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-------------------------------- G --
~~EAPA is keeping apace with an EAP profession on the move and has fine-tuned its popular Subject Search ~

Catalog. The new listings, shown in the menu below, are consistent with the newly revised Content Areas
P~~ thatconstitutetheCEAPScopeofPractice. Subjectsearchesconsistofacollectionofjournalarticles,book ~~

~ chapters, brochures, pamphlets, ect. which provide informtion in a given topic.
~S O~~ • Here's how to order: Mark the boxes to the left of the titles you want. Make a check payable to "EAPA"

for the total amount of your order, based on the prices shown to the right of each title. Mail the form with
~ your check or purchase order to: EAPA, 4601 N. Fairfax Drive, Suite 1001, Arlington, VA 22203. -~

~ Advance payment is required, but telephone orders will be accepted if they are billed to American ~
Express, Master Card or Visa. Telephone: (703) 522-6272,

~ MEMBER NONMEMBER MEMBER NONMEMBER
' TITLE PRICE PRICE TITLE PRICE PRICE '

Work Organizations Also of Interest

~ ❑Cultural Diversity........... $11.00 $16.50 O EAPs in Higher Education $9.00 $13.50 '
❑ Labor/Management ❑ EAPs in School Systems.. 8.00 12.00

Programs ....................... 14.00 21.00 D Troubled Health Care
Providers ....................... 10.00 15.00

' Human Resources Management ❑Troubled Professionals/
Executives ......................❑Career Development/

9.00 13.50

' Competencies ................ $17.00 $25.50 Sub-Total ....... f
' ❑Fitness for Duty ............. 20.00 30.00 ~ Virginia Residents ....... '

O Job Loss ......................... 14.00 21.00 Add 4.5% Sales Tax .......
O Knox-Keene ................... ~ 5.00 7.50

' ❑Legislation ..................... 15.00 22.50 Total .......
❑Managed Care ............... 24.00 36.00
❑Work and Family........... 21.00 31.50 ---------------
O Worksite Wellness/Health Please charge to my:

' 1 Promotion ...................... 20.00 30.00 Q gmerican Express ❑Visa O MasterCard

EAP Policy and Administration Card No. D ❑ ❑ ❑DOD ❑ ❑ ❑D D D O D D ❑

~ Exp. Date: ❑ D D ❑ ~
❑Confidentiality ............... $9.00 $13.50

' ❑ EAPs and Small Business/ Name
Consortia ....................... 7.00 10.50

❑Contracting: Pricing & Or anization

g

Services 5.00 7.50
'

❑Cost-Benefit Analysis/
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'

❑ EAP Internal/External ...... 7.00 10.50
❑ EAP Models/Essential

' Ingredients ..................... 18.00 27.00 '-
❑ EAP History and Overview 12.00' 18.00 Telephone
❑Ethics ............................. 9.00 13.50
❑Evaluation Benchmarks .. 33.00 49.50 Membership Category

'
'

❑Marketing ..................:... 8.00 12.00 
Prices are good through June 30, 1993.❑Supervisory Programming 13.00 19.50 '

EAP Direct Services ~`* ̀  ~ ~ "~;~~~~?

O Critical Incident Stress ~
Debriefing ..................... $48.00 $72.00 ~` :~

O EAP/Chemical Dependency `~~,, ~~ . ` ~';
' + Assessment .................... 13.50 19.50 }~raY ~ ~~~\ ' ~ ~ ~" '
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ANY WAY YOU SLICE IT, the standoff
in Waco, Texas between the Bureau of
Alcohol, Tobacco and Firearms and the
Branch Davidians was (or is, at this
writing) a human tragedy. It was seren- Q
dipitous, though, that EAPA's scheduled ~
editorial theme of cult groups and gangs ~
coincided with the event. Our featured socialcoverage this month explains the causes
of the gang and cult phenomena and
includes interviews with people who are "on the street" and
dealing with the social fallout. Our coverage also includes
gu idance on counseling the parents of adolescents who are
under the influence of cults or gangs. As experts told the
Exchange, gangs and cults (including occultgroups) appear
to be gaining a greater foothold in American society, so
these two "social ills" may start poring into EAP caseloads,
if they are not already.

Ti~ing~ an
vent with

THE INITIAL ENTRY of a new column—Allies in the Work-
place—begins in this issue. You'll find it each month inside
the back cover. Two experts in vocational rehabilitation
describe the how's, who's and wherefore's of VR, and the
common interests it shares with EAPs.

This new column replaces "The Business Page," which
enjoyed a successful run of three years and 11 months and

C

helped employee assistance profession-
alssharpen their business acumen. Our
goal with "Allies in the Workplace" is to
help you become a more valuable orga-
nizational asset.

A SMATTERING OF ARTICLES about

oncern EAPA personalities, events and new
developments is also interspersed
throughout these pages. Coverage in-

cludes: the last of a two-part article with President Sandra
Turner, who i mparts her views about the state of affairs i n the
employee assistance field; a biographical sketch of Vice
President George Cobbs, with a second piece about his
views on the MRO function; a photo recap of the 3rd Public
Policy Conference; testimony by EAPA before the U.S.
Department of Transportation; information about the 1993
Annual Conference and Eastern District Conference; a fea-
ture about the Houston Chapter; and an announcement
about a new EAPA-sponsored training course.

