieve early identification
and referral of possible drug-abusing employees.

Managers can be trained to recognize high-risk behaviors
that maybe the result of employee drug abuse. The subject
of drug abuse needs to be demystified so that a shared
knowledge base exists amongst management and supervisory
personnel. The training curriculum, based on the company's
drug abuse policy, needs to be carefully designed and
executed to maximize credibility. If the policy stands up to
an analysis in regard to outcomes and organizational goals,
policy violations can be behaviorally defined, and thus
more easily identified. In addition, management action
guidelines can be developed and described.

Training objectives can be accomplished by using "in-
house" EAP staff with specific training and experience in
drug-policy formulation and research, or by hiring an out-

~-` ~ David J. Hay is an independent consultant
to industry, specializing in drug abuse, al-
coholism and health promotion. Based in
New Paltz, NY, he specializes in providing•
drug abuse awareness and action-training
seminars for managers and supervisors, and
has trained over 6,000 managers in leading
corporation and high-tech industries. Hay
also provides technical assistance in de-
veloping applicant and employee drug
abuse policy, and has designed and imple-

mented EAPs for several companies in the New York metropolitan
area. In 1972, he began working in the drug abuse field at St.
Luke's Hospital in Newburgh, NY. Hay can be contacted at: Hay
and Associates, P.O. Box 70, New Paltr, NY 12561; (914) 255-8461.
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side drug abuse policy and training consultant. When using
an outside consultant, make sure that s/he is sympathetic to
EAP philosophy. Some may not be, although they may pay
lip service to it, or have conflicting interests or hidden agen-
das, which wil I not stay hidden for long. Another option isto
bring in outside assistance to help in the development of pol-
icyand to i nstructthe EAP staff trai Hers. Whichever option is
chosen, the training content and delivery are extremely im-
portant to the program's success. Ineffective drug abuse
training can be worse than none at all. Trainer credibility is
an important variable that should not be underestimated.

THE CURRICULUM
Once policy has been formulated and the primary objectives
clarified, the curriculum of drug awareness and action train-
ingcan beconstructed. Certainly, the primary objective of a
program. administered through the EAP should be "rehabili-
tation whenever possible." Assistance toward rehabilitation
is most commonly the result of management observing per-

"Many campanies have developed
policies which are incongruent with

their goals ..."

fo.rmance, attendance and safety issues. Most often, major
policy violations, such as dealing drugs at work, usingdrugs
at work or worksite possession, will trigger disciplinary ac-
tion, including the possibility of dismissal. Many com-
panies, however, use discretion foreach individualcaseand
leave rehabilitation open as a possible option.

If the desired outcome of policy is employee rehabilita-
tion, one especially successful curriculum design I have
used has three components: management and supervisory
awareness, early identification, and management action.
The more managers are aware of the extent of drug abuse i n
the workforce, and knowledgeable about how it manifests
behaviorally, the more they will be successful at early iden-
tification. If they are aware of the costs of enabling and are
competent in taking consistent, effective management ac-
tion, the probability of worker rehabilitation will be likely to
increase.

It is important that the curriculum content be based on
valid and reliable data whenever possible. Sometimes one
may be tempted to present personal bias or speculation as
fact. In those instances, the effectiveness ofthe training pro-
gram suffers. For example, gross exaggerations of the extent
of worksite drug abuse wi I I hurt the train i ng program's credi-
bility. It may also result in a "witch-hunt hysteria," which is
'incompatible with most organizations' goals. (For statistics
on drug abuse, see boxed article.)
A carefully constructed training program will help mana-
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gers get a handle on the curriculum components, and they
will feel confident in turning to you later with further com-
ments orquestions.
Most drug abuse experts regard alcohol as a drug. Since

alcohol still has the most extensive impact on the work-
place, one may wish to include it in the training curriculum.
This will require a clarification of alcohol in relation to the
company drug policy. Some companies have a unified sub-
stance-abuse policy while others maintain a distinction.
A secondary benefit ofthe training for managers is that the

material may relate to the home environment, as well, in
their role as parents. For every manager with an employee
drug abuser, there may be three or four with a child
threatened by drug abuse. If the EAP can help amanager-as-
parent resolve or prevent a son's or daughter's drug prob-
lem, that will translate into more credibility in resolving
similar workplace problems.

CONCLUSION

The credibility gained by spon o n`g a drug abuse policy for
EAPs is significant. It helps to create and clarify the relation-
ship between the EAP and other~ortant organizational
departments. In addition, properly e~igned and delivered
training sessions will lead to increases in early identification.

If steps are taken proactively to develap-applicant screen-
ing and employee-relations policy, thc~'EAP can assure that
its voice wil I be heard among managers, supervisors, execu-
tives and union representatives. It will also maximize the
compatibility between the compary~'s drug and EAP poli-
cies, and minimize the potential for unfavorable outcomes
which typically result from hastily constructed drug abuse
programs. ~ ❑

Drug Abuse Statistics
Recent news coverage has demonstrated the dis-

turbing fact that drug use and trafficking in the
workplace has become a persistent problem.

Recent statistics bear this out. A special running of
the 1982 National Institute of Drug Abuse (NIDA) sur-
vey reveals that for persons aged 18-44, 5% of those
employed have used cocaine in the past 30 days,
while only 2.2% of those not employed have used,
Similarly, the figures for marijuana are 20.6% to 15%,
and for alcohol are 73.4% to 53.4%.
The "high-risk cohort' for drug abuse is the popula-

tion aged roughly 18-40. This group of Americans
comprises nearly 50% of today's workforce. Many
within this cohort view illicit drugs as being far more
socially acceptable than any point in U.S. history.

—David Hay
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A LOT OF COMPANIES
ARE PAYING THROUGH THE NOSE.

In hours lost. In productivity And treatment programs to help
diminished. In apathy on the job. employees overcome their problems ~~" Y , f
Drug and alcohol abuse are no and come back to work—and back 

~`~ O
longer personal problems. They're to themselves. ~'
personnel problems. Personnel prola~ Good employees are a good invest
lems that call for personal solutions. ment. Make them your business. -

If one of your employees is having To arrange a consultation at your
a drug, alcohol or emotional prob- office, or to receive our brochure, ./~,
lem, don't wait for it to get worse. write: Garth Mercer, Industrial rs'TCall The Fairmount Institute. Liaison, The Fairmount Institute,
We offer training programs to help 561 Fairthorne Ave., Philadelphia, YOUR EMPLOYEES ARE
employers deal with problems. PA 19128.Or call 1-800-235-0200. YOUR BUSINESS.

C0 A member of the Charier Medical Corporation family ofquality healthcare facilities.
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AP practitioners stand on the doorstep to the future. A myriad
of issues face EAP practitioners today, including profes-
sionalization, health promotion, liability, our place in the
face of organizational dynamics, and others. Our responses

to these matters will affect the reception of business and industry to
EAPs in the years ahead. ALMACA's 15th Annual Meeting will
enable participants to look at EAP roles in this day and age of
accelerating change in both the business and health-care arenas.

This month begins THE ALMACAN's coverage of the Annual
Meeting. We will familiarize you with Dallas, Texas, the hosting
city, introduce you to the conference planners and speakers, and
update you on new developments. Accommodations are also being
made for the most enjoyable stay possible in Dallas.

Stay tuned for convention news in this and subsequent issues.
With the theme "Beginning the Journey Into the 1990s," ALMACA's
15th Annual Meeting will be the prescript for employee assistance
practitioning in the years ahead.

The beautiful Dallas skyline and birds-eye
view of the Hyatt Regency Dallas provide
the scenery which ALMACANs in attend-
ance at the 15th Annual Meeting will
enjoy. A map of downtown Dallas pro-
vides the backdrop for this month's cover.
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15th /~LMACA Annual Meeting
Hyatt Regency Dallas •Dallas, Texas

November 2-6,1986

CONFERENCE COMMITTEE CHAIRS
Convention Committee

Mary Hubbard
RSR
Association of Professional

Flight Attendants
Irving

Fundraising Committee
Convention Committee (Co-Chair)

Joe P. Borsh
Manager EAP—Texas
AT&T Communications
Dallas

Film Festival

Johnie Qualls
CARE Program Coordinator
City of Dallas—Personnel
Dallas

Registration Committee

Mary Pat Black
Assistant Director
AMI EAP Services
Irving

Room Monitors
Committee

Gary B. Smith
Supervisor, Org. Planning
Texas Power &Light Company
Dallas

Exhibits Committee

)ohn Fallon
EAP Representative
American Airlines
DFW Airport

Entertainment Committee

Waylon O. Ward
President
Waylon Ward &Associates
Richardson

Publicity Committee

Ann B. Sudduth
President
Sudduth Associates
Dallas

Signs Committee

Jane W. Berry
President
Employee Assistance Resource of
Texaslnc.

