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s an employee assistance professional, you play an extraordinarily important role in your patient's recov-

~r ~c~ y from chemical dependence or psychiatric illness. And at Mediplex, your role doesn't end onceyou've referred a patient to us.

1 ~ We'll desi n a com letel individualized treatment lan and kee ou u dated on ro ress. Backed bg P Y~ P >' PY P P g Y
over a~ decade of experience, and a nationwide network of services, you can be assured that Mediplex will work
in partnership with you, and your patient, to provide the best possible care.

Our psychiatric illness, alcoholism, and substance abuse treatment offers both adolescent and adult ser-
vices, and includes these targeted audiences:

• Women •Older adults •Gays and lesbians •Professionals •Dual diagnosis •Cocaine addicts

• Co-dependents •Hispanics •Law Enforcement •Healthcare Executives

Give us a call:
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"Arms Acres '~Holliswood Hospital

Carmel, NY Holliswood, NY

(914) 225-3400 (718) 776-8181

Conifer Park Spofford Hal]

Scotia, NY Spofford, NH

(518) 399-6446 (603) 363-4545
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Mountain Wood Savannas Hospital

Charlottesville, VA Port St. Lucie, FL

(804) 971-8245 (407) 335-0400

MIDWEST

Cedar Ridge Hospital

Shawnee, KS

(913) 631-1900

Rolling Hills Hospital

Ada, OK

(405) 436-3600

For more information and assistance, call Jack Hennessey or Joe Murray at (212) 399-6900; New York Regional
Service Center, 1841 Broadway, Suite 410, New York, NY 10023.
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The Med~ lex GrouP p
#A Mediplex•managed facility



IN THE WORLD OF WORK,
which is the greater truth?

(1) That much like
equipment, workers are e
capital investments which n~~ ~~
serve to help work organiza- u
tions turn profits.

(2) That like other societal institutions, the workplace
serves to improve the lot of people-in their role as
workers contributing to society—and°their families.

In practice, workplaces and workers serve each other,
and the EAP professional helps both labor and manage-
ment achieve their contrasting objectives. But this issue
of the Exchange is devoted to the second truth, which
implicitly recognizes that healthy and satisfied workers
are the pinion that drive most work organizations.

For each of the last three years, EAPA has run an issue
whose cover story is exclusively about labor, what its
values are and how iYs changing. In this issue, the
Exchange highlights some of the "macro" issues that are
predominant in organized labor—such as occupational
health and safety, and improved health care for all
people—and relates them to the "micro" issues of labor-
management EAPs and member assistance prbgrams—
such as improving supervisor/steward training and
implementing more programs that serve small businesses.

You are also introduced to members of EAPA's Labor

Labor's Macro
cro Issues

Committee, who have been
hand-picked by current
chair Jack McCabe. The 17
committee members are
EAPA members' turnkeys
on labor-related matters
affecting EAPs.

OTHER COVERAGE includes two contemporary think
pieces on workffamily concerns and another on managed
care as it addresses (or doesn't address) the needs of older
Americans.

You also get the latest scoop on EAPA's forthcoming
elections, a new membership drive, the Annual Confer-
ence, new changes at headquarters, the Standards
Project, a position statement on managed behavioral
health care, and district conference recap.
We do our level best to keep you on the cusp of EAP

practitioning and stocked with the latest EAPA news.
Next month, you will receive a heavy dose of information
about EAPA's 21st Annual Conference and synopses of
process and cost-benefit studies.produced by EAPs. Stay
with us!

Want to know who all those faces are on the cover? Turn to page 4 for answers.
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FROM THE
C.O.O.

Service, Service and More Service!
by Michael L. Benjamin, EAPA Chief Operating OfficerLast month at the Spring Board meeting, the various

committees ofEAPAmadetheirreports. Reportingforthe
membership Committee, Bill Schleicher, chairperson,

cited a 1991 survey conducted by the American Society of
Association Executives in which they found the following
national trends: New memberships in associations are flat;
renewals in associations are down; and associations in general
are currently in a recessionary spiral. In contrast, Schleicher
stated that "EAPA reflects none of these national association
trends." In fact by mid-May, President Dan Lanier, in his report
to the Board, indicated that EAPA reached the 7,000 member
mark, an increase of almost 400 members since October 1990
and an increase of 11 chapters (currently at 87) in the same
period; 150 new members are joining monthly; and our
membership renewal rate during the first quarter of 1992 is at
the75%mark. After reportingthesedata,SchleicherandLanier
proclaimed "EAPA is growing, EAPA is healthy."

In my initial interview with the Exchange in February, I was
asked'to comment on the role of a professional association in
serving its constituency. In that interview, I stated that one of
the most important responsibilitiesof any professional associa-
tionis "servicetothemembership." Itfollowsthatunderstand-
ingthe needs of our membership and being responsive to those
needs is essential. Success, then, in maintaining an upward
membership growth and retention slope (and reaching Presi-
dent Dan Lanier's goal of 10,000 members by 1995) is predi-
cated on obtaining a continuous stream of information from
members about needs, wants, experience and expectations.

As part of my orientation and education at EAPA, a brief
questionnaire was sent to the Board of Directors and chapter
presidents requesting their help in identifying the needs of the
EAPAmembership. Three majorquestionswereasked:_What's
working well within EAPA? What needs improvement? and,
What do you see ascrisis/opportunities? Here is a summary of
the feedback.

Working well (and still needs improvement): Education ses-
sions at the conference; EACC; Information services; Staff
willingness to help; Desire to serve membership.

Needs Improvement: Availability of classes for examination
(CEAP); Telephone communication system (800 number so
members are not paying for mu Itiple cal Is); Chapter budgeting;
Feedback to chapters on new membership &dues; Presidents
meeting/officertraining; Ctosedcommittee meetings; Commu-
nication among committees; Composition of EAPA Board;
National office responsibilities tolocal needs; Cost plus inabil-
ity to reproduce fact sheet packet; Relationship with labor;
Standards for National office response to calls and requests.
Crisis/Opportunities. Billing and tracking system; Delivery of
membership packets;- Potential rift between union/internal
EAPs and external EAPs; Threat of managed care; Broadbrush
vs traditional alcohol and substance abuse; Two-tier CEAP.

My initial response to your concerns is focused in the
membership area. We have redesigned the membership
application to include athree-part chapter application form
which wil I al low our Membership Department to send weekly
noticestochaptersofnew membersthathave joined thatweek.
This process begins' with new member applications received
this month. Materials that will be sent on request without
payment include the EAPA application, "Cutting Edge" bro-
chure, Drug-Free Workplace pamphlet and the CEAP bro-
chure.

With respect to membership cards and chapter reimburse-
ments, EAPA headquarters will be mailing cards and reim-
bursementchecksto chapterswithinthree weeksaftertheclose
of the month. For example, chapter reimbursement checks for
April applications were mailed May 22nd. After four months
as C.O.O., and after participating in 10 chapter and district
meetings, I recognizethat manychapters depend on our reports
and mailings to meet your programmatic and financial needs.

By improving our internal operations and organization, my
goal is to keep our existing "customers" and attract newcomers.
With regard to keeping our existing customers, the Exchange is
running tesimonials every month from EAPA members who
explain how their membership has been valuable to them. The
first testimonial, from a familiar friend is on page 19!

In ending his presentation before the Board, Bill Schleicher
stated that "membership is everyone's job. It takes a team to
build a dream!" Each improvement in services to the member-
shipwill lead us in the direction of President Lanier's goal of
10,000 members by 1995. Join us and enlist in Team 95! i~
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SPECIAL
MEMORANDUM

This month, EAPA's Nominating
Committee wraps' up its work
on nominating a slate of officers

for four Executive Committee and 10
regional representative positions.
Once the Nominating Committee,
chaired by G.M. "Red" Roe, files its
report in early July, the campaigning
begins!

Accordingto EAPA Secretary Kevin
Parker, who oversees the nominating
and election processes, "Having just
returned from EAPA's strategic plan-
ning meetings in Baltimore, I would
like our members to know that the
elections process is more important
than ever. The association is nearly
ready to embark in significant new
directions, as evidenced by a member
recruitmentand retention initiativeand
upcoming program accreditation. The
Board of Directors also just approved
a new definition of EAP (at the Board
meeting in Baltimore) that allows for
an eight-session counseling model.
These are among the major issues in
the association and the field that will
provide challenges and opportunities
for the new Board members. I strongly

If you are looking for information
on EAPA's education &training
activities in addition to that fea-
tured in last month's Exchange,
be watching for exclusive cov-
erage in the July issue!

6 EAPA EXCHANGE JUNE 1992

urge all of EAPA's individual, voting
members to turn out in force for the
elections this fall to assure EAPA with
strong elected leadership for 1992-
9~4."

So if you're a member awaiting the
campaign blitz, what happens next?
• First, nominees will be cam-

paigning through the summer at
chapter meetings and perhaps other
forums, which will provideopportuni-
ties to see candidates face to face.

•Second, the August issue of EAPA
Exchangewill includeapulloutguide-

book to the elections that carries bio-
graphical and campaign-platform in-
formation.
• Finally, individual, voting mem-

bersshould promptly cast their ballots
after receipt in the mail, probably in
early September. Completed ballots
must be received postmarked no later
than October 2nd.

"Outcome is often the direct result
of process, and nowhere is this more
apparent in a democratic organization
than the election process," says Parker.
"Lets all get involved!" Cd_~

Anheuse~°~-Busch Donates $45,000
to EAPA

EAPA's pocketbook got a big helping hand from Anheuser-Busch
Companies, Inc. during the Western District Conference in Las Vegas.

Don Magruder, EAP director for Anheuser-Busch, announced at the
opening session that his company is donating $45,000 to EAPA office
modernization and general operating expenses. Magruder, shown at
right in the photo above, is shown presenting the check to EAPA Chief
Operating Officer Michael Benjamin.



21ST ANNUAL
CONFERENCE

Dr. Marvin Cetron to Deliver Atlanta Keynote
APA's 21st Annual Conference is
beginning to seem lessdistantand
more like an event that's right

around the corner. It's little more than
four months away and closing fast!
This month, the Program Committee,
chaired by Sandra Turner and Tamara
Cagney, is proud to announce the
keynote speaker, a true heavyweight
in international forecasting.

Dr. Marvin Cetron, founder and
president of Forecasting International,
Ltd., is one of the world's most re-
spectedforecasters inthe fields of poli-
tics, business, technology and life
styles. He will peer into the future of
EAPs and EAP-related issues for at-
tendees of the 21st Annual Confer-
ence.

Dr. Cetron is a consultant to both
the Republican and Democratic Na-
tional Committees. He has appeared
regularly on every major television
network, including Good Morning
America, The Today Show, CNN
Crossfire and the Larry King Show.
Over a 40-year period, fully 95% of
Dr. Cetron's quantitatively oriented
pred fictions have come to pass. Among
his bolder predictions have been these:
• By the year 2000, Japan wi I I fal I from
among the top five of the world's
countries to about 20th, partially due
to the fact that a significant portion of
its work force will have reached re-
tirement age.
• He correctly predicted the 1973 oil
embargo two years prior to the event,
aswell as theousterofthe Shah of Iran.
• Hecorrectly predicted Poland's soli-

Dr. Marvin J. Cetron

darity movement and the reunification
of Germany' years in advance of the
events.

Dr. Cetron's predictions and analy-
sis go beyond the headline stories,
however, and include insights on the
plethora of developments often rel-
egated to the back pages, but which
providetheunderpinningsforthe larger
stories of the day. For instance, he is
knowledgeable about current business
trends in the hospitality, food, aero-
space,health care, pharmaceutical and
other industries. He is also a pundit on
current events in international busi-
ness development.

Some of his interesting views per-
tain to education. Dr. Cetron says that
while the media tend to cover stories
about situations where teachers do not
teach and children do not learn, on the
local level an educational renaissance

What R. William
Ta~11or, president
of the American
Society of Asso-
ciation Execu-
tives, said about
an appearance by
Dr. Cetron at
ASAE: "The
keynote presen-
tation you gave at
ASAE was a big
hit. You were
completely in
tune with our
interests and
provided valu-
able information
about our chang-
ing political,
economic and
technological
environment."

has al ready begu n, with new teaching
methods, technology and administra-
tive policies aimed at restoringquality
education.

At Forecasting International, Dr.
Cetron has a computer of possible
future events, with probabilities and
impact statements five, 10 and 20
years into the future. Unlike many
dour analysts, Dr. Cetron says the
American future will have fewer poor
people, employees will be working
less, and the United States will be a
good place to live.

In the EAP field and the world at
large, we live in fascinating times.
People in attendance at the 21st EAPA
Annual Conferencewill havethegood
fortune of hearing commentary about
the future of EAP and related fields
from abona-fide savant on world af-
fai rs! ! C~
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Staff Transitions at EAPA Headquarters
ince coming onboard in Janu-
ary, staff development has been
a high priority for Michael Ben-

jamin. He is working closely with
Debra Reynolds, Vice President-Ad-
ministration, in redefining the staff
needed to achieve goals set by Presi-
dent Lanier at the beginning of his
administration and others discussed
by the EAPA Board of Directors at its
strategic planning meeting held in
Baltimore on May 16-17.

In an effort to give existing staff an
opportunity for growth, EAPA policy
is to give the current staff the opportu-
nity to apply for any position that
becomes available before seeking
outside the organization to fill a posi-
tion; therefore, there wi I I be move-
mentwithin staff to fill openings.
Anew staff position of Certification

Director is now available for which
EAPA members may apply. This posi-
tion came out of the reorganization of

staff support for the Employee Assis-
tance Certification Commission
(EACC) department. It is described in
the advertisement below.