These are big doings that you need to know about, "so
keep reading!
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; ~ . ~ ~ ~ ~ ~ ~ ~ ~
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FROM THE
C.O.O.

Being Family-Friendly

by Michael L. Benjamin
Chief Operating Officer

Last month I was invited to be the
keynote speaker for the EAPA
South Florida Chapter confer-

ence, which had the theme, "Being
Family Friendly Makes $en$e." Co-
sponsored by the Gold Coast Chapter,
the conference's goal was to identify
ways for EAPs to uti I ize the fami ly as a
powerful resource for business growth
and development.

My presentation focused on the
financial valueoffamilies as resources
for bringing about positive changes
among employees on the job, as well
as including the family in the EAP
Scope of Practice. I also addressed the
changing demographics in the work-
place and how those changes have
enhanced the EAP's role in the evolu-
tion of work-family programming.

Significantly, theworkenvironment
is currently undergoing tremendous
change. To begin with, there is an
ever-increasing number of families in
which both parents are in the work
force, either by choice or by necessity.
For example, 58% of mothers whose
youngest child is under six years old,
and almost 75% of mothers whose
youngest child is between six and 17
years old, are in the work force. Addi-
tionally, 70% of employed mothers
work full-time. According to the Bu-
reau of Labor Statistics, almost 50% of
the work force is female. At the same
time, a recentstudy by Women's Pol icy
Research revealsthatworkingwomen
who bear or adopt children lose earn-
ings of $31 billion annually.

In addition to these dramatic statis-
tics, other significant changes in the
American family are occurring, in-
cluding the following: more than 16
million children in America—one in
four—live with only one parent, usu-
allythe mother; each year more than
one million children are affected by
their parents' separation of divorce;
and, each year more than one million
babies are born to unmarried mothers.
Thus, it's no small wonder that one of
the busiest times for personal use of
the telephone during the day is from
2:30-4:00 p.m. Why? Mothers (and
sometimes fathers). are calling to find
out if the kids made it home safely!

Can employers continue to ignore
these external "forces at work" that
tendtoshapeoverall productivitywhile
still expecting to become competitive
in the coming years? Can EAPs ignore
the emerging paradigm that encom-
passes family roles, social problems,
and the workplace environment of the
21st Century?

From my perspective, the answer is
a definite "no"! In a national survey of
motherswhoworked outsidethehome,
almost 60% said that they needed to
spend more time with their families.
Although research has not yet an-
swered the question of how mothers'
employment affects children's devel-
opment, it is safe to say that "parenting
responsibilities" impingeuponthepro-
ductivity ofthe lives of employees and
employers. With the passage of the
Americans With Disabilities Act of
1990 (particularly the "reasonable
accommodation" provisions) and the
Fam i ly and Med ical Leave Act of 1993,
there is becoming less of a division
between work and family. In fact,
these two pieces of federal legislation
will shift in a most dramatic fashion
the focus of employee benefits to fam-
ily needs.

IS YOUR COMPANY
"FAMILY-FRIENDLY"?

Thus, an emerging role for EAPs will

be to assist their companies in prob-
lem solving around matching em-
ployeeneeds and concerns with com-
pany needs. Work-and-family issues,
in this sense, will serve to redefine the
employee/employer relationship. With
this in mind, I have developed a 10-
part questionnaire which could con-
ceivablyserve as an indicator of how
"family friendly" a company is. Does
our company...

1) participate in a community-
based work and family coalition de-
voted to meeting the challenges of a
changing work force?

2) have an array of flexible work
policies (e.g. flexible leave policies,
flexitime, a compressed work week,
job sharing and phased retirement)?

3) offer benefits under the Internal
Revenue Code, Section 129(d), that pro-
vide tax-exempt child care or depen-
dent care assistance to employees?

4) provide day-care services di-
rectly orthrough ajoint arrangement,
or make fu nds avai table for ch i Id care?

5) offer adoption benefits, in a
manner similar to maternity benefits,
which are company-sponsored and
financiallyassistorreimburseemploy-
ees for expenses related to the adop-
tion of a child?

6) participate fully in facilitating
the collection of child-support pay-
ments through automatic wage with-
holding?

7) inform employees in low-wage
jobs of their eligibility to the Federal
Earned Income Tax Credit?

8) assist employees who are cop-
ing with eldercare by providing
eldercare-assistance programs?

9) provide atax-free transit allow-
ance ($60/month) under the Compre-
hensive National Energy Policy Act of
1992? This allowance is usable on all
local transit systems in your area, is
administratively simple, and has ap-
peal to small employers.

10) provide a role wherein the EAP
can serve as a corporate problem solver
in determining the relationship be-
tween work and family?

APRIL 1993 EAPA EXCHANGE S



THE REAL GAINS

Employers are finding that when they
help families address their needs, they
experience bottom-line benefits for
their companies, as well. EAPs can
help to communicate the message that
beingfamily-friendlycan produce real
gains for employers and make $en$e.
These may include:
• reduced absenteeism, making

varied benefits available.
• lower employee turnover rates,

thanks to higher job satisfaction.

• greater success in recruiting em-
ployees, because job candidates are
asking about your benefit plan.
• higher productivity, by giving

employees greater peace of mind and
tangible support for family needs.
• acceptance by company, by

"keeping up with the Jonses,"keeping
pace with their colleagues in other
companies.
• goodwill. Companies receive a

lot of goodwill and positive publicity
for sensitivity to employee needs.
• low cost. Not many employees

will utilize all benefits, assuring com-

IF YOU MIGHT HAVE TO DEFEND YOUR
CHEMICAL DEPENDENCY ASSESSMENT
IN COURT —MAKE SURE IT INCLUDES

SUBSTANCE /'1BUSE SUBTLE SCREENING INVENTORY

Accurate - over 90% validity

Scientific - APA standards

Practical - 12 minutes to take and score

can be used by any EAP

computer version

scanner version

Avoids Denial - items resist efforts at faking

Adult and Adolescent

Demonstration and Training
for the SASSI Available at
Major Conferences and for
Individual Groups on Request

• • • •

N S T I T U T E

4403 Trailridge Road
Bloomington, Indiana 47408

Call 1-800-726-0526
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patibility with cost-containment con-
cerns.
• social benefit. Children and fami-

lies are the beneficiaries of the
company's support of various ben-
efits.

Eastern Region Rep.,
)im Ahern,
Passes Away
EAPA is deeply saddened by the

loss of one of the EAP field's most
experienced and respected col-
leagues. Jim Ahern, Eastern Region
Representative and EAP director for
the New York City Board of Educa-
tion, died of heart failure on March
~ scn.

Jim, who previously served as
president of EAPA's New York City
Chapter, was influential among his
peers along the east coast. He was a
founder and
leaderofthe New
York City Mu- ~~
nicipal Employee ~''~°~+~~
Assistance Con- ~..-
sortium, repre- :..
senting 32 mu- ~~

nicipalagencies.
He was also on a
national advisory
board of the Society of Americans in
Recovery, or SOAR, motivated by tM~e
leadership of former Iowa governor
and U.S. Senator Harold Hughes.

He was known for his wit and
candor. One of his favorite expres-
sions was, "EAP is managed care.
Why pay twice?!" On the strength of
that conviction, Jim helped to put the
Consortium in the privileged position
of providing managed behavioral
health care services in substance abuse
for NYC employees, despite competi-
tion from several managed care ven-
dors.

Jim was also founder of the Irish
Heritage Association, which has over
40 members of Irish ancestry working
in the chemical dependencyfield and
celebrated its first anniversary on St.
Patrick's Day.

Jim was married to Ann P. Devlin
in 1958. They had four children and
two grandchildren. He was a deco-
rated veteran of the Korean War.

The Exchange thanks Madeleine
Tramm for providing this report. i~



22nd ANNUAL
CONFERENCE

Enthusiasm About "Value-Added" Them
by Dennis Derr and
Linda Stoerr-Scaggs
Co-Chairs, 22nd Annual Conference

Program Committee

~~ he Value-Added Benefits
of Employee Assistance:
Yesterday, Today and To-

morrow," the theme of th is fal I's 22nd
EAPA Annual Conference, carries a
distinct message about quality, cost
effectiveness and the need for innova-
tion in EAP design and service deliv-
ery. Many respondents to February's
Call for Professional Presentations, who
include labor leaders, researchers, hu-
man resource professionals, leaders of
managed care, clinical providers and
employee assistance professionals,
have commented to us about the poi-
gnancy of th istheme relative to today's
environment. Our embrace of the
concept of adding value now also sets
the table for EAP's relationship with
work organizations far into the future.

The Program Committee is meeting
on April 29-30 to select proposals from
among the excellent submissions that
arrived prior to the April 1 st deadline.
The track chairs evaluating the pro-
posals by topic area include:
EAP Track—Tom Matlas, Michigan

Consolidated Gas; Bill Schleicher,
AT&T; and Tom Francek, Occupational
Health Centers of America. (The three
have agreed to share this responsibility.
Also, Tom Francek has been added to
the Program Committee since members
were announced in February.)

Research Track—Tom Amaral, EAP
Information Systems.-

Treatment Track—Maurie Cullen,
Licensed Clinical Social Workers.

Labor Track—Terry Cowan, Work-
ers Assistance Program of Texas.

The fol lowi ng criteria are bei ng used
to rate the proposals:
• What is the relevance of the pro-

posal to (1) the conference theme,
and, (2) EAP operation?
• To which identified track topic

does the proposal relate?
• With regard to Professional De-

velopment Hours, to which Content
Area does the proposal apply? (This is
intended to help assure distribution of
PDHs with respect to the weight given
to each of the six Content Areas.)
• Is this proposal appropriate for

one of the non-workshop educational
formats (i.e. open forums, debate, mock
workers' compensation hearing)?
•What is the known experience

and reputation of the proposed pre-
senter?

Pending the outcome of the April
meeting, the Program Committee will
select proposals and invite individuals
who are dynamic presenters and ex-
perts in their Content Areas.

JOSEPH CALIFANO TO KEYNOTE!

At the Exchange's press deadline, it
learned that Joseph Califano, former
secretary of the U.S. Department of
Health, Education and Welfare, has
accepted an invitation to be the key-
notespeaker atthe 22nd Annual Con-
ference. Mr. Califano, who today is
chairman of the board and president
of The Center on Addiction and Sub-
stance Abuse at Columbia University
(CASH), an independent, nonprofit
research center he founded, is expert
on health care delivery and cost con-
tainment. The content of his remarks
will certainly be consonant with the
"heavy-hitting" EAP issues of the day.
More details will follow next month.
IN CLOSING...

We hope that you begin making plans
to attend the 22nd Annual Conference
atthe Disneyland Hotel. The Program
Committee has listened attentively to
comments received since last year's
conference and is committed to the
considerable task of finding areas for
improvement.

With a busy program schedu le at the
22nd Annual Conference, you'll work
hard in Anaheim, but you'll play hard,
too. Dennis Derr, a charter member of
the "EAPA Dance Machine," is moni-
toring the process of finding the best
entertainment available for evening
"stress relief." Yes, we have arranged

time for attendees to experience second
childhood in Disneyland, too!

The advance program and registra-
tion materials will be mailed out on
July 1st, but now is the time to mark
your calendars, look for special air
fares, sign up for dance lessons, and
check with your. professional col-
leagues tomake sure they'll be attend-
ing, too.See you in Anaheim! C~

Disneyland Awaits!

~.~ill h~~ h~J~l ~,ii ~1~~~~~~nif~rr I ;-
-, I'~~~ ~ ,~~ 1h~~ I )i~n~~~l~u~~l I-iulc~l in
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MANAGEMENT TRAINING FOR
EMPLOYEE ASSISTANCE PROGRAMS

THE
DRYDEN
FILE II

MCMLXXXVIII Motivision, Ltd.

UPDATED WITH NEW FACES,NEW
SETTINGS AND A

24 Minutes

NEW ENDING.

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!"
SELF-REFERRALS. LENGTH:

TO ENCOURAGE
8 MINUTES.
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UPDATE ON
CERTIFICATION

EACC Makes Targeted Improvements

by Phil Flench, CEAP, Director of
Certification and Accreditation

Recently, in their last full meet-
ing, the Employee Assistance
Certification Commission

(EACC) expanded the categories al-
lowed for CEAPs to earn PDHs toward
recertification. Certified EmployeeAs-
sistance Professionals may now gain
PDHs by:

•teaching college-level courses
(allowed for first delivery only), for
which class syllabi should be included
with the post-approval application.
• earning thesis and/or disserta-

tion credit hours, which requires a
copy of official transcripts.

The subject matter, of course, shou Id
apply to one of the six Content Areas of
EAP practice to be eligible for PDH
credit. TheformulaforaccruingPDHs
in these two categories is the same as
that for taking acollege-level class;
namely, two PDHs awarded for every
col lege/u n iversity credit hou r awarded.

These two new categories join five
othersforapproval ofcontinuingeduca-
tion for PDHs via post-approval, which
are: self-study guides, exam question
development, group exam item-writing
sessions, taki ng classes or attend i ng sem i-
nars not preapproved for PDHs, and
presentation of EAP-related topics at
outsideseminarsor in-houseworkshops.
For additional information, see page 7
of the January 1993 Exchange.

The most recent change provides
additional incentives for CEAPs to be
involved academically and contribute
to the advancement of the EAP body of
knowledge and field of study. These
changes came at the request of CEAPs,
applying sound logic that moved the
EACC's Recertification Committee to
act. Please feel free to contact the
Director of Certification and Accredita-
tion atthe EACGEAPAOffice with simi-
lar comments or questions regarding
certification.

Other significant decisions related
to the enforcement mechanism of the
CEAP Code of Professional Conduct.

• The Code of Conduct Committee
shall now act in 60 days to hold a
hearing upon receivinga requestfrom
the CEAP. (Refer to Section 6.32.) This
has been shortened from 180 days
upon unanimous vote.

•Anew EACC/EAPA office proce-
dure was developed to enhance the
processing, notification of, and docu-
mentation of complaints. This was
unanimously approved.

The Code of Professional Conduct
serves as protection against unprofes-
sional actions of CEAPs. It equally
benefits the workplace, employee,
community and our profession, and it
compares to many other professional
codes in both substance and form.
A new Code complaint form was

needed to make communication
clearer between the complainant and

SALES OPPORTUNITY

the Code of Conduct Committee,
which isresponsibleforreviewingand
deciding complaints against CEAPs.
The new form contains examples
which help refer the complainant to
applicable Code sections when asked
to provide citations of violations and
to more clearly indicate expected sanc-
tions described within the Code's dis-
ciplinary procedures for disposition.

All CEAPs will receive a new copy
of the third edition of the Code of
Professional Conduct, which will have
a revised complaint form attached. It
should be noted that as a CEAP, one
has the responsibil ity of reporting vio-
lations by other CEAPs. (CEAPs are
required to self-identify when report-
ing acomplaint.) Accuracy in report-
ing an incident is absolutely essential.
Also, it is considered a violation for a
CEAP to make misleading, inaccurate
or false statements to the EACC at any
time and for any reason.

If you issue a complaint, please
send it in an envelope marked "Confi-
dential"and tothe attention of: D'irec-
tor of Certification and Accreditation,
EACC, 4601 N. Fairfax Drive,
Suite 1001, Arlington, VA 22203

Both EAPA and the EACC believe
very strongly that the uti I ity and efficacy
of the Code contribute to the credibility
of the credential. In EAPA's plans to
make the CEAP recognized by increas-
inglymore employers, the efforts of the
EACC are clearly a step in the right
direction. (~?

Sell ahighly-effective, drug-free work place program to corporations, hospitals, nursing homes, etc. This
award-winning program is video driven and meets all Federal regulatory guidelines.

This is an excellent opportunity for you or your organization to increase earnings by selling a valuable
educational tool. Earn liberal commissions while setting your awn schedule!

For more information on this extraordinary sales opportunity, call: David Prichard, T.p.S., Inc.,
1-800-284-5444.
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PRESENTING A 2-DAY EAP TRAINING COURSE
AT SIX U.S. LOCATIONS

The Elements of EAP: A Comprehensive Overview

The Employee Assistance Professionals Association (EAPA) is pleased to present this quality two-day
training, taught by one of the pioneering professionals in the field, Brenda Blair, MBA, CEAP. It is divided
into six modules covering the six core areas of EAP practice and will provide participants with state-of-

the-art information on the foundation of employee assistance programming.
This course is especially valuable to:

1 human resource practitioners I nursing and medical professionals
1 benefits managers 1 those associated with the allied health fields

The Need

EAPA has recognized the need and
desire of those professionals working
with EAPs to augment their existing
skills and educational experiences
with state-of-the-art information about
the field of employee assistance
programming.

The Solution

Beginning in 1993, EAPA is presenting
six different courses on employee
assistance topics of great interest to
the public in a way that assures
quality of presentation as well as
relevance and utility. EAPA's first
course offering is Elements of EAP: A
Comprehensive Overview.

The Goal

To develop, expand and refine EAP
knowledge, skills and abilities,
regardless of educational and work
experiences and encourage active
class participation and discussion,
thereby enhancing the overall learning
experience and the direct application
of presented information to partici-
pants' work environments.

Unlike anything presented before, the new EAPA-sponsored training courses bear the endorsement of EAPA—the
premier international association of employee assistance professionals, and the approval of EAPA's Education anc~

Training Committee. EAPA's lamp-of-knowledge emblem is your assurance of a quality educational product
representative of the EAP field.

Training Locations

1 April 17-18, Portland Hilton, Portland, OR 1 September 13-14, Rime Garden Suites, Birmingham, AL
1 May 3-4, Ramada Renaissance, East Brunswick, NJ (September 28-29, Somerset Inn, Troy, MI
1 June 2-3, Hyatt Regency Woodfield, Chicago, IL 1 November 12-13, Disneyland Hotel, Anaheim, CA

To register or receive a training brochure contact:
Employee Assistance Professionals Association, Inc., 4601 N. Fairfax Drive, Suite 1001, Arlington, VA 22203

~ ~

• ~G~
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"EAP is a s stematic intervention toy
add value to the human resources

com onent of com an o erataons."p p y p
EAPA President Sandra Turner comments on practice and

marketplace factors facing EAPs.
(second of two parts)

h is is the second of atwo-part
interview article with EAPA
President Sandra Turner. In
part 1, she discussed new di-

rections being undertaken by EAPA.
In this concluding part, she offers her
views on issues facing employee as-
sistance professionals in their work.
EXCHANGE: Based on your work with
ASSURED Health Systems, what are
some of the areas in which large,
external providers need to improve
their service delivery?
TURNER: Only during the past five
years have I provided EAP services by
contract as national account manager
for ASSURED. For the 10 years prior
had been internal atCuyahogaCounty,
Ohio—which includes Cleveland—
and at United Airlines. Therefore,
consider myself to still be learning
about external contracting.

The delivery of EAP services by
external contract has changed signifi-
cantly over the past five years. ~on-
tracts with medical and human re-
sources departments have shifted to
insurance or benefits departments, or
insurance/managed care companies.
As a result of forming new liaisons, the
focus of the EAP has expanded from
employee productivity and well-be-
ing to include behavioral health care
cost containment. Thisshiftinreport-
ing has moved EAPs from resolving
operational problems to supporting
staff functions in cost containment.
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As employers rapidly institute man-
aged care insurance plans which im-
pact the EAP's traditional referral net-
work, EAPs are beingjolted into action
to preserve their unique role and func-
tions in the workplace. But, we are
losing ground. Five years ago, EAPs
contracted directly with employers to
provide EAP and managed care ser-
vices. Today, insurance companies
and managed care vendors offer man-
aged behavioral health care and EAP
gatekeeper contracts to employers as a
component of theoverall health insur-
ance plan.

But the impact of an EAP is long-
term. It is not a quick fix for reducing
health care costs. Rather, it is a sys-
tematic interventionthataddsvalueto
the human resources component of
company operations. This role is very
consistent with the total quality man-
agementphilosophyof Dr. W.Edwards
Deming that is sweeping this country.
And it isconsistentwith the newClinton
administration. Robert Reich, Secre-
tary of Labor, has said, "The commit-
ment, motivation, energy, creativity of
employees is the most valuable re-
source of any company. Viewing
employees merely as costs to be con-
tained will result in a great loss of
commitment to the organization."
Who is best positioned within the

workplace to provide expert consulta-
tion regarding the resolution of vari-
ous employee concerns? Exactly,
EAPs! But we have not done a good

job of keeping connected with our
organizational customer. So large ex-
ternal EAP vendors must promote their
broad array of services to the highest
levels of their client organizations. If
the president, CEO, CFO, board of
directors and representative union
presidents are unaware of EAP ser-
vices like management and supervi-
soryconsultation,critical incide.ntstress
debriefing, team building and others,
then that EAP needs to make these
executives aware immediately.
EXCHANGE: Do you believe that lo-
cal and regional EAP firms are still
viable? Is theircustomerbasedifferent
than the national firms?
TURNER: If we assume that local and
regional EAPs are serving medium and
smal I companies, then these firms rep-
resent the fastest-growing sector of
employee assistance programming in
the 90s. Sixty percent of the U.S. work
force works in companies of less than
100employees: Thistrendisexpected
to continue in the future. With the
expected health care reform being
based on managed competition, I see
strong regional EAP networks devel-
oping to align with regional employer
groups which are purchasing behav-
ioral health services.

For the EAPs delivering services to
small businesses, the opportunity to
relate tothe highest level oftheorgani-
zationand topenetrate al (departments
of the company is greatly enhanced



because of the company size and sim-
pl icity oforganizational structure. The
occasion to provide consultation for
various human resource dilemmas is
much enhanced.

While this market is expanding and
the potential for future business is en-
hanced, the challenge that still exists
for these EAPs is economic survival.
These small EAP accounts are man-
power-intensive, yet generate limited
revenue. Experiments with consortia,
fee-for-service or case-fee contract,
management of the com pany's behav-
ioral health care benefits, and con-
tracting to provide other human re-
sources services, training, organiza-
tionaldevelopment, outplacementand
EEOC services as yet are inconclusive
with regard to revenue enhancement.
This is an area of employee assistance
programming where EAPA as a profes-
sional center for research, training,
education, development and public
policy will provide stimuli for growth
and economicsurvival inthissectorof
employee assistance programming.

EXCHANGE: Do you view the role of
internal EAPs as changing? Ifso, how?

TURNER: Yes, I do view the role of
internal EAPs as changing. Just like
external programs, internal EAPs must
adapt to changing workplace condi-
tions. Enhanced technology, partici-
patory management techniques, job
restructuring, increasing federal regu-
lationsand global competition are just
some of the factors impacti ng contem-
porary workplaces. The response to
these changes varies dramatically. A
successful internal EAP assesses its
organization's response to change, in-
tervenesearly incritical circumstances,
offers a plan for problem resolution,
then supports workers, their represen-
tativeunions and managementthrough
the change. The expanded organiza-
tional consultation role of EAPs re-
quires an active, rather than passive,
posture in an organization. The EAP
offers a protocol to resolve a potential
or actual human resources dilemma

instead of passively
awaiting a requestto
intervene. Such an
active role by the EAP
requires a contract
with management to
work in this fashion
on behalf of the or-
ganization.

In talking recently
with an internal EAP
manager about his
changing role in the
workplace, he pro-
vided the metaphor
of an orchestra con-
ductor. This EAP
manager need not ``
play any of the in- ~~;
struments himself,

r

but must know sea-
sonedvirtuosos who
can move in and out
of his orchestra to
perform particular,
scores with the
seated musicians.
We have recently seen some large,

internal EAPsdiscontinuedorcontracted
externally as managed care/EAP fea-
tures of the health insurance benefit
plan. One recent, tragic, example was
that of United Airlines. On behalf of
EAPA, I approached the management of
United regarding their decision to dis-
continue their longstanding EAP. AI-
though this inquiry will not bring back
United's EAP, it did serve to draw
management's attention to the impact
of such a precipitous decision. [See a
copyof PresidentTurner's letterto United
on page 13.]

EXCHANGE: Do you see new ways in
which labor can contribute to the em-
ployee assistance field?

TURNER: To speak about the chang-
ing role of labor in employee assis-
tanceprogramming, we mustfirstspeak
of the changing role of labor in the
workplace. Thirty years ago, nearly
half of all workers in the industrialized
countries were making or helping to

Sandra Turner isshown on-site at LTV Steel—Cleveland Works
with EAP staff members Steve Brown (I) and Joe Calucchia.

make "things." In another 30 years, it
may be down to 10 percent. Labor-
intensive manufacturing workplaces
were traditionally represented by la-
borunions. The demise of mass manu-
facturing has led to the end of mass
employment unions and fewer union-
represented workers.

Labor unions are now restructuring
for the service and information econo-
miesofthe 1990s. Service and informa-
tion industries generally have a smaller
numberofcorestaffand manypart-time
and temporary workers. One role that
unions may play in this new economy is
training these part-time and temporary
workers for the highly technical jobs of
the future. This is analogous to the
apprenticeship programs of the past.
Companies could contract with unions
to provide workers for the skilled trades
of the service and information indus-
tries. Publiceducation,unfortunately,is
not prepari ng students for these contem-
porary work roles.

Within EAPA, unions have main-
tained the same number of members,
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but have declined as a percentage of
EAPA membership as the ranks of EAP
managers/administrators and consult-
ants have swelled. These union mem-
bers of EAPA will continue to provide
peerassistance programsfortheir mem-
bers. Peer intervention will continue to
be on the basis of personal concern.
The practitioners, however, must en-
hance their counseling skills through
training and advanced education.

The members that they serve in the
future may access the EAP more often
from a union hall than from the work-
place. These members may have mini-
mal health insurance coverage. The
union EAP counselors will be required
to perform expanded clinical services
on behalfof membersandtheirfamilies.
The union EAP may even manage the
behavioral health care benefits of the
union health insuranceplan. Advanced
degrees will be common among union
EAP counselors.
On a broader organizational level,

unions are expert at influencing publ is
policy, negotiating benefits work rules
and pay with employers, as well as
fund raising. These skills must be put
to use so that EAPA can remain strong
and influential. Together, we can en-
hance EAPA's visibility as the premier
association for employee assistance
programming!

EXCHANGE: In general, are employ-
ers willing to commit more financial
resources to expanded EAP functions?

TURNER:Although Ispokeearlierabout
the closing of some EAPs, that phenom-
enon coincides with an opposing trend
of employers expanding the services of
their EAPs. Sexual harassment,
downsizing, plant closings, violence,
diversity, and workers' compensation
stress claims are workplace phenom-
ena that elicit a variety of employee
responses. EAPs that can identify and
address employees' concerns about
these conditions add value to their pro-
grams. They will be recognized and
rewarded by their employers for con-
tributing to the management of chang-
ing workplace conditions.

EXCHANGE: Let's switch gears for a
moment. As former chair of the Em-
ployee Assistance Certification Com-
mission, how has the CEAP designa-
tion program been updated to reflect
changes in practice?

TURNER: The CEAP designation pro-
gram has been in place since 1987. At
that time, it was an enormous achieve-
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ment to establish a certification pro-
gram.There was great opposition from
ALMACA members who at the time
feared that counselors with advanced
degrees would oust employee assis-
tance pioneers from their positions in
the workplace. This early struggle
greatly influenced the development of
thecertification proces. ThefirstCom-
mission was comprised of members
recommended by their peers. They
were EAP representatives from the la-
bor,management, consultantand edu-
cator ranks of EAPA. They were en-

"The expanded
organizational consultation

role of EAPs requires
an active, rather thin
passive, posture in an

organization."

trusted by thei r peers to make certifica-
tion an inclusive rather than an exclu-
siveprocess. That is how certification
began. Over time, however, "recom-
mendations"fore) igibil itybecame "re-
quirements", and the certification
grouphasgrown insophistication.One
example is the questions included in
the exam. All are written by employee
assistance practitioners from around
the world. Astheir level of sophistica-
tion increases due to the expanding
complexity of EAPs and their sponsor-
ingworkplaces, the depth and breadth
of questions included in the exam
change as well.

The CEAP des ignation has been rec-
ognized by employers, unions and in
proposed federal and state legislation
and regulations. Along with this rec-
ognition, however, have come con-
sumer demands. One is that those
CEAPs with advanced degrees be dis-
tinguished as such. Second is the
requestthattheCEAPdesignation con-
tinue to be promoted as the require-
ment to practice independently as an
employee assistanceprofessional. Rnd
finally, consumer groups demand re-
dress of alleged violations of profes-
sional ethics and conduct standards.

EXCHANGE: What are your observa-
tionsabout the new entrants coming to
the EAP field?

TURNER: The response to this ques-
tion must be directed to two differing
populations of entrants. One group is
the practitioners who join EAPA and

attend local, regional and national con-
ferences. They become immersed in
the history, philosophy, practices, eth-
ics and professional conduct of em-
ployee assistance professionals. There
are hundreds of others, however, who
enter this field upon graduation from
colleges or universities, or from mental
health centers, private psychological
practices, ministries, business, managed
care, nursing, and so forth, and do not
expand their professional knowledge to
include the full spectrum of profes-
sional knowledge found in the EACC's
six Content Areas.

Just lastweek, I received an inquiry
from a mental health center adminis-
tratorwho was hired by an insurance
company to establish an EAP to aug-
ment its array of managed behavioral
health care programs. This individual
had no knowledge of EAPs and wanted
a crash course to learn about them.
He exuded no curiosity about EAPs
beyond the elements of program i mple-
mentation. Herepresents that popu la-
tion of individuals about whom I am
most concerned. To redress this type
of occurrence, which in my opinion
happens too often, EAPA will con-
tinue to promote professional certifi-
cation,program standards, and public
policy initiatives to enhance the rec-
ognitionand visibi lityof qualifiedprac-
titioners and programs.

EXCHANGE: To conclude, since your
installation as president of EAPA six
months ago, what are your outstand-
ing impressions?

TURNER: The experiences that stand
out for me thus far are the personal
contacts with my peers across the U.S.
and around the world. These fellow
EAPA members have extended them-
selves to volunteer as needed on be-
half of the field and the Association.
Some members complain about the
positions taken by the Executive Com-
mitteeand/or Board of Directors and,
on occasion, request changes at the
EAPA Office in Arlington. Overall,
however, their comments have been
supportive of the initiatives of our new
administration.

No matter what contribution I may
make through my services as President
of EAPA during these two years, no one
will benefit more than me from the
education I am gaining in this position.
thankthe membershipforthe opportu-
nity it has given to me and the other
members of the Executive Committee
to serve in this capacity. C~



SPECIAL
MEMORANDUM

EAPA Responds to United Airlines'
Decision to Cut EAP
The following is correspondence from President Sandra Turner hone~~03152262~25

on behalf of EAPA to the C.E.O. of United Airlines ~0\ep FaXl~p31522-A5$

after the company announced plans to cut
its EAP. It was dated
February 25, 1993.
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George Cobbs, CEAP, NCACII

"Serving as EAPA's Vice President is
a way for me to give something back."

This is the first of three profiles of the
employee assistance professionals
who sit with Sandra Turneron EAPA's
Executive Committee. ProfilesofSec-
retary Tamara Cagney and Treasurer
Madeleine Tramm will be featured in
succeeding issues.

eorge Cobbs, an affable man
standing a robust 6"1 ", is
looked upto, literallyand figu-

ratively, by his colleagues in the em-
ployee assistance field. He, in fact,
has the distinction of being the only
Executive Committee member to run
unopposed in last fall's election. As
director of the labor/management-
based Drug and Alcohol Recovery
Program sponsored jointly~by ILWU
and PMA, Cobbs serves union breth-
ren from his office in San Francisco.

Cobbs' ascent to this level of pro-
fessional recognition would have
seemed unlikely in 1965, when he
took his first job as a ship holdman in
California's maritime industry. After
an extended boutwith alcoholism, he
had become sober only two years
earlier through Alcoholics Anony-
mous. During his years on the docks,
Cobbs saw that some of his cowork-
ersalso needed alcohol or drug treat-
ment. He remembered the people
who had helped him to recovery and,
from those memories, found his call-
ing—occupational drug and alcohol
counseling.

After making a compelling case to
ILWU-PMA, in 1980 Cobbswasgiven
authority to initiate the Drug and AI-
cohol Recovery Program, for which
he became its coordinator. Since
then, he has become a model citizen
for clean, sober living to 10,000 cur-
rentunion members, and has helped
hundreds of members from the depths
of addiction over the past 13 years.
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Cobbs' program, which started in the
San Francisco Bay Area, today covers
theentirePacificseaboard. Since 1989,
he has been coastwide director, and
today has a staff of four.

"People who work in employee as-
sistanceprograms have a commitment
to helping others. There are many
good people in EAPA who have given
me the benefit of their expertise. Over
the last 13 years, I've been able to take
what they do wel I and use it to improve
my program," says Cobbs. "Serving as
EAPA's Vice President is a way for me
to give something back."

In truth, Cobbs has been giving back
through his volunteer efforts in the
employee assistance field for years. He
is a founding commissioner of the Em-
ployee Assistance
Certification Com-
mission,formerchair
of EAPA's Labor ~` ~:~ ;~
Committee, outgo ~ .~ .,
ing chair of its By ~~~ ~'~~
laws Committee, and ;~.., ~ _
a member of the Fi
Hance Committee. ~..
Elsewhere in the ~~~
employeeassistance d
and addictionsfields,
he is past president
of the California-
based Association of ~~ ~~ r'
Labor Assistance ~"a ~~~,,,,,,.~
Programs, a board
member of the Los
Angeles advocacy
organization Prob- ~-
lems of Addiction in
Labor and Manage- ~` '~ ~"
ment, and a board member of two
chemical dependency treatment cen-
ters. Cobbs is also a faculty member of
the alcohol studies programs for sum-
mer schools at the University of Utah,
University of California at San Diego,

and State of Nevada.
He received EAPA's Labor Award

in 1989 for the advancement of labor-
based EAPs, but Cobbs' accolades ex-
tend far beyond the professional com-
munity. He was distinguished with a
"Thousand Points of Light' Award
which he personally received from ,
President Bush at the White House in
1991 for afund-raising project to help
the homeless in the Bay Area. He was
also a presenter at the White House
Conference for a Drug Free America in
1988, presented during the U.S. De-
partment of Health and Human Ser-
vices' Conference on Alcoholism in
1989, and was a member in a six-
persondelegation of EAP professionals
to visit the Soviet Union as part of the

United Nations' Geneva Accord.
Cobbs, a father of seven children,

lives in Berkeley, California.



1 Cobbs: MR4s Help to Alleviate
Labor's Concerns About Drug Testing
Suppose a classified employee in a

regulated industry tests positive
for one of the "NIDA 5"drugs. Is there
any recourse for the employee that is
reasonably certain to protect his or her
constitutional rights and establish his
innocence if he is, in fact, innocