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FROM THE
EXECUTIVE DIRECTOR

~ 9
r

ne of the items which is cur-
rently receiving attention from
researchers and policy mak-

ers is "welfare reform." At first blush
these considerations may seem a long
way from employee assistance pro-
grams except for the impact that wel-
fare policies have on taxes, family sta-
bility and availability of workers.
However, the current debate has
touched upon at least three issues of
immediate impact on the availability
of healthy productive workers to the
workforce. These are child care, child
support, and training.

ANOTHER ANSWER
FOR WELFARE

Current conventional wisdom seems
to say that the answer to the "welfare
problem" is to provide people with
jobs. We are presented with T.V. inter-
views of scores of "welfare mothers"
telling us that they now feel much
more positive about themselves be-
cause they have a job. This is no sur-
prise to EAP professionals who have
long assisted workers in utilizing the
positive psychological and economic
motivations of their jobs to address
negative factors. Although many of the
"welfare reformers" talk about the
necessity of child care to~help parents
return to work, there seems to be no
serious proposals to develop child
care as a component of "welfare re-
form."

This~is not surprising because child
care can be very expensive. However,
child care is not only a need of parents
who have been receiving welfare, but
of working parents, too.
My guess is that child care for em-

ployed parents will increasingly move
to the forefront of national issues.
More and more workers are going to
look for child care and employers will
increasingly identify it as necessary in
order to recruit'Workers. However the
price of child care is going to discour-
age employers from providing it. Even
if employees pay themselves, it is

going to be very difficultforthe current
patchwork system of pre-school and
after school services to meet the needs
of either the employed parent or the
parent who is trying to return to the
workforce. It seems that a national
consideration of child care needs
should be comprehensive instead of
individualized for unemployed, about
to be employed, and employed parents.
One alternate to the development of
work based child care is an expansion
of the public school system to include
younger children and better coordina-
tion between school time and work
time. Recent school closingsforwinter
snowstorms is a reminder of the de-
pendency of working parents and their
employers on the school system for
day care. A national day care plan will
be very expensive but would probably
be better than building separate ones
for welfare recipients, parents of pre-
schoolers and parents of latch-key
children.

THE ABSENT PARENT

Another proposal eminating from the
current welfare debate is that child
support from an absent parent (usually
father) be automatical ly deducted by his
employer from the paycheck. Presently
in many jurisdictions, the courts can
issue a garnish or otherwise attach a
parents paycheck, if he falls seriously
behind in child support payments.
However, this is an often long and
time consuming process during which
the "other" parent is left to fend for
themselves and their children. The
current proposal hopes to avoid this by
providing for automatic payroll de-
ductions from the start of the support
payments.

This may be a workable solution to a
real problem but a few issues need to
be explored. I immediately wonder
about the confidentiality of the EAP. If
an employee mentions his paternity to
an EAP counselor, how will the confi-
dentiality and integrity of the EAP be
maintained? There will also have to be

considerations for how to handle
workers with multiple jobs, overtime
and hourly, casual and part-time
workers. One of the big problems of
child support has always been the par-
ent with multiple families. If you have
a man, for example, who has been
married three times and has children
from all three marriages, there just
may not be enough in his paycheck to
support three families.

There have been studies that suggest
that he is more inclined to respond to
the demands of his current spouse to
support the needs of her children (who
may or may not be his children), than
those of earlier marriages. The proposal
for payroll deduction may remove
these decisions from the kitchen table
to the payroll office so that EAP people
might be called into resolve a new job
problem.

JOB TRAINING

There is increasing discussion of reviv-
ing or developing job training pro-
gramsfor welfare recipients. In addition
to the lack of specific vocational skills,
people who have been unable to find
work often have higher then usual in-
cidence of the types of problems that
an EAP often sees. Let me quickly
point out that I am here assuming the
availability of jobs. If there is a high
unemployment rate or a sudden dis-
placement of large numbers of long
time workers, there will be few em-
ployment opportunities for the un-
employed. But people who have been
unemployed for a long time are going
to be able to utilize EAP services. A
number will not have any illness but
will simply need additional help to ad-
just to returning to work. Increasing
number of states are underwriting on-
the-job training or initial employment
of long-term unemployed. The EAP
practitioner may want to be involved
with the planning of such programs so
that there is a clear company policy on
eligibility for EAP services and capacity
to serve the trainees and new workers.O
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UPDATE ON CLEAI~INCHOUSE

Evaluations of Clearinghouse Services
by Richard Bickerton
Manager, ALMACA ClearinghouseThe ALMACA Clearinghouse for

Employee Assistance Program In-
formation continues to build a

record of overwhelmingly favorable
evaluations from the persons who use
the Clearinghouse services.
A total of 391 evaluation forms were

distributed to Clearinghouse users in
the period 16 June 1986 through 9
February 1987. A total of 107 evalua-
tions had been returned to the Clear-
inghouse by 13 February 1987. This is
a 27 percent response.
The evaluations ask Clearinghouse

users to check "yes" or "no" answers to
the six major performance characteris-
tics of successful information programs
in any field.
The six major parameters: Were the

referrals and information provided by
the Clearinghouse (1) received in a
useful format and (2) in a timely fashion;
Was the information provided by the
Clearinghouse (3) of authoritative
quality and (4) credible; And did the
information provided by the Clearing-
house help the user (5) achieve a goal
and/or (6) clarify a critical position.

Not all respondents chose to answer
all questions, so the results do not add
to redundant totals.

In any case, among the 107 respond-
ents, 75 said the referrals and informa-
tion were received in a useful format,
73 said referrals and information were
received in a timely fashion.
Two respondents said the format was

not useful, and another two said the in-
formation was not timely enough to
meet their needs.
As to the content of the i nformation,

72 respondents said it was of authori-
tativequality and 72 said itwas credible.
Two respondents said the informa-

tionwas not authoritative. No one said
it was not credible.
A total of 64 respondents said the

Clearinghouse information helped
them achieve a goal, 48 respondents
said the information helped them
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clarify a critical position.
Four respondents said the informa-

tionwas of nohelp inachieving agoal,
and 12 said the information was of no
help in clarifying a critical position.
Perhaps the real story of how the

Clearinghouse is serving its users can
be found in the comments they are in-
vited to put onto the evaluation form
for Clearinghouse attention and ap-
propriate response.
Here are direct quotes from indi-

viduals identified by position and pro-
fessional affiliation. Should you havea
need to know who actually said what,
please write the Clearinghouse.
Under the "unhappy customer"

heading, we have these comments:
• A Washington, DC attorney with

some success in handling wrongful

"Another respondent
characterized the

Clearinghouse as'an
outstanding program

with superior
services.' "

dismissal cases was committed to de-
livering a no-charge telephone consul-
tation to a program in North Carolina.
The call was not made in a timely
enough fashion to be helpful.
• The director of a university EAP

conceded that the Clearinghouse in-
formation sent to him "was not wrong,"
but he added that it was "not as specif-
ically focused as information from
other agencies."
• An EAP program manager did say

Clearinghouse cost-benefit data "was
useful," but he declared his intentions
to search for more concrete data else-
where.
• And another respondent recol-

lected that "a review of the literature
was requested for any tools to assess
quality of inpatient [psychiatric] pro-
grams, and I received [instead] infor-
mation on how to assess EAPs."

• Finally, a new employee assist-
ance program was referred to a suc-
cessful program of long standing for
details on how to operate a consor-
tium. The firm to which the new EAP
was referred saw the new EAP as com-
petition and elected to not provide ad-
vice; Acase of careless referral, pure
and simple.

Although markdowns onthe evalua-
tions were more numerous, these are
the only dissatisfied customers who
wrote to explain why they were not
happy with Clearinghouse services.

It should be noted that in the case of
the Washington lawyer, the Clearing-
house began a dialogue to ultimately
get the consultation made. Itwas, finally;
too late to do much good, but right at
hand should another such occasion
arise.
Now IeYs look at the positive side of

the ledger.
• The manager of one program

wrote that "the information was given
in a professional and expert manner .. .
am well pleased."
• Another administrative person

wrote that "the information received
helped me to define our goals and
clarify our EAP programs."
• A program manager from

academe wrote that Clearinghouse in-
formation "was of great help in getting
our certificate program approved by
the chancellor."
• A representative of an EAP cover-

ing 30,000 employees wrote that "re-
ceiving the information promptly was
helpful, as we are reviewing and
evaluating EAPs for our company."
~ One respondent reported that "I

wrote to several companies, state
agencies and nonprofit organizations
asking for information on an alcohol
EAP. Mainly alcohol and health. I re-
ceived the most useful information
from ALMACA."
• Another respondent" character-

ized the Clearinghouse as "an outstand-
ing program with superior services."
• One respondent wrote that the

Clearinghouse registered with "great



i mpact by use of facts and statistics to a
meeting of our business and commu-
nity leaders."
• Another respondent wrote, "I was

desperate for information/assistance
and can not speak highly enough of
the value of the information the
Clearinghouse provided. It enabled
me to cut through hours of frustrating
research and arrive at a meaningful
solution. Wearecurrentlyworkingout
details of a contract."

"this information was
very useful, and helped
in expanding our EAP

instead of curtailing it as
was being considered."

• "Excellent new service," one re-
spondentwrote. "We appreciate addi-
tional services being available to us."
• "Very informative and quite use-

ful," another user wrote, "in our initial
efforts for an EAP."
• One user wrote that he was "quite

impressed with prompt response and
quality of information."

• Another wrote, "it is refreshing to
find an authoritative source for assist-
ancewith atroubling problem."
• "We appreciate your helping a

nonmember in time of need," another
client wrote. "Your help was on target.
No doubt when we hire someone soon,
that individual will join ALMACA."
• One respondent wrote simply

"Thank you, thank you, thank you" in
the comment section of the evaluation.

Other comments were directed at
Clearinghouse staff. Respondents
characterized staff work as demonstra-
ting "enthusiasm and willingness to
help," being "prompt and useful,"
"most gracious and kind," "patient,
kind, and helpful," and "courteous,
prompt, and informative." One user
comment summed it up: "The infor-
mation you provided was done so
quickly and in a courteous manner.
After spending three months trying to
obtain the information from another
source, I was a bit overwhelmed to get
it from you practically the next day!"
And one of the most appreciated

evaluations returned to the Clearing-
house is the one that says "this infor-
mation was very useful, and helped in
expanding our EAP instead of curtail-

ing it as was being considered."
Evaluation forms invited respon-

dents to report company size, in terms
of numbers of employees. Of the 107
responding, 68 (63 percent) did an-
swerthis question. The total number of
employees in these 68 companie's is
837,114.
The figure is slightlydistorted, inas-

much as 11 reporting organizations
account for 701,000 employees, or 83
percent of the reported total.

Nonetheless, the evidence is that
the Clearinghouse is providi ng a useful
tool for ALMACANs in consolidating
positions and in helping programs
continue to operate. ❑

at Gracie Square Hospital*
IS Ch01CeS,

including
Outpatient

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,
thfough convenient Outpatient alternatives and
family counseling, the diversity of Breakthrough

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

ErrataIn the December 1986 ALMACAN,
it was announced that Joseph

Canchola, formerly EAP adminis-
trator of Oil Chemical and Atomic
Workers Union and IC Industries
Abex Aerospace in Southern Cali-
fornia, had begun his own consulting
and counseling business. U~Sfortu-
nately, the phone number published
was incorrect. The correct number
of Joseph Canchola and Associates
of Ventura, CA is (805) 653-1737.

If you need choices, call Breakthrough. We are
Choices.

Breakthrough
at Gracie Square Hospital
(212) 988-4400
Inpatient Services Outpatient Alcoholism Services
420 East 76th Street 421 East 75th Street
New York, N Y 10021 New York, N Y 10021

' JCAH accredited, licensed by the Ne~v York State Division of Alcoholism and the New York State Division of.Substance Abuse
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ALNWCA Publications

Standards for Employee Assistance
Programs This 8-page publication is a guide
for the establishment of new employee assistance
programs. it walks program people through
five elements that are part of every successful
EAP. .................................. $ .50

A Guide for Supervisors Without the involve-
ment of the supervisor ormiddle-manager, few
EAPs will be successful. This 12-page publica-
tion explains what may be expected of these key
players, and teaches them how to prepare for
their own involvement, how to confront the troubled
employee, and how to follow up ......... S ] .50

EAPs: Theory and Operations This 20-page
publication deals with human problems in the
workplace, how involved persons can respond
to these problems, the theory and operation of
EAPs in this context, and an appendix of pro-
gram standards ...................... $ ].50

Legal Issues Affecting EAPs This 32-page
publication, written by ALMACA's legal counsel,
takes readers through the maze of government
regulations (particularly those dealing with
confidentiality) and labor-management
liabilities .......... . . . . ............... S 3.00

EAPs: Value and Impact This 12-page
publication speaks quietly to the probability that
almost any business or industrial site is in need
of some form of EAP. Using no "gee-whiz"
statistics that may astound but not inform, it
presents the case for EAPs in a nonthreatening
way that is intended to motivate an examination
of the possibilities .................... S 1.50

Stat'ter Kit Compiled especially for new employ-
ee assistance programs or for people who are
considering implemenking an EAP, the Starter Kit
contains the five publications described above,
and other materials ..................... S 7.50

Continuum of Set'vlCes A sane, caring, and
effective program of testing for substances at
the worksite, the Continuum lays out 28 pages
of process maps and other procedures bearing
upon testing during hiring or after the person is
on the job . .......................... $12.50

ALNIACA International Resource Directory
This Directory contains names, addresses,
and descriptions of programs in 28 countries
outside the United States. It also identifies and
describes other directories of internationalin-
terest . .............................. S 5.00

Resource Information on EAPs This 28-
page compilation of resource data contains
sections on program standards and resource
organizations, an annotated book list and a list
of journals and newsletters............ S 2.00

G ~7 ~ __—., ~v
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.y ,•~• ~ `~t~`~S ALCOHOL ANO
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Periodicals: Back Issues Only

In FOCUS A publication of the ALMACA Clear-
inghouse for Employee Assistance Program
Information, the In Focus series consists of
brief essays on subjects of interest to EAP
practitioners ......................... S ].00

The (INFO-LINE Also from the Clearinghouse,
this is a monthly newsletter dedicated to keeping
readers current on EAP-specific topics. This is
not a journal. It's a Flexible record of the
rapidly changing EAP field and its volatile
issues .............................. S 1.00

,:

ALMACA EAP Fact Sheets This series
of Clearinghouse publications deals with known,
attributable data on EAP-specific areas of
concern . ........................... S 1.00

The ALMACAIH Flagship of the ALMACA
publications Fleet, The ALMACAf~I is a respected
monthly journal whose fame rests on its thought-
ful, thorough coverage and reFlection on areas
of EAP concern . ..................... $ 1.00

NOTE: The periodicals listed here are member-
ship publications for ALMACA members and
subscribers to the Clearinghouse. Back issues
only are sold to persons who are not ALMACAI`Is
or Clearinghouse subscribers. Members and
subscribers receive these publications in the
month of issue. For more information, or to
order ALMACA publications, write Dick Bicker-
ton, Manager, ALMACA Clearinghouse for
Employee Assistance Program Information,
1800 North Kent St., Suite 907, Arlington, VA
22209; or telephone 703/522-6144.

r~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~'
1
1
~ Please send me the ALNIACA publications and quantities indicated below. (NOTE: Orders of
~ less than 510.00 must be accompanied by a check or money order made payable to ALMACA. Those

orders to be billed—$10.00 or more—must be accompanied by a purchase order.)

~ PUBLICATION1 UNIT PRICE QUANTITY COST

jStandards for Employee Assistance Programs S .50 S
1 AGuideforSupervisors S 1.50
~ EAPs: Theory and Operations S 1.50
~ Legal Issues Affecting EAPs S 3.00
~ EAPs: Value and Impact 5 1.50
~ Starter Kit S 7.50
~ Continuum of Services S 12.50
t ALMACA International Resource Directory S 5.00
~ Resource Information on EAPs S 2.00
~ In Focus S 1.00
n The11YF0-LINE S 1.00
~~ ALMACA EAP Fact Sheets S l .00
~~ The ALMACAI`I S 1.50
fl Specify which issues)
A TOTAL S

~ Send publications to the following address:

i NAME COMPANY

i ADDRESS

i CITY _ _ STATE ZIP



ORGANIZATIONAL
REVIEW COMMITTEE

ALMACA Membership Survey Results

This month we present part four of the
"ALMACA Membership Attitude Sur-
vey: Executive Report on the Findings,"
entitled "Paying Dues, Becoming Cer-
tified. " The report was prepared by
Fetzer-Kraus Communications, Inc.

The ALMACA Organizational Review
Committee conducted the survey during
1986. All 4, 690 members of the asso-
ciation received the survey question-
naire in early October of that year. Of
those, 1,600 questionnaires were re-
turned by the deadline and tabulated.
Next month, the final section will be

presented, "Directions for Growth and
Leadership."

IV. PAYING DUES,
BECOMING CERTIFIED

DUES

The questionnaire asked, "How do
you feel about the cost of annual dues
in relationship to the personal value
you get from your membership?" Of
the 1600 people participating in the
survey, 760 or 48%responded that the
cost of dues is "about equal to the
value of the membership."

Six percent, 92 people, responded
that the cost of dues is low iorthe value
of the membership. Another 29% re-
sponded that the cost of dues is a "I ittle
high" and 10%responded that the cost
of dues is "very high." Five percent re-
sponded "not sure/don't know" and
2%did not answer the question.
Newer members are less positive

about the cost of dues in relation to the
personal value derived from member-
ship than older members. Among the
participants in this survey, length of
membership in ALMACA is strongly
associated with a favorable attitude to-
ward the cost of dues.

Differences by length of member-
ship in ALMACA are similar between
individual and associate members. In
other words, all categories of newer
members are less positive about the
cost of dues in relation to the personal

ATTITUDE TOWARD DUES IN RELATION TO TABLE 10
VALUE RECEIVED FROM MEMBERSHIP,
BY LENGTH OF MEMBERSHIP

INDIVIDUAL MEMBERS ONLY
Dues in Relation to Perceived

Value of Membership

No
Opinion/

About Little Very (No
TOTAL Low Equal High High Response)

TOTAL RESPONSES 1017 67 4B9 301 98 50 (12)
7% 48% 30% 10% 6%

Less than 1 year 84 4 35 19 10 13 (3)
8% 5% 42% 23% 12% 19%

1-2 years 217 B 97 69 20 21 (2)
21% 4% 45% 32% 9% 11%

3-5 years 315 15 152 104 33 8 (3)
31 °/a 5% 48% 33% 10% 3%

6-10 years 261 21 133 75 26 3 (3)
26% 8% 51% 29% 10% 2%

More than 10 years 136 19 69 34 9 4 (1)
13%, 14%~ 51 % 25% 7% 4%

NO RESPONSE 4 0 3 0 0 1

value derived from membership than
all categories of older members.
As Table 10 shows, 65% of the indi-

vidual members who have been mem-
bers of ALMACA for more than 10
years feel the cost of dues is about
equal to or is low for the value re-
ceived. Among respondents who have
been members of ALMACA for less
than one year, 47%feel this way.

Between these two groups, there is a
steady shift toward a more positive
view of the cost of dues at each interval
of increasing number of years in AL-
MACA. At 1-2 years in ALMACA, 49%
of the respondents feel the cost of dues
is about right or low; at 3-5 years, 53%

feel this way and at 6-10 years, 59%
feel dues are about right or low.

Associate members are similar to in-
dividual members in their responses to
the value-of-dues question. As Table
11 shows, 68% of the associate mem-
bers with more than 10 years of mem-
bership feel the cost of dues is about
equal to or low in relation to the per-
sonal value received from member-
ship and 64% of associates with 6-10
years of membership feel this way.
Among associates who have been
members of ALMACA for five years to
less than one year, 48-49% share this
feeling.
A significant majority of respondents

For the purposes of this executive report, the 1,071 combined responses of the Indi-
vidual members and of Organizational members with an individual member as con-
tactare referred to throughout as "individual members."
The 535 combined responses of Associate members and of Organizational mem-

bers with an associate member as a contact are referred to as "associate members."
The relatively few student responses are not analyzed separately in this report; They
are included in the "total" whenever total clearly refers to all 1,600 responses.
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ATTITUDE TOWARD DUES IN RELATION YO TABLE 11
V~1LlJE DECEIVED FROM MEMBERSHIP,
BY LENGTH OF MEMBERSHIP

ASSOCIATE MEMBERS ONLY Dues in Relation to Perceived
Value of Membership

No
Opinion/

About Little Very (No
TOTAL Low Equal High High Response)

TOTAL RESPONSES 535 20 256 146 63 28 (22)
4% 48% 27% 12% 9°/a

Less than 1 year 96 0 47 30 6 7 (6)
18% 0`% 49% 31 % 6% 14%

1-2 years 133 5 59 41 19 5 (4)
25% 4°~, 44% 31 % 14% 7%

3-5 years .201 t3 90 57 28 12 (6)
38°/a 4% 45% 28°/a 14% 9%

6-10years 75 4 44 14 6 3(4)
14% 5% 59% 19% 8% 9%

More than 10years 2II 3 16 4 4 1 (-)
5% 11% 57% 14% 14% 4%

NO RESPONSE 2 0 0 0 0 0 (2)

favor paying one uniform membership
fee per year—to cover chapter and na-
tional dues—rather than paying chap-
ter and national dues separately.
Among individual members, 64% are
in favor of paying one uniform mem-
bership fee per year, 26% are not in
favor and 9% are not sure. Among as-
sociate members, 67% are in favor,
19%are not in favor, 11 %are not sure
and 4%did not respond to the question.

LOCAL CHAPTER WORKSHOPS
ARE EDUCATION-TRAINING

PREFERENCE

Respondents want any ALMACA-de-
veloped education and trainingoppor-
tunities to be delivered as local chap-
ter workshops. Given a choice of cor-
respondence courses, self-assessment
materials, local chapter workshops or
regional workshops, both individual
and associate members greatly prefer
local chapter workshops.

Local chapter workshops was ranked
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first in preference by 51 % of individual
members and second in preference by

another 25%. Only 5% of respondents
ranked local chapter workshops fourth
among the four choices.
The runner-up choice among indi-
vidual members, regional workshops,
was ranked first in preference by 30%
and second in preference by another
28%. However, 19% ranked regional
workshops fourth in preference.

This preference for local chapter
workshops was slightly less pro-
nounced among associate members.
Although 57% picked local chapter
workshops as their first preference,
only another 19% picked chapter
workshops as their second preference.
Regional workshops were the first pre-
ference of 21 %and the second prefer-
ence of 30%.

INTENDED PARTICIPATION IN THE
CERTIFICATION PROGRAM

At least 65% of the individual members
who responded to the survey intend to
participate in the voluntary Employee
Assistance Certification Program to be
offered by ALMACA in 1987. Among
associate members, 32% intend to

INTENTION TO PARTICIPATE IN CERTIFICATION TABLE "12
PROGRAM IN 1987, BY LENGTH OF MEMBEF~SHIP

INDIVIDUAL MEMBERS ONLY

Participate Certification in'87?

TOTAL Yes No Don't Know

TOTAL RESPONSES -101 7 665 93 250
65% 9% 25%

Less than 1 year 8G 34 9 37
(8%) 40% 11 % 44%

1-2 years 27 7 124 22 70
(21 %) 57% 10% 3L%

3-5 years 315 203 29 81

6-10 years 261 1 II7 21 51
(26%) 72% 8% 20%

More than 10 years 136 114 12 10

No response 4 3 0 1



participate in the program and 28% do
not intend to participate.
Among individual members, 25%

didn't know at the time of the survey if
they would participate. Among as-
sociates, 35%responded don't know.
Only 9% of individual members said
they did not intend to participate.
As Table 12 shows, there are pro-

nounced differences, across length of
membership, in individual members'
intention to participate in the certifica-
tion program in 1987. The older mem-
bersintend overwhelmingly to partici-
pate-84% of those in the organiza-
tion for more than 10 years say they
will participate. In contrast, only 40%
of those in the organization for less
than one year say they intend to par-
ticipate.
Among all individual members re-

sponding to the survey, only 9% say
they do not intend to participate in the
program in 1987 and newer members
are not different from older members
in this intent. The larger number of
newer members who say they don't
know whether they will participate-
44% among those with less than one
year in ALMACA, 32% among those
with 1-2 years in the organization—
suggest they are waiting to be sold on
the program.

At the end of the questionnaire, re-
spondents were given an opportunity
to write in comments in response to
"What are the main problems you
have with ALMACA?" Comments about
certification represent several different
points of view. For example, "Some
educational credential is reasonable,
both from a professional and legal view-
point [but] credentialingwithoutclini-
cal criteria discounts the worth of the
credential" (Record #1532)
The consensus is reflected in these
comments: "I feel strongly that we
must move to upgrade the professional
status and credentials of our members."
(1545) "Too slow in certification.
Should have been done years ago."
(1562) "Not moving fast enough in
credentialing activities." (1615) ❑

HOW TC) INCREASE THE
QUALITY O~ YOUR
EAP PROGRI~MS

The Alpha Chamber
System"~'~~ is the state of the
art answer to the needs of
your Employee Assistance
Programs. It functions as an
environment within an en-
vironment. The focus of
treatment is a comfortable,
attractive, sensory enhancing
milieu.

By combining the audio and
video application by inter-
facing with biofeedback and
education programs, other
benefits can be achieved. It is
also useful in preventing pro-
fessional and staff burnout.
The positive results will

speak for themselves.

S-E-E O 
SENSORY ENVIRONMENT ENGINEERS
E0. Bos £3309 • Ne~cpart Beach, CA 92660 Phone (714) 645-8(iLl
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EDUCATION
A1VD TRAINING

hack to Work Vocational Recovery

by Laura Ronan, MPH
and Walter Reichman, Ed.D.For an alcoholic, the loss—or threat

of loss—of a job often serves as
a breaking point in the denial that

is characteristic of alcoholism. Thus,
the return to the workplace can serve
as an index of recovery and can lead to
renewal of a stable sense of identity.

It has been demonstrated consistently
that occupational stability is a major
factor in maintaining sobriety (Dyszlew-
ski and Dyszlewski 1981; Mayer and
Myerson 1970; Ogborne 1978). In view
of such findings, the Criteria Committee
of the National Council on Alcoholism
(NCA) added "the resumption of work
without excessive absenteeism" to its
list of standards by which it defines re-
covery from the disease of alcoholism
(National Council on Alcoholism 1972).
A small but growing body of re-

search on issues related to the voca-
tional rehabilitation of individuals re-
covering from alcoholism suggests that
vocational counseling can be crucial
in overcoming the substantial barriers
most recovering alcoholics face as they
attempt to reenter the world of work
(Britten 1984; Owen and Spicer 1981;
Reichman and Young 1982). The find-
ings also imply that successful reentry
into the workplace should be a goal in-
troduced very early in the recovering
alcoholic's treatment.

This article will first identify some
barriers to vocational recovery and then
will introduce an approach to voca-
tionalcounseling fortherecovering al-
coholic. Afinal section will reviewthe
unique vocational rehabilitation issues
faced by recovering alcoholics identi-
fied and treated under the auspices of
an employee assistance program (EAP).

BARRIERS TO
VOCATIONAL RECOVERY
Individual differences among recover-
ing alcoholics probably are most ap--
parent during their struggle to reenter
the workplace, and the barriers they
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encounter will vary. For nearly all re-
covering alcoholics, however, return-
ing to work entails some degree of risk
taking. The barriers to be overcome
are imposed both by society and by the
individuals themselves.

Employer discrimination often is con-
sidered the principal barrier to recov-
eringalcoholics seeking employment.
They are seen as poor risks, not worthy
of investment in job training or a job
offer. Since 1973, alcoholics and drug
addicts have been considered "handi-
capped individuals" under Section
504 of the Rehabilitation Act, which
affords them certain civil rights and
protection against discrimination in
employment and education. This legis-

"Apprehension about
revealing one's alcoholic

past can inhibit the
recovering alcoholic's

ability to obtain
employment."

lation, however, has been neither ag-
gressivelyenforced norwidely acknowl-
edged in the alcoholism community.
In fact, the biggest obstacle may be
that many recovering alcoholics are
not aware that they are protected by
the Act (Fortier 1982, 1985).
The effects of heavy and prolonged

drinking may, in some cases, diminish
the recovering alcoholic's ability to
compete effectively in the marketplace.
Skills involving memory, perceptual
capacities, abstracting abilities, and
motor performance needed in many
jobs may have been adversely affected
by alcoholism (Masterson 1982). The
problem of impairment is particularly
burdensome if the recovering alcoholic
is unaware of the residual effects of al-
coholism or does not know how to
compensate for these deficits.
Some recovering alcoholics may lack

clearly defined employment goals,
either because alcoholism has hin-

tiered their career development and
planning or because when their life-
styles are changed by sobriety, past
goals are no longer suitable. The ab-
sence of realistic employment goals
also may deter the recovering al-
coholic from taking positive steps to-
ward returning to work.
Apprehension about revealing one's

alcoholic past can inhibit the recover-
ing alcoholic's ability to obtain em-
ployment. Adecision not to disclose
past dependence on alcohol is con-
trary to the honest behavior advocated
for therapy and by Alcoholics Anony-
mous (AA). Nondisclosure also per-
petuates stigmatization. But a decision
to be honest about the past carries with
it the possibility of being disqualified
as a candidate for a job (Forcier 1982).
Other issues that may further confound
the recovering alcoholic's struggle
with this decision include inexplicable
periods of unemployment, the dread
of being "discovered" at some future
time, and poor references from previ-
ousemployers.
Work itself is known to be therapeu-

tic. It serves as a process through
which recovering alcoholics may re-
gain a senseofself-esteem and dignity.
However, the lack ofself-esteem, feel-
ings of helplessness, and the depen-
dency characteristic of many recover-
ingalcoholics often hinder their occu-
pational stability. Confidence and the
ability of the prospective employees to
describe their skills, work histories,
and job interests are key factors in ob-
tainingemployment and in competently
executing job responsibilities. With-
out an opportunity to regain positive
self-concepts through employment,
recovering alcoholics may be im-
mobilized.

ABOUT THE AUTHORS — Walter R.
Reichman, Ed.D., is a professor of psy-
chology at Baruch College, City Univer-
sity of New York.

Laura Ronan, MPH, is the project director
at Medical Care Development, Augusta,
Maine.



In many cases, the decision about
when to return to work is critical. Pre-
mature reentry may precipitate re-
lapse, especially if the job is a source
of stress. Once the recovering . al-
coholic has controlled the drinking,
feelings of anxiety, depression and in-
adequacy may arise that previously
had been suppressed by alcohol. The
resulting internal conflicts may nega-
tively affect the recovering alcoholic's
work performance. Finally, with a
positive self-concept reformulated,
the sober alcoholic may experience a
sense of occupational disenchantment
because of changes in goals, expecta-
tions, and lifestyle (Reichman and
Young 1982).

Recovery is a lifelong process that
continues after the employee has re-
turned to the work environment. On
the job, the recovering alcoholic may
continue to confront obstacles to a
smooth transition. Again, both internal
and external factors can contribute to
the problem. For example, following
the daily routine required for full-time
employment may be difficult for the
recovering alcoholic who exercised
little self-discipline prior to recovery.
Also, establishing and maintaining
positive interpersonal relationships with
coworkers may pose problems. Dealing
effectively with a stigma is especially
important when cooperation with peers
is essential to job performance; yet, the
sober alcoholic may find it difficult to
distinguish between subjective inse-
curities and the reactions of fellow
workers and supervisors.

VOCATIONAL REHABILITATION
OF THE RECOVERING
ALCOHOLIC

The vocational rehabilitation of persons
recovering from alcoholism has been
neglected by professionals in both em-
ploymentand training and in the alco-
holism treatment fields (Forcier 1985).
According to some observers, mem-
bers of different professions show re-
luctance to go beyond their principal

mandates, each expecting the other to
assume responsibility for these services
(Britten 1984). Alcohol treatment pro-
gramsgenerally seek alcohol abstinence
and participation in AA rather than
successful employment as their goals
for clients. And most vocational re-
habilitation programs are not equipped
to address the special needs of the al-
coholic.
The Vocational Rehabilitation Actof

1973 was designed, in part, in recog-
nition thatsources offunding in addition
to alcohol treatment resources should
be availablefortherehabilitation ofal-
coholics. Congress stated that, where
possible, otherfundingsourcesshould

"To bP effective,
vocational counseling
must be structured to
meet the needs of the
individual recovering

alcoholic."

be used through cooperative agree-
ments or other means (Forcier 1982).
In response to this Congressional
stimulus, some linkages between the
two fields are developing. For example,
the Employee Program for Recovering
Alcoholics (EPRA) located in New York
City is operated by the local National
Council on Alcoholism with funding
from State and city departments of vo-
cational rehabilitation and employment.

VOCATIONAL COUNSELING
FOR THE RECOVERING
ALCOHOLIC

To be effective, vocational counseling
must be structured to meet the needs of
the individual recovering alcoholic.
Reichman, Levy, and Herrington (1979)
underline the need for personalized
vocational counseling that takes into
consideration the age and sex of the
client; occupation before and during
the period of heavy drinking; and

changes in the self-concept as a func-
tion of recovery, education, and mat-
uration. Onthe basis ofclient-employ-
ment needs, the authors identified the
following four types of alcoholics
seeking vocational counseling:

1. Postsobriety goal setters, who
first recognized the need for career
goals during early. sobriety

2. Individuals with inappropriate
career goals, who chose goals early in
their lives

3. Individuals with uninterrupted
career patterns, who wished to return
to their previous careers
4. Dead-end flounderers, who

never had any career goals and were
not motivated to develop them.

POSTSOBRIETY GOAL SETTERS

In the early stages of sobriety, the post-
sobriety goal setter begins to think
about returning to work. For the first
time, a lifelong career plan is estab-
lished. This is an exploratory stage of
vocational development roughly equiv-
alent to that of a high school- senior.
Classical vocational counseling with
minor adjustments will greatly benefit
this type of recovering alcoholic. The
recommended process for effective vo-
cational counseling with recovering
alcoholics consists of the following
progression:
• A positive self-concept is developed
through exploration of the client's
goals with the counselor, using results
of aptitude, interest, and personality
tests.
• To foster independence and self-re-
sponsibility, the client independently
gathers occupational information from

Editor's Note: This article originally
appeared in Alcohol Health and Re-
search World, Fall 1986, Volume ll,
Number 1, a quarterly produced by the
National Institute on Alcohol "Abuse
and Alcoholism (NIAAA) through the
National Clearinghouse for Alcohol
Information.
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a variety of sources, using vocational
games, computer-assisted instruction,
and other methods. The postsobriety
goal setter may display ambivalence
by resisting the information-gathering
task but, with counseling, may be able
to understand the reasons for this am-
bivalence.
• The clients needs and self-concept
are translated into realistic occupa-
tional terms through covert and overt
roleplaying, reality testing, com-
promise, and planning. The positive
interaction between the counselor and
the client is essential to the translation
process.
• The client follows through with
career development by writing a resume
and letters of inquiry, preparing to in-
terview, preparing to accept rejections,
and persisting in the job search.

After employment has been found, it
is beneficial for clients to know that
they can confer with their counselors
during the early stages of adjustment to
their new jobs.

1 NAPPROPRIATE CAREER GOALS

Early in their lives, individuals in this
category chose inappropriate career
goals that were not based on an accurate
self-assessment. Sobriety, helps these
people recognize that their occupations
are not suitable, despite apparent suc-
cess. Recovering alcoholics in this cat-
egory are similar to people in mid-
careercrises.

With supportive counseling thatwil
allow them to explore and test their
feelings and fears, they will recognize
that they have special skills and ap-
titudes upon which to build. Of
course, they also need technical help
with identifying and getting a job.

Inappropriate goal setters are likely to
discover their dissatisfaction only after
returning to their old careers. Such in-
dividuals may find themselves angry,
frustrated, and in danger of returning
to drink. They may have difficulty rec-
ognizing the roots of their problems
and often find sobriety the culprit.
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UNINTERRUPTED CAREER
PATTERNS

The third category of early sobriety is
the easiest with which to deal because
these individuals require a minimum
of vocational counseling. They find
their old jobs satisfying, and they still
feel successful. In some situations,
they may need assistance in dealing
with the stigma associated with al-
coholismand with the negative attitudes
displayed by their coworkers and
supervisors.

Clients in this category may decide
to return to their old jobs. If this is im-
possible, they will need assistance to
find a new job in the same occupation
and to make a successful reentry.

DEAD-END FLOUNDERERS

The fourth category is named for the
dead-end flounderer who had no career
goals either before or after becoming
an alcoholic and who does not form
these goals even in sobriety. In many
instances, the entire work histories of
dead-end flounderers were built around
booze, and the idea of a steady job or a
succession of jobs thatwil I form a career
is alien to them.

It is difficult for•career counselors to
instill the need for career goals in
people in this group; however, a voca-
tional counselor can help these people
to recognize what they do want out of
ife.

VOCATIONAL REENTRY
AND EAPS

The previous discussion has addressed
primarily the issues confronted by in-
dividuals who do not have an EAP in
their workplace to support them in
their vocational recovery. For those
who were identified as alcoholic in the
workplace and entered treatment under
the guidance of an EAP, the problems
of reentry are somewhat different.

Fortunately, in these instances the
individual's supervisor and the EAP

counselor—ful ly aware of the employ-
ee's circumstances—generally will
ease reentry. However, despite sin-
cere efforts to protect the confidential-
ity of the employee, it is almost inevit-
able that some coworkers will be
aware that the returning employee has
been treated for alcoholism. The
supervisor may be unable to protect
the recovering alcoholic from the
stigma associated with alcoholism or
to prevent its effect on relationships
with coworkers.
Although, in some ways, reentering

the same job is easier than seeking a
new one, considerable anxiety may
result from returning to the same envi-
ronment in which one was so often
drunk. Under these conditions, ongoing
counseling should include help in re-
sponding tothe jokes, embarrassment,
and discomfort of others. It is impor-
tant that the EAP counselor and the
employee's supervisor be sensitive to
this and other occupational stresses
that the recovering alcoholic may ex-
perience upon return to the' work-
place.
Even recovering alcoholics who are

supported through an EAP may find
that a career once considered satisfy-
ingwill lose its appeal after sobriety is
achieved. Many large organizations
also employ career counselors who
can assist the disenchanted recovering
alcoholic in dealingwith this problem.
Helping an employee seek another
career or to find a position in a differ-
entorganization or in adifferent part of
the same organization may be perceived
as detrimental to the organization.
However, if the individual's occupa-
tion is not congruent with the new val-
ues, interests, and lifestyle of the re-
covering alcoholic, the dissatisfaction
that will result will harm the organiza-
tion as well as the individual (Reichman
and Young 1982).

THE NEXT STEPS

This article has focused on the many
barriers facing recovering alcoholics



in their efforts to reestablish them-
selves in the workplace. Because only
limited knowledge is available on
overcoming these problems, there is a
need for additional research on the
role of the workplace in the employ-
ee's recovery from alcoholism. Areas
in which further research is needed in-
clude the behavioral and emotional
changes experienced by recovering al-
coholics, the effects of the organiza-
tional environment with regard to the
recovery process, the part played by
coworkers in the return and followup,
and the role of the employer in pro-
moting recovery. ❑
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is patient centered.
At Gracie Square Hospital, treatment for
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real response to the specific what and the
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educational services of Breakthrough
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Dual-Focus Program is for patients to
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Fallowing treatment, many alcoholics and addicts
go an to celebrate anniversaries in AA and NA. Fir
ioo many others however, go back to using. The
difference?

Often iYs in the quality of treatment they received,
At Mediplex managed Alcohol and Substance
Abuse Treatment Facilities, we'ro pleased to say
we have a lot of graduates who get a lot of cakes.

We hear about it in excited "thank you" letters. At
our alumni brunches and barbecues. From the
frionds and family they refer to us for treatment.
And from our own continuing care counselors who
work with them well into rocovery.

We're never surprised, but always grateful -- to
know our programs have worked for so many, and
will continue to work for so many mere.

Because consistent quality will always be a part of
Mediplex prpgrams. As will the principles of 1?.
Step Programs. The most competent, caring pro-
fessionais available. Attractive, tranquil facilities.
And specialized, issue-oriented programs —for
Adolescents, Women, Cocainisis and others.
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Because treatment of the disease of chemical
dependence is fr~r from a "piACe of cake," max-
imize the rQCOVery potential of your next referral
by calling the Madiplex facility nearest you.

Arms Acres Conifer Park
Seminary Hill Road 150 Glonridge Road
Carmel, NY 10512 Scotia, NY 12302
(914)225-3400 (518)399-6A46

Mountain Wood Spofford Hail
500 Old Lynchburg Road Route 9A
Charlottesville, VA 229p5 Spofford, NH 03462
(804}971-8245 (603)363-4545

And opening October 1987 in Shawnee, Kansas

~~ _.

Med~plex
The Mediplex Group, Inc.
Alcohol and Substance Abuse Division
15 Walnut Street, Wellesley, MA 02181
(617)446-6900



FROM THE PRESIDENT

by Gary Atkins
President, ALMACA

t was evident at our conference in
Dallas in November of 1986 that
ALMACA is continuing to make

strides. Our Board of Directors and na-
tional office staff is to be commended
for maintaining insightful and en-
thusiastic momentum in achieving the
specific goals enumerated in the AL-
MACA Strategic Plan.

During our Exe-
cutive Board meet-
ing inJanuary, Dan
Smith, vice presi-
dent of administra-
tion, reported that
the effective func-
tioning oftask-ori-
ented committees
was enhancing
progress through-

out the organization. I concur with
Dan and believe that since the de-
velopment ofthe revised mission state-
ment in 1982, and the enactment of
the five-year Strategic Plan, many ex-
citingchanges have resulted.

SIGNS OF PROGRESS
The immediate spinoffs of the Strategic
Plan include EAP credentialing, our
successful fund-raising efforts, a sur-
vey and organizational review, and
the establishment of ALMACA as the
premieYe communications medium in
the employee assistance field.
Of special note, within that final

context, there has been the develop-
ment of our National Clearinghouse
under the direction of Dick Bickerton.
(Data researched forme by Dick at the
EAP Clearinghouse was recently de-
veloped into a presentation and the
lead article of this issue of the ALMA-
CAN).
There continues to be many "mid-

course" alternatives within the struc-
ture of the original strategic plan being
developed by ALMACA. These consid-
erations are necessary to insure the in-
tegrity and usefulness of our organiza-

tion. Some of the projects being de-
veloped are:
• A review and revision of the AL-
MACA Code of Ethics.
• A study of our regions to insure

that their structure will meet the needs
of our association.
• With the advent of CEAP testing,

an ambitious EAP certification promo-
tion is planned for 1987.
• An EAP speakers bureau will be

formed by our national office to make
responsible and informed authorities
readily available.
• A series of modular training pro-

grams has been developed in connec-
tion with Campaign 1986 by Judi
Laws. (Judi was our special consultant
on certification until recently, as she
now becomes the new communications
coordinator at our national office).
The EAP modular training program

may be used for preparation for the
employee assistance certification
exam, university courses, corporate
and union EAP orientation and technical
assistance.
• And the continued study of how

best to evaluate and certify individual
EAP programs by developing program
standards and then offering technical
assistance in achieving adherence to
those standards.

AI I this suggests to me that the strate-
gic plan is fully operational and mov-
ing our association forward. We must
continue to manage our affairs with
great care in order to safeguard the del-
icate balance necessary to promote
quality changes in a rapid growth envi-
ronment.

NEW APPOINTMENTS

Since November, I have had the pleas-
ure of making many new appointments
to our Board:
• Jim Roth, president of Behavioral-

Medical Resources, Inc. of Arizona is the
new chairman ofthe Bylaws Committee;
• Jack Dolan of Brownlee, Dolan,

Stein in New York, will head up the
new Consultants Committee;

• Mary Bernstein, a program man-
agerwith GTE in Connecticut has con-
sented to become the chair of the Pro-
gram Managers Committee;
• Andrea Foote of the University of

Michigan will chair our Research
Committee;
• Dan Molloy .from the National

Maritime Union is the new chairman
of the Education and Training Com-
m ittee;
• John Schwarzlose, the execu-

tive director/vice president of the Betty
Ford Center, is the chairman of our
Treatment Committee;
• And just recently Reily Regan,
who previously had been chairman of
the ALMACA Standards Committee
has accepted the chairmanship of the
Legislative Committee.
These highly qualified professionals

will make exciting and innovative
contributions to our organization in
the future.

REGIONAL CONFERENCES

In February, I attended the first Southern
Region Conference. The technical
portion of the meeting was well-struc-
tured and informative, and the pre-
Mardi Gras atmosphere of New Orleans
made this an extraordinary experience
for all in attendance. I especially
would like to commend the work of
Gary Smith, Wally Gunning and the
other committee members on their ex-
pertiseshown on a job well done.
As I look around, I'm impressed with

the new regional representatives now
in place around the association. Capa-
ble leadership on all fronts is one of
our greatest assets.

Another group that deserves men-
tion is the ALMACA Conference Plan-
ning Committee whose work in prepa-
ration for the Chicago Annual Meeting
in November is reported to be moving
along smoothly. A major portion of the
conference is dedicated to benefits
structures and costcontainmentwhich
are in direct support of the dynamic
evolution of the EAP profession. ❑
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ALMACA Presents
New Committee
Chair ersonsp

LMACA President Gary T. Atkins recently made several
appointments to the ALMACA standing committees.
We would like to introduce you to the following who

have already begun their respective terms in office.

JAMES J. ROTH wi I I complete the term
~~ of Michael O'Brien, as the chairman of

the Bylaws Committee. Mr. Roth entered
` the chemical dependency field after

working in various technical capacities
' "~'~ "`A` ,' with Motorola while attending Arizona

,,;,~1 ~ State University. He earned both a bach-
~ s "~ , elors degree and masters in education

degree in counseling and guidance.
From 1972 to 1975 Mr. Roth created

and administrated a probation program
for convicted drunk drivers for the fed-

erally funded Alcohol Safety Action Project (ASAP) in the
Phoenix Municipal Courts. From 1975 to 1980 he was the
state occupational consultant (OPC) for Arizona. From 1980
to 1984, he was senior associate and EAP consultant for
CONTACT, Inc. and from 1984 to the present, the co-owner
and president of Behavioral-Medical Resources, Inc.

In 1977, Mr. Roth founded Employee Assistance Resources
of Arizona (EARA), the group that eventually became the
Arizona Chapter of ALMACA. Becoming the first chairman
of the newly created ALMACA Consultants Committee on
the national board and was liaison between ALMACA and
the Occupational Program Consultants Association (OPCA).
He has recently completed a term as president of the Arizona
ALMACA Chapter.
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CONSULTANTS
JACK DOLAN takes over for Can-
dice Bibby as chairman of the Consul-
tants Committee for a full three year
term. He is principal of Brownlee,
Dolan &Stein Associates, holds a
graduate degree in psychological
counseling and health education. He
is also a certified alcoholism coun-
selor.

~'• Mr. Dolan is currently a member of
`'• the standing committee for small

~~~z~~ businesses for the New York Chamber
of Commerce and Industry.
He has participated on many panels and developed work-

shopsfor both academia and industry in the area of employ-
ee assistance programming. Among the articles he has pub-
lished are: "Special Staffing Patterns to Create Personalized
Employee Assistance Programs," sponsored and published
by the Washington. Business Group on Health and Boston
University, Summer 1968; and "Reducing the New Risk
Factor Through the Employee Assistance Program," Risk
Management, October, 1978.

ANDREA FOOTE is the Research
Committee Chairman for 1986-1989.
She is an associate research scientist
and codirector of the worker health
program, Institute of Labor &Industrial
Relations, University of Michigan. She
earned her undergraduate degree in
German from the University of Utah
and has masters degrees in psychology
from Washington State University; and
sociology from University of Michigan.
She was awarded a doctorate in sociol-

ogy from University of Michigan in 1973.
Dr. Foote, together with her associate,. Dr. J.C. Erfurt, has

written more than 20 articles on subjects concerning utiliza-
tion of social science research, evaluation research, sociol-
ogy of health care delivery systems, sociology of work,
chronic disease control, and health care at the worksite.
She is a member of the Board of Directors, Hypertension

Coordinating and Planning Council of Michigan and a con-
sultant to the General Motors Corporation Health Services
Section.

Dr. Foote has served ALMACA in many different capacities.
She was a consultant to the research committee of the Greater
Detroit Chapter of ALMACA, a member and later chairman
of the ALMACA Research Committee, and a member of the
ALMACA Education and Training Committee.



JOHN T. SCHWARZLOSE is the
new chairman of the Treatment Com-
mitteeforthefullterm, 1986-1989. He
is the executive director/vice president
of the Betty Ford Center at Eisenhower.
John was hired in 1982 to develop the
[3etty Ford program and hire the origi-
nal staff. He reports directly to Mrs.
Ford who is president of the hospital.
Immediately prior to going to the

Ford Center, John was directorof Proc-
tor Community Hospital, Peoria, IL.

He has been in the alcohol and drug treatment field since re-
ceivinghis masters degree in psychology in 1972. He is also
just shy of completing a masters of business administration.
)ohn has served as a rehabilitation consultantto Hazeldon

and has been apart-time instructor at several universities
and medical schools. He has served on the board of direc-
tors of various state and national organizations including
current board membership on the American College of Ad-
diction Treatment Administrators, and the National Associa-
tion of Alcoholism Treatment Programs.

John and his wife, Lisa, .live in Indian Wells, CA with their
two daughters.

JACK HENNESSY, by way of tradi-
tion, as immediate past president of
ALMACA, becomes the chairman of

~" the Ethics Committee. Mr. Hennessy is
~ a member of the Employee Assistance

m°`` ~ ~`j Certification Commission (EACC) and
r•, was responsible for appointing the

~~ ̀  EACC members. He has served AL-
MACA as vice president-operations
and as chairperson of the Labor Com-
mittee. He is director of the Interna-
tional Longshoremen's Alcoholism

Program in New York City. Previously, Jack received ap-
pointmentsfrom the governments of New York and New Jer-
sey, and was a member of the NJ Governor's Counci Is on AI-
coholism, Inc. He served on the New York State Legislative
Task Force on EAPs. He is a certified alcoholism counselor
in New York. Previously, )ack received the National Safety
Congress Award (1978) in Chicago and Meany/Roche Award
for Labor at the NCA Forum in Washington, D.C. (1982).

t ~ • ~

DANIEL MOLLOY, the new chair-
man of the Education and Training
Committee for the 1986-1989 term,
has been director of the National

'' Maritime Union Pension and .Welfare
Plan Personal Service Unit since 1976.

;,~ Dr. Molloy has completed graduate
work in pastoral counseling at Iona
College and received his master of so-
cial work and doctor of social welfare
degrees from Hunter College School of
Social Work. He is a member of

NASW and serves as cochair of the New York State Assem-
bly EAP Task Force. Within ALMACA, he has served on the
Insurance and Research Committees and has been a mem-
ber ofthe Advisory Board of the New York City Chapter. Dr.
Molloy serves on a number of boards and is an instructor at
Cornell University—NYS School of Industrial Relations and
Long Island University, both in the area of employee assist-
anceprogram training. Special honors for him include an in-
vitation to be a guest and panelist at the 50th Anniversary
Convocation of AA in Montreal .and participation in the
1984 American Assembly Convocation on Alcoholism.

PROGRAM MANAGERS
MARY BERNSTEIN will occupy
the chair of the Program Managers
Committee, completing the term

' `` begun by Tamara Cagney. Mary is
`° "~ manager of employee assistance pro-

' grams for GTE headquartered in Stam-
'° ford, CT. She implemented and directs

GTE's corporate employee assistance
~ program and is responsible for work-

~I~ ' ing with EAPs throughout GTE in pro-
gram policy, design, implementation,
maintenance, and evaluation.

Prior to joining GTE in 1983, she managed Trans World
Airlines' employee assistance program. She is also a former
director of the Alcoholism Council of Greater New York.
h1s. Bernstein has an undergraduate degree from Emerson
College and a master of education in counseling from Suf-
folk University in Boston, MA and is a former faculty mem-
ber ofthe State University of New York at Stoneybrook in the
DepartmentofPsychiatryandSchool ofAllied Health. She is
a graduate of Rutgers School of Alcohol Studies (1974) and is
a credentialed alcoholism counselor in New York.
Mary has been an active ALMACAN for over 10 years.
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THE "BOOMER BULGE"

he central fact of American economic and social
accommodation since the mid-1940s has been the
population explosion commonly called the "baby
boom." Demographers tell us the boom started in

1946 and ran through 1961, which means that baby boom-
ers today are the folks between 26 and 41 years old. The
boomers have created havoc with nearly every facetof life in
these United States as their bulge has worked its way through
the years, beginning with the grossly unprepared hospitals
where they were born, continuing through the schools that
they overpopulated to the point of a near standstill, and
now, today, in the workplace, where they are having a pro-
foundinfluence onhiring and firing practices, work policies
and procedures, benefits plans, especially retirement plan-
ning, and mostcertainly on the more immediate agreements
and protocols underlying employee assistance programming.

It should be noted that any phenomenon that is being
'evaluated while in process will produce conflicting data.
One study will tell us one thing, another will tell us some-
thingelse. ThaYs because different researchers are attempt-
ing todraw different kinds of Intel I igence from the same data
sets. With that understanding, this is a look at the workplace
today as it is seen from available perspectives.

There are, to begin with, about 70 million baby boomers
in the United States, according to a study by Life Insurance
Marketing and Research Association in Farmington, CT. The
U.S. governments "Current Population Reports" tells us that
in 1980, something like 36 million of these were 25 to 34
years old. That will remain pretty constant through 1990,
when these 36 million baby boomers will be between 35
and 44 years old. However, merely "being there" is not how
the baby boomers affect population groups. They affect
population groups by the way they add to what is already
there through what would otherwise be the ordinary course
of events.
Look at one population group in particular, the group that

may be said to be the core workforce population in this
country, the group between 25 and 44 years of age. In 1980,
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the total population within these age limits was some 62 mil-
lion, of whom government census data indicates about 60
percent were baby boomers. It may be assumed that at least
7 percent of the total population of 62 million was in trouble
with alcohol and otherdrugs, and that another 5 percentwas
in trouble with some other threatening life event of the sort
EAPs deal with every day. ThaYs a total of 12 percent—or 7
million-plus persons within those ages that bracket the key
workforce population that needed EAP kinds of help in 1980.
How will this look in 1990? Worse. In 1990, the Census

Bureau says the population between the core workforce
ages of 25 and 44 will total some 78 million, and if the same
level of 12 percent require the same kind of help, the pros-
pect isfor9 million people in need-2 million morethan in
1980. The year 1990 is literally just around the corner. EAPs
must get ready for the biggest demand ever to be placed
upon their resources.

It must be noted, however, that the Census Bureau says in
the year 1990, only about 45 percent of the population with-
in the core workforce age brackets will be baby boomers.
Which introduces a second controlling phenomenon of the
workforce of now and the immediate future. It is getting
older.

PRIME AGE WORKERS

The National Alliance of Business in Washington, DC, says
that growth in the labor force between 1980 and 1990 to-
taled more than 15 million persons. From 1990 to 1995, the
Alliance says, it is expected the growth in the laborforce will
total less than 7 million persons. So-called prime age work-
ers are expected to account for about 75 percent of the 1995
workforce. Aprime-age worker is defined by the National
Alliance as being between the ages of 25 and 54. In 1970,
the Alliance says, the prime-age workforce was about 61
percent of the total; in 1982, 64 percent. So the 75 percent
we anticipate for 1995 can reasonably be expected to in-
clude asubstantial percentage of older workers. That is a
reasonable expectation because the Alliance says that over
90 percent of those who will be working in 1990 were in the



labor force in 1986. That also coincides with what is antici-
pated in the general aging of America's population as a
whole. Metropolitan Insurance Companies says that persons
45 to 64 constituted better than 19 percent of U.S. popula-
tion in 1980; that age group is expected to drop a bit—to 18
percent—in 1990, but after that, Metropolitan says, it will
spiral up to nearly 23 percent in the year 2000 and 24 per-
cent in the year 2025.
Which introduces yet another phenomenon of the chang-

ing workforce. There are fewer young people entering the
workplace. That's because America is an aging society. In
1983, according to the Education Commission of the States,
only 19 percentofthetotal U.S. population was betweenthe
ages of 16 and 24. The Commission adds that this age group
is expected to constitute only 16 percent of our population
by 1995. ThaYs probably a good thing—a case of society's
intuitive adjustment to yet other characteristics of today's
workplace. Dislocation. And lower per-worker earnings.
A study commissioned by the Congressional Joint

Economic Committee says that 8 million jobs were created
between 1979 and 1984, which on the face of it looks like
good news—unhappily, the study indicated that three-fifths
of these new jobs pay less than $7,000 per year. Also, the
new jobs that are being created, according to the Committee
for Economic Development, are concentrated in executive,
administrative and managerial, professional, and technical
field, while some 5 million displaced workers lost jobs in
manufacturing. In the process, according to the Committee,
some 29 percent of blue collar workers and 24 percent of
white collarworkers lost25 percentormoreoftheirfull-time
weekly earnings. About 10 percent of blue collar workers
and 7 percent of white col lar workers lost 50 percent or more
of their full-time weekly earnings.

PREPARING FOR DEMANDING TIMES

This is all pretty gloomy stuff. It helps to rememberthatwhat
we've been dealing with here is statistical data, and statistics
are numbers collected nationally amongst a staggering vari-
ety ofworkplace sites and styles. People of every description
—all ages, all races, both sexes, all income levels, all job
status levels, all educational backgrounds—are grouped
into a mass called the "study population" and other people
of equally diverse origin and status who practice what is

ABOUT THE AUTHOR —Dick Bickerton is
the manager of the ALMACA Clearinghouse
for Employee Assistance Program Informa-
tion.Over the last 15 years he has worked in
marketing, information, and outreach for a
number of alcohol and drug organizations,
including three tours at the National
Clearinghouse for Alcohol Information.

called "research" submit the "population" to scrutiny. The
effort is not to be discounted nor denigrated, nor by any
means are the people who do it open to defamation. And
alert managers will believe in the reality of what researchers
tell us the future will be. We must prepare for it, strengthen
our EAPs, and be ready for the most demanding times in our
history of demanding times.

But in the meantime, we have a "meantime."
And that's today.
The workplace today is to a large extent occupied by a

type of person unlike any other worker in American history.
From board room to the welding room floor, in carpeted of-
fices and supervisor's cages, at typing desks and in man-
ager's cubicles, people in today's workplace are seeking
after much the same things. They want to feel self-esteem for
the work they do. They want self-satisfaction in their work.
Yes, they want to be well paid. They believe themselves
worthy of that, and rightly so. They want the benefits their
fathers and mothers never had, and again, rightly so. They
want chal lenge, and they appear to be getting that-69 per-
cent of American workers are satisfied with the extent of
challenge in their jobs, according to a survey by Sirota and
Alper Associates of New York City. From the same survey-73
percent of high tech employees have positive feelings about
their work. The Bureau of Business Practice in Waterford,
CT, recently published advice to business on how to get the
most from the gifted thinkers and creative people that pop
out at all levels of the payroll.

KEEPING EMPLOYEES HAPPY

What keeps employees happy? According to a survey by
Robert Half International, the keys are money, praise, prom-
ises of future rewards, and benefits. Money and benefits,
thaYs really no great surprise. But praise? Promises of future
rewards, not necessarily the kinds of rewards you take to the
bank?
The employee assistance program practitioner must know

that in this humanistic environment, the EAP function ex-
tendsbeyond job productivity and work performance meas-
ures. Of course, the basic rationale of the EAP remains what
it has traditionally been ... to provide compassionate inter-
vention in a troubled life, to provide guidance, training,
education, the total programming that makes the EAP a posi-
tive force for good incorporate affairs.

But the employee assistance program practitioner of
today, in this "meantime" that must be managed, has also to
know that people achieve self-identification through the
work they do, that their work defi nes them, stakes out the pa-
rameters ofthe I ivesthey elect to I ive, gives them satisfaction
and dignity, and makes them deserving of respect and entitles
them to help in whatever degree is necessary when this uni-
verse of theirs is threatened by some life event that they can
only control with help and understanding. ❑
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s the profession develops, it is critical to continually
look at the future in relation to the past. Futuristic
conceptual framework for employee assistance pro-
grams will certainly draw a great deal from philoso-

phies traditionally used as well as incorporating new
theories that result according to the trends that evolve in the
workforce today and tomorrow.
An article concerning the future directions of EAPs written

by Dale Masi, DSW, was published in the ALMACAN in
June, 1984. Many of the trends Dr. Masi expounded upon in
the 1984 article have today been actualized, e.g. the growth
of the profession and increased reaction to drug addiction.
Many of these topics continue to warrant the attention of
EAP professionals. We continue here addressing trends for
1987 and beyond.

CONTINUED GROWTH OF EAPS

There are three factors which will have direct impact upon
EAPs as they continue to prosper: 1) the rising cost of health
care benefits and the utilization of short-term counseling; 2)
the focus on drug abuse in the workplace; and 3) the increas-
ing number of persons with AIDS.

RISING COST OF HEALTH CARE BENEFITS AND
EAP PROVISION OF SHORT-TERM COUNSELING

The cost of health insurance has risen at a higher rate than in-
flation. General Motors reports that it spends approximately
3 billion dollars peryearfor health care benefits. Companies
are actively investigating alternatives which will control
these rising costs.
The EAP provision for short-term counseling is one alter-

native. Short-term, goal-oriented counseling has been
proven to be an effective modality of treatment. Increasingly
companies demand that the EAP provide up to eight ses-
sions. As a result, the EAP is able to facilitate problem resolu-
tionwithout referring the client. Thus the client avoids use of
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health care benefits while receiving bona fide professional
assistance.
The trend of EAP short-term counseling is also financially

beneficial for the employee. Typically, health care benefits
only provide 50% coverage for mental health. In order to
avoid this expense, employees and unions representing
them, may also request that the EAP provide short-term
counseling.

THE FOCUS ON DRUG ABUSE IN THE WORKPLACE
Both the public and private sectors of industry are seeking
ways to combat drug abuse in the workplace. Drug testing is
presently receiving the most attention. The American Man-
agement Association in its research report, "Drug Abuse:
The Work Place Issues," stated, "there has been a rapid in-
crease in the number of companies testing (for drugs), and
the trend will continue into 1987. EAPs will be increasingly
called upon for assistance as companies attempt to develop
policies on drug testing and related issues."
The American Management Association also reports that

companies feel "testing is not a solution ..:assistance and
rehabilitation is the most appropriate response." EAPs will
be expected to provide the needed assistance to combat the
problem of drug abuse. This is evidenced in the Federal Ex-
ecutive Order of September 15, 1986, The Drug Free Fed-
eral Workplace which states, "Agencies shall initiate action
to discipline any employee who is found to use illegal drugs,
provided that such action is not required for an employee
who . .obtains counseling or rehabilitation through an
employee assistance program."

THE RISING NUMBER OF PERSONS WITH AIDS
Increasingly, companies are having to address the issue of
AIDS in the workplace. The EAP could become a leader in
assisting companies to address this highly sensitive issue.
The EAP will be called upon to provide a number of services
to combat this problem.

Short-term EAP counseling will be made available to



afflicted employees. This may include counseling family,
friends and coworkers i n how to cope with the problems pre-
sented by the presence of the disease on a day to day basis.
Another large group of employees whom the EAP could assist,
will be those who have family members or significant others
with AIDS.
EAP intervention in the workplace would include ongoing

education on AIDS; supportive counseling to coworkers and
supervisors of the persons with AIDS; and facilitating im-
plementation of the company's policy on AIDS. Education
on AIDS will be the key means of intervention, and should
begin before any person with AIDS is identified within a
company.

INCREASED PROFESSIONALIZATION
OF THE EAP FIELD

The impetus for professionalization stems from concerns
surrounding liability and malpractice. As EAPs provide more
and more services e.g. short-term counseling, this becomes
more of an issue. According to the Bureau of National Af-
fairs, Michael Ziegler, attorney at a BNA client briefing ses-
sion stated, "companies must be sure that the individuals or
institutions offering various services through their EAPs hold
whatever licenses are required by the state."
The trends towards professionalization may translate into

a decrease in addiction cases. Many professional educa-
tionalcurriculums do noXinclude addiction training. Feeling
uncomfortable with these cases, the new EAP professional
will not readily seek them out nor be able to accurately ac-
cess them. Thus there may be an increase in self-referrals
(persons with emotional problems are more likely to self-
refer), and a decrease in supervisory referrals (which are typ-
icallyaddiction cases).

CONTRACTING FOR EAP SERVICES

It is questionable whether or not companies want to get into
the "business" of counseling. Quality external contractors
offer viable alternatives for those companies seeking EAP
services. Today contractors are used either to conductentire
programs or in coordination with full-time internal EAP.

Dr. Dale Masi is a professor at the University of Mary-
land and is director of the employee assistance pro-

z*~ gram specialization at the School of Social Work. Dr.
Masi has been in the EAP field for 12 years and
specializes in designing and evaluating programs.

Peggy Montgomery is a graduate student at the Univer-
sity of Maryland at Baltimore. She is doing an adminis-
trative internship at the ALMACA national office. Ms.
Montgomery has 11 years of clinical experience, and is
presently studying the growth which is taking place
within ALMACA and the EAP community.

In the future, the majority of EAP employment oppor-
tunities will be found with the large EAP providers, e.g.
Human Affairs International, Inc., Personal Performance
Consultants, Inc. and Brownlee, Dolan &Stein. EAP pro-
fessionalization will thus be fostered by the external EAP
providers who require that their employees have advanced
degrees and proper licensing.

In order to compete for large contracts, EAP providers wi II
take a functional rather than a geographic approach to treat-
ment. EAP providers will use affiliates (sub-contracted pro-
fessionals) to provide services in locations where the EAP
does not have its own employees. Thus, they wil I be able to
provide services to company employees even in remote and
distant areas.

Despite the growth of contractual EAPs, internal EAPs will
continue to exist. Though some programs will remain in
place, many present administrators of internal EAPs will be-
comeprogram managers. These managers will remain inter-
nal while counseling services will be contracted. The pro-
gram manager will act as the liaison between the service
provider and the company.

INCREASED CONCERN FOR El~ALUATION

As programs develop over a period of time there wi I I begin to
be an urgent need for evaluation by objective third parties.
Knowing that, at this time, there is no regulatory body, com-
panyattorneys are asking that there be some built-in protec-
tion for the company. Third party clinical evaluation will be
necessary to protect the client and the company. Companies
are being asked to justify the cost of programs. Thus the trend
towards evaluating from a cost effective dimension will also
grow.

CONCLUSION

As the EAP profession expands, it wil I be met with new and
exciting challenges as it is cal led upon to meet the needs and
combat more and more of the problems and concerns of the
workforce. The EAP discipline must continue to meet mod-
ern-day social dilemmas that effect the workplace head on,
strengthening itself by maintaining a broad base of knowl-
edge and understanding necessary to act as a resource pro-
fession. EAP must continue to consolidate, monitor, and di-
rect itself to continue to serve company clients and, ulti-
mately, the employees.
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mployee Assistance Programs (EAPs) have developed
i nto an i ntegral part of the American work organization.
Initially offering alcoholism services, we find EAPs
getting more and more involved with other related

topics. EAP services have incorporated emotional, marital,
family, legal, financial and job counseling to its repertoire.
Some programs have expanded to include education, pre-
vention and wel Iness activities. This article will examine the
future of EAPs and how this author sees their development
and modification.

IN-HOUSE EAPs

The in-house EAP has long been seen as the traditional EAP
model. Because of its convenience within the workplace, it
is accessible to both employees and management. This type
of approach allows for accountability, flexibility of service
and cooperation with other related functions within the
human resources dept. Employees are often concerned
about issues related to confidentiality and it is important that
EAP staff keep this as a benchmark of their program.
The future of in-house EAPs are, at best, uncertain. For in-

dustries involved in security, transportation, safety and na-
tional defense, it will continue to be necessary to offer this
approach. Many other industries may find it exceedingly
necessary and common to contract services and emphasize
the benefit nature of such a program. The rationale for these
industries maintaining internal programs are 1) liability, 2)
control and 3) safety or security. Because of the nature of
these businesses and their public responsibility, they will
need to be increasingly concerned about potential liability.
Just by contracting services, an organization does not pro-
tect itself against legal liability. The primary area of legal
concern would be for employees suffering from chemical
addictions (including alcoholism) and psychiatric disorders.
EAPs in the future operating in-house will offer more

counseling to employees and become more involved with
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managing mental health and substance abuse benefits.
Many organizations have begun to offer incentives to em-
ployees for using their EAP by providing reduced or no de-
ductibles on mental health resources and 100% of outpa-
tient or inpatient coverage for substance abuse when em-
ployees go through the EAP. More large organizations will
consider managing their own outpatient chemical depen-
dency programs similar to those operated by United Tech-
nologies, New England Tel. etc. Organizations will join to-
getherand form consortium (shared) outpatient programs to
insure continuity of care while reducing costs. Managed
care wi I I become a component of most large EAPs. They wi
be responsible for benefits programs, working within budgets,
and be responsible for developing preferred provider net-
works. The services will continue to be offered on a totally
confidential basis but be more accountable for the cost of
care and provide more clinical services before referring.
This last point will require that these programs be staffed by
qualified, licensed professionals.

Organizations such as ALMACA will be responsible for
verifying credentials and licenses. Professional organiza-
tions wi I Ialso beresponsible for developi ng career advance-
ment, placement and employer referral resources.

CONTRACT EAPs

Contract EAPs will be the area of greatest growth. More and
more smaller organizations (fewer than 500 employees) wi II
uti I ize these resources. Credential I i ng of these resources wi
be critical. A reorganized body with clear, objective,
measurable criteria will emerge to provide qualified evalua-
tion of such EAP resources. Basic standards of operation and
ethics will become necessary with regulatory responsibility
going to professional or possibly state licensing authorities.

Services provided within contractual EAPs will include
extended counseling considered as a standard. The
maximum number of services covered under basic contract



agreements will range between ten and fifteen sessions.
Companies will look to these organizations to manage
budgets for mental/nervous and substance abuse services.
Budget management, managed care, benefit allocation,
clinical services and evaluation will become basic compo-
nents ofcontract EAPs. Contract EAPs will not be allowed by
law to charge individual insurance or other benefit plans.
Legislation will be created to protect against such flagrant
conflicts of interest. Strong professional standards wil I be es-
tablished to minimize the potential abuses of these con-
tracts. Corporations who use these approaches will employ
a management function to provide qualified evaluation of
these agreements and will renegotiate on an annual basis.
Financial incentives will be used to insure quality of care
and utilization of cost effective resources.

"Staffing of contractual EAPs will
require that all personnel be clinically
licensed and that all organizations
provide documentation of adequate

professional liability coverage."

Staffing of contractual EAPs will require that all personnel
be clinically licensed and that all organizations provide
documentation of adequate professional liability coverage.
Employer organizations will be offered regular training by
management associations on how to evaluate contractors
and all laws that pertain to such arrangements. Organiza-
tionsthat offer these services wi I I do so i ndependent of other
programs such as wellness, organizational development,
safety, etc. These contracts will be negotiated separately
under a separate arm of the contracting firm. Because of the
increased responsibility formanagingcosts, contractorgani-
zationswill employ quality control and benefit management
personnel.

OTHER EAP DELIVERY MECHANISMS

Consortium programs will become fewer and fewer and wil
be replaced by strictly contractual EAPs. One of the main
concerns that made consortia popular was ownership and
accountability. As contractual EAPs become more consis-
tentand standards of operation are established, there will be
less need for this ownership.

Union based programswill continue, but their rolewill be
more of an adjunct resource to members. In those organiza-
tions where unions are responsible for maintaining their
own benefits, more and more un ions wil I opt for the contrac-
tual approach. This could lead to the development of career
decisions for people currently operating these programs.
Those credentialed union assistance program representa-
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Department of Health, Taunton (MA) EAP
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tives may consider forming a private firm to service such
contracts'. There will be a growing need forcommunity service
representatives to serve the needs of aging, chronically ill,
and disabled members that often fall outside the EAP and
conventional insurance coverage. A growing demand will
be seen for those functioning in this role. Union assistance
programs in the area of substance abuse will be an ongoing
necessity, these programs will be impacted by changes in
the market place and the role organized labor plays in such
changes. The larger international unions may find that man-
aging achemical dependency program is an alternative that
can be both attractive and practical in meeting the needs of
large populations. Certainly offering outpatient after care,
family counseling, and chemical dependency treatment wil
continue to be a major need of the self-insured large iriterna-
tional.

EXTERNAL FACTORS

External factors such as health care reimbursementwill have
a key impact on the EAP of the future. We wi I I see continued
investment by the insurance industry into the EAP process.

"Because current corporate resources
within the insurance industry

provide limited EAP experience,
many major EAPs will become

the target of takeover attempts."

Major insurance companies will be forced to diversify their
traditionally stable base of operations. Beside EAPs, insur-
ance companies will offer broad benefits management and
investment services. Because current corporate resources
within the insurance industry provide limited EAP experi-
ence, many major EAPs will become the target of takeover
attempts. Beyond EAP services, insurance companies will
manage workers compensation, disability, pre-retirement
and wellness programs.
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As traditional insurance companies reposition themselves
in the marketplace, we will see other services fill the void.
Health Maintenance Organizations (HMOs) will find their
popularity to wane except in urban areas with small or
medium sized business. Preferred Provider Organizations
(PPOs) will gain a major portion ofthe third party market and
will offer an EAP option to companies they contract. Private
industry wil I move from corporate self-insurance plans to in-
ternally managed PPOs. Health care costs will continue to
be a major concern of the business and industrial world
causing more pressure to develop and effectively manage
health care del ivery systems. AI I of these factors wi I I cause a
greater dependence on EAPs and the wide range of services
they offer.

Besides changes in third party coverage, other conditions
will influence the demand for EAP services. Recognizing the
limitations of drug testing, drug screening efforts will in-
creasethe number of drug problems uncovered. Once an in-
cumbentemployee is found to be using a foreign substance,
the organization will be required to offer assistance. The
threat of testing should also force some new cases to surface.

N S
NAT[ONAI, F,MPLOYF.E ASSISTANCE. SERVICES, INC.

DIRECTOR
CLINICAL SERVICES

Full time position requiring Mas-
ter's Degree or Ph.D. in mental
health related field. Minimum of 5
yrs. comprehensive clinical ex-
perience including alcohol and
other drug related counseling
and required supervisory experi-
ence. Preference given to candi-
dates with previous EAP experi-
ence and/or business consultant
background. Position involves re-
sponsibilityfor all aspects of clini-
cal activities at NEAS and consul-
tive duties with NEAS client com-
panies. Only applicants with the
above qualifications will be con-
sidered for preliminary inter-
views. Send resume to Profes-
sional Recruiter:
NATIONAL EMPLOYEE ASSISTANCESERVICES, INC.

725 American Avenue
Waukesha, WI 53188
Equal Opportunity Employer
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Other factors such as workplace stress, family crisis due to
pressures of two-income families and increased problems
related to single parenting and aging parents will become
major clinical concerns of the future EAP.

SUMMARY

It should be made clear that the above comments are based
upon one person's observations and that changes in the near
and distant future will be driven by the marketplace. It will
continue to be increasingly more important that we all rec-
ognize the need for quality care at a reasonable cost to our
organizations. Sacrificing either is a mistake.

In the area of substance abuse we cannot lose sight of
what has proven through time to be the key to recovery from
the addictions; that is the fel lowships of AA, NA, Alanon and
Naranon.

If we have learned one thing from our history, it should be
humility, and with the grace of our Higher Power, we will all
continue to grow in this most exciting and necessary field of
employee assistance. ❑

People Caring for People
With Love and Understanding.

Charlotte
Treatment
Center
P.O. Box 240197
1715 Sharon Road West
Charlotte, NC 28224
(704) 554-8373

JCAH Accredited
Licensed by the State of
North Carolina
Member: NAATP, AHA,
ADPA

"Through many years of experience
we've discovered that ̀ Recovery' is the
most rewarding profession that there is. "

J.F. Emmert, Executive Director, CTC

Inpatient and Outpatient chemical
dependency treatment services based on the
12 Step Program of AA

❑.Extensive aftercare planning and
involvement

❑ Full-time medical staff of MD and RNs

❑ Four-day family program

❑ Executive Recovery Management —
a specialized program for the
alcoholic executive

❑ Intensive one-year follow-up with treatment
outcome evaluations —data available
on request

❑Sensitive to the needs of the patient
and the referring professional
Warm, friendly and attractive environment
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Computer EAP Training

by T.J. Elliott

AP work and computers might seem incongruent
subjects to most practitioners in the human services
field. Recently at American Airlines, however, the
two achieved a felicitous relationship to produce val-

uableresults inthe area of supervisory training. Those bene-
fits included vastly improved and increased referrals of trou-
bled employees to EAP from supervisors as well as a more
thorough understanding of what EAP can and should do
within the company. Performance and safety were certainly
enhanced by the new awareness. The process like others in
the EAP field involved a great deal of improvisation and bor-
rowing to fill a need.

Effective supervisory training appears on every list of ele-
mentsfor asuccessful employee assistance program (including
the ALMACA endorsed standards). Scheduling problems,
varied aptitudes of participants and resistance among super-
visors, however, often impede the translation of this desired
concept into actuality. Many EAPs will easily recall in-
stances of sleeping managers, people who bring in newspa-
pers or magazines, blank stares and, worst of all, inexplica-
bly empty classrooms. Practitioners accordingly endeavor
to discover and implement improved methods of orienting,
educating and involving supervisors. For some organiza-
tionscomputerized training may bolster such efforts.

A COMPUTERIZED EAP

Despite the eager claims of makers in luminous T.V. ads,
computerfamiliarity and even use in mostworkplaces is still
marginal. Even in those industries where information needs
force a full embrace of computers, the type of training dis-
cussed in this article could supplement but never replace
face-to-face EAP contact with supervisors.

With that caveat in mind, computerized EAP supervisory
training merits consideration because the increasing service
orientation of our economy means that more and more
people each year will have occasion to sit and work in front
of a computer screen. The secretary who formerly used a

typewriter now has a word processor, the mechanic check-
ing parts, and the financial analyst both use desktop com-
puters, and the travel agent, railroad ticket clerk, and retail
buyer all use information systems. Using the computer for
training and communication means that EAP material is al-
ways at those employees' fingertips.
American Airlines possesses the largest computer system

in the travel world and so was well suited to such an experi-
ment asthis one. Operations, freight sales, reservations, and
even our pilots and flight attendants all make great use ofour
system known as "SABRE." The Training Division of American
had already several years ago developed computer based in-
structionfor such technical tasks as freight balancing and au-
tomated ticketing. This system (known as SAI or SABRE As-
sisted Instruction) is familiar to the majority of our employ-
ees. The author, new to American Airl Ines, noted that the in-
teractive style of the lessons forced the student to consider
course material carefully. The question arose as to whether
teaching of a more abstract skill such as supervisory identifi-
cation and referral of workers with possible personal prob-
lemswas feasible.
As already noted, traditional classroom methods in some

circumstances simply do not register with supervisors.
American's seven EAP representatives around the country
also discovered the difficulty of engaging an experienced
supervisory corps with irregular free time and frequent over-

T.J. ELLIOTT is the employee assistance rep-
resentative for American Airlines in the
northeastern United States. He is a member

,~ of NYFAC and ALMACA. He received his B.A.
from Manhattan College in New York City.;+~C.a'
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"...crew chiefs who must take courses
on the computer and receive grades
for such subjects as the handling

of dangerous goods might also take
courses on the observation and

referral of employees with
possible personal problems."

time in a new program that asked them to significantly alter
their perspectives and methods. In smaller field offices ses-
sionswere frequently scuttled by bad weather, delays, man-
ning shortages and emergency meetings; still common oc-
currences in the airline business. Early cases demonstrated
that the adoption by management of suggested procedures
for dealing with employees with deteriorating performance,
attendance or attitude was not uniform. Classroom training
couldn't respond to individual deficits in understanding and
also missed new or absent supervisors who, in some cases,
amounted to over one-third of the total corps at some field
offices. EAP Reps were also spending considerable time
travelling to outlying cities to retrain supervisors. The appli-
cation of time and energy outstripped the amount of cases
properly referred.

SUPERVISORY TRAINING

EAP recognized that more effectual supervisory training at
American would impact not only on the normal areas of
worker productivity, sick time, and health insurance claims
but also on the fundamental of the transportation industry:
safety. The realization happened that crew chiefs who must
take courses on the computer and receive grades for such
subjects as the handling of dangerous goods might also take
courses on the observation and referral of employees with
possible personal problems.
With the help of Chuck Watson, American's supervisor of

passenger service training, the East Coast American Airlines
EAP representative outlined and formulated atwo-lesson
course on EAP for all supervisors. The "mainframe" function
of the SABRE system (that is, all computers are connected to
a central source of information or data base) would allow
any number of supervisors to take the lessons at sets
whenever and as many times as needed. The "interactive"
capability forced supervisors to answerquestions on content
throughout each lesson and in a nine question quiz follow-
ing. Apassing grade of eight was required. Through a process
simple to programmers but still magical to a "layman" EAP,
the score of each individual, his/her time spent in each tak-
ing of the lesson and other data were recorded and listed
against those employees who had not completed the re-
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quired lesson in that department. All of this information was
then available through the typing of a simple code. Super-
visors in return had a chance to type their reactions at the
end of each lesson which were then transmitted to the EAP.
A number of useful correspondences arose out of these mes-
sages.

PROGRAMMING

Usually the building of an SAI lesson requires a week of re-
search,another week of writing and a fi nal week of program-
ming to become a part of SAI. In this instance the author
transformed existing material into the style of a com-
puterized training; that is, small sections orframes, intermit-
tentquestions and answers, a more direct address to the user
and repeated summaries of material (see examples). An ex-
cellent guide to this process is Authority by Greg Kearsley.
from Addison-Wesley Publishing Company. Kearsley points
out that there are many instructional strategies available in
designing such courses or software which are only restricted
by computer capabilities.
The amount of interactivity (or questions asked) in the les-

sons heightens the involvement of the supervisor. No one
can be passive or leave the room at a crucial point in the les-
son. Sophisticated computer equipment can branch or
move the student pastthose areas in which he indicates mas-
tery or back to those points which call for additional atten-
tion.

"After four months, 54% of those
assigned had completed the lessons."

Beverly Wilson and Eddie Smith, senior analysts for Ameri-
can's SAI, loaded the script into the computer system for a
pilot project. The lesson was assigned to 879 crew chiefs,
lead passenger agents, sales reps, supervisors and adminis-
trative personnel in 39 field offices that employ almost
10,000 people (20 percent of American's work force). After
4 months, 54% of those assigned had completed the lessons.
If the number seems small, consider the following limita-
tions we willingly imposed in order to obtain a sharper pic-
ture of the feasibility of such training.
We assigned the lessons to some offices which had access

to computer sets butrarely used them. Unsurprisingly, their
completion rates were quite low. The benefit for American
was in discovering that the delivery of lessons to those
groups while possible would require additional publicity
and managerial reminders. In one office where the above
measures took place, completion rose to 100 percent (17 of
17 sales representatives).
We assigned the lessons to groups that have shifting mem-

bershipsuch as crew chiefs and lead agents. When we dis-



Examples

FRAME 35

Employees With Alcohol and Drug Problems are Involved In
A. No More Accidents Than Normal
B. 3X More Accidents Than Normal
C. 2X More Accidents Than Normal

Type in Correct Letter Only.

FRAME 36

(Answer Frame—Answer = B)

FRAME 47

• Observe the Pattern of Problem Behavior
• Document the Pattern of Problem Behavior
• State the Problem and Your Concern to Employee
• Suggest EAP

We've discussed the top two. How should a supervisor com-
plete the process?

Type /and enter for the answer.

FRAME 84

QUESTION 5

Frank is a no call at work. He appears jittery when arriving
the next day, some customers complain but others compli-
menthim. His C-23 shows that he has received discipline for
attendance previously. He is very defensive and offers
bizarre excuses for his behavior.

How many signs can you count that suggest problems?

Type in the correct number only.

FRAME 85

(Answer Frame—Answer = 6)

carded those individuals who had actually gone back to
non-supervisory work, the totals rose to over 60 percent for
these groups. Airlines have a great deal of movement be-
tween these positions and rank and file or nonmanagement
salaried positions due to seniority changes, transfers .and
personal leaves. This group had rarely received the same
sort of training as higher level supervisors. The pilot project
proved they can do so with positive results.
Consider separately, passenger service, flight service and

operational service supervisors achieved rates of 93% 79%
and 73% respectively. This compared very favorably with
other SAI lessons assigned to such groups. We discovered
supervisors could complete the lessons, but to what pur-
pose?

POSITIVE FEEDBACK

The rewarding answer to that question revealed itself almost
immediately in the responses typed in by supervisors. Un-
equivocally, they reported that the lessons had clarified and
in some cases first introduced them to EAP. These voluntary
reports came from personnel at field offices where face-to-
face classroom training had already occurred. Clearly the
computerized training reached people who had otherwise
been missed.

"Unequivocally, (the supervisors)
reported that the lessons had clarified
and in some cases first introduced

them to EAP."

Only two negative responses appeared; one of those
criticized the very concept of EAP. Most of the 54 responses
urged the formu lation of computerized lessons on EAP for al
employees and commended American for having such a
program. Some specifically pointed out that the lessons had
changed their way of thinking about problem employees.

In more concrete terms supervisory referrals in the project
increased dramatically 200 percentover referrals in the pilot
project cities for the same time period in 1985. In 1 1 of the
45 new cases, the lessons were actually mentioned as
catalysts. Other benefits included first time EAP referrals
from 4 field offices, a higher proportion of employees over
dependents in referrals and an improvement in the form and
quality of referrals. A comparison with other divisions of
American using only traditional methods oftraining showed
an increase over rates there as well (see graphs).

Because of these results the two lessons have now been
made mandatory for all supervisors in the American Airlines
system. Plans are under way to create new lessons for al I em-
ployees on EAP and its benefits. Are such innovations,. no
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INCREASE IN SUPERVISORY
REFERRALS BY DIVISION AT
AMERICAN AIRLINES
BETWEEN 1985 AND 1986 FOR
THE MONTHS OF JUNE
THROUGH OCTOBER (30)
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matter how desirable, possible for other companies and or-
ganizations?

Certainly. If a mainframe computersystem operates in any
segment of a firm, the concept of introducing EAP to super-
visors oreven employees in their own context makes sense.
Software could be purchased or produced in-house at little

"Computerized training enhances the
discretion of the pupil in choosing how
best to fit training into his/her workday
and the ability of the EAP worker to
determine where weaknesses exist."

cost and might even create savings through a decrease in the
use of blocks of supervisory time for additional classroom
training. Computerized training enhances the discretion of
the pupil in choosing how best to fit training into his/her
workday and the ability of the EAP worker to determine
where weaknesses exist. For EAPs, a group always depen-
dent upon the dissemination of information about their serv-
ices, entry i nto the information world may prove to be inevit-
able. ❑

PERCENT OF TOTAL REFERRALS WHICH WERE SUPERVISORY.
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Computerized
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ALMACA
INFOTRACKS

International
EAP '87
to be held in
Waterford, Ireland
The second European EAP Institute,

EAP '87, will be held May 6-8 at
the Tower Hotel, Waterford, Ireland.
Delegates are scheduled to present pa-
pers on EAP developments in Ireland,
the U.S. and Europe.
The conference's opening speaker

will be Mr. Con Power, director of
economic policy, Confederation of
Irish Industry, one of the first to recog-
nize the effect and encourage the de-
velopment ofthe Irish EAP movement.

For more information, contact
Maurice Quinlan and Associates, 36
Tirconnell Avenue, Lismore Lawn,
Waterford City, Ireland or phone (015)
55733, Int. Tel. No. 011-353-51-
55733. ❑

12th EAP Institute
Set for May 3-7
at Georgia Tech

The 12th EAP Institute will be pre-
sented on May 3-7 at the Southern

Conference Center, Atlanta, Georgia
by the Center for Work Performance
Problems, College of Management,
Georgia Institute of Technology. Since
1975, the EAP Institute has established
a tradition of advancingthe competen-
cies of the EAP specialty by providing
education and training in current re-
search and practice.

This year's conference, entitled,
"Managing for Change: Work, Family,
Community," features many outstand-
ing members of the EAP community,
including many ALMACANs, sharing
their respective insights during a full
week of comprehensive sessions and
seminars.

Information is available by contact-
ing Deidre Mercer, Department of
Continuing Education, Georgia Insti-
tute of Technology, Atlanta, Georgia
30331-0385 or phone 404/894-2547.

n Memory

// e cared about people, and help-H ing them over the rough
spots." Rubin D. Lacy, director of the
UAW Members' Assistance Program,
died recently at his home in Detroit.

Rubin was an active member of AL-
MACA for many years, receiving the
Outstanding Achievement Award of
the Greater Detroit
Chapter in 1985.
He was a former
chief steward, com-
mitteeman, shop
chairman, and ed-
ucation chairman
of Local 140 at
Dodge Truck. A
graduate of the
Labor School at Wayne State Univer-
sity, he later taught workers assistance
training in Wayne State's basic labor
studies program. ❑

Boston Chapter
Sponsors Conference
May 8th

// ncreasing Organizational Effec-
'tiveness; the Role and Develop-

ment of Employee Assistance Pro-
grams," is the title of the ninth annual
Boston Massachusetts Chapter Confer-
ence, which will be held on May 8,
1987 at Boston College. More infor-
mation is available by contacting Joan
Matteuzzi, Honeywell EAP, 617/895-
6507. ❑

,~aL~r~ is a nonprofit corporation
who's main activity is sponsor-
ing workshops on the issues of
chemical dependency at the
workplace.

.~alrr~ is not a membership or-
ganization. Participants include
representatives from labor,
management and the health
care field. Each chapter is ad-
ministered by representatives
from the local community un-
der the supervision of the na-
tional PALM Board of Directors.

,~alyr~ workshops are designed
to provide practical informa-
tion, not theory. They offer ac-
tual application of techniques
that have proven effective in
dealing with chemical depend-
ency at the workplace.

~ulrr~ workshops are held
monthly at locations through-
outthe country. For information
about your nearest chapter,
please call or write to our na-
tional office.

PROBLEMS OF ALCOHOLISM
IN LABOR AND
MANAGEMENT, INC.
DBA: PALM
405 East Third Street, Suite 348
Long Beach, California 90802
Telephone (714) 645-4920

Joy W. Ellis, Executive Director
Douglas K. Maguire, President
Phyllis J. Kelly, Sec./Treas.
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EAP
INFOTF3ACKS

New Higher Education Act Includes Prevention Programs

Drug abuse prevention pro-
grams for officers, employees,

and students of colleges and univer-
sities was one of the recent additions
made mandatory in the reauthoriza-
tion of the Higher Education Act.
The contention calling for drug

abuse prevention programs was one of
five included in a recent announce-
ment by the U.S. Department of Edu-
cation. Thereby colleges and univer-
sities that participafie in student finan-
cial assistance programs which are au-
thorized by Title IV of the Higher Edu-
cation Act, must register a revised
agreement with the Department of
Education by June 30, 1987 or "pro-
gram funding for the 1987-88 award
year will be delayed or denied."

"All we are asking is that they have
some drug abuse prevention program
available," said Department of Educa-
tion spokesman H.J. Raffensperger.
"We are not asking what kind of pro-
gram it is. It is the availability of the
programs that we were charged with
by Congress and not anything about
the actual program.

"I'm assuming that we would see a
program where the students would be
given information to dissuade them
from doing drugs. I can't see why drug
testing would be necessary, we'retalk-
ing about a prevention program.
"The scope, breadth, and extent of

the program is something that we will
not involve ourselves in at this point."

Student Assistance
Conference Planned
~he second Western Regional Con-

ference of the National Association
of Student Assistance Programs and
Professionals (NASAPP) is planned for
November 11-13 at the Cathedral Hills
Hotel, San Francisco. The conference
will showcase and demonstrate the ef-
fectiveness of student assistance pro-
grams as models for early intervention
and for providing internal and com-
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munity leadership for prevention.
More information is available by writ-
ing NASAPP, P.O. Box 3148, Oakton,
VA 22124 or phone: 703/448-9521. ❑

Help for Fearful Fliers

//One out of every six Americansare afraid to fly," reports Carol
Stauffer of USAir. Since 1975 USAir
has provided a successful treatment
program for these fearful flyers by
combining aviation education and
stress management techniques. The
six-week course costs $225 and is
completed with aone-hour gradua-
tion flight.
"We put on ten programs a year in

various cities around the country.

There are usually thirty-five to forty
people per class.
"We get many business people who

have turned down job opportunities
because they can't handle the flying.
Or others who have been flying for
years only by taking tranquilizers or
having a few drinks during the flight."

Participants receive a personal tape
of the course's relaxation exercises
that can be helpful in other areas; ma-
terials explaining aviation procedures
and how an airplane flies; and a book-
let of suggestions and reminders for
continued fearless flying. More infor-
mation is available by contacting
USAir Fearful Flyers Program, P.O.
Box 100, Glenshaw, PA 15116 or
phone 412/486-5917. ❑

FOOD ADDICTION
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

•Covered by Most Insurance Plans

NAPLES RESEARCH
& COUNSELING CENTER

Toll Free 1 ~~~0~ 722' 1 ~0
24-Hour Assistance

1 (VOO) GVL-3508 Florida Only
•Call fora complimentary copy of our newest publication, "A Minl-Guide
to Food Addiction."

•Call for complete confidential information on our residential treatment
program or insurance approval.

NAPLES RESEARCH &COUNSELING CENTER
"The nation's most comprehensive system jor the Aentment oJaddictiue disorders."

9001 Tamiaml Trall South •Naples, Florida 33962
(813) 775.4500 ~.c.q.H. accreanea

An alliliale of WILMAC Health Care... Partners in Family Progress Member of the American Hospital Association



"Hope and Help"
For the Hearing
Impaired

// ~ope and Help" is a set of fivevideotapes designed to pro-
vide information and assistance to a
significantly underserved population;
chemically dependent-hearing im-
paired person.
The tapes were developed by the

Hennepin County Community Services
Department, based in Minneapolis,
with a grant from the Minnesota De-
partment of Human Services. They ad-
dress various topics and groups af-
fected by chemical abuse of hearing
impaired person—family members,
friends, and treatment counselors. The
tapes also include the role of AI-
coholics Anonymous in the treatment
of hearing impaired abusers. More in-
formation is available by contacting
Minnesota Documents Division, 117
University Ave., St. Paul, MN 55155;
or phone 1-800-652-9747. ❑

Women's Treatment
Centers To Form
Coalition

As a result of a recently held meet-
ing of administrators from several

women's treatment centers, a coali-
tion of women's treatment centers is
being formed.
According to Ms. Jacque Wallace,

assistant director of Residence XII
treatment center, one of the participat-
ing facilities, "It is clear that women's
issues in recovery need to be addressed
both at the treatment and public infor-
mation levels. By forming a coalition
we can share information and perhaps
get more public recognition than we
do individually."
Women's alcohol and drug treatment

centers wishing to participate or seek-

ing information on the "Coalition of
Women's Treatment Programs" should
contact: Ms. Wallace, Residence XII,
14506 Juanita Drive N.E., Bothell,
WA 9801 1 or Phone: (206) 823-8844.

New College
Companion Guides
Now Available
Two new resources are available to

assist college leaders in managing
risk associated with alcohol and other
drug use on their campuses. Developed
to complement the Collegiate Alcohol
Risk Assessment Guide, these new
guides provide easily administered
ways for concerned individuals to assess
the conditions on their respective
campuses and within their organiza-
tions.
The Collegiate Alcohol Manage-

mentGuide for Student Organizations
assists any college student organiza-
tion which participates in or conducts
alcohol-related activities.
The Collegiate Drug Management

Guide helps administrators manage
this difficult issue more effectively.

Each guide adapts current legal pre-
cedent and sound management prac-
tice into an easily administered
checklist.

Copies of all three guides are avail-
able for $3.50 per copy. Interested
parties may place orders or obtain
further information by contacting
David Anderson (703) 560-6227 or
Steve Janosik (703) 961-6204. ❑

Exercise,
More is Better

The Health Action Resource Service
recently cited several studies

which indicatedecidedimprovements
in employee attitude and output as a
result of increased exercise.
A study by Dr. Ralph Paffenbarger

and colleagues, said that the inci-
dence of heart attacks among Harvard
alumni decreased as they increased
their physical activity within the low-
to-moderate range.

Dr. Paffenbarger's data continued
that in most of the areas studied, bene-
fits seemed to increase in a roughly
linear way as weekly calorie expendi-
tures rose. The more the subjects in the
study exercised, the better their health
in terms of body fat, smoking level,
blood triglyceride, and high-density
lipoprotein (HDL) levels, aerobic fit-
ness and resting heart rate.
Another study published in the Feb-

ruary 21, 1986 Journal of the Ameri-
can Medical Association, conducted
at four worksites, found that employ-
ees who began a modest exercise regi-

EMPLOYEE &
FAMILY COUNSELING

SERVICES
ADMINISTRATOR

Adolph Coors Company, in Golden, (:olo-
rado, is currently seeking a professional to
administer mental health services (or
employees and family members. The suc-
cessful candidate should possess a mini-
mum of a Masers Degree in Social Work,
Psychology, ar Counseling. A minimum of
five years clinical and adminisUative experi-
ence isrequired. Prefercandidates whh [rain-
ing or experience in the following areas:

• Substance abuse treatment
• Inpatient and outpatient mental

health services
• Clinical mental health background
• StronK rehabilitation case managemcni

philosophy
• Management/supervisory experience
•Industrial (Employee Assistance
Program)

Coors offers an excellent salary and company
paid benefits. If interested, send resume and
salary history to:

Adolph Coors Company
Placement Center

NFI 210, Dept. DE010652
Golden, CO 80401

Equal Oppurluniry Cmployer M / I / li / V
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CONFERENCES AND
WORKSHOPS

APRIL

The Hazelden Foundation has several
workshops planned for the coming
months, including:
• "Demystifying Treatment of

Cocaine Addiction," on April 21.
• A two-day workshop beginning

April 22-23, entitled "Conducting
DWI (DUI) Assessments and Screen-
ings for the Courts."
• "Developing Employee Assist-

ance Programs," on April 22-24.
• "Pastoral Ministry to the Chemi-

cally Dependent and Their Families,"
on April 27-29.
• "Fourth and Fifth Step Ministry,"

from April 30 to May 1.
• A three-day workshop on May 6-

8entitled, "Assessment and Treatment
of Adolescents/Young Adults."
• "Families and Chronic Illness,"

will be offered on May 19-21.
To register or for a complete bro-

chure on any of the above workshops,
call toll free 800/822-0800 or write
Hazelden, Box 11, Center City, Min-
nesota, 55012.

MAY

The Haight Ashbury Education Group,
in association with the Training and
Education Project of the Haight
Ashbury Free Medical Clinic, will
sponsor a 20th Anniversary Haight
Ashbury Free Medical Clinic Confer-
ence on Saturday and Sunday, May 2
and 3 in San Francisco.
The conference will focus on "Clini-

cally Challenging Clients," addressing
such issues as prescription drug abus-
ers, duallydiagnosedclients, pregnant
addicts, adolescent noncompliant ad-
dicts, and chemically dependent
people with AIDS. Also being dis-
cussed will be new pharmacological
treatments for cocaine-alcohol abuse,
transitioning the street addict into
long-term recovery, AIDS education
and prevention, as well as teaching
safe sex practices to clients.
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The Northeastern Conference on AI-
coholism and Drug Dependence
(NECAD) will be held at the Sheraton-
Islander Inn & Conference Center,
Newport, RI May 3-6, 1987. The con-
ference will offer presentations con-
cerning alcoholism intervention, cost
issues in relation to alcoholism treat-
ment, the stages of the recovery pro-
cess, women and alcoholism, adult
children of alcoholics, the spiritual as-
pects of alcoholism and treating
cocaine addiction among other topics.
For further information contact: Jane
A. Drurym, conference coordinator,
Edgehill Newport Foundation, Suite
201, Beacon Hill Road, Newport, RI
02840, phone 401 /847-2225.

The 9th annual meeting of the Na-
tional Association of Alcoholism
Treatment Programs (NAATP) entitled
"Managing Demand Reduction—The
Treatment Provider's Role," will be
held May 12-15, 1987 at the Omni
Shoreham Hotel, Washington, D.C.
Workshops will include negotiating,
strategic planning, treatment pro-
gramsand financial position. Registra-
tion materials for the conference are
available by calling or writing Laura
Voyles, NAATP, 2082 Michelson
Drive, Suite #304, Irvine, CA 92715,
714/476-8204.

Chicago Counseling and Psychotherapy
Center will present a workshop enti-
tled "Rapid Preliminary Psychiatric
Assessment for EAP Counselors" in
Chicago, May 23, 1987. The presen-
ters will be Dr. Margaret Warner and
Center staff. For more information
contact: Lise Schiffer, Chicago Coun-
seling and Psychotherapy Center,
5711 S. Woodlawn Ave., Chicago, IL
60637, 312/684-1800 or 857-2832.

The Institute for Disease Prevention in
the Workplace is offering ahalf-day
workshop on "How to Manage AIDS
in the Workplace," in eight northeast
cities during the spring. Each session is
led by a recognized attorney, physi-

clan, psychologist and organizational
consultant. These experts present lec-
tures, training exercises and videos
which are designed to.help key people
in business, government, health care,
education, and social services devel-
op policy and guidelines for employ-
ees. The final three sessions will be
held at the Sheraton Heights, Hacken-
sack, NJ on April 21; the Pickwick
Motor Inn, Long Island, NY on April
28; and the Executive Inn, Best West-
ern, Portland, ME on May 12. For
more information or to register, please
contact: Institute for Disease Preven-
tion in the Workplace, 4 Madison
Place, Albany, NY 12202, phone 518/
434-2381.

JUNE

A Fourth Annual Summer Institute for
Alcohol and Drug Studies sponsored
by the University of Evansville and St.
Mary's Medical Center will be held
June 1-5, 1987 at the University of
Evansville, Evansville, Indiana.
Academic and professional continu=
ing education credit are available.

For further information contact: Dr.
Nadine Coudret, director, Institute for
Alcohol and Drug Studies, University
of Evansville, 1800 Lincoln Avenue,
Evansville, Indiana 47722 or phone
812/479-2340.

A national conference entitled "AI-
cohol Problems in the Workplace:
Beyond Employee Assistance," wi I I be
held June 4-6 at the Kona Kai Resort
Hotel, San Diego, CA and is spon-
sored by the UCSD Extension, Univer-
sity of California, San Diego Program
on Alcohol Issues. The conference is
planned for policy and management
professionals. There will be several
ALMACAN participants including AL-
MACA President Gary Atkins, AL-
MACA Executive Director Thomas J.
Delaney, Jr., Terry Blum and Paul
Roman, Andrea Foote and John C. Er-
furt, Bradley Googins, Don Godwin,
and Harrison M. Trice. More informa-