Arlington

Entertainment Committee

Kenneth W. Osean
President
Planned Performance
Irving

CEU Committee

Linda Raney
Administrator, RESPONSE
Dallas Council on Alcoholism/Drug
Dallas

Also, an addition to the Annual
Meeting Program Committee is
Richard S. Mayers, Ph. D., Associate
Professor, School of Social Work,
University of Texas-Arlington.

Come Running (Or Walking) In Dallas
by Ken Osean
"Fun Run" Coordinator

or those of you looking to add
some variety to your stay in Dallas,
we highly recommend our "Fun

Run," scheduled for the morning of
Monday, November 3. One of the great
advantages we have is that the average
morning temperature in early Novem-
ber is approximately 60 degrees.
As in previous years, this will be

anything but an event for only the highly
competitive. We encourage not only
serious runners but also walkers,
strollers, sightseers, and all others
who might like an opportunity to see
more of Dallas.

~ ~'3

' ,±; :. ,

~ii~ Run" T-shirt that will provide you with
a lasting souvenir of your stay in

;~ ~ ~ ~~; Dallas.
,_ }~` '~ ,_,_;, ~ Final site selection for the Fun

Run has not been established, but
~~; transportation will be provided to and

from the race site. Buses will leave
the hotel at 9 a.m. sharp on Monday,
and the race will begin at 9:30. Re-
freshments will be provided at the
end of the event, with water stops

Author Ken Osean is currently in throughout the Course.

training for thel5thAnnualMeet- Don't forget to bring your
ing's"FunRun." or walking or strolling shoes

Additionally, each participant will receive a "Fun
to Dallas. We expect the fifth annual
"Fun Run" to be bigger and better than ever.

running
with you
ALMACA
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The Personalities of North Texas
The following are introductions tothe 15th Annual Meetingcommitteechair-

persons. Several others who are notfeatured in this issuewill appear in
August. ALMACANs attending the Annual Meeting in Dallas are encour-

aged to contact these individuals during their stay for any help they may need.
The sketches were written by Erle T. MacDonald, Community Services Director,

Dallas Memorial Hospital, Alcohol &Drug Help Unit, Dallas.

,OE BORSH is currently serving as
President of our local North Texas

Chapter of ALMACA, having been a
local member since 1984 when he re-
located to Dallas
from Nebraska. His '.
national affiliation';
is longstanding, ! y ~
having begun at-
tendingAnnual
Meetings regularly ,,,,-; ;
in 1975. As cochair
of the Convention
Committee, Joe is
involved in plan-
ning, fund-raising and encouraging vol-
unteers to support us in making our
convention a success. He is manager of
the AT&T Communications Employee
Assistance Program for the state of
Texas, where he is responsible for im-
plementation and administration. He
conducts in-depth interviews with
troubled employees and family mem-
bers, develops individualized plans
for referral, consults with management
and union officials regarding possible
candidates for EAP participation, and
conducts orientation and educational
sessions for all levels of company
personnel.

MARY HUBBARD is a charter
member of the North Texas

Chapter of ALMACA. She has served
in many national and local capacities,
which include Local Membership
Chairperson 1982-83, Treasurer
1984-85, and Vice President 1985-86.
She was a presenter at the 1985 An-
nual Meeting on "Drug Screening:
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Issues in the Workplace" and is a
member of the 1986 national Program
Committee. For our 1986 Annual
Meeting in November she is cochair-
ing the Convention Committee, for
which she is involved in monitoringall
the necessary tasks to ensure that we
al I have a successful and enjoyable ex-
perience. She has been involved with
determining topics, selecting pre-
senters and ensur-
ing well-rounded
programs which
address issues rel- - , ~,
ative and current
to the EAP field. ,.l,~:.~,
Mary is a member
assistance repre- ~ ,~
sentativeforthe
Association of
Professional Flight
Attendants, an independent union
representing American Airlines' flight
attendants. She began as a volunteer
committee member with the union in
1979 and continued until 1982, when
she became coordinator of the program
for three years. Mary is a valuable
member of our chapter with wide in-
terestsand avaried background. Look
her up and say hello.

1 OHNIE QUALLS, is an employee of
the City of Dallas, for which she co-

ordinates its EAP, providing assistance
through CARE Services (Counseling,
Assistance and Resources for Employ-
ees). She provides assessments short-
term counseling and referrals for city
employees and their dependents. Johnie
is chairperson of the Film Festival

Committee; other members are Linda
Raney, Joe Borsch, Michelle Bjorkquist,
Les Virgil, Mary Pat Black, Walter
Tardy, M.D., Peter Del lerman, Greg
Hill and Hal Mann.
Her committee will
provide selected
films that will be
scheduled for re-
view throughout
the conference. A
member of ALMA-
CA for approxi-
mately two years,
she is currently ~ '~~ /
serving as secretary for our ALMACA
North Texas Chapter in the first year of
her two-year term. A treasure chest of
information, Johnie will be glad to assist
you on Film Festival activities and field
your questions about our city.

GARY SM1~F1 is a charter member
of our North Texas ALMACA

Chapter, which fervned in 1980. His
past ALMAEA involvement has in-
cluded a presentatipn at the 1984 AL-
MACA Annu~l~lvleeting on "EAP Eval-
uations" and membership on the 1985
Meeting Program Committee. Locally,
he served as vice president in 1984
and president li 1985. As supervisor
of organizational planning for Texas
Power and Light, Gary coordinates
and administers its EAP. He is also a
member of the Edison Electric Institute
EAP Task Force. For the national con-

vention Gary is
serving as chairper-
son of the Room
Monitor Committee.

~. ~4,i He and his crew of
eight to ten wi I I be

i~J~ monitoring work-
F shops by placing

signs, checking

~I~ 
video equipment,
monitoring CEU

sign-ups and obtaining evaluation
forms at the end of sessions. Gary will
be around the halls, stop him to say
hello, he has a vast knowledge of our
city.



ANN SUDDUTH, is president of
Sudduth Associates, a consulting

firm that specializes in EAP evaluations
and EAP computer applications. Her
firm develops
company-managed
EAPs, using a de-
sign method based ' a
on evaluation re-
sults, experience
and research. She ~ t::
is a cofounder of ; ~ :,.
the ALMACA North
Texas Chapter and
served as its first
President in 1981. A~pKesenter at the
1984 Annual Meetin~~n ':EAP Audit-
Self Evaluation" and again last year in
Boston on "Professional Use of Com-
puters in Your EAP," Ann is a strong
advocate for ALMA~A. For our Annual
Meeting in November, Ann will chair
the Public Relations ~c>rnmittee. Her
committee will be responsible for pre-
paringpress releases, mailing informa-
tion to Dallas media, arrangi.~g inter-
views, and staffingthe press room dur-
ing the convention. Serving on the

committee with Ann are Judie Harris,
Positive Horizons; Bud Hyde, Metro-
plex Coordinator, Starlite Village Hos-
pital; Erle MacDonald, Director of
Commmunity Services, Alcohol and
Drug Dependency Help Unit, Dallas
Memorial Hospital; Don Mappes,
Ph.D., psychotherapist; Tracie Pogue,
Public Relations Director, Dallas
Council on Alcoholism and Drug
Abuse; and Frank Stone, Director of
Community Outreach, Harris Hospi-
tal. Be sure to look Ann up during your
stay with us in Dallas. She wil I be glad
to help you in any way she can.

LINDA RANEY is administrator of
RESPONSE, an external EAP service

provider. She coordinates evaluation,
referral, training and follow-up services
to medium-sizecompanies inthe Dallas
area. The oldest external provider of
EAP services in Dallas, RESPONSE
began offering services in 1979. A
member of ALMACA since 1982, Linda
was secretary from 1984-85. For our
Annual Meeting, Linda will be chair-
ing the CEU Committee. She will be

Shown are Dallas' City Hall and surrounding plaza, dedicated in 1978. Another view of
the building (inset) includes three majestic flagpoles.

responsible for staff-
ingthe CEUdesk at
registration, answer-
ing questions re-
garding CEU proce-
dures and collecting
evaluation forms
completed by con-
ventionattendees.
This year.'s CEUs
are being accredited

by the U n iversity of Texas at Arl i ngton.
She will be assisted on the CEU Com-
mittee by several ALMACA North Texas
Chapter members. Linda will be glad
to answer your questions, so be sure to
stop by the CEU desk when you have a
moment. ❑

LEGAL NOTICEThere shall be notification of an
annual business meeting of the
Corporation at a time and loca-

tion to be designated by the Board of
Directors of the Corporation at least
one hundred twenty (120)'days priorto
such meeting. Items to be included in
the agenda for the meeting may be
proposed at the requestof the Board of
Directors, or by written request of at
least one third of the voting members.
Such requests proposed by the voting
members must be received at least sixty
(60) days prior to such meeting. Notifi-
cation of such meeting shall be made
by the Executive Director and shall be
mailed at least forty-five (45) days be-
foresuch meeting and shall include all
items to be discussed at such meetings,
except that if the Executive Committee
determines that an emergency, sitya-
tibn exists, it may add pertinent items
to the agenda of the meeting provided
notice of such addition is mailed at
least ten (10) days before such meeting.

In accordance with the above re-
quired notice, there will be an annual
business meeting of ALMACA on Mon-
day, November 3, 1986, at the Hyatt
Regency Dallas in Dallas, Texas, from
4:00 p.m.-6:00 p.m. ❑
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TRACK A
NEW EAP PERSPECTIVES

WORKSHOP A•1
CHOOSING AND
MONITORING EAP
VENDORS

Moderator
W. John Abbey
EAP Coordinator
Ford Motor Company
Research &Engineering Center
Dearborn, MI

Speakers

External EAP Contractors: Finding
the Right One and Building A
Partnership
Brenda R. Blair
President
B lai r Associates
Bryan, TX

Choosing and Monitoring EAP
Vendors: The National EAP Firm
Approach ... It's a Three Way Tie
Stephanie Weinstein, M.A., ACSW
Director
Employee Consultation Services
Wilmette, IL

Robert Wilson, M.S.
Manager, EAP
The Travelers Insurance Companies
Hartford, CT

Paul F, Crotty, M.S.
Senior EAP Manager
Education and Training

Programs, Inc.
Bloomfield, CT

Contracting EAP Services—From
Courtship to Marriage
Larry McCauley
Supervisor, EAP
Anheuser-Busch
St. Louis, MO

WORKSHOP A-2
CHANGING ROLES rJF
INTERNAL EAPs

Moderator
Peter Schweitzer
Director, EAP
NYC Department of Corrections
New York, NY
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Educational Program
Workshops and Presenters

Speakers

The Structure and Content of
Internal EAPs: Some Quantitative
Findings
Nathan Bennett
Senior Research Associate
Work Organizations Research

Project
Tul2ne University
New Orleans, LA

The Organization as Client:
Refocusing EAP Practice
BradleyGoogins, Ph. D.
Assistant Professor
Boston University
School of Social Work
Boston, MA

Bruce Davidson, MSW
Corp. Manager, EAP
Digital Equipment Corporation
Maynard, MA

WORKSHOP A-3
WELLNESS, HEALTH
PROMOTION AND
COUNSELING: WHAT
HAPPENED TO JOB
PERFORMANCE?

Moderator
Johnie P. Qualls
Coordinator of CARE Services
City of Dallas
Dallas, TX

Speakers

EAPs and Wellness Programs:
Working Together to Improve
Employee Health and Work
Performance
John C. Erfurt
Andrea Foote
Co-Directors
ILIR Worker Health Program
University of Michigan
Ann Arbor, MI

From EAP to Total Health: The
Potential Risk and Benefits
Donald B, Levitt, Ph. D.
Coordinator
Occupational Clinical Psychology

Services
Ford Motor Company
Employee Health Services
Dearborn, MI

EAP Evolution: AssessmenU
Referral to AssessmentlTreatment

Clinton C. Berg II, MSW
EAP Manager/Psychotherapist
Honeywell, Inc.
Defense Systems Division
Minnetonka, MN

TRACK B
LEGAL

WORKSHOP B-1
MALPRACTICE/
CONFIDENTIALITY/
LEGAL LIABILITY
Moderator
William O'Donnell
EAP Director
The Singer Company
Link Flight Simulation Div
Binghamton, NY

Speakers

Confidentiality in Employee
Assistance Practice
Kathryn M. Denkowski, Ed.D.
Assistant Professor of Psychology
& Counseling Psychologist

Texas Christian University
Fort Worth, TX

George C. Denkowski, Ph. D.
Chief Psychologist
Fort Worth State School
Fort Worth, TX

Malpractice, Legal Liability and
Confidentiality
Alisse C. Camazine
Partner
Law Firm of Love, Lacks & Paule
Clayton, MO

Don't Sue Me-1'm Just an EAP
Person
Debra L. Reynolds
Vice President
COPE, Inc.
Washington, DC

WORKSHOP B-2
ARBITRATION/
LITIGATION

Moderator
George Cobbs
Coordinator
ILWU-PMA Benefit Nlan
San Francisco, CA

Speakers

Current Treatment Issues in
Arbitration of Disciplinary Cases
Tia Denenberg
Arbitrator & Author of
Alcohol and Drugs: Issues
in the Workplace
(BNA Publications)

Red Hook, NY

Alfred Klein
Management Attorney
Los Angeles, CA

John Quinn
Director
NYS-AFL/CIO
EAP Promotional Service
Albany, NY

WORKSHOP B-3
FITNESS FOR DUTY/
EMPLOYERS AND
EMPLOYEES RIGHTS

Mo~rator
Paut1~J: Samuels, Esq.
Executive Vice President
Legal~ction Center
New York-, NY

Speakers

Developing a Comprehensive
Fitness-for-Duty Policy in a
Nuclear Power Plant
Brian N. Jalbert, MFCC, CRC
Employee Assistance Counselor
Diablo Canyon Power Plant
Pacific Gas and Electric Company
Avila Beach, CA

Drug Screening in the
Workplace—Employers' and
Employees' Rights
Patricia Pape, ACSW, CAC
President
Pape &Associates
Wheaton, IL

Safety in The Workplace—The
Role of the EAP
Phyllis Straight
Program Manager
Employee Assistance Consulting

Service
Industrial Commission
Division of Safety &Hygiene
Columbus, OH



TRACK C
ORGANIZATIONAL
SURVIVAL

WORKSHOP C-1
ORGANIZATIONAL
DYNAMICS AND THE
EAP

Moderator
Tom Goulet
Manager, EAP
Continental Baking Company
St. Louis, MO

Speakers

The EAP: An Impetus for
Organizational Change
Bernard E. Beidel
Manager, EAP
New Jersey State Police
Somerville, NJ

Consultation and Organizational
Development: Beginning Skills for
the EAP Provider
Celia G. Sinoway, EAP Director
Karen Raforth, Staff Psychologist
University of Colorado
Boulder, CO

Creating New Synergy: The EAP—
W el I ness—Organizational
Connection

Jim Francek, President of the
Francek Institute

Manager, Employee Health
Advisory Program

Exxon Corporation
New York, NY

WORKSHOP C•2
JOINT LABOR-
MANAGEMENT
PROGRAMS: IS THERE
A FUTURE?

Moderator
lack Canavan
EAP Coord i nator
Boston Fire Dept., Local 718
Boston, MA

WORKSHOP TIME SLOTS

TUESDAY, WEDNESDAY, WEDNESDAY,
NOVEMBER4 — NOVEMBERS NOVEMBERS
2:30-5:00 p.m. 9:30 a.m: noon 2:30-5:00 p.m.

TRACK A: New EAP Perspectives

WORKSHOP A-1 WORKSHOP A-2 WORKSHOP A-3
Choosing and Monitoring Changing Roles of Wellness, Health Promotion
EAP Vendors Internal EAPs and Counseling; What Happened

to Job Performance?

TRACK B: Legal

WORKSHOP B-1 WORKSHOP B-2 WORKSHOP B-3
Malpractice/Confidentiality/ Arbitration/Litigation FilnessforDuty/Employersand
Legal Liability Employees Rights

TRACK C: Organizational Survival

WORKSHOP C-1 WORKSHOP C-2 WORKSHOP C-3
Organizational Dynamics Joint Labor-Management Marketing Internal or External
and the EAP Programs: ~sThere a Future? [APs to the Employee or Employer

TRACK D: Current Issues

WORKSHOP D-1 WORKSHOP D-2 WORKSHOP D-3
TrainingtheTrainers EAPandNon-Substance-Abuse CostContainmentinEAPs

Problems

TRACK E: Emerging Issues

WORKSHOP E-t WORKSHOP E-2
Health Care Benefits Wel Iness and the EAP

SPECIAL PLENARY SESSIONS

AIDS DRUG SCREENING
Thursday, November 6 Thursday, November 6
9:45 a.m.-12:15 p.m. 10:00 a.m.-12:30 p.m.

The workshops in the time slots listed above correspond to the agenda of the Education Program,
listed by tracks, on pp. 24-26.

Speakers

The Ideal EAP: A Definition of
Joint Labor/Management
Programs
Mary L. Hubbard
Association of Professional Flight

Attendants
Euless, TX

Labor View of Joint Labor-
Management Programs: Past,
Present, and Future
G.M."Red" Roe
EAP Networker
NABET Local 53—NBC-TV
Burbank, CA

The Changing Face of Labor-
Management Programs
)ack Anderson
Director
local 32-B-J Health Fund
New York, NY

AT&T Communications/
Communication Workers of
America EAP: A Successful
Collaborative Effort
Alan M. Youngblood
Staff Manager, EAP
AT&T Communications
Basking Ridge, NJ

WORKSHOP C-3
MARKETING INTERNAL
OR EXTERNAL EAPs TO
THE EMPLOYEE AND
EMPLOYER

Moderator
DiAnne Thompson
EAP Representative
Martin Marietta Corporation
Baltimore, MD

Speakers

William J. Perryman
Corporate EAP Manager
Alcoa
Atlanta, GA

Reaching and Maintaining the EAP
Prospect: Effective Marketing
Strategies
Debra Comstock
Southfield, MI

Marketing in a Small City—How is
it Different?
Susan Mock and Charlie Grainger
Employee Assistance of Central

Virginia Inc.
Lynchburg, VA
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TRACK D
CURRENT ISSUES

WORKSHOP D•1
TRAINING THE
TRAINERS
Moderator
Dorothy Windham
Vice President
Group Plan Clinic; Inc.
Houston, TX

Speaker

Training the EAP Trainer
Cynthia A. Sulaski
President.
Resolutions, Inc.
Chicago, IL

Reacro~

Donald A. Phillips
President
COPE, Inc.
Washington, DC

WORKSHOP D~2
EAP AND NON-
SUBSTANCE-ABUSE
PROBLEMS

Moderator
David G. Mercer
EAP Manager
Morton Thiocol Inc.
Ventron Division
Danvers, MA

The speakers for workshop D-2
have not yet been announced. The
topics to be discussed, however,
will include eating disorders,
children of alcoholics and
gambling.

WORKSHOP D-3
COST CONTAINMENT
IN EAPs

Moderator
Mary Bernstein
Manager, EAPs
GTE
Stamford, CT
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Speakers

How EAPs Can Impact Cost-
Containment Programs
James O'Hair
Counselor, EAP
Westinghouse Electric Corporation
Defense and Electronics Center
Baltimore, MD

Mandate of the 1990s—Enhancing
Work Performance While
Managing Health Care Costs
Peter R. Cummings, MSW
Employee Assistance Coordinator
Ventura County
Ventura, CA

TRACK E
EMERGING ISSUES

WORKSHOP E-1
HEALTH CARE BENEFITS

Moderator
Sally Lipscomb
Director
Special Health Programs
Interventions
Chicago, IL

Speakers

Health Care Benefits Cost
Containment
Deborah Hartman
Sales Manager
Health Investment Program
Alta Bates Health System
Berkeley, CA

Trends in Reimbursement of
Chemical Dependency Treatment:
From the Bottom Up and
Top Down
James Brous
Assistant Vice President
Alexander and Alexander
Kansas City, MO

Robert Bunker
Manager-Medical Policies &
Employee Assistance Programs

AETNA Life Insurance Company
Dallas, TX

Robert A. Senft, MD
Director
Alcohol and Drug Recovery

Services
Kaiser Permanente, NW Region
Portland, OR

WORKSHOP E-2
WELLNESS AND THE EAP
Moderator
Phyllis Tuttle
Employee Assistance Counselor
St. Joseph Hospital
Orange, CA

Speakers

An Internal EAP's Cookbook for
Baking a Wellness Program
Roger Wapner
Employee Assistance Counselor
Pacific Gas and Electric Company
San Jose, CA

Using the Broad Brush Effectively:
Wellness, Self-referrals, and
Counseling in EAPs
John B. Franz, Ph. D.
Director, EAP
California State University, Fresno
Fresno, CA

Motivation and Maintenance:
How to Maxamize The Employee
Potential
Lela Millaway French, ACSW, LSW
Coordinator, EAP
Corporate Health Services
Tulsa, OK

SPECIAL
PLENARY
SESSIONS

DRUG SCREENING
Moderator
Tamara Cagney, BSN, MA
Manager, Employee Services
Program

City of Oakland
Oakland, CA

Speakers

Drug Testing in the Workplace:
The Best Response to Drug
Problems?
Terrence Cowan
Executive Director
Workers Assistance Program
Austin, TX

Alfred Klein
Management Attorney
Los Angeles, CA

Thomas Moore, Ph. D.
Coordinator, [AP
Reynolds Metals Company
Sheffield, AL

Martin H. Hardy
Personnel Manager
Alabama Reclamation Plant
Sheffield, AL ,,,

Peter B. Bensinger
Bensinger, DuPont and Associates,

Inc.
Chicago, IL

Gary H. Wimbish, Ph. D., DABFT
Director, Institute of Forensic
Medicine

Associate Professor of Pathology
Texas College of Osteopathic
Medicine

Ft. Worfh, TX

AIDS
Moderator '~`^~ ' ~''
len~rifer Farmer ~"
Exe6GYave Vice President
Employee Assistance Programs,

Inn.

Speakers ":

Special Thanks
THE ALMACAN extends a
note of thanks to Ann Sud-'
duth, chair of the 15th
Annual Meeting Publicity
Committee, for coordinating''
the articles which appear in
pages 20-23, and for obtain-
ing the photos used on the
cover and these pages.
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NOTE: Legal Action Center is a non-
profit, public-interest law firm based
in New York City. It specializes in
legal issues addressing alcoholism and
drug abuse, and their treatments.
Areas of particular study include
employment discrimination, confi-
dentiality, urine testing and insurance
discrimination. Legal Action Center
publishes several periodicals, includ-
ing Of Substance, and hay a hotline
available by subscription. For snore in-
formation contact Legal Action Center
at: 153 Waverly Place, New York, NY
10014; (212) 243-1313.
The Legal Action Center's com-

ments are published to contribute to
the continuing debate on drug testing.

POLICY STATEMENT OF THE LEGAL
ACTION CENTER ON DRUG TESTING
IN THE WORKPLACE

1. Substance abuse is clearly a problem
of concern to employers through-
out the country. What is the best
way to promote a workplace free
of drug abuse?

There is, unfortunately, no easy answer

a 

emen 

on

ru es 

in

to this question. Employers areentitled
to a workforce that is capable of per-
forming in a reasonable manner. Em-
ployers are clearly entitled to refuse to
hire drug abusers and addicts who are
unable to perform the jobs they apply
for. Employers are entitled to discipline,
and if necessary, terminate employees
who are unablefor whatever reasons—
to perform the work they were hired to
do.
Many employers have instituted

mandatory urine testing programs as a
way to eliminate drug abuse in the
workplace. However, mandatory urine
testing programs are not by themselves
an appropriate or responsible way to
screen applicants or employees for
substance abuse. As will be discussed
more fully later, mandatory urine test-
ing programs are fraught with prob-
lems. There are questions about how
accurate testing is, what a positive re-
sult means, and whether mandatory
urine testing is legal.
The best way to eliminate drug

abuse in the workplace is to employ
responsible and alert supervisors, es-
tablish agood employee assistance

program (EAP) and, if necessary, insti-
tute a l i mited uri ne testi ngprogram de-
signed to assist in the diagnosis of
those individuals who have exhibited
job performance problems or other in-
dications of substance abuse. AI-
though this is not an "easy" or simple
answer, it is the best answer. Such a
program will also promote rather than
destroy a good working relationship
between management and labor.

2. Why aren't mandatory drug screens
alone a sufficient basis for making
employment decisions?

Making employment decisions on the
basis of mandatory drug tests, regard-
less of the job being applied for or cur-
rently held and regardless of work per-
formance, is not appropriate for three
basic reasons: urinalysis tests, in prac-
tice, are not sufficiently accurate;
urinalysis tests cannot detect impair-
ment or intoxication on the job; and
such a practice may well be illegal.
a. Urinalysis tests are not sufficiently

accurate to be the sole basis for hir-
ing, disciplinary or termination
decisions.
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Urinalysis is not a sufficiently reliable
procedure on which employers can rely
to base personnel decisions. While
there are a number of different urinal-
ysis tests now being marketed, and
manufacturers and proponents of the
tests assert they are generally reliable,
no one claims that any of them is infal-
lible. Even a small error rate is signifi-
cant when large numbers of samples
are tested. Thus a testthat is 95% accu-
rate may produce 50,000 false results
when a million specimens are tested.
Accuracy is further reduced by labo-

ratory error, including sloppy or in-
competentlaboratory work and misin-
terpretation of test results, and by
chain-of-custody problems created by
the employer and/or the laboratory. A
urine specimen may be mislabelled,
mishandled, contaminated on the way
to or at the laboratory, or deliberately
switched or replaced by someone who
knows a true sample would reveal
drug abuse. Indeed, in studies of drug
screening laboratories, the Centers for
Disease Control found error rates of up
to 66% for particular drugs. (One re-
centstudy found that the error rate for
false negatives was higher than for
false positives.) Accuracy problems
alone should concern any employer
thinking about instituting mandatory
urine screening.

b. Urinalysis tests cannot detect im-
pairment orintoxication on the job.

A positive urine test result—if accu-
rate—provides no proof that the
applicant or employee tested was im-
paired at the time the sample was
taken or would be or was impaired at
work. As Dr. Michael Walsh, Chief of
Clinical and Behavioral Pharmacology
at the National Institute on Drug Abuse,
has said, "If a company's policy states
that employees must not be under the
influence or impaired, then the use of
a urine screen will be of no use." All
that a urine screen does is determine
that a person has come in contact with
an unknown quantity of a drug at some
prior time; it does not detect impair-
ment.
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Jon Bauer, a staff member of the Legal
Action Center, addresses audience during
the "Legal Issues Update" workshop of the
recent Eastern Region Conference.

c. Making employment decisions
solely on the basis of urine test re-
sults may well be illegal, and some
employers maybe prohibited from
requiring employees to submit to
urine testing.

There are two separate legal issues in-
volved in the question of mandatory
urinalysis: may employers base em-
ployment decisions solely on positive
test results?, and can employers legally
require employees to submit to testing?

(i) easing employmentdecisions solely
on test results raises serious legal
problems.

Since urine screening cannot, for most
jobs, be shown to be job-related, a
practice of basing employment deci-
sions on "positive" test results alone is
vulnerable to legal challenge. Thefed-
eral Rehabi litation Act of 1973 and the
laws of Florida, Illinois, New Jersey,
New York and many other states pro-
hibit employers from firing or refusing
to hire people with current or former
handicaps or disabilities, including

drug addiction, if they are able to per-
form the duties of their jobs in a
reasonable manner.

In the employment context, the
same is true: since a positive urine test
state laws prohibit employers from
using tests that tend to screen out pro-
tected individuals unless the employer
can prove, first, that the test can deter-
mine the applicant's ability to perform
the essential functions of the job, and,
second, that alternative job-related
tests that screen out fewer disabled in-
dividuals are not available. Because
urine tests alone cannot determine an
applicants abi I ity to perform job func-
tions, they may violate legal require-
ments that employment and medical
tests bejob-related.

In th~~r~ployment context, the
same is true: Since a positive urine test
result, standing alone, bears no rela-
tionship to ~bi~ty to perform, urine
testing cannot, under the Rehabilita-
tion Act or ~ varie~of state laws, be
the sole basis for suspending or termi-
nating an employee.

Public employers also must comply
with federal and'-state constitutional
requirements.~1 public employer's use
of hiring tests, selection criteria and
continued em{~loyment criteria that
are not reasonably related to the em-
ployer's legitimate goal of hiring and
maintaining an efficient workplace, or
that discriminate against certain
groups without a rational basis, have
been found illegal underthe due proc-
essand equal protection clauses ofthe
Fourteenth Amendment.

(ii) Even requiring employees to un-
dergo urine testing raises legal
problems for some employers.

Public employers are also bound by
the Fourth Amendment protections
against unreasonable searches and
seizures. Courts have held that urine
tests for substance use are searches
and can not be requ i red un less the gov-
ernment as employer has a reasonable
suspicion based on specific facts to
conclude that the individual to be
tested is currently under the influence



or impaired by drugs or alcohol. Fourth
Amendment protections should be ap-
plicable to job applicants as well as
current employees.

Furthermore, the federal Rehabilita-
tion Act and a number of state laws
prohibit employers from using tests
that tend to screen out protected indi-
viduals unless the employer can
prove, first, thatthetest can determine
the applicant's ability to perform the
essential functionsofthejob, and, sec-
ond, that alternative job-related tests
that screen out fewer disabled indi-
viduals are not available. Because
urine tests alone cannot determine an
applicant's ability to per~`orm job func-
tions, they may violate legal require-
ments that employment and medical
tests bejob-related
The legality of~ ~m~loyer's re-

quirementthat an employee Submit to
urine testing may alsctbe affected by
collective-bargaining agreements.

3. Are there ethical issues that should
preclude an employer mom at-
tempts to restrict or prevent sub-
stanceabuse among employees?

Employers have an obligation to pro-
vide asafe work environment and to
protect against foreseeable injuries to
the public. They have an interest in
maximizing the efficiency ofthe work-
force. Employers should, therefore,
seek to prevent any kind of medical (or
other) problem—including substance
abuse—that leads to impaired job per-
formance or safety problems. It is the
way in which employers go about de-
tecting substance abuse that raises
ethical questions.
The use of uri ne testing as a means of

detecting drug use by employees
raises serious ethical concerns regard-
ing employers' intrusion into the. pri-
vacy of employees' activities in their
off-duty hours. As has already been
explained, positive urine test results
do not reveal on-the-job impairment.
If accurate, all they reveal is that the
employee may have used a drug at
some time in the past several days or
weeks.

Moreover, a responsible urine test-
ing program requires that employees
supplying samples do so in view of
another adult to ensure that one sam-
ple is not switched for another. Many
people understandably desire privacy
with respect to their bodily functions
and object to others observing them.

4. What factors should employers
consider in determining whether
to institute a urine testing program?

An employer who is considering a pro-
gram of urine testing should consider
the following questions:
• how serious is the substance abuse
problem in my workplace?
• are supervisory personnel currently
able to detect impaired job per-
formance?
• would a urinalysis program be a
cost-effective approach to solving sub-
stance abuse problems in my work-
place?
• what will I do with positive test re-
sults if I institute a urine testing pro-
gram?
• what procedures will I institute to
deal with employees whose urine tests
are "positive"?
•what are my legal liabilities if I insti-
tute amandatory urinalysis program?
• what are the labor-relations costs of
a urinalysis program?
~ what are my options other than
urine testing?

5. If urinalysis testing is used, under
what circumstances is such testing
appropriate?

Urinalysis tests are designed to assist
qualified physicians and other health-
care professionals in the diagnosis
and treatment of drug abuse and
addiction. These tests can be a useful
and appropriate—if limited—tool in
an employer's campaign against drug
abuse if they are used properly, i.e.
as part of a confidential EAP to help
diagnose and treat drug abusing
employees.

Urinalysis testing of a current
employee as part of a comprehensive,
confidential EAP may be appropriate

if the employer has a reasonable
suspicion grounded in specific facts
to conclude that the employee is
currently engaged in substance
abuse that is affecting his or her
job performance or may present a risk
to the safety of fel low employees or the
public.

6. If an employer decides to institute
a urine testing program, what
kinds of standards and procedures
must he establish?

Any urine testing program should be
conducted in accordance with stand-
ards of fairness. First, a drug testing
program should be fully disclosed to
employees in advance. What is to be
expected or required of the employee,
the procedure to be followed, the cir-
cumstances under which testing will
be conducted, the employee's rights,
and the consequences of a positive
sample should be fully explained in
writing in advance to all employees
subject to testing.

Testing of employees for drug abuse
must be conducted only through
methods currently accepted ' in the
scientific community as the most reli-
ableand should be conducted in strict
compliance with the appropriate pro-
cedures for those tests. The testing
methodology selected should be well
adapted to enforcement of the policy.
Positive tests should always be con-
firmed by a second test using an alter-
native, more reliable methodology
(preferably gas chromatography with
mass spectrometry) before any action
is taken which may adversely affect
employment.
Any employer contemplating in-

stituting a urine testing program
should first review his currentdiscipli-
nary procedures. Any urine testing
policy an employer establishes should
be part of a clear and consistent disci-
plinary process. Clear disciplinary
rules and procedures applied consis-
tently will reduce the likelihood of
non-job-related factors being used in
disciplinary actions. This will protect
the employer from later charges by
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employees of violations of law. It will
also protect the legitimate expectation
of fairness of all employees, including
those with substance-abuse problems.
Finally, it will also serve to bolster the
employer's disciplinary authority.
The three hallmarks of a good dis-

ciplinary policy are notice, job-re-
latedness, and due process:

Notice: It is essential that employers
specify and publicize the standards of
job performance expected of employ-
ees, including any rules about sub-
stance abuse. This will give fair notice
to employees about what is expected
of them, enable supervisory personnel
to determine deviations that warrant
disciplinary action or further inquiry
(including urine testing), and enable
third partiestobetterjudgethecorrect-
ness of actions against employees.
Job-relatedness: Discipline must re-

late to job performance. If substance
abuse is to serve as a basis for disci-
pline, it mustaffectjobperformance. It
follows that the employer should
document instances of poor perform-
ance by the employee in order to pro-
tecthimself against charges of unlaw-
ful discrimination. A sensible ap-
proach for the employer would be to
discuss with the employee standards
of performance required in the posi-
tion and inform the employee of, as
well as document, instances of devia-
tion. As is discussed below, the em-
ployer's disciplinary policy should
clearly indicate what kinds of devia-
tions from standards of performance
will result in which kinds of discipli-
nary actions. The identical process
must be followed for all employees as
far as it is practicable. Attention should
be paid to the objective indications of
poor performance. Care must be taken
to exclude the subjective values and
impressions of those evaluating the
employee.
Due process: A good disciplinary

policy must include aclearand consis-
tent (preferably written) set of rules of
what kinds of violations will lead to
which kind of penalties, including
specifics about second and third of-

30 THE ALMACAN JULY 1986

fenses. This will eliminate claims that
one employee is being favored over
another. A good disciplinary policy
should also include some mechanism
for the employee to contest the
charges against him. Whether this is
done through a union or a joint labor-
management committee, it is essential
for the employee to have some re-
course against false charges. This is
true whether the accusation against
the employee comes from a supervisor
or from a positive urine screen. If a
positive urine screen is the grounds for
discipline, the employee must be per-
mitted to have the sample retested at
the laboratory of his or her choice. It is
always possible that the supervisor has
a personal dislike for the employee
and that his accusation is based on bias.

7. What can be done if an employee
or prospective employee tests
positive for substance use?

If an employer is bound by the Re-
habilitation Act of 1973 and compara-
ble state laws or by state and federal
constitutional provisions, the employ-
ercannot refuse to hire an applicant or
take adverse employment actions
against an employee without deter-
mining that such person is unable to
perform the functions of the job.

If a current employee's urine tests
positive and that employee is showing
poor job performance or is in a safety-
sensitive position, it may be appropri-
ate to take disciplinary action against
an employee and refer the employee
to a treatment program. The discipli-
nary action taken against an employee
should depend upon the terms of the
employer's disciplinary policy. Some
of the factors may include whether it is
the employee's first incident of im-
paired job performance, the employ-
ee's tenure, and the employee's job
responsibilities.
Employers should also consider pro-

viding an opportunity for employees
who are having substance abuse prob-
lems to enter adrug-treatment pro-
gram. Depending upon the nature of
the employee's substance abuse prob-

lem and the seriousness of his im-
pairedjob performance, the employee
may continue to work~ither in his
usual position or another, less sensi-
tive one—or may be suspended until
he completes treatment.'

8. What is the potential liability of an
employer for testing or failure to
test employees for substance
abuse?

Unless a statute or regulation requires
urine testing of applicants or employ-
ees (and in certain regulated industries
there are such requirements), there is
no general rule of law that requires an
employer to use urinalysis testing to
determine whether his employees are
impaired. If an employer hires and
continuo employ employees who
are impaired -due tQ,substance abuse
or other p.ra~lems—and the impaired

~~
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employees injure another worker or
the public, the employer may be li-
able. However, since urine testing of
employees does not give the employer
reliable information about impairment
on the job, it is unlikely that any court
will hold an employer liable for dam-
age caused by an impaired employee
simply because the employer did not
use mandatory urinalysis on his entire
workforce.

Potential liability of an employer
who requires drug scr•~ening for appli-
cantsand/oremployees includes:

1. Liability dueto negligence in the
manner in which the specimens are
collected and transporte2l, the tests are
conducted, or the sp~~r~ens are pre-
served.

2. Liability for refusing to hire an
applicant or terminating an employee
based solely on a urine screen when
there is no other evidence that the
applicant or employee~~~not able to
perform the job.
3. Liability for improper disclosure

of positive test results, .,
4. Liabi I ity due to failure to comply

with the employer's disciplinary pol-
icy, the collective-bargal'ning agree-
ment or other contractual obligation
when the employer takes adverse ac-
tion against an employee based on a
positive urine test.

9. What degree of confidential treat-
ment must be given to positive test
results?

Urine tests, if used at all, should be
used only as one component of a com-
prehensive EAP. All information ob-
tained in the course of examinations,
rehabilitation and treatment of em-
ployees with substance abuse prob-
lems should be protected as confi-
dential medical information. No data
concerning information about sub-
stance abuse or participation in any re-
habilitative program should be made
part of the employee's personnel fi le or
be provided to any other party without
the written consent of the employee
except as required by law. (Some em-
ployersand EAPs are prohibited by the

federal confidentiality law and regula-
tions [42 U.S.C. §290ee-3; 42 C.F.R.
Part 2] from making virtually any dis-
closure about persons in treatment
without the patients consent or a court
order that authorizes the disclosure.)
The purpose of testingfordrug use at

a place of employment should be to
protect the safety and integrity of the
workplace. Therefore, an employer
should never make the results of posi-
tive tests for substance use available to
law-enforcement authorities. Although
employers should cooperate with in-
vestigations of drug trafficking insofar
as employees and/or the workplace
are involved, the results of drug screen-
ingtests of individual employees con-
ducted for employment purposes should
not be provided to law enforcement
authorities except when compelled
(by a subpoena or other legal mechan-
ism), pursuant to a proper criminal in-
vestigation of drug use by the sus-
pected individual.

10. Legal requirements aside, what
are the ethical obligations of an
employer to employees who test
positive for substance abuse

The primary emphasis of employers'
programs to screen employees for sub-
stance abuse should be rehabilitative
rather than punitive for employees
who test positive. To the extent it is
consistent with safe operation, the em-
ployer should provide an opportunity
for employees to enter a drug educa-
tion and rehabilitation program and
continue their employment or be reas-
signed, if necessary, during treatment.
Employees should be considered for
reinstatement to their original position
after successful participation in such a
program. An employee should be termi-
nated from .employment only if lie is
unable to perform job functions. If a
person is terminated for substance-
abuse problems, he should be eligible
for reinstatement upon the determina-
tion by the employer that he is fit to
perform job functions and/or has suc-
cessfully participated in treatment.

FOOTNOTE

' Federal agencies, and, under some state laws,
other employers are also required to take
reasonable steps to accommodate employees
with substance-abuse problems. Such steps in-
clude referral for treatment and reassignment, if
necessary, during treatment. ❑

•
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F~EGIONS AND
CHAPTERS

Experience Provides Polish for Eastern Regional
East coast ALMACANs converged

on Buffalo, New York for obser-
vance of the 8th annual Eastern

Region Conference, held June 8-11.
Three hundred and sixty-seven regis-
tered attendees enjoyed a polished
program of ceremonies, workshops
and banquets in four event-filled days
at the Hyatt Regency hotel.
The ingredient which distinguished

this regional conference was experi-
ence. The Erie-Ontario Chapter, which
hosted last year's ERC in nearby Niagara
Falls, also orchestrated this confer-
ence. Credit the Pittsburgh Chapter,
which will host the 1987 ERC, with a
valuable assist.

OPENING CEREMONIES

A lavish reception, sponsored by
Smithers Treatment Center, South
Oaks Hospital and the Erie-Ontario
Chapter kicked off the activities on
Sunday evening, June 8. A smorgas-
bord of regional cuisine and a Dixie-
land band entertained about two
dozen circles of old acquaintances
and new faces in attendance.

At the opening ceremonies the fol-
lowing morning, community leaders
and conference planners welcomed
conferees to Buffalo and assured them
of an exciting program. On the wel-
come wagon were: Mayor James Grif-
fin, City of Buffalo; Ed Rutkowski, Erie
County Executive; AI Demarco, New
York State Governor's Office, who
read a statement on behalf of Gover-
nor Mario Cuomo; Paul Cole, Secre-
tary/Treasurer, New York State AFL-
CIO; Larry Weir, President, ALMACA
Erie-Ontario Chapter; Ed Carter, Gen-
eral Conference Chairman; and Jack
Hennessy, national ALMACA President.

Afterward came a replay of "People,
Places &Faces, ALMACA '85," the
compelling multi-image show which

Right: Sunday's arrivals danced into the
night during the Opening reception. Top
Right: John Quinn received the ERC Labor
Committee's Recognition Award from
ALMACA President Jack Hennessy.
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concluded last year's conference.
The Labor Luncheon, always an

SRO feature of the Eastern Regional,
followed. Ted Gompers, director of
Project Straight Life for the American
Federation of Musicians, sang the Na-
tional Anthem to open the festivities.
Jack Anderson, director of Local 32B-J
Health Fund was master of ceremonies,
and he shared the digs with Jack Hen-
nessy and keynote speaker Paul Cole.
A special award was given to John C.
Quinn, by ALMACA President Jack
Hennessy for "dedication and support
of labor-based occupational pro-
grams" as a labor specialist with the
NYS Division of Alcoholism.

During the afternoon, two of the
seven workshop sessions were held.
Among the many presenters through-
outthe conference were: Jack Canavan,
Boston Fire Department, Local 718;
Bruce Davidson, Digital Equipment
Digital Corporation; Mariam Aaron,
NYS Division of Alcoholism and AI-
cohol Abuse; Kevin Parker, State of
Maine; Joe Hofmann, Jersey Central
Power and Light; Bill O'Donnell,
Singer-Link Flight Simulation Div.

ENTERTAINMENT

An evening of "Headline Comedy and
Entertainment," compliments of Bry-
Lin Hospital, was held at nearby Tral-
famadore Cafe for the enjoyment and
amusement of conferees. The featured
entertainer was Leon Redbone.

For fitness buffs, aerobics, spon-
sored by Mediplex, was available
throughout the week. On Tuesday
morning the "Fun Run," sponsored by
Gosnold, was held.

After morning workshops a compli-
mentary "Taste of Newyork"luncheon,
sponsored by ARC-Westchester, fol-
lowed. Later that afternoon, ALMACA
Credentialing Specialist Judi Laws up-
dated attendees on credentialing de-
velopments. In the evening, an exqui-
site banquet, complete with sorbet be-
tween meal courses, preceded the fea-
tured address by D. Ward Fuller, presi-
dent and chief executive officer of
American Steamship Company. Mr.
Fuller discussed the appropriate re-
sponse~b.usiness to alcohol and drug
related problems in the work setting.

AWARDS B~~AKFAST

al conference day,



began early with ERC's annual Awards
Breakfast. The Jim Edwards Scholar-
ship Awards, which sends an indi-
vidual each yeartothe Rutgers Univer-
sity Summer School of Alcohol Studies,
was presented to Roger Beamer of Bry-
Lin Hospital. Along with plaques to
each of the ERC Committee members,
special recognition was given to Ed
Carter, who had been General Confer-
ence Chairman for the last two years.
The Conference Committee consisted

of: Ed Carter; Deputy Conference
Chairman, Dan Norton; Program Chair-
man, Roger Beamer; Deputy Program

Clockwise, from top right: ALMACA Exec-
utive Director Tom Delaney celebrated on
Sunday night after his hometown Boston
Celtics finished another banner year. Buf-
falo's Mayor Griffin speaks during the
opening session as Larry' Weir (I), Jack
Hennessy and Ed Carter hook on. A buffalo
ice carving greeted confe~es at the head
of the smorgasbord table during the Open-
ing Reception. D. Ward Fuller, president
and CEO of American Steamship Com-
pany, was the featured speaker during the
Conference Banquet.

Chair, Beth Brown; Finance Chair-
man, Larry Weir; Deputy Finance
Chairman, Rocco Ferri; Publicity
Chairs, Linda Jewett and Dan Shubsda;
Labor Chairmen, Joe Murray, and
Chief Brant; Exhibits Chairman, Judith
Evans (national ALMACA staff); Re-
ception Chairman, Jack Gibson; and
Canada Chairman, Morris Golden.

Congratulations to the 1986 ERC
planners for a job exceptionally well
done! ❑
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}±~ SOUTH OAKS HOSPITAL
(The Long Island Home, Ltd.)

~'Y' Established 1882

~..
Leonard W. Krinsky, Ph.D.

r~ Executive Director

Comprehensive programs for the
treatment of alcoholism, compulsive

gambling, eating disorders,
drug abuse, and mental illness

NATIONAL TOLL-FREE HELPLINE 1.800-732-9808

• Inpatient detoxification
• Inpatient rehabilitation, open and closed units
• Comprehensive adolescent program
• Active psychodrama programs
• Specialiied treatment for
compulsive gambling

• Eating disorders unit
• Family and "significant others' program
• Aftercare follow-up
• Accommodation for patients of all religious
groups

• Licensed outpatient program including
services for children of alcoholics

• Complete EAP liaison and coordination
of patient care

• Information, referral, and free consultation
• Ongoing workshops in alcoholism, compulsive
gambling, and family-related topics

• Training Program for Alcoholism Counseling
and educational services through The
Institute of Alcohol Studies at South Oaks

Sheila B. Blume, M.D., C.A.C.
Director of Alcoholism Programs

400 8unriee Highway, Amityville, L.1., New Vorlc 11701 516/264.4000
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The Makers of "Psychoactive"
and "Uppers, Downers, All
Arounders" present:

The
Haight-Ashbury
C~~c~n~~ Film Q~9g5

The new 35 minute film on the
physiology, compulsion and
recovery of cocaine. Made in
cooperation with the
Haight-Ashbury Drug Detox C[inic.

ORDER FORM:
PURCI-IASE -

16mm Film......... $500.00 ( )
Video .................. $400.00 C )
(select format listed below)

RENTAL-
16mm FiLn only... $100.00 ( )

PREVIEW -
VideoTape only..No Charge ( )
3/4" U-Matic VideoTape ( )
1/2" VHS VideoTape.... ( )
1/2" Beta I VideoTape... ( )
1/2" Beta II VideoTape.. ( )

The undersigned (customer) understands that
this tilm/tape is protected by U. S.
Copyright Codes (civil & ciiminal), and
under no circumstances may it be
duplicated, reproduced (by VTR or other
means), televised or transmitted in whole
of in part without written permission .

By signing this agreement, I agree to
abide by its conditions:

Signature:

Name:

Position:

Organization•_

Address:

Ci[y, State, Zip:_

Purchase Order #

Telephone: ~)

Write
or 1
call:

P. O. BOX 1000
2409 Sepulveda Blvd, Suite 205
Manhattan Beach, CA 90266
(213) 545-6536



CONFERENCES AND
WORKSHOPS

CONFERENCE
ANNOUNCEMENTS

If you would like your confer-
ence or workshop announced
in THE ALMACAN, we require
the following information:
• title of event.
• subject matter and/or in-

tended audience.
• sponsoring organization.
• hosting city.
~ dates of activities.
~ notable speakers.
~ an address, phone number

and contact person having
further details.
Please forward the informa-

tion aminimum of two months
in advance. The greater the
lead time you give us, the
greater the number of times we
can place it.

Forward to: THE ALMA-
CAN, 1800 N. Kent Street,
Suite 907, Arlington, VA
22209.

The Johnson Institute of Minneapolis,
MN is hosting a series of seminars on
chemical dependency issues from~uly
through November at various loca-
tions around the United States. For
more information contact: The Johnson
Institute, 510 FirstAvenue North, Min-
neapolis, MN 55403-1607; 800-231-
5165.

AUGUST

The Institute for Integral Development
of Colorado Springs will host the 10th
Annual Summer Institute on Alcohol ism
and Drug Dependence from August 3-8
in Colorado Springs, CO. The focus
will be family issues. For more infor-
mation contact the Institute at: P.O.
Box 2172, Colorado Springs, CO
80901; (303) 634-7943.
NIAAA and NIDA will present the
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First National Conference on Alcohol
and Drug Abuse Prevention, with the
theme "Sharing Knowledge for Action,"
on August 3-6 in Arlington, Virginia.
The program is for an audience of pre-
vention professionals and volunteers,
leaders of national associations in-
volved in prevention activities, and
state task force groups sponsored by
state alcohol and drug abuse authori-
ties. For more information contact
Reza Corporation, NIAAA/NIDA,
Conference, 3307 Connecticut Ave.,
N.W., Washington, D.C., 20008.
The North American Congress on

Employee Assistance Programs will be
held August 5-8 in Toronto, Ontario,
Canada. For more information contact:
Diane Vella, 2145 Crooks Road, Suite
103, Troy, MI 48084.
The Florida School of Substance

Abuse Studies will be held August 3-7
at Rollins College in Winter Park,
Florida. A course in EAPs is featured.
For further information contact: Florida
School of Substance Abuse Studies,
1045 Riverside Avenue, Suite 300,
Jacksonville, FL 32204; (904) 356-
7747.

SEPTEMBER

The professional development semi-
nar "Market Research and Planningfor
Alcohol and Drug Treatment Pro-
grams," hosted by the University of
Delaware in Newark, DE, will be of-

5~'~G, FAR S
R~`~~ ~EMB~R

ALMACP
CEU's Applied For

fered September 10-11 and October
21-22. For more information contact:
Gloria Williams, Continuing Educa-
tion, 207 Clayton Hall, University of
Delaware, Newark, DE 19716; (302)
451-8836.
The Hazelden Foundation is offering

two workshops in Center City, MN, to
assistclergy intheirworkwith problems
of chemical dependency. "Pastoral
Ministry to the Chemically Dependent
and Their Families" will be held on
September 8-10. "4th and 5th Step
Ministry" will be held on September
11-12. For more information contact:
Hazelden Continuing Education, Box
11, CenterGity, MN 55012; 800-822-
0080, or in Minnesota (612) 257-4010,
ext.41~ '~
The Conference Board wil I host the

conference "Regulation, Deregulation
and Privitiz" on September 11-12
in Washington, D.C. It will be of par-
ticularinterest to human resource pro-
fessionals. =For information contact:
The Conference Board Inc., P.O. Box
4026, Church Street Station, New
York, NY 10261-4026.
The Cape hod Symposium on Ad-

dictive Disorders will be held Sep-
tember 18-~1~at the Sheraton Regal
Inn, Hyannis, Iv1A. It is sponsored by
North River Counseling Inc. (Marsh-
field, MA) and Psychotherapy Asso-
ciates, P.C. (Colorado Springs, CO).
The theme will be "Alcoholism Treat-
ment Considerations: An Opportunity

CAPE COD SYMPOSIUM
oN ADDICTIVE DISORDERS

Sept. 18-21, 1986—Sheraton Regal Inn, Hyannis, MA

"Alcoholism Treatment Considerations:
An Opportunity for Dialogue"

Co-Sponsored by
North River Counseling, Inc, and Psychotherapy Assoc., P.C.
Marshfield, MA Colorado Springs, CO

Faculty Includes
Claudia Black, Ph.D. Ellen Morehouse, ACSW
Gary G. Forrest, Ed.D., Ph.D. John Wallace, Ph.D.

For further information con tact Fred French,
North River Counseling, Inc., 475 Furnace SL, Marshfield, MA 02050

(617) 834-7433 •834-4864



for Dialogue," and the faculty will in-
clude Claudia Black, Ph. D.; Gary G.
Forrest, Ed.D., Ph.D.; Ellen More-
house, ACSW; and John Wallace,
Ph. D. For more information contact:
Fred French, North River Counseling,
Inc., 475 Furnace Street, Marshfield,
MA 02050; (617) 834-7433 or 834-
4864.
The annual meeting of the American

Public Health Association will be held
in Las Vegas, NV from September 28-
October 2. An alcohol-and-drugs sec-
tion has been added to the program.
The meeting theme is "Local Health
Services: Crises on the Front Line." For
more information contact: Alexander
Wagenaar, Ph. D., University of
Michigan, at (313) 763-2466.

OCTOBER `"
First City Recovery Center Inc., of

Marietta, OH, wil I present the work-
shop "Treating Chemical Dependency
and Co-existing Mental Illness" on Oc-
tober 2-3 in Marietta. For more infor-
mation contact: Marjorie A. Kimmel
or Therese Bock, First City Recovery
Center Inc., 427 Second Street, Mari-
etta, OH 45750; (614) 373-0654.

DECEMBER

The Southeast Conference on Alcohol
and Drug Abuse, hosted by Charter
Medical Corporation, will be held De-
cember 3-7 this year in Atlanta, GA.
Topics for presentations will include
EAPs, COAs, impaired nurses, women
in recovery, and others. Among the
presenters will be Drs. Peter Bell, Le-
Clair Bissell, Dale Masi, and David
Ohlms. CME-Category I credits have
been applied for. For more informa-

Consider This One Small Miracle
perfect attendance for
6 consecutive Mondays.
Today is the sixth consecutive
Monday Bill's made it to work!
It's. great depending on him
again. Bill's the best market
analyst around.

For a while his supervisor was
afraid he would have to let him
go. He missed work a lot, he was
forgetful, withdrawn...unreliable.

Thanks to our choice of
Mountain Wood for his treat-
ment program, that's all behind
us now. It's great to see Bill
back at work!

If you have an employee with an
alcohol or drug dependency call
Mountain Wood...for one small
miracle.

Mo~untainWood
a center for the treatment of
alcoholism &drug abuse

804-971-8245
500 Old Lynchburg Road

P.O. Box 5546
Charlottesville, Virginia 22905

tion contact: Charter Medical Corpo-
ration, Addictive Disease Division,
11050 Crabapple Road, Suite D-120,
Roswell, GA 30075; 800-845-1567,
or in GA, (404) 641-9286. ❑

CHEMICAL DEPENDENCE

PROGRAM
DIRECTOR
... at one of the country's
leading, university-affiliated
chemical dependence/psy-
chiatric centers.

Harper Hospital has created a new posi-
tion of high visibility for an individual to
direct its chemical dependence treat-
mentservices offering a complete conti-
nuum of care — inpatient detoxification
and rehabilitation, outpatient, aftercare,
intervention and consultation/liaison.

The successful candidate will have a
Master's degree in a clinical field such
as social work, psychology, nursing,
public health or related area, and
demonstrated administrative and super
visory experience. Expertise with the
treatment of the chemically dependent
patient, program development, regu
latory and reimbursement standards,
budget management and marketing,
preferred.

An excellent comprehensive and flexi
ble benefit package accompanies this
position. qualified candidates should
submit their resume in strict confidence
to: MAGRUDER JONES, Human Re-
sources Department, Harper Hospital.

Harper
~ Ho it+al

3990 JOHN R
DETROIT, MICHIGAN 48201

An Affiliate of The Detroit Medical Center
Equal Opportunity Employer MIF
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