The reorganization will have three
full-time staff members supporting the
EACC's efforts. They wi I I bethe Certi=
fication Director (position vacant),
Secretary (Diane Harp) and Technical
Assistant (Mary Brewer). The Certifi-
cation Administration Manager: posi-
tion (Mary Schmidt) and the Educa-
tion &Training and Certification Co-
ordinator of Education position (for-
merly held by Bob Challenger) have
been combined into one position -
the Certification Director.

Mary Schmidt has raioved to a newly
redefined position as Administrative
Assistant to the Chief Operating Offi-
cer, and Bob Challenger left in Febru-
ary to move to Florida. Until the Cer-
tification Director's position is filled,
Mary will continue to oversee seg-

ments of the former position and Wash-
i ngton, DC-based EAP consu Itant W i
Foster, III, has been retained to review
and approve PDH training applica-
tions and evaluate the verification of
experience of candidates for the CEAP
examination. This reorganization will
give the EACC a strong base to work
from.

After 15 years of service with EAPA,
Judith Evans resigned in March to pur-
sueother interests: Ellen Mil ler started
her 10th year with the Association on
May 1 as the new Conference/Train-
ing Manager.

Jeanne Gates, who has been with
the Association for 3-1/2 years, is the
new Conference/Training Assistant.
Many of you have spoken with Jeanne
when she was receptionist. Currently,
the receptionist position is vacant.

As further staff development occurs
at headquarters, the Exchange will
provide you with details! Cdr

CERTIFICATION DIRECTOR
The Certification Director serves as the administrator of the certification process for the Association.

The occupant of this position will:

coordinate the activities of the Employee
Assistance Certification Commission,
manage the units staff and ensure that
EACC policies are carried out.

review applications for Professional De-
velopment Hours and approve/ disap-
prove such applications.

The candidate should have direct EAP
knowledge which includes:

• EAP program development

• EAP program administration

• Working knowledge of EAPlabor-based
programs

• review verification forms sent in by can-
didates for the examination and assure
they have the required employee assis-
tance work experience.

• work with the EAPA Standards Commit-
tee to develop the accreditation of em-
ployee assistance programs.

The candidate also must:
• Be a Certified Employee Assistance Pro-

fessional (CEAP)

• Have a Master's degree plus 5 years of
employee assistance work experience , or
Ten years of work experience encom-

passingadministration, employee assis-
tance programming, training

• coordinate activities with the contract
testing organization to assure that the
examinations are held and all. activities
are carried out regarding the examina-
tion.

• provide EAP expertise for EAPA

In addition, applicant must possess:
• Strong Administrative skills
• Good writing skills
• Strong Communication skills
• Knowledge of computers
• Knowledge of certification processes,

not necessary, but helpful
• Budget development skills

EAPA is an equal opportunity employer and does , Salary range: mid-30's to mid-40's, depending
not discriminate because of disability, race, reli- (( on experience. Plus full benefits package.
gion or sex. Minorities, women and the disabled \\i~= _s
are encouraged to apply. ~ .~ s's,o c ~ nr ~ q N'

Please submit your resumes to EAPA, 4601 North Fairfax Drive, Suite 1001, Arlington, Virginia 22203.
No resumes will be accepted by fax. Closing date for this position is July 10.
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! EAPA's many publications are available for purchase (3) Provide address information, detach this form (or ~
' from association headquarters. To order any of them, a photocopy of it), enclose with it your check or purchase ~
' please follow these instructions: order, and mail to: EAPA, 4601 N. Fairfax Drive, Suite

(1) Check the boxes to the left of the titles you want. 1001, Arlington, VA 22203; telephone (703) 522-6272;
(2)IncludeacheckorpurchaseordertoEAPAforthe fax (703) 522-4585.

~ total amount of your order, based on the prices shown to Prepayment or a purchase order is required, but
~ the right of each title. Include Virginia sales tax, if telephone orders will be accepted if they are billed to
' applicable. American Express.

❑ EAP Association Exchange

t _copies of the _ issue ...................................... $ 3.00 ea................. $ 6.00 ea.
1 (month) (year)

1 Individual Starter Kit Publications

' ❑Standards for Employee Assistance Programs ................... $ 5.00 ..................... $ 15.00
❑ A Guide for Supervisors ................................................... $ 5.00 ..................... $ £3.00
❑ EAP Theory and Operations ............................................. $ 5.00 ..................... $ 8.00
O Legal Issues Affecting EAPs ............................................... $ 4.00 ..................... $ 6.00

' O EAP Value and Impact ...................................................... $ 5.00 ..................... $ 8.00
' ❑The Continuum of Services .............................................. $ 10.00 .................... $ 15.00

❑ Workplaces Without Drugs .............................................. $ 6.00 ..................... $ 9.00

O Stabler Kit (includes the seven
publications listed above) ................................................ $ 35.00 .................... $ 60.00

O EAPA Standards Part II: Professional Guidelines .............. $20.00 ..................... $30.00
O EAP Solutions to the Employer

' Heatth Cost Crisis ........................................................... $ 15.00 .................... $ 20.00
t O Research Presentations-1988 ........................................ $ 25.00 .................... $ 37.00

❑ Research Presentations-1989 ........................................ $ 25.00 .................... $ 37.00
❑Research Presentations-1990 ........................................ $ 25.00 .................... $ 37.00

' ❑ EAPs: An Annotated Bibliography ................................... $ 15.00 .................... $ 20.00
C.] An Emerging Paradigm (Ethnic &Cultural Concerns

monograph) ..................................................................... $20.00 ..................... $35.00
O Drug Abuse in the Workplace: Annotated

Bibliography (1977-88) ................................................... $ 30.00 .................... $ 45.00
❑Set of three bibliographies .............................................. $ 45.00 .................... $ 60.00

' ❑Directory of EAP Consultants .......................................... $ 25.00 .................... $ 45.00
❑ International Resource Directory .....

..............................: 
$ 10.00 .................... $ 15.00

❑Certification Guide (one copy) ....................................... NC ........................ NC
' ❑Recertification Guide (one copy) ...................................... NC ........................ NC
' ❑ CEAP Training Provider's Guide (one copy) ...................... NC ........................ NC

O CEAP Code of Professional Conduct (one copy) ................ NC ........................ NC
OCode of Ethics ................................................................... NC ........................ NC

' ❑The Role of EAPs in the Drug-Free Workplace .................. NC ........................ NC
' O Be on the Cutting Edge of the EAP Profession ................... NC ........................ NC

' Su btota

Virginia residents add 4.5%sales tax

Total

NAME MEMBERSHIP CATEGORY

~ WORK ORGANIZATION

~ ADDRESS

CITY ZIP TELEPHONE

~ For descriptions of any of the publications listed above, please call EAPA at (703) 522-6272 to order a free copy of
L EAPA's Publications Catalog.



Board Reaches Consensus ors Strategic Planning
Strategic,planning, as a means of

formulating an organizational
"vision" for the association, has

been germinating in EAPAsince 1985.
However, none of the original strate-
gic plans seemed to fully weave to-
gether the association's myriad spe-
cial interests and functions. But it
didn't seem to matter. EAPs gained
immensely in popularity through the
70s and 80s and EAPA was seen by
many as "the only game in town," so
growth came easy.

Today, the EAP marketplace is
spinning rapidly in newdirectionsand
EAPA members are demanding more
leadership and services by the asso-
ciation. It is change agents like these
that make strategic planning a neces-
sity and no longer just a commodity.
EAPA's Board of Directors approved

City of
Savannah Georgia

Employee Assistance
Program Coordinator

Salary Range
$33,184-$39,363

This is responsible, professional work in
coordinating, supervising and developing
the activities of the City's Employee Assis-
tance Program for approximately 1850 em-
ployees, supervisors, department heads and
outside care providers concerning a variety
of job-related and personal problems. The
employee administers the City's Substance
Abuse and Drug Free Workplace programs
and is responsible for developingand imple-
menting EAP related training courses, pre-
paringwritten reports, and developing cri-
teria tomeasure the effectiveness of the EAP
program.

Requires a Master's degree from an ac-
credited college or university in Psychol-
ogy, Social Work, Counseling or a related
field and two years professional experience
in employee assistance, alcohol/drug and
general counseling. CEAP Desired.

Apply to:
City of Savannah
Human Resources Department
132 East Broughton Street
Savannah, Georgia 31401
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Paul Sherman (p and Brad Googins led the '
Board's strategic planning session.

many of the specifics of a finely hewn
strategic plan at a special session held
May 16-17 in Linthicum Heights, MD,
prior to its spring Board meeti ng on the
following day. The Board and man-
agementstaff from EAPA headquarters
were sequestered for the two-day
session at the Maritime Institute of
Technology &Graduate Studies, lo-
cated justoutsideof Baltimore. Led by
co-chairs Paul Sherman and Brad
Googins of EAPA's ad hoc strategic
planning committee, which drafted an
skeleton plan in late 1990 for the
creation of more specific goals and
programs, the Board developed the
muscle and mass of the strategic plan
document. It includes a revised mis-
sion statement (still in draft), which
reads:
To be the authoritative voice of [he em-
ployee assistance field by promoting the
highest standards of practice and [he
continuing development of employee as-
sistance professionals and programs.

Duringthe session, the Board broke
into groups based on the five areas of
focus set by the strategic planning
committee: Professional Ethics and
Standards, Professional Development,
Research and Information, Promotion
of EAP Contribution, and Organiza-
tional Effectiveness. Detailed goals
were set, organizational needs identi-
fied and some specific programs and
activities recommended when the full
group convened on the afternoon of
the second day.

The strategic plan—which is still a
proposal but quickly approaching
completion—is being sent to the
chapters in the third week of June for
feedback. Incorporated in it will be
program plans for the 1992-93 fiscal
year, developed at EAPA headquar-
ters, with consideration given to bud-
get projections. The Board will give a
finalthumbs-uptothestrategicplan in
September so that it can be presented
to members atthe 21st Annual Confer-
ence in Atlanta.

The association's continued orga-
nizational development is contingent
upon its ability to carefully plan and
provide decisive leadershiptothefield.
The proceed i ngs ofthetwo-day session
at the Maritime Institute cemented
EAPA's commitment to the strategic
planning process, and the Board left
with a sense of optimism about the
association's future. Cd_~

Anchors aweigh! EAPA's Board of Directors met for two days of Strategic Manning at the
Maritime Institute in Linthicum Heights, Maryland.
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o matter whether you're a Fortune
500 company or a smaller

company that cares about its
employees, Greenleaf's regional
treatment centers are responsive to your
employees' needs.

Greenleaf believes in quality care
and has pioneered holistic treatment,
which includes recovery programs to
meet patients' mind, body, and spiritual
needs. Greenleaf has treated thousands
of employees, helped them overcome
psychiatric or chemical dependency
problems, and they have returned
successfully to the workplace.

Greenleaf's crisis telephone service
is available 7 days a week, 24 hours a
day. Greenleaf is ready to help.

Regional Centers
Serving the Nation

~ NEW BEGINNING

Gl~' ~1 F~AF~ CLNTI~~R, wc.
A REGIONAL PSYCHIATRIC AND CHEMICAL DEPENDENCY HOSPITAL

Fort Oglethorpe, (Teorgia
1-800-982-9922 • (401) 861-4357

Valdosta, Geoigfa
1-800-247-2747 • (912) 247-4357

Killeen, Texas
1-800-553-4033 • (817) 554-5800

Jonesbo►•o, Arkansas
1-800-852-4321 (501) 932-2800

G1~HYh^.V~.ffi~bvd.'Y4%i

CORPORATE OFFICE

Chattanooga, Tennessee
(615) 870-5110



EAPA STANDARDS
PROJECT

Professional Guidelines is latest Release
by Tamara Caney, CEAP
Chair, EAPA Standards Committee

What is an EAP? What isn't an
EAP? Employee assistance
programs are being defined

in the managed care literature, in mar-
keting literature, in state and federal
regulations, and in new legislation. Do
these definitions accurately communi-
catetheessential ingredientsofan EAP?
Is an EAP different than an employee
mental health clinic or referral line?

It seems that the answers are debat-
able. EAPA has responded to the insis-
tentcalls for definition and accountabi I-
ity by publishing the Standards for EAPs
in 1990, and this year by releasing the
document EAPAStandards forEmployee
Assistance Programs Part 11: Professional
Guidelines. The Professional Guide-
linesare the second leg of EAPA's Stan-
dards Project and take a more detailed
look at each of the program elements
identified in the Standards—EAP defini-
tion, program design, implementation,
management and administration, direct
services, linkages, and evaluation.

ESSENTIAL AND RECOM-
MENDED COMPONENTS

The Professional Guidelines identify
essential program components needed
to meet each standard, along with rec-
ommended components. Specific ex-
amples of the essential and recom-
mended components give the Profes-
sional Guidelines greater applicability
to dai ly EAP operation at "ground level."
People seeking guidance on program
design, operations planning, staffing
ratios, criteria for selecting external
resources and myriad other aspects of
EAP practice will find answers in the
Professional Guidelines.
Two other documents which

complement the Professional Guide-
lines will also be available soon for
purchase. First, an appendix has been
developed that offers sample policies,
procedures and forms. As yet
unreleased, it will be published in a
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"...essential and
recommended components

give the Professional
Guidelines greater

applicability to daily
EAP operation at
'ground level'."

looseleaf format that allows for addi-
tions and updates. If you have a
policy statement or operational tool
that you think would be helpful to
your professional colleagues, you are
invited to submit it to Kathy Gross at
EAPA headquarters for possible in-
clusion in the appendix.

Second, a glossary of EAP terminol-
ogy ispresently beingcirculatedamong
the chapter presidents for critique, and
refinements will be made from their
responses. AnyEAPAmemberwishing
to review the current draft of the glos-
sary may call Kathy Gross at EAPA
headquarters to request a copy.

STAGE 3...AND BEYOND!

The third stage of the Standards
Project, named the Self-Administered
EAP Assessment Tool, is an adjunct to
the Professional Guidelines and will
be piloted priorto the Annual Confer-
ence this fall in Atlanta. The Stan-
dards Committee has labored enthu-
siastically on the Assessment Tool,
which will enable an EAP to evaluate
itself against the Professional Guide-
lines based on essential program ele-
ments. Results from EAPs taking the
self-assessment will be compiled by
EAPA headquarters and enable an
EAP to find out how it stacks up
against other programs. Special rec-
ognition goes to the Research Com-
mittee members serving on the Stan-
dards Committee, who have been
invaluable in the continuing devel-
opment of the Self-Assessment Tool.

Preliminary work has already be-

gun on the next major project for the
Standards Committee—developing an
instrument for doing a process audit.
The committee anticipates that it will
incorporate components of the ac-
creditation project of the Florida Oc-
cupational Program Committee.

Each of these steps is leading up to
the ultimate project—program accredi-
tation. This is a fascinating period for
all EAP professionals concerned with
the EAP definition and standards of
practice!

EAPA DOCUMENTS'
BUILT-IN CREDENTIALS

With increasing demands for EAP ac-
countability, EAPA is making an ex-
haustiye effort to define and quantify
EAP services. As consensuses are
reached with each phase of the Stan-
dards Project, EAPA will be promoting
and marketing its products heavily.
Although non-EAPA standards and pro-
gram models are available from other
sources, members should keep in mind
that each EAPA document released in
conjunction with the continuing Stan-
dards Project is the result of extensive
feedback from throughout the EAP field
and is based on consensus among EAP
practitioners. The Standards Commit-
teefeels that this gives EAPA's standards
documentsthe built-in credentialsto be
recognized by labor, industry and gov-
ernment as the quintessential guide-
bpoks to EAP practice.

NOTE: Since the underlying foci of
employee assistance practitioning are
EAP client and organizational issues,
which are in continuous transition, EAP
practice may be subject to change.
Therefore, the Standards and Profes-
sional Guidelines will be opened for
revision every two years to assure they
accurately reflect contemporary EAP
practice.

EAPA Standards for Employee Assis-
tance Programs Part 11: Professional
Guidelines can be ordered using the
clip-out form on the next page. C~
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If you're running an EAP, you want to be ~ How do you assess they real contribu-
a valuable asset to your companies and tion of your EAP to your companies?
their employees. No doubt you've already If these are the kinds of questions you'd
encountered situations you wish you like real answers to, then we've got the
had some help with but didn't know book you need. It goes beyond the EAP
where to turn for advice. Now there's a Association Standards with real examples
book written expressly for you. of how successful EAPs across the Nation
Know exactly what to do and what not have implemented the Standards for

to do under the official standards de- effective resolution of employee problems.
veloped by the EAPA. Our new book,
EAPA Standards for Employee Assistance
Prograrves, Part II: Professional Guidelines
will not only tell you why but also how
to make your EAP work.

~ Do you know how to set up an effective
Advisory Committee?
~ How do you formulate staffing • A 5 S O C I AT i O N
levels?
~ Do you know how to identify key Now there's real help for the EAP
components of an EAP? professional. Do it, Buy the Book.

'For ~ V ~ off list price, envelope must be postmarked no later than
June 1. List price is $20 Members and $30 Non-memUers; in Virginia,
add 4.5%sales tax.

' NameIMember I.D.# _ _ _--

Company _

' Address __

City State ZipI❑American Express
Card #

❑ VISA D MasterCard

Exp, pate

Send payment to:
EAPA, 4601 N. Fairfax Drive, Suite 1001, Arlington, VA 22203 (703) 522-6272



EA PA s La o r o m m i ttee
Assem es ets oa s

What are the underpinnings of a successful labor-manage-
ment EAP or member assistance program? What values
does labor historically hold in the relationship between
workers and their employers? What qualifies a "union
hotel" to be a prospective EAPA conference site? Ever since
EAPA's formation in 1971, its Labor Committee has been a
valuable repository of information nn these and other labor-
related issues.

Under Jack McCabe, appointed last fall by President
Dan Lanier as chair of the Labor Committee, the committee
has been restructured and set some modest goals. On these
two pages are the committee's 17 newly appointed mem-
bers, who serve as liaisons between the committee and
EAPA'smembership. Their work affiliations, addresses and
phone numbers are listed, and EAPA members are encour-
aged to contact the committee member in their area when
labor-related questions or situation arise which need to be
brought to the attention of the Labor Committee.

~ Jack McCabe is chair of EAPA's La-
borCommittee. He works in Washington.
DC as director of the Alcohol and Sub-
stance Abuse Program (ASAP) for the

:;4, , Sheet Metal Workers International Asso-
ciation. His article "Labor, Management in
Sheet Metal Industry Agree to Drug-Test-
ing Policy," appeared on pages 21-22 of
the May 1991 Exchange. McCabe can be
contacted at: SMWIA, 1750 New York

Avenue, NW, Washington, DC 20006; (202) 662-0886.

Jim Copp is founder ~
and director of the ILWU-
PMA Alcoholism Recovery
Program in Portland. OR. He
has been a longshoreman
and memberof ILWU Local8
in Portlandsince 1962. Copp,
who helped found EAPA's
Columbia River Chapter and
is member of the Advisory
Committee to the Exchange,
can be contacted at: ILWU-
PMA, 3054 N.E. Glisan
Street, Portland, OR 97232;
(503) 231-4882.
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McCabe and his committee have also set some modest
goals to help assure that labor representation and val ues are
a potent part of the EAP mainstream. The goals are: (1) to
publish a regular column in the Exchange about labor-re-
lated issues (e.g. labor events in the EAP field and labor-
based program models); (2) to assure that a person repre-
senti nglabor is asitting member on every EAPA committee,
as well as on the chapter level, if possible; (3) to continue
to practiceof holding national and district EAPA conferences
at union facilities; (4) to increase the information and
expertise avai table at EAPA headquarters about labor issues;
and (5) to retain and recruit as many EAPA members as
possible from the labor movement.

EAPA was constituted as an association that expressly
represents the i nterests of both labor and management. The
Labor Committee members are a vital information channel
in EAPA and are at your disposal. Call on them!

Terry Cowan is currently chair of ~
the Employee Assistance Certification
Commission. He works in Austin. TX as
executive director of the Workers Assis-
tanceProgram ofTexas (WAPT). He was
featured in the Exchange's November
1990 cover story about Texas' drug-free
workplace partnership. Cowan can be
contacted at: WAPT, 1700 W. 6th Street,
Austin, TX 78703; (512) 477-4491.

Barbara Feuer is director of ~ the Association of Flight Atten
dants EAP in Washington. DC. Her peer-referral program was the
first recipient ofthe California Women's Commission on Alcoholism's
EAP Humanitarian Award in 1985. A longtime EAPA member, Feuer
can be contacted at: AFA-EAP, 1625 Massachusetts Avenue, NW,
Washington, DC 20036; (202) 332-0744.

~ George Cobbs, a long
time EAPA member, is cur-
rently chair of the Bylaws
Committee. Professionally
he is coordinator of the Inter-
national Long-shoremen's
and Ware-housemen's
Union Alcohol and Drug Re-
covery Program. He works
out of local 10 in San Fran-
cisco. CA. Cobbs can be
contacted at: ILWU-PMA,
400 N. Point Street, San
Francisco, CA 94133; (415)
776-8363.



Marilyn Hellums (I), Tom Fitzmorris (c) and Ruby Rich-.
ardson (r) are with the Workers Assistance Program of Texas
(WAPT). Hellums, who works out of Austin. TX, is director of the
EAP Division and a member

for for North Texas in Irvina and is a member of United Food &
Commercial Workers Local 540. Hellums can be contacted at:
WAPT, 1700 W. 6th Street, Austin, TX 78703; (512) 477-4491.

Fitzmorris can be contacted
of the Office &Professional ~~ at: 7015 Gulf Freeway, Hous-
Employees International ~~~~ ~`" ton, TX 77087; (713) 640-
Union, Local 298. Fitzmorns z ~ 1721. Richardson can be con-
is WAPT's re Tonal director in ~ ~ 'x~~~ ~'' ~',9 tacted at: 800 W. Airport Free-
Houstonandworksoutoflron- rte: ,;.'` way, Suite 312, Lock Box
workers Local Union 84. ¢ ,,;~ 6088, Irving, TX 75062; (214)
Richardson is regional direo- ;;~~~ 438-9183.

Ted Mapes is EAP adminis-
tratorfor the Transport Work-
ers Union in New York. NY.
He has organized a New York
City group called Labor ~
Assistance Professionals (de-
scribed in the article that fol-
lows) toseek out EAP profes-
sional development opportu-
nities for labor representa-
tives. Mapes can be con-
tacted at: TWU,10Columbus
Circle, Room 2310, Newyork,
NY 10019; (212) 397-8858.

Tom Pasco is co-direr-~
for of the GM-UAW EAP and
works out of Auburn Hills. MI.
He is immediate past presi-
dent of EAPA, chairs the Eth-
icsCommittee, and is a former
LaborCommitteechair. Pasro
can be contacted at: UAW-
GM Human Resources Cen-
ter, 2630 Featherstone Road,
Auburn Hills, MI 48057; (313)
377-6624.

Jack Hennessy is currently chair ~ of EAPA's Treatment Co
mmittee and formerly EAPA president and first EACC chair. He
workedformanyyearsasdirectoroftheInternational Longshoremens
Association's Alcoholism Program and now works as associate
director of marketing for Mediplex in New York. NY. Hennessy can
be contacted at: Mediplex, 1841 Broadway, New York, NY 10023;
(212) 399-6900.

~ Mickey Diamond is director of the
Steamfitting Industry Assistance Program in
Elmhurst.NY. HewasdistinguishedatEAPA's
1991 Eastern District Conference by winning
a special recognition award during the Labor
Luncheon. Diamond can be contacted at:
Steamfitting Industry Assistance Program,
Local 638, 82-10 Queens Blvd., Elmhurst, NY
11373; (718) 639-4200.

Jack Dempsey is executive director of the ~
Allied Trades Assistance Program, which serves
the Philadelphia. PA Building Trades Council and
its 20 local unions. His article "A Blueprint for the
Future at the Allied Trades Assistance Program"
appeared in the May 1992 Exchange. Dempsey
can be contacted at: ATAP, 2791 Southampton
Road, Suite 100, Philadelphia, PA 19154-1202;
(215) 677-8500.

Austin "Doc" Garrick is la-
bor liaison to St. Anthony's
Medical Center, Hyland
Center in St. Louis. MO. He
~ represents the St. Louis
Labor Council, AFL-CIO as a
community service and EAP
representative. Garrick can
be contacted at: St. Anthony's
Medical Center, 10020
Kennerly Road, St. Louis, MO
63128; (314) 525-7200.

~ Gary Maltbia is currently
chair of EAPA's Ethnic &
Cultural Concerns Commit-
tee. HeisamemberofUnited
Auto Workers Local 31 and
works professionally as UAW
EAP representative to Gen-
eral Motors CPC Division,
Fairfax Assembly plant in
Kansas City. KS. Maltbia can
be contacted at: Fairfax As-
sembly Plant, 100 Kin-
delbergerRoad, KansasCity,
KS 66115-1227; (913) 573-
7327.

Doug Maguire is director of the ~
Labor Assistance Program for the Los
Angeles County Federation of Labor. He
is a member of IAMAW Local 1932, for
which he is a past president, and has
served for 10 years as its EAP director.
He serves as labor representative to the
EAPA Los Angeles Chapter. Maguire
can be contacted at: PALM, Inc., 2130 W.
9th Street, Suite 105, Los Angeles, CA 90006; (213) 738-8864.

~ Harry Dent is United Auto
Workers EAP representative to
the BOC Lansing Automotive Di-
vision in Lansing, MI. He is a
member of UAW Local 652. Dent
can be contacted at: BOC Lan-
singAutomotive Division, 426 Clair
Street, Lansing, MI 48917; (517)
372-7581.
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Macro an Micro
Ima es o La or

Human resource issues now command genuine respect for
their impact on productivity and worker well-being.

One result is that EAP practices relate more closely than
ever to dominant labor themes.

tits January 1992 Productiv-
ity Forum, the Work in
America Institute, a work-
place research and mem-

bershiporganization, heard some new-
wave thinking from leaders of the
United States' major unions. "We
must establish worker participation if
any of us are going to prosper or even
survive in the next few years," said
M.E. Nichols, executive vice presi-
dent ofthe Communications Workers
of America. "Quality is going to be the
key word."

Peter P. Kingyens, president of En-
ergy and Chemical Workers' Union
Local 800 in Sarnia, Ontario, Canada,
discussed "new work systems" facto-
ries inNorth America and unions lead-
ing instead of reacting. "If manage-
ment accepts La union] as a partner, it
can work," he stated.

These public pronouncementsfrom
the minions of labor about quality,
"new work systems" and partnership
agreements in planning and operating
decisions are relatively new rhetoric.
In effect, they are activating new turn-
stiles to labor-management coopera-
tion.

Interestingly, some rank-and-file
workers posit similar comments. Prior
to negotiating a. new labor agreement
last year, members of Local 1853 of
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the United Auto Workers, who work
at the new Saturn plant in Spring Hill,
TN, were asked about issues of most
concern to them. They identified four:

"...public
pronouncements from
the minions of labor

about quality, 'new work
systems' and partnership

agreements ...are
relatively new

rhetoric."

(1) to provide a meaningful voice in
decision making; (2) to enhance skills
and personal growth; (3) to ensure
justice and fairness with management;
and (4) to improve the quality of work
life and wages and benefits of the indi-
viduaL

Each of these concerns, and the
fourth one in particular, infers that
labor values the services that EAPs
bring to the workplace. According to
EAPA Labor Committee chair Jack
McCabe, "It is encouraging to see la-
bor and management finding ground
on which cooperation is likely to oc-
cur. EAPs have always served the
mutual interests of both, ensuring the
well-being of the individual as a hu-
man and retaining the employee as a
capital asset. I hope it means that EAPs
will have a larger stake in the world of
work."

MACRO ISSUES, MICRO ISSUES

In what specific ways, then, are labor's
major themes or objectives—for this
article, they're cal led "macro issues"—
relevant tothe work of EAPs and mem-
ber assistance programs (MAPS)—or
"micro issues"? Here's a collated re-
port.



EMPLOYEE PARTICIPATION/EM-
PLOYEE INVOLVEMENT (EP/EI)
PROGRAMS

EP/EI programs first sparked labor-man-
agementcooperation inthelate 1970s
as a means of improving quality of
work life. They were viewed by Wil-
liam N. Cooke, an industrial relations
scholar, as "reducing the adversarial
nature of labor-management rela-
tions."'

EP/EI programsareessentially"for-
mallyconstitutedcommittees inwhich
managers and workers meet regularly:
to deal with problems concerning the
implementation of new technology,
quality control, and other issues hav-
i ng to dowith production," according
to Maryellen R. Kelley and Bennett
Harrison in theirarticle "Unions, Tech-
nology, and Labor-Management Co-
operation."2

In employee assistance program-
ming, labor participation in manage-
ment-driven EAPs, management sup-
port of MAPs,and joi ntcooperation i n
labor-management EAPs have always
been cornerstones of program suc-
cess. The United Auto Workers, for
instance, has long been recognized as
forging new ground inlabor-manage-
mentcooperation with the auto com-
paniesand parts suppliers, evidenced
by the fact that their joint EAPs are
some of the largest and most succes.s-
fulprograms inthe United States. (Of
special note, the UAW is a three-time
co-winner of EAPA's Ross Von
Wiegand Award, given annually for
an exemplary labor-management
EAP—once each with Chrysler, Ford
and General Motors.) The tenets of
labor-management cooperation are
found in policies and procedures
manuals for implementing and oper-
ating EAPs, as well as in the establish-
mentofjointEAPcommittees. Here is
passage is excerpted from ,the EAP
policy of the UAW Members'.Assis-
tance Program.,

The (employer) and UAW Local (num-
ber) have agreed to work cooperatively in
the development and implementation of
the Members' Assistance Program.

"EAPs have proven them-
selves to be a part of the

equation by which
employers act on their
commitment to workers
and to collaborating with
unions which represent

the workers."

The coordinating committee, having
equal representation from the union and
management, has been formed. The com-
mittee, operating within the framework of
the existing contractual agreement, will
develop and coordinate program func-
tions.

BENEFITS PROGRAMS

According to EAPA member George
Cobbs, who is coordinator of the
Longshoremen's and Warehouse-
men'sUnion in San Francisco, "Some
of labor's greatest gains over the past
few years have been in pushing for
good benefits plans and then main-
tainingthem. I've been very encour-
aged by recent media recognition of
companies with model benefit plans,
many ofwhich arethe resultof collec-
tive bargaining."

Cobbs' reference is to a newly re-
leased listing by Money magazine. of
the top 10 companies it regards as
having the best employee benefits.
The award recipients includethewin-
ner—Levi Strauss, along with IBM,
Eastman Kodak, Hewlett-Packard and
others. Money gave special recogni-
tion to U.S. corporations adding ben-
efits regarded as new and progressive,
such as flextime and on-site child care.
Additionally, "old standbys," such as
no-cost health insurance and com-

pany-paid pensions, continued to be
heavyweight issues.

On the micro scale, what qualifies
as a desirable EAP-related coverages?
Mike Popp, who works as program
director of the Lower Hudson Valley
Building and Construction Trades EAP
and has long experience in self-funded
benefit plan design, has written a model
benefit plan for a labor health & wel-
fare fund with provision for access to
EAP services. It includes this lan-
guage:

EAP Recommendations for Modification of
Insurance Coverage for Alcohol and

Drug Abuse

EAP monitors all treatment and acts as an
additional support system for the member
and family member. In addition, the EAP
will provide follow-up services fora two-
yearperiod on aregularly scheduled basis.

EAP acts as precertification for those
individuals seeking treatment for alcohol
or drugs by determining level of care re-
quired for the most effective treatment at
the least cost. This determination would
be for inpatient rehab and/or outpatient
counseling services.

Inpatient Coverage

Funds will cover members for three (3)
medical detox programs per year. Funds
will cover two (2) inpatient rehab treat-
ment programs per lifetime.

Guidelines for Completion of
Inpatient Treatment

Members who are in need of inpatient
programs will sign a contract agreeing to
complete the treatment process. Failure to
do so wil I result in rejection of fund benefit
payment and automatic payment to the
treatment facility via client vacation pay
and/or annuity fund, if feasible.

Outpatient Coverage

Intensive outpatient used as substitute
for inpatient rehab for those akile to con-
tinue to live at home and/or work while
attend i ng treatment. Treatment is 18 weeks
in duration.

General outpatient is used for those in
early stages and able to work whi le attend-
ing treatment and self-help groups.

Continuing care is used for those indi-
vidualswho have completed an inpatient
rehab or intensive outpatient rehab pro-
gram. Usual length of treatment is 12-16
weeks.
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What Labor Unions Bring to the Workplace
Unionism, which is probably regarded

as the most forceful voice of "la-
bor," is sometimes characterized as dis-
ruptive and impeding the timeless for-
ward march of business &industry. As
attention shifts to the global society and
whether work organizations are able to
compete in it, this concern is even more
acute. But what is the reality of the
effects of unions on the U.S. economy
and society?

Some salient points are found in the
book What Do Unions Do?, written by
J. Medoff (19£34) and based on research
from the mid-70s to early-F30s, which
asserts that the collective impact of
unionism affects work relations in so-
cially beneficial ways. The follow ob-
servations contained in the book were

Popp notes that if this benefits plan
is used in conjunction with an EAP that
precertifies, as expressed in the lan-
guage above, the EAP should have a
preferred provider network in place.

UNIONIZATION IN A MORE
TECHNOLOGICAL SOCIETY

The perception of some that unions

0 ~ ~

published by the Economic Policy Insti-
tute in Unions and Economic Competi-
tiveness (1992).

(1) Unionism reduces the probabil-
ity that workers will quit their jobs and
increases the tenure of workers with
firms, producing the long-term attach-
ment of workers to firms that many
regard as one of the key features of
Japanese economic success.

(2) Unions alter the composition of
the compensation package toward
"fringe benefits,' particularly deferred
benefits such as pensions, and life, acci-
dent and health insurance, which are
favored by senior workers.

(3) Unions reduce the inequality of
wages among workers with measurably
similar skills. Unions encourage pay-

hinder technological advances is
mainlyaconsequenceofunions' insis-
tence that technological advances
should not be made at the expense of
jobs and workerwelfare. On thewhole,
however, this perception does not jibe
with reality, according to Jeffrey H.
Keefe in his article "Do Unions Hinder
Technological Change?"3 Keefe cited

Since 19~~2, F~.! L.c~rnin~ Systems has been praducin~

employee ~du~atir~n ar~d supervisor training materials to

make the EAP prof~ssianal's job just a little easier. Fl.i'S
via~os, WORKBOOKS, PAMPHLETS, and POSTERS have helped
thousands of employee assistance programs get the word out

to employees about their services, and educate supervisors

about important EAP-related issues.

C ] If you could use a little help, call today for our new 1992

catllo~.

F~L I FLI LEARNING
0 SYSTEMS, INC

P.O. BOX 2233 •PRINCETON, NJ 08543-2233
(609) 466-9000 •FAX (609) 466-2333
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ment through wage scales for specified
jobs.

(4) Most un-ions are highly demo-
cratic, especially at the local level. Be-
cause most union policies reflect the
desires of the median union member,
union contracts respond more to the
preferences of average workers than to
those of marginal workers.

(5) The view that unions harm pro-
ductivity is erroneous. In many sectors,
unionism is associated with higher pro-
ductivity.

(6) It is erroneous to blame unionism
for national macroeconomic problems,
such as wage inflation or aggregate un-
employment. Union wage gains are
sizeable, but the social cost of those
gains is modest.

studies which dealt with this issue and
registered these conclusions: (1) union-
ized establishments are more likely
than nonunion ones to be using ad-
vanced technology, and (2) in most
cases, unions welcome technological
modernization.

On a micro scale, the "technol-
ogy" of EAPs is not found in machin-
ery or equipment, as is the case in
many business sectors, but in the ex-
pertise and competency of its profes-
sionals. Just as continuing education
and training has become common-
place in today's sophisticated indus-
trialequipment, schooling has become
a priority for labor in order to stay on
par with a more highly credentialed
EAP profession.

The New York City-based Labor
Assistance Professionals (LAP) is a case
in point. This group of EAP profession-
alsfrom about 30 unions who formed,
in large part, to provide more training
opportunities for labor EAP profes-
sionals. According to Ted Mapes,
spokesperson for the group, "Some of
us have had problems with recertify-
ing inthe CEAPprogram. While many
training programs were being held,
we tended to be out on our jobs. LAP
is structured so that its monthly meet-
ingsare held attimes when most of us
can meet, such as from 4 to 6 in the
afternoon i nstead of earl ier i n the day."

LAP members, many of whom have
acquired academic credentials, are
seeking EAP professional development
through seminars on'topics including
peer training/MAP implementation,
elements of managed care, uniform
clinical supervision criteria, and work



& family programming. LAP, whose
participants are predominantly EAPA
members, also has groups forming in
Philadelphia, Boston and Albany.

GROWING INDUSTRIES AND UNION-
IZATION; NEW EAP/MAP ISSUES

The Bureau of Labor Statistics reports
that 679 major collective bargaining
agreements will expire. or reopen in
1992 affecti ng about 2.7 mi I I ion work-
ers. The bargaining on behalf of the
2.7 million constitutesaboutone-third
of the 8.3 million employees under
major agreements (covering 1,000
workers or more) in private industry
and state and local government. In
addition to continuing strong union
representation in the construction and
telephone communications Industries,
as well as local governments in the
public sector, organizing efforts have
been occurring in the service sector.
According to some union representa-
tives who spoke with the Exchange,
growing industries with union repre-
sentation include health care, com-
munications,food and commercial in-
dustries, utilities, universities, medi-
cineand insurance. The public sector
is also union-represented on a wide
scale.The service and white-collar in-
dustries tend to have higher represen-
tation from women, and jobs tend to
pay less.

These raise new issues for EAPs,
with child care prominent among
them. Generally, the organizational
culture is different than older indus-
tries.

Another opportunity exists for la-
bor-based programs; this one in a way
that cuts across al I industries instead of
dichotomizing them. The EAP field's
persistent efforts to reach small busi-
ness have been only modestly effec-
tive. While unions are
underrepresented overal I insmall busi-
ness, according to McCabe, "I see this
as an area where labor unions can
helpthemselvesbyfillinga largevoid.
This can show workers in small busi-
nesses why labor unions can be ben-
eficial to them in new ways."

DEPENDENT CARE AND PARENTAL
LEAVE

At the AFL-CIO's Constitutional Con-
vention in 1989, Sen. Edward Kennedy
roused the delegates on hand by speak-
ing to "the safe, accessible, and afford-
ablechild care, and parental leave for
workers when a baby is born or when

a child is seriously ill." He also cited
that fact that "every other industrial
society has" addressed this need for
work and family balance.

The delegation passed three reso-
lutions that, among other things, in-
cluded these provisions:
• Encouragement of employers to

establish appropriate facilities to meet
the child care needs of their workers;
• Support for expansion of IRS

Code Section 129 to include benefits
for workers who are caregivers for
elderly relatives who are not their le-
gal dependents;

• SupportfortheFamilyandMedi-
cal Leave Act, which would provide
up to 18 weeks of unpaid leave so that
workers can care for a seriously ill
parent or spouse.

On the micro level,"the dependent
care issue shows, perhaps more than
any ather,how EAP-related issues such
as productivity and worker satisfac-
tion are tied to the larger interests of
both labor and management," says
McCabe. "EAPs and MAPs may not be
the providers of dependent care, but
they certainly should be prepared to
provide help for those needs."

"After 18 years in this association, I'm more
confident than ever that EAPA will continue
to be there for labor."
What a difference Employee Assistance Professionals Association has
made for me in networking with EAP peers from labor and labor-
management programs! In 1974, when I joined EAPA—known as
ALMACA at the time—I was working as director of the young and
stuggling International Longshoremen's Association Alcoholism and
Drug Program. When labor members Andy Anderson and Tom Pasco
introduced me to EAPA, it opened new doors of opportunity that have
benefitted the Alcoholism and Drug Program and my own professional
development. EAPA, asthe leadingassociation inthe EAPfield, has never
forgotten about labor and what it stands for. Evidence is found in EAPA's
publications, such as the Exchange, and its Annual Conference, which
hosts a special labor program. Also, look at EAPA's leadership. Our
immediate past president represents labor, it's current president repre-
sents alabor-management EAP, the current EACC president is from the
ranks, and EAPA has an active Labor Committee.

Facts are facts: EAP practice, with its compassionate response to
troubled workers and rich tradition of alcohol and drug rehabilitation,
shares a common bond with labor. Here's four simple
steps thatwill help assure labor's continued repre-
sentation in the EAP field: (1) join EAPA, (2) be ~T r
a participating member, (3) renew your mem-
bershipeach and every year, and (4) recruit a "' '`~~,~~r,.. ~~~~~
new member. Call EAPA's Membership De- ~~
partment at headquarters for details! __..~.---

After 18 years in this association, I'm more ~"~ ' '"
confident than ever that EAPA wil I continue to ~---
be there for labor. - 7

John J. Hennessy
retired from the ILA Alcoholism and Drug
Program, and President of EAPA, 1984-86

ratf
~.~'
"'~ 

~.
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DRUG TESTING

Another issue raised at the AFL-CIO
convention, drugtesting, also hitsclose
to home for EAPs. A resolution was
passed that objected to testing infring-
ing on personal, off-duty time and its
inability to determine addiction.

According to Frank Burger, EAP
services director for the United
Paperworkers International Union,
"Drug testing is a consequence of the
'War on Drugs' and the
restigmatization of alcohol and other
drug addiction. In the paper industry
and allied trades, we're seeing a lot of

people being booted out the door on
positive tests."

He recommends that EAPs and
MAPS take three tacks. First, they
should continue to educate labor and
management about addictions as dis-
eases that are prone to relapse. Sec-
ond,they should encourage treatment
providers to utilize synapse training
and relapse therapy. "There aren't
enough treatment centers that are com-
mitted to (Terence) Gorski's relapse
methods and modalities," he says.
"WhaYstruetoday iswhatwastrue 10
and 20 years ago; the best programs

AZURE ACRES
Chemical Dependency
Recovery Center

• Alcoholism
• Poly Drug Abuse
• Cocaine Abuse

Azure Acres is a 28-day residential treatment program with medi-
callymonitored detoxificatloncapability for men and women suffer-
ing from chemical dependency. We have earned a reputation of
cooperative treatment planning with members assistance programs
and labor-management EAPs in California, Hawaii and throughout
the western United States. Among the union-based programs we
have served are the construction unions and many service unions.

Azure Acres' structured care program is provided at nominal rates.
We provide group, individual, and family counseling, alcohol and
drug abuse education, treatment and affercare planning. The
facility is a 26-bed redwood lodge situated on 30 acres of greenery
and tall pines in coastal northern California,

For further information, contact Azure Acres.

Peter V. Madill, M.D. Uwe Gunnersen, M.A.
Medical Director Executive Director

2264 Green Hill Road, Sebastopol, CA 95472
(707) 823-3385

Accredited by the Council on Accreditation of Rehabilitation Facilities
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have ongoing components that help
people after they've 'graduated' from
treatment."

Third, Burger recommends that
unions pass resolutions related to test-
ing. They could include these clauses:
companies in that industry have imple-
mented various levels of testing; the
Drug-Free Workplace Act does not
require testing; limited rehabilitation
treatment is "contrary to alternative
health benefit designs proven to be
more successful;" and the resolution
that the union endorse standards of
fairness in these areas set forth by
EAPA.

OTHER ISSUES

There are, of course, a slew of other
labor concerns that are distinctly non-
EAP in nature. Among them are union
organizing, collective bargaining (in
most cases), the grievance process (in
most cases), the minimum wage and
prevailing wage, unemployment in-
surance, and so forth. All EAP profes-
sionals should understand, however,
that those among us from the union
ranks (i.e. card-carrying union mem-
bers) usually view labor's myriad is-
sues as interrelated in their commit-
ment to bettering the lives of workers.
Therefore, EAP issues are often not
viewed by them in isolation from oth-
ers.

"EAPs have proven themselves to
be a part of the equation by which
employers act on their commitment to
workers and to collaborating with
unions which represent the workers,"
notes McCabe. "In other cases, EAPs
havegiven laborrepresentativesavalu-
able service that it can offer its mem-
bers. This explains why so many of us
from labor have chosen to devote our
time and talents to employee assis-
tance."

FOOTNOTES

' "Factors Influencing the Effect of Joint
Union-Management Programs on Em-
ployee-Supervisor Relations," Industrial
and Labor Relations Review, Vol 43, )uly
1990
z "Unions, Technology, and Labor-Man-
agementCooperation," Maryellen R. Kel ley
and Bennett Harrison, from Unions and
Economic Competitiveness, M.E. Sharpe,
Inc.:Armonk, NY, p. 249.
' "Do Unions Hinder Technological
Change?", Jeffrey H. Keefe, from Unions
and Economic Competitiveness, pp. 109-
136. ►~



~~ • • ~~How Fanni Frien
. 2is Your Com an .

Some of these guys may have wives
who don't work outside the home, but
their grown daughters with kids do,
says an East Coast entrepreneur. "It is
areal eye-openingexperience forthem
to see the struggles their daughters are
going through and can cause the CEOs
to sit up and listen when their Em-
ployeeAssistance Program officersays,
'We've got to do something about
child care and eldercare'."

The 3M Corporation in Minnesota
traces its interest in work/family pro-
grams back to their employee assis-
tance programs (EAPs) in the early
'70s. Aherbecomingawarethatmany
employees were having trouble locat-
ing appropriate child care, the EAP
began listing licensed day care pro-
grams, created a task force on women's
concerns and conducted an employee
opinion survey on corporate responsi-
bility related to child care.

—from The Work and Family Revolu-
tion, How Companies Can Keep Em-
ployees Happy and Profitable, by Bar-
bara S. Vanderkolk and Ardis A. Young,
New York: Facts on File, 1991.

hese passages show how EAPs
can be a significant factor in
the creation of comprehensive
work/family programs. In

companies throughout the country,
EAP practitioners have stimulated work
and family initiatives by simply start-
ingthe process in their own organiza-
tions. In the course of providing sup-
porttotroubledemployees, EAPs know
firsthand how quickly family prob-
lems can deplete the functioning and

BY KATHLEEN O. QEAUCHESNE

productivity of a competent employee.
By documenting specific needs, talk-
ing toothers and making specific sug-
gestions, EAPs play an essential role in
helping firms respond to work and
family issues through workplace
change.

In ordertofostera "family-friendly"
approach in the workplace, compa-
niestypically need to go through sev-
eralstages before adopti ng a variety of
new programs, benefits and services
to resolve or alleviate the impact of
employees' worWfamily conflicts. In
The Corporate Reference Guide to
Work-Family Programs, by Ellen
Galinsky, Dana Friedman and Carol
Hernandez, three stages of develop-
ment for companies "on the road to
family-friendliness" have been defined
by research done at the Families and
Work Institute. The model may guide
EAPs in evaluating their work and
family roles, relationships and re-

KATHLEEN O.
BEAUCHESNE,
LCSW, MBA is
chairof EAPA's
ChildandFam-
i ly Subcommit-
tee, apart of
EAPA's Treat-
ment Commit- ~
tee. Profession- ~ ~ ~ ~~
ally, Beauchesne is assistant director
of the Faculty and Staff Assistance
Program at The Johns Hopkins Uni-
versity in Baltimore, MD.

sponsibilities in their work environ-
ments.

The stages are preceded by a pre-
(iminary phasethatGal inskycalls "Pre-
Stage I." In it, the company may be
barely aware of the issues and have
very few policies. Characterized by
denial, skepticism and misunderstand-
ing about work family issues, the em-
ployee is viewed in isolation. Tradi-
tional values and attitude predomi-
nate. The workplace still operates like
it did 20 years ago.' Little or no
preparation has been made by the
company to deal with work-and-fam-
ily challenges.

At Stage I, Galinsky notes the "is-
sue"—usually child care—is raised,
and the, primary response is resistance
because the company does not want
the responsibility of an on-site care
center. The assumption is made that
the issues primari ly belong to women.
At this point, "champions" come forth
and begin to make a business case.z
Companies respond typically by es-
tablishing resource and referral ser-
vices, flexible spending accounts and
parent seminars. There may be a few
policies related to child care, but there
is no integrated response and no true
definition of work/family policies.

By Stage II, companies have begun
to shift away from child care. Adding
eldercare to the mix, they begin to
definethese issues as "dependentcare."
Flexibility around time also appears in
this stage, as companies offer flexible
work arrangements and have devel-
oped agroup of policies and proce-
dures. Motivated by issues of recruit-
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ment and retention, supervisory train-
ingand the education of middle man-
agementoccurs inthis stage. There is
an integration of policies across orga-
nizational functions. Policies, pro-
gramsand procedu resare compiled as
work-and-family packages.3

Organizations at Stage III address
work/family issues through creative
initiatives. Companies begin to ad-
dress issues such as gender equity and
the life-cycle needs of employees.
Community involvement is actively
promoted. Seen as a continuous pro-
cess, policies are crafted with their
long-term impact in mind and initia-
tivesare integrated with other parts of
company operation. The issues begin
to be framed around future competi-
tiveness and work-force quality.4

The ability of the EAP to achieve
the integration of work and family in
its programs and services depends on
the support of the program within the
work environments It is important
that EAPs identify where their work
organizations are among the stages.

The. position of the work organization
creates special challenges and oppor-
tunities for EAPs as they approach
worWfamily issues. Some EAPs are
actively involved in assessing and re-
ferringemployee children and family
members. Others have developed
dependent care information and re-
ferral networks. The special work of
education and prevention has cap-
tured the attention of others with pro-
grams, such as parent training,
eldercare fairs, supervisory training
on managing problems in the work-
place, and seminars on latchkey
children. Corporate committees and
task forces on work and family fre-
quentlyseek EAP participation.' The
opportunities for EAPs to contribute
their special expertise can occur at
several levels within the work organi-
zation.

Galinsky's research on the corpo-
rate stages of work/family develop-
ment is crucial because this is not an
issue considered in isolation. The
dilemmas cut across the organization

The EAP's EAP
providing personalized

assessment and referral services
in Minnesota throughout
the metropolitan area.

dor and associates, inc.

The Quality EAP You Can Trust

contacfi: Karen Hagen
430 First Avenue North, Suite 216

Minneapolis, Minnesota 55401

1-800-367-3271
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in several ways. First, work/family
concerns intersect with strategic orga-
nizational issues includingwork qual-
ity, diversity, gender equity, retention
and career development.' Second,
worWfamily problems touch the bot-
tom line in terms of recruitment, pro-
ductivity, absenteeism and turnover.8
Last, these issues affect corporate
policy, management, training and
development, programs and services.

EAPs have provided crucial guid-
ance to organizations in the develop-
ment of ajob-performance based ap-
proach tothe management of trou bled
employees. To the extent that world
family crises disrupt on-the-job func-
tioningandproductivity, EAPsareduty-
bound to provide solutions. To the
extent that EAP professionals want to
contribute to the larger worWfamily
issues facingworkorganizations, EAPs
should seek opportunities to partici-
pate in worWfamilyprogram planning
structured around employee needs and
corporate commitment.
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I~lana e are or A enC
Americans

The proportion of retired to working Americans is increasing. Company-sponsored managed
care programs are increasing. Can the latter be restructured to adequately serve the former?

orporate America is grap-
pling with the dual dragons
of health care cost inflation
and the implementation of

Federal Accounting Standards Board
(FASB) Statement No. 106 requiring
employers to reveal their unfunded
liabilities for retirement benefits.

Both of these dragons are made
even more formidable by the aging of
the American work force. Soon, many
companies will have more retirees to
be supported than they have active
workers generating funds to pay the
bills. Moreover, health care costs are
much higher for people over 65. Sta-
tistics from the Health Care Finance
Administration (1988) indicate that
health care expenses jump by almost
50% from middle age to older ages.
Even with Medicare, health care claims
on older adults' disposable income is
more than three times higher in the
older group than in the general popu-
lation.

The means by which we slaythese
dragons defy easy answers. There are
steps employers can and should be
taking to battle them. Because health
care costs have been shown to re-
spond to managed care techniques,
the economics of the current situation
suggest that employers consider mov-
ing quickly to subject all retiree ben-
efit programs to managed care tech-
n iques tocontrol uti I izationand costs.

BY MOLLY K. MICELI

TODAY'S HEALTH CARE SYSTEM

Current demographic trends dictate
that from a purely economic stand-
poi nt, we wi I I have to learn—and learn
quickly—how to care for the elderly.
Our present system differentiates be-
tween acute, reimbursable care ver-
sus chronic, often nonreimbursable,
care. At the same time, the combina-
tion of decreasing fertility rates and
increasing life expectancy results in a
societal aging phenomenon shared by
all developed countries. In the United
States, the number of adults over 65 is
projected to increase by over 16%,
and the 85+ cohort is expected to
nearly double over the next 12 years.
It has also been shown that the elderly
use morethan 35%ofthe U.S.'s health
care resources. Further, HCFA esti-

MOLLY K. MICELI
is CEO and founder
of Lifestyle Options, ~"
a Chicago-based ~', ~"
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nois Association of Preferred Provider
Organizations and a member of various
organizations specializing in aging issues.

mates that geriatric care will further
rise through the 1990s to 41 %.

During 1989-90, the cost of Ameri-
canhealth care rose at twice the rate of
inflation. This rapid escalation was
due largely to the demands of an ag-
ing, technologically sophisticated so-
ciety, combined with a health care
system that has few incentives for cost
control

The impact ofthe elderly's benefits
utilization to business is already stag-
gering. According to the Government
Accounting Office, the total liability
for retiree benefits will be $278 bil-
lion.

As our popu lation ages, health care
needs and their associated costs will
need to shift their focus from acute
episodes to chronic problems for ma-
tureadults, as over 40% of adults over
age 75 have somefunctional disability
(1984 National Long Term Care Sur-
vey). But health care benefits pack-
agesand the Medicare reimbursement
system are biased toward .acute-care
providers and away from chronic care
reimbursement.

BUSINESSES ARE IMPACTED

Although FASB rulings are forcing
employers to report their financial li-
ability for retiree benefits (most em-
ployers must begin recording their li-
abilities by January 1993),-few tax-
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advantageous funding options are
available to prefund that liability. Ad-
ditionally,courts have upheld retirees'
right to receive post-retirement medi-
cal benefits. Stated or implied prom-
ises by employers to provide health
benefits for the life of the retiree have
been upheld. Most have involved
union-negotiated contracts, but recent
cases have also involved nonunion
retirees who fought attempts to insti-
tutecostsharing intheir medical plans.

As EAP professionals are well
aware, an ever-increasing number of
caregivers are in the workplace, cost-
ingemployers moneyduetoabsentee-
ismand lost productivity. A U.S. House
of Representatives Select Committee
on Aging report identifies "sandwich
generation" caregivers as predomi-
nantly female, 40 to 62 years of age,
and as providing nearly three-quarters
of the informal caregiving to function-
ally impaired elderly people.

The oft-cited Employer Caregiver
Survey (1985) by The Travelers found
that employees have an average of
10.2 hours per week to care for an
older relative. Transamerica Life tn-
suranceCompany has reported a clear
conflict between its employees'

"Our present system
differentiates.
between acute,

reimbursable care versus
chronic, often

nonreimbursable, care."

caregiving duties and their work re-
sponsibilities. A company-wide sur-
vey of 1,900 employees found that
1,600 missed work days per year ac-
countedfor losses of $250,000 in sala-
ries and benefits, attributable to the
22% of employees who provide care
for an elderly person.

An IBM employee survey found
that what employees want most is
information on gaining access to ser-
vices that support the elderly. On the
basis of potential productivity impli-
cations, IBM introduced an Elder Care
Referral Service for their employees.
Other major employers are following
this example.

The crux of the matter is clear: If
elderly people's needs were being met
in a more community- and home-
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based fashion, caregivers would not
be ringing up these losses for their
employers.

ANY SOLUTIONS FROM
MANAGED CARE?

Health care benefits packages offered
by employers have traditionally fa-
vored the use of high-cost acute care
providers over lower-cost outpatient
and community services. With the
introduction of managed care, some
modification of standard benefits pack-
ages has taken place..There are other
real benefits to implementing man-
aged care for retirees. Cost contain-
ment efforts, for example, are recog-
nized by the courts as legitimate ac-
tions by employers. Due to lack of
participation, however, managed
care's impact on the cost of retiree
benefits has thus far been insignifi-
cant. However, a Washington Busi-
nessGroup on Health survey revealed
that although many businesses offer
managed care programs, only a few of
them have expanded their programs to
include retirees.

Though the impact of the FASB
ruling is forcing change, retirees are
still more likely to resist the limited
choices imposed on them by managed
care. Often, there is a perceived lack
of quality or value in health care gov-
erned by managed care, which busi-
ness and managed care vendors have
done little to overcome.

However, the potential cost sav-
ings generated by managed care cer-
tainly are significant enough for em-
ployers to seriously explore ways to
draw retirees into their plans. For
example, an independent analysis of
health claimsdatafor222 privatecom-
panies, municipal and state govern-
mentsand union trusts showed that on
average, utilization review reduced
hospital admissions by 12.3% and
hospital expenditures by 11.9% (New
EnglandJournal ofMedicine, May 19,
1988, pp. 1310-14).

The managed care industry, par-
ticularly the Medicare Risk HMOs, is
involved in several innovativeattempts
to provide for these chronic needs. In
a Medicare Risk HMO, the HMO is
paid a capitated amount in advance
for each Medicare beneficiary. The
rates (Average Annual Per Capita Cal-
culation) includegeographicvariables.

Unfortunately, chronic diseasefac-
torsadd very littletothe AAPCC calcu-



lation. John Morse, vice president of
Humana Inc., which owns and oper-
ates the largest individual-site Medi-
care Risk HMO in the U.S. with over
150,000 members, poi nts outthat unti
the reimbursement schedule is ad-
justed,the Medicare HMOs must con-
sider carefully whether chronic care
benefits can feasibly be expanded.
Further, he says, it is difficultto define
chronic care benefits—which consist
largely of assistance with the activities
of dai ly I iving and are the pri mary type
of benefits aging people need.

In other efforts to restrict rising
health care costs for older adults, the
Health Care Financing Administration
is turning to the use of additional
managed care vehicles such as Medi-
care physician PPOs and MIG—or
Medicare Insured Group—projects (Ed
Moy, director of the Office of Prepaid
Health Care, HCFA, interviews in
Business and Health magazine, April
and May 1992).

GERIATRIC CARE
MANAGEMENT

The emergence of professional geriat-
ric care management and its rapid
growth in the last few years is in direct
response to the growing need for as-
sistance.Frail olderpersonsoftenhave
multiple chronic health conditions
which limit their ability to function
independently. As a result, these indi-
vidualshave mu Itipleservice needs—
home health care, transportation and
nutrition, for example. Services for
older adults are extremely fragmented

and difficult to access. In response to
this increasing problem, professional
geriatric care management has be-
comecritical lyimportant and can be a
cost-effective way for employers to
provide excellent support for working
caregivers or d i rectly to thei r reti rees. "

A 1985 survey by The Washington
Business Group on Health found that
retirees often have far less access to
company-sponsored health promotion
programs than do working employees
and were far less likely to be included
in managed care programs. In design-
ing and implementing a communica-
tion and education program for em-
ployees, anemployer might be wise to
tailor it to include health promotion
programs for retirees.

These activities should be com-
bined with an extensive communica-
tion program about the financial im-
pact of America's aging population,
says author Charles S. Mueller, Ph.D.,
a respected leader with the Lutheran
Church Missouri Synod. "Education is
the key," he says. "Businesses need to

* Professional geriatric care management
is defined as a systematic professional
process of assessment, planning, service
coordination and/or referral and monitor-
ing through which the multiple service
needs of clients are met. Working closely
with EAP counselors, care managers often
assist working caregivers or retirees to
identify and arrange for needed and ap-
propriate medical and community-based
services that keep the older adult function-
ing asindependently and securely as pos-
sible. Geriatric care managers are quali-
fied professionals, either RNs or MSWs,
with strong geriatric experience.

help people realize just how long a
time it really is from age 65 to age 90
and to help people develop the social
skills and coping mechanisms they
will need to improve their quality of
life during the retirement years."

)ohn Morse adds, "Business needs
to be creative in its approach to retiree
benefits," he says. "A caregiver's leave
of absence, similar to today's mater-
nity leave might be an option, for
example, or allowing employees to
prefund their own retirement and offer
investmentand managementcounsel-
ing to assist them."

The struggle for business and in-
dustry in the 1990s is to move the
health care system from its present
acute-care, cost-plus focus to one of
community-based services in a man-
aged care environment. The goal is to
enable an elderly person to live inde-
pendentlyfor as long as possible.

In terms of a comprehensive risk
management approach that appl ies to
both active workers and retirees, em-
ployers have a vested interest in in-
creasingawareness of health issues in
the workplace through education pro-
grams, encouraging retiree participa-
tion in managed care programs, offer-
ing access to eldercare information
and resources, and implementing a
communications program for the eld-
erly.

It is through this kind of efficiency
and innovation thatcorporate America
will conquer the two health care cost
dragonsthatare nourished byan aging
work force and a retiree population
that is living longer. C~
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10th WDC: R&R in a Desert Oasis
f the key to effective learn-
ing is that it be carried out
in a relaxed setting, then

the 10th Western District
Conference was an extraor-
dinarily successful educa-
tional event. About 300
people attended the 10th
Western DistrictConference,
held on March 29-April 1 at
the Tropicana, the self-de-
scribed "desert oasis of Las
Vegas."

Interspersed among the
didactic activities were a lav-
ishluau buffet, luncheon pre-
sentationabout having fun at
the job site, and dessert so-
cial. One immediately no-
ticedthat Hawaiian-style flo-
ralprint shirts replaced many business
suits and exotic birds were perched
throughout the hotel. According to
conference chair Sharyn Peal, "The
conference planners feel that with all
the pressures being exerted on EAP
professionals due to downsizing and
managed care, in addition to their
usual caseload, the conference let
people detach from their dai ly work a
little morethan usual and refocus their

Las Vegas' Tropicana Resort was the backdrop for EAPA's 1992 Western
District Conference.

energies."
The conference officially opened

on the morning of Monday, March 30
with welcoming remarks from: Peal;
Lois Kanter, president of the hosting
Nevada Chapter; Nancy Bailey, Pa-
cific Region Representative; Jim
Lehman, Western Region Representa-
tive; Don Magruder, Vice President-
Operations; Sandra Turner, 21st An-
nualConference Co-Chair and substi-

tute for EACC chair Terry
Cowan; and Jack McCabe,
Labor Committee Chair.
EAPA's Chief Operating Of-
ficer, Michael Benjamin,
concluded the opening ses-
sion with a short course on
staff changes at EAPA head-
quartersand Board of Direc-
torsactivities, includingstra-
tegic planning. Explaining
that "I find that I have a waY
of doing things that is differ-
ent from most people," he
roamed the flat between the
dais and audience with a
portable microphone and
made his points with an ea-
sel and red marker.

Concurrent work-
shops,usual lyfour at atime, were held
over eight time slots during the 2-1/2
day program. "We looked at issues
that are currently impacting the field,
along with what could be impacting
EAPs six months and a year from now;"
says Peal. Among the workshops get-
ting the most plaudits were these:

At left, the enviable Doug Maguire and his
entourage. Pictured with Maguire are (1-r):
Maureen Cardiff, Patty Doran, Sylvia Lindsay,
Myra Gibson, Bebe Hoffman and Darlene
Castillo. Below, Fran Solomon told the lun-
cheon crowd how to "put fun to work."
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The trio in the. photo at right are WDC chair Sharyn Peal (I), Western
District representative Jim Lehman, and Nevada Chapter president Lois
Kanter. Below left, John Kelley gave a discourse on relationship building
between providers of CD treatment and managed care. Below right,
Michael Benjamin described new initiatives from EAPA headyuarters to
serve members.

• Critical Incident Stress Debriefing
and EAPs, with Jim Kruse of Kern View
Hospital and Cathleen M.Barrett-Kruse
of California State University, Bakers-
field.
•Sexual Harassment in the Work-
place,with Patricia Worthen of Fami ly
Service of Los Angeles.
• EAP Standards, Guidelines and Ac-
creditation,with EAPAStandardsCom-
mittee chair Tamara Cagney, of
Pleasanton, CA-based Health Matters.
• EAP's Role in Organizational
Change, with Tucson-based EAP con-
sultant Candace Bibby.

A variety of otherworkshops struck
contemporary themes, such as a re-
view of the strengths and shortcom-
ings of the ASAM criteria, the Ameri-
cans With Disabilities Act, AIDS, an
electronic resource I ibrary, and causes
and cures of work stress.

Peal also gave high marks to the
labor contingent. "Our conference
planning was the best demonstration
of true labor-management coopera-
tion that I've seen in a long time," she
says. "Gary Atkinson (of the ILWU in
San Francisco) put in a lot of hours,
and it showed with the strong turnout
of labor brethren."

Two plenary speakers were ac-
claimed by even the most fickle crit-
ics. Fran Solomon of Play Fair in

Berkeley, CA
spoke during the
president's lun-
cheonand told at-
tendees how to
"put fun to work"
in their everyday
lives. Her bag of
tricks included
funny noses and
standingovations
on demand while
her message emphasized spontaneity
and breaks in routine.

John Kelley, executive director of
Chicago-based Cybernetic Treatment
Delivery Systems, spoke about the
communications gap that exists be-
tweenchemical dependencytreatment
providers and managed care vendors.
Fresh from awell-received speaking
engagement at the Southern District
Conference in Nashville, heexplained
that CD treatment providers tradition-
al lyspeak in 12-step terms whi le man-
aged care providers are more familiar
with medical terminology. Kelley ex-

plained that both sides are responsible
for bridging the distance separating
their points of view.

The conference concluded with
awards being presented to the confer-
enceplanners, with additional awards
presented to Nancy Bailey, Jim Lehman
and EAPA headquarters staff member
EIIenMiller. Special thanksweregiven
to the 34 vendors represented in the
Exhibits Hall. Everyoneon hand agreed
that the backdrop of Las Vegas had a
rejuvenating effect and that the work-
shop program aided in their continu-
ing professional development. Cs~
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Court cases narrow i n on mane edg
care corms anies'p

res onsibilit for denaal of carep y
This report was prepared by EAPA
government relations director,
Maureen Kerrigan, Esq.

mposing liability on a managed
care company for damages
resulting from the denial of care

requires an extension of liability
by courts to a third party (i.e. the
managed care provider) that was
not directly involved in the
provision of care. Two court cases
that have been recently resolved
may be setting new standards for
imposing liability on third-party
managed care providers. Many
believe that the extension could
also lead to liability for other third
parties, such as EAPs and employ-
ers, for their roles.

On March 1, 1983, Howard
Wilson, )r. was admitted to
College Hospital in Los Angeles
suffering from major depression,
drug dependency and anorexia.
His physician determined that he
needed three to four weeks of
inpatient care at the hospital. On
March 11th, the insurance com-
pany—through its contracted
utilization review company—
determined that it would not pay
for any more hospital care and,
because nobody could afford to
pay for any further inpatient
care—not Wilson, his parents nor

11~' 1~111~,
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his employers—Wilson was
discharged. On March 31st, he
was found dead.

Wilson's parents sued the
insurer and the utilization review
company. The Wilsons claimed
breach of contract and that the
denial of coverage by the insurer
caused their son's death. They
also alleged that the utilization
review company was hired by the
insurer to "deny payment for
medically necessary hospitaliza-
tion." The insurer claimed the
decision to discharge was solely
up to the physician.
On April 6th of this year, a jury

found that the insurer acted in bad
faith, but without malice, which is
necessary under California law to
a finding of liability. The Wilsons
were awarded no damages and
the utilization review company
settled out of court.

The Wilson case had been
carefully watched as the successor
to another California case involy-
ing the denial of care by another
managed care company. In that
case, Wickline v. California, the
patient was a Medi-Cal recipient
who had been hospitalized in
1986 for problems associated with

her back and legs. Her physician
sought to extend the Medi-Cal
authorization for hospitalization
from eight to 16 days. The
utilization review agent reduced it
to four days. Although Medi-Cal
had a procedure for appealing
decisions, the physician did not
utilize them, and he discharged
Wickline. During the time she
was at home, her illness had
progressed so far that her leg
required two amputations.
Wickline sued the state for its
Medi-Cal determination. While
the court found that the decision
to discharge was the responsibility
of Wickline's treating physician, it
had been made within the stan-
dards of practice of the medical
community and Medi-Cal did not
even have the opportunity to
override that decision.

But of particular note were the
court's comments (nonbinding) on
a third-party payer's liability for
payment rules that could result in
injury:

Third-party payers of health care
services can be held legally
accountable when medically
inappropriate decisions result from
defects in the design or implemen-
tation of cost containment mecha-
nisms such as when requests for

1~'
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Since Darling, HMOs' claims that they could not be ~~'°
held responsible because the entity did not have a t-~r

license to practice medicine have been unsuccessful.

medical care are arbitrarily
ignored or unreasonably rejected.

Although the physician was
not sued, the court commented on
his responsibility:

The physician who complies
without protest with the limita-
tions imposed by a third-party
payer, when his medical judgment
dictates otherwise, cannot avoid
his ultimate responsibility for his
patient's care.

It has been since a 1965 case,
Darling v. Charleston Community
Memorial Hospital, that the
liability for the quality of patient
care services has been extended
beyond the responsibility of the
treating physician alone. In that
case, the court found that a
hospital has an obligation to
oversee the quality of patient care
services. The Darling case marked
the end of the days when a health
care entity was a blameless third
warty, shielded from liability by
claiming the professional judg-
ment of the physician alone was
the sole determinant of patient
outcome.

Wickline echoed the Darling
court's belief that the hospital's
administrative procedures and
supervision were factors in the
quality of care. Since Darling,
HMOs' claims that they could not
be held responsible because the
entity did not have a license to
practice medicine have been
unsuccessful.

Some observers of the court
believe that this trend toward a
wider scope of responsibility will
inevitably result in employer
liability, particularly for an
employer with "deep pockets"
who can afford to pay the liability
claims. EAPs which "comply
without protest with the limita-
tions imposed by a third-party
payer" risk liability exposure.

EAP grant proposal is riding on ADAMHA
reauthorization

he April Exchange, on pages
28-29, ran an article about

the intricacies of how an idea
becomes a legislative proposal
and meanders through the politi-
cal process. The EAP grant
program proposal was cited as an
example, noting that EAPA was
attempting to piggyback it on the
ADAMHA reauthorization. That is
exactly what has happened and
final passage by Congress is now
awaited.

At this writing, the ADAMHA
reauthorization—with the EAP
grant program in tow—is likely to
be approved by Congress. The
EAP grant program would be
administered under the new
Center for Substance Abuse
Treatment in the newly created
Substance Abuse and Mental
Health Services Administration
(SAMHSA).

The reauthorization bill is also
a reorganization bill which,
among other things, moves
ADAMHA's research function,
including services research, to the
National Institutes of Health.
Three institutes familiar to EAP
professionals—NIAAA, NIDA and
NIMH—would be added to NIH,
with a $2 billion budget. SAMSHA
would be composed of the Center
for Substance Abuse Prevention,
Center for Substance Abuse
Treatment, and Center for Mental
Health Services, and have a $1
billion budget.

The EAP grant rider would
authorize $3 million for grants and
technical assistance to public and
private entities to help small
businesses establish EAPs. In
order to encourage further devel-
opment of EAPs, only those small
businesses that never had EAPs

and don't have the financial
resources to establish their own
would be eligible. The legislation
encourages grants to be awarded
to business organizations, or
consortiums of small businesses.
The bill includes the EAPA de~ni-
tion of EAP, as well as the Core
Technology, marking the first time
that either has been recognized in
federal legislation.

TWO NOTES: A similar EAP grant
program in the Department of
Labor expires this year. Also, once
the ADAMHA reauthorization bill
passes, an appropriation bill will
be considered by Congress to
determine the actual funding level
for the new EAP grant program.
EAPA will be advocating for the
highest possible appropriation.

EAPA Board approves
position statement on
managed care
During its May 18th meeting at

the Maritime Institute in
Baltimore, EAPA's Board of
Directors approved a position
statement on managed care which
was written by the Legislative &
Public Policy Committee. By
stating that EAPs can be desig-
nated as managed care entities for
behavioral health, the statement
will be used as part of EAPA's
legislative efforts to get an explicit
role in statutory language for EAPs
in national health care reform
proposals which include managed
care provisions.

Because the great majority of
health care reform proposals are
sensitive toward preventing
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'~ ...the designation of EAPs in legislation as managed care
»~ entities will expectedly open new business opportunities
Il~ to EAPs.

blockages to accessing treatment,
and since EAPs are recognized as
an access point that seeks a
balance between quality and cost
considerations, the designation of
EAPs in legislation as managed
care entities will expectedly open
new business opportunities to
EAPs. The following is EAPA's
position statement.

MANAGED BEHAVIORAL HEALTH CARE

ROLE IN EMPLOYEE ASSISTANCE PROGRAMS

Since their inception more than 20
years ago, employee assistance
programs have been managing
care, serving employers and
ensuring productive employees.
The EAP Core Technology is an

integral system that includes the
early identification of problem
employees, assessing their needs,
determining levels of care required,
providing linkages to external
services, and providing
reintegration into the workplace
and follow up. The EAP is natu-
rallypositioned within the structure
of the organization to maximize
long-term effectiveness for cost
control and employee productivity.
It is in the best interest of all
parties, i.e. the employer, em-
ployee, labor organization and
customer, to establish an EAP-
driven system for utilization
management, benefits design and
level-of-care determination. This
can be accomplished by adequate

Hyland Center...
The 86-bed inpatienUoutpatient facility provides effective alcoholism/
chemical dependency treatment for adults. Specialized services include
stabilization/evaluation, cocaine dependency, co-dependency, impaired
medicaVhealth professionals and relapse treatment programs.

St. Anthony's Psychiatric Center...
As the area's leader in private psychiatric treatment, the 152-bed
inpatienUoutpatient facility has 10 specialized units: Stabilization/
Evaluation, Anxiety Disorders, Dual Diagnosis, Eating Disorders, Gero-
psychiatric, Intensive Care, Intermediate Care, Mood and Thought
Disorders, Senior Stress, Sexual Trauma and Stress.

Hyland Child and Adolescent Center...
Designed specifically for the treatment of children and adolescents, the
126-bed facility provides eight programs: Stabilization/Evaluation,
Chemical Dependency, Dual Diagnosis, Eating Disorders, Pediatric
Psychiatry, Psychiatric, Psychiatric Intensive Care and Sexual Trauma.

You have options when you call Sf. Anthony's Medical Center. We offer
inpatient, partial hospitalization, and day and evening

outpatient treatment programs.

For more de[ailed program information, or to schedule an evaluation or
admission, call 314/525-4400 or toll free 1 800 525-2032.

St. Anthony's Medical Center
10010 Kennerly Road • St. Louis, Missouri 63128
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staffing of internal EAPs or through
services contracted externally by
the EAP. Many employee assis-
tance professionals possess the
training for their utilization man-
agementroles and have consulted
with organizations on designing
benefits including, b~rt not limited
to, organizational decisions
regarding either assuming or
assigning risk, coverage for specific
problem areas, lifetime or annual
benefit limits, design and scope of
benefits, and credentials of provid-
ers. Direct delivery of treatment,
except for short-term counseling, is
beyond the scope of these EAP
services and may require licensure
or certification in the state in
which services are provided.

MANAGEMENT TRAINING FOR
EMPLOYEE ASSISTANCE PROGRAMS

THE
DRYDEN
FILE II
~~~ MCMLXXXVIII Motivision, Ltd.

UPDATED WITH NEW FACES, NEW
SETTINGS AND A NEW ENDING.

24 Minutes

Available on 16mm Color Film
and Video Tape (all formats).

Previews $25 U.S. Motivision, Ltd.
Deductible Upon Purchase 2 Beechwood Road
Purchase Price $495 U.S. Hartsdale, N.Y. 10530
Plus Shipping Call (914) 684.0110

ALSO ASK FOR A COURTESY PREVIEW OF
"EAP•AT YOUR SERVICE!" TO ENCOURAGE
SELF-REFERRALS. LENGTH: 8 MINUTES.



MINES WINS DAETWILER AWARD

On April 10th, Dr. Bob Mines,
CEAP, was honored with the

EAPA Colorado Chapter's Daetwiler
Award, given each year for contribu-
tions to the chapter, National EAPA
and the EAP profession at large.

Mines, who works professionally
as chief executive officer of the EAP
and managed care consulting firm
Mines & Associates, is currently presi-
dent of the Colorado Chapter. In his
former role as chair of the chapter's
Research Committee, he helped es-
tablish afundtosupportresearch and
education in the EAP field, and he
personally contributed seed money.
He is a member Steering Committee
of the Governors' Luncheon, hosted
each year i n Denverto raise the aware-
ness of community business and la-
bor leaders about EAPs and drug/
alcohol issuesastheyaffectthework-
place.

Mines'otheractivities includepar-
ticipation in National EAPA's Advi-
sory Committee to the Exchange and
Consultants Committee, Western Re-
gion Special Interest Groups Com-
mittee, the chapter's Labor Commit-
tee and Finance Subcommittee, and
he is the chapter's representative to
the Managed Care Symposium in
Colorado. He has also spoken at
national and regional EAPA confer-
ences, authored numerous articles
on EAPs, managed care and related
issues, and he istheeditorof aspecial

issue of the Journal of Mental Health
Counselingwhich will be devoted to
EAPs and published in 1993.

The Daetwiler Award has been
given annually for the past 12 years
and is named for Dr. Richard
Daetwiler, professor of human re-
sources atDenver's Metropol itanState
College. Ed Kraft, CEAP, presented
the award to Mines in Daetwiler's
absence.

The Exchange extends congratu-
lations to Dr. Mines for this well-
deserved honor.

MEMBERS ON
THE MOVE

RON GREEN-
FIELD has been
appointed vice
president of mar-
keting for Pro-
gressive Health
Corporation,
based in Mor-
ganville, NJ. Pre-
viously, he worked for The Terraces in
Ephrata, PA. Greenfield, who is
president of the EAPA Keystone
Chapter, can be contacted at:
Progressive Health Corporation, 25
Kilmer Drive, Kilmer Professional Park
Building, Building #3, Suite 217,
Morganville, NJ 07751; 1-800-626-
9355.

WALTERSCANLON has been retained
by Marworth Alcohol and Chemical
Dependency Treatment Center to
provide marketing/promotion services
in the greater New York area. He is
also head of Walter Scanlon
Management and can be contacted at:
201 E. 35th Street, New York, NY
10016; (212) 683-8419.

IN THE
MAILBAG

Dear Editor:

recently read with interest your
article on "Structural Enhancements"
in the February issue ofthe Exchange.
agree with your thought that occu-

pational functions are consolidating.
This is a direction we have been pur-
suing for some time now. A "fifth"
elementthat I think manywill eventu-
ally consolidate with the four you
mentioned is the actual delivery of
behavioral health care. I believe this
may be especial ly true in smal ler com-
munitieswith primarily external EAP
services working with small busi-
nesses.
One exception I would liketotake

is your use of the term "human risk
management'. I would suggest you
consider a change to something more
positive like human. potential man-
agement." (believe it's imperative
that we in the USA start learning to
manage for success, not failure. This
may sound picky, but I think it's im-
portant to start by not using terms like
"risk." I am convinced that if we man-
age for risk or illness, we will find
plenty of it. Conversely, if we man-
agedfor health or wel Iness or growth,
etc., we will find it. Since W.W.II,
American business and industry has
managed for failure while Japan has
managed for success. I believe one
approach has clearly been more "prof-
itable" than the other.

have been in the mental health
profession for roughly 20 years. I can-
not tell you how excited I am to see
segments of American business and
industry embracing our profession.

Sincerely,

James W. Rives, CEAP
Family Care Center of Springfield
Springfield, MO
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PPC ACQUIRED BY
MEDCO
PPC, Inc. and Personal Performance

Consultants of California,lnc, an-
nounced that it has entered into an
agreement to be acquired by Medco
Containment Services, Inc. of
Montvale, New Jersey. Medco is is the
leading provider of prescription drug
programs to funded benefit plans in
the United States. PPC is a leading
provider of employee assistance pro-
grams and managed mental health
care services. These companies pro-
vide services to over 600 employee
benefit plan sponsors throughout the
United States, Canada and Puerto Rico.
For the 12 months ended September
30, 1991, PPC generated revenues of
approximately $32 million.

Carl Tisone, Chief Executive Offi-
cer of PPC, stated that "our increased
resources gained from this new rela-
tionshipwill enable PPC to offer cur-
rent customers the comprehensive
abil ities of Medco, combined with the
excellence they have come to expect
from PPC."

According to Medco Chairman
Martin ~. Wygod, "The acquisition of
PPC expands Medco's presence in the
area of managed health care and rep-
resents Medco's first step towards be-
comingadiversified providerofinedi-
calcost containment services. We are
very excited aboutourassociation with
PPC and feel that PPC's managEd
mental health care business is a natu-
ral compliment to Medco's existing
products and services."

Per Lofberg, Medco's Senior Ex-
ecutiveVice President—Strategic Plan-
ning, stated that "PPG's reputation in
the marketplace is excellent and its
client list includes many Fortune 500
companies. We believe that the PPC
acquisition will provide Medco the
opportunity to present its managed
health care ideastoa newconstituency
of benefit plan sponsors."
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WBGH AND U.S. PHS ARE PARTNERS IN WORKSITE
HEALTH PROMOTION DATABASE

ore than 180 U.S. employers
have submitted descriptions of

their worksite health promotion pro,
gramstothe National Resource Center
on Worksite Health Promotion, mak-
ing the Resource Center's data base
one of the richest sources of informa-
tion on the current state of the art in
employee health.

The Resource Center is a coopera-
tive effort of the Washington Business
Group on Health (WBGH) and the
Office of Disease Prevention and
Health Promotion (ODPHP) of the
U. S. Public Health Service.
"The data base represents an im-

portant resource for corporate deci-
sionmaking onemployee health," ac-
cordingto J.Michael McGinnis, M.D.,
director of ODPHP. "The time has
comeforworksite heatthpromotion to
move beyond its early focus on physi-
cal fitness issues and its tendency to
engage primarily middle and upper
management," McGinnis said. "The
Resource Center is designed to ad-
dress issues such as the relationships
of health promotion programs to ben-
efitpackages and preventive services,
and the abi I ity of worksite programs to
reach bluecollarworkers,dependents,
and retirees. It provides a source of
useful models for employers seeking
to establish a newprogram orenhance
an existing one."

Resource Center director Susan M.
Seidler said that information on em-
ployer programs archived in the data
base goes beyond simple descriptions
of mission and methods. "We also
collect information on staffing, bud-
get, and organizational placement,"
she noted. "While there is no single
model for success in worksite health
promotion, we believe the programs
that are closely integrated with other
corporate human resource strategies
are more likely to last and to meet the
needs of both the employees and the

employer. Our data collection efforts
enable us to take a critical look at this
assumption.

The Resource Center data base cata-
logsprograms bysize of worksite,type
of industry, type of health promotion
programs, and health objectives to be
met.
The Resource Center's mission is to

work with business and labor leaders,
researchers, public health officials, and
other interested parties to advance the
state of the art in worksite health pro-
motion and disease- prevention poli-
cies and programs and to increase
their numbers.

For more information and for a list of
publications, contact the National
Resource Center on Worksite Health
Promotion, Washington Business
Group on Health, 777 North Capitol
Street, N.E., Suite 800, Washington,
DC 20002; (202) 408-9320.

CORRECTIONS/
ADDITIONS TO THE
MEMBERSHIP
DIRECTORY

KATHERINE KLYKYLO
SENIOR CONSULTANT
30150 TELEGRAPH ROAD
SUITE 385
BENGHAM FARMS, MI 48025
313/696-7200

KATHLEEN GREER
508/879-2093

BYRON D. ROMEY
EAP CONSULTANT
KILGUS-ROMEY AND ASSOCIATES
P.O. BOX 297
BOURBONNAIS, IL 60914-9419
815/935-2986 C~



CONFERENCES
AND 1A/ORKSHOPS

LEAP EDAM INFORMATION

• Examination date: November 14,
1992. Application deadline: Septem-
ber 28, 1992.
• Examination date: May 8, 1993.

Application deadline: March 15,1993.
For more information contact: Em-

ployee Assistance Certification Com-
mission, c/o EAPA, 4601 N. Fairfax
Drive, Suite 1001, Arlington, VA
22203; (703) 522-6272.

1992 EAPA CONFERENCE

The 21st EAPA Annual Conference
will be held October 30-November 3
at the Hyatt Regency in Atlanta, GA.
Thethemewill be "Thriving in a Chang-

ing World." Be looking for our exclu-
sive preconference coverage in the
July issue!

INTERNATIONAL CONFERENCE

The 36th ICAA (International Co~-
gress on Alcohol and Drug Depen-
dence) Conference will be held in
Glasgow Scotland on August 16-21.
A section on Business &Industry will
be headed by Joanne Pi lat, who can be
contacted at (312) 230-6244. For gen-
eral conference information contact
ICAA/CIPAT, Case Postale 198, 1001
Lausanne, Switzerland/Suisse.

PDH-APPROVED TRAINING

Psychiatric Institute of Montgomery
County, July 10 in Rockville, MD.
Contact Liz Nelson at (301) 251-4651.

Grant Hospital, )u ly 17, August 21,
September 18, October 16, and No-
vember 20 in Chicago, IL. Contact
Robert Carty at (312) 787-0766.

EAPA Arizona Chapter/Employee
Assistance Resources ofArizona, July
17 in Phoenix, AZ. ContactJoan Gale
at (602) 506-7030.

The Cramer Institute will present
"Empowered Counselor, Empowered
Client," on July 22-24 in St. Louis,
MO, Cal I (314) 997-5888 or 1-800-
466-5881.

EAPA Sacramento Chapter, July
22 and August 26 in Sacramento, CA.
Contact Bill McOmber at (916) 444-
2034.

Alcohol and Drug Abuse Consor-
tium,Inc., September 18, October 16,
and November 20 in Stamford, CT.
Contact Liz Guerra at (203) 744-7075.

EAPA North/Central Wisconsin
Chapter, November 11 in Stevens
Point, WI. ContactAri Schmidtat(715)
842-6475.

EAPA Maine Chapter, November
16 in Bangor, ME. Contact Patty
Langkopf at (207) 761-8345.

Northwestern Institute, September
21, October 12 and November 16 in
Fort Washington, PA. Contact Jackie

Kwait at (215) 641-5397.
Kaiser Permanente Health Plan,

Southern California Region, Septem-
ber 10 in Los Angeles, CA and Octo-
ber 15 in San Diego, CA. Contact
David Carroll at (818) 405-5578.

OTHER CONFERENCES AND
WORKSHOPS

The EAPA Illinois Chapter wil I hold its
13th Annual Conference in Chicago
on July 10. The theme will be"Diving
Into Diversity—ExpandingOurSkills."
Contact Dan McFadden at (312) 645-
0083.

The Summer Institute on Addic-
tions Studies will be held at The Ohio
State University in Columbus, OH on
August 2-7. It will be sponsored by
The Ohio State University Faculty &
Staff Assistance Program, in collabora-
tion with the National Council on AI-
coholismand Drug Dependence/Ohio.
Contact the Office of Continuing Edu-
cation at: P.O. Box 2701., Columbus,
OH 43216-2701; (614) 292-8571. C~

20 Azure Acres

10 City of Savannah

22 dor and associates, inc.

18 FLI Learning Systems

11 Greenleaf

2 Mediplex

30 Motivision

35 National Mobile Services

24 National Treatment
Consortium

25 Resource EAP

30 St. Anthony's Medical
Center

36 Smithers

5 White Deer Run
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THE BUSINESS PAGE

WORK/FAMILY PROGRAMMING AT JOHNSON &
JOHNSON: HARD FACTS ABQUT A "SOFT" ISSUE
by Michael J. Carey
Vice President, Human Resources
Johnson &Johnson Personal Products
Company

New Brunswick, New Jersey

The following article is based on a
presentation madebyMr. Careyatthe
spring conference of the EAPA Huron
Valley Chapter on May 1 in Ypsilanti,
Michigan.Five years ago, management at

Johnson &Johnson decided that
the need to help employees bal-

ancework and family lives was one of
the vital human resources issues fac-
ing the corporation. Some of the so-
cial, demographic, political and tech-
nological realitieswereemergingfrom
betweenthe linesofthestatisticswhich
are now commonly cited. Without
belaboring the point, here are a few of
the statistics:
• Less than 15% of al I households

are traditional, where the husband
works and the wife stays home and
cares for children and the household.
• Over 70% of al I working women

today are of childbearing age.
• Women make up over 45% of

the work force and contribute about
40% of the family income.
• Almost two-thirds of those enter-

ing the work force are women.
• One-third of marriages in the 70s

will divorce in the 90s.
• One-thirdofthe childrenborn in

the 70s will be raised by a single
parent at some point.
• 40% of us over age 40 provide

care to elders.
• The average working woman

spends 17 years raising children and
19 years caring for aging relatives.

Early on, J&J sought to assure that it
had the resources to examine its work
and family climate, so a task force was
formed which began by crystallizing
our mission. The task force was com-
prised of operating company and cor-

34 EAPA EXCHANGE JUNE 1992

porate personnel. Operating com-
pany representatives were human re-
source generalists and corporate staff
members includingthedirectorsofthe
Employee Assistance, Benefits Plan-
ning, and Life for Life programs, as
well as a lawyer. Each member of the
task force was assigned responsibility
for a specific element and formed a
working committee which was com-
prised of across section of employees.
The mission, as we saw it, had four
elements:

1) To achieve a general under-
standing of the changing relationship
between corporations and families,
generally, and between J&) and its
employees, specifically.

2) To specify J&J's business objec-
tives in addressing work and family
issues.

3) To define the framework by
which we would assess the initiatives

"Work/family initiatives
can help us keep
employees with

information-age skills
and protect our

investment in those
we've had to retrain."

designedto improvetheorganization's
work/family relationships.

4) To recommend innovative poli-
cies and programs.
We also acknowledged other fac-

torswhich are influencing companies
totakealargerleadershiprole. Today's
political climate is such that there's
more demands than ever for public
and private worWfamily-related pro-
grams. The federal government is in-
tervening to help define policy, as in
the case of mandated leave. State and
local governments are also interven-
ing, insome cases even offering world
family-related tax breaks for individu-
als and employees.

Technology is another factor.
Longer lifespans are resulting from the
advent of new medical technology.
Beyond that, the awesome change from
an industrial-to information-based so-
c ietyrenders some workers' ski I Is obso-
lete, others' increasingly valuable.
WorWfamily initiatives can help us
keep employees with information-age
skills and protect our investment in
those we've had to retrain.

The first thing )&J's task force did
was identify and define the many fac-
ets ofwork and family. Essentially, the
subject was defined according to the
following six elements:
• Family support policies and su-

pervisory training
• Employment transitions
• Employee assistance
• Dependent care
•Employee benefits
• Alternative work arrangements
Each element became a focal point

ofqualitativeand quantltativeresearch.
Two major surveys in central New
Jersey, along with 20 focus-group dis-
cussionsinvolving atotal ofabout 200
employees in New Jersey and Florida,
they provided us with the information
we sought to fulfill our fourth objec-
tive. The policies and programs we
recommended were defined across four
broad areas:
• Creating a supporting environ-

ment
• Responding to changing needs
• Caring for the generations
• Offering benefits for every

individual's needs
The initiative itself, which we call

"Balancing Work and Family," is ex-
ceptionally comprehensive. It in-
cludes:

1) A new management commit-
ment.The45-year-old)ohnson &)ohn-
son Credo was revised to embrace the
Balancing Work &Family philosophy.
It was subsequently mailed to all em-
ployee homes under a cover letter
from our Chairman.

2) A manager and supervisory
training program. The training pro-



Michael J. Carey is vice president of human resources for Johnson &~ohnson
Personal Products Company. He previously worked fort&J and other

companies in personnel, compensation &benefits, accounting, financial
management, and data processing &systems.

gram provides the individual with an
awareness of the demographic
changes and a sensitivity to the issues
present in the workplacethrough case
studies. They test their problem-soly-
ing and negotiating skills as they
pursue workable solutions.

Using alternative work
arrangements,
"Managers are

encouraged to manage
toward results, not just to
manage people's time."

3) Family care leave. Employees
may be on leave for up to 12 months
and return to a comparably paid posi-
tion. Within three months, they may
return to their previous position. Op-
portunities for transitioning back to
work on a part-time basis are avail-
able. The full employee benefits pro-
gram is provided while on leave. In
addition, foremergencies, paid family
care absence days are available.

4) Adoption assistance. Three-
thousand dollars are provided to de-
fray some of the costs associated with
adopting a child.

5) Resources &referral network.

For both child care and eldercare,
employees may gain information or
received counseling through "800"
numbers.

6) The opening offour on-site child
care centers. The on-site centers in-
tended to augment the supply of child
care services, are priced competitively
and have a section for mildly ill chil-
dren.

7) Relocation assistance. The pro-
gramconsists of aseries ofaudio tapes
and workbooks which involve each
member of the family in planning for
the relocation.

8) School Match. Assistance is
provided to identify appropriate
schooling, including meeting special
education needs of children.

9) Spouse job finding. Assistance
is provided to the employed spouse so
that relocation is more attractive to the
dual-income family.

10) Employee Assistance Program.
Counseling and referral is provided to
employees and family members for
issues such as substance abuse, emo-
tional/mental health, marital-family
relationships, financial and legal, gam-
bling and other addictions, etc.

11) Dependent care. I nsurance for
long-term care is available for em-
ployees, spouse, parents and parents-
in-law.

12) A reimbursement account.

Eligible child care and eldercare ex-
pensesare reimbursed out of this pre-
tax spending account.

13) Flexible benefits. This com-
prehensivebenefits program givesem-
ployeeschoices for each type of ben-
efit in order to better suit their family
needs.

14) Part-time employee benefits.
A "safety-neY' benefits program is avai I-
able to all regular part-time employ-
ees.

15) Alternative work arrange-
ments. Managers are encouraged to
manage toward results, not just to
manage people's time. Employees
have the opportunity to participate in
flextime, job sharing, telecommuting,
part-time work, and other arrange-
ments.

The two business realities of com-
petitivenessand productivity are ones
which we face each day. The ability
to attract and retain people and be
more productive are significant chal-
lenges. Recognizing that being sensi-
tive to family needs will add value to
a company's human resources strat-
egy can bring it an extra measure of
competitive advantage. In the final
analysis, you can treat people as "costs"
and eliminate, reduce or control them.
Or, you can treat people as "invest-
menY' and protect, nurture and help
them grow. C~

NATIONAL MOBILE SERVICES, INC.
NATIONWIDE COLLECTION &TESTING FOR SUBSTANCE ABUSE

"NMS PROVIDES IT ALL, MAKES IT EASY & IS ECONOMICAL"
• Drug Testing Collections At Your Facility
• Mobile Units Available for Collections Anywhere in the U.S.
• Consulting & Implementation of a Full Compliance Drug Testing Program

Employee/Supervisor Training Program

1-800843-0322
FOR MORE INFORMATION
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Alcoholism ~ Druq Abuse 7~eatment CenterSmothers St. Luke's/Roosevelt Hospital Center 428 West 59th Street, New York, NY 10019 (212) 523-6491

•ASSOCIATION•

Employee Assistance Professionals Association
4601 N. Fairfax Drive
Suite 1001
Arlington, VA 22203
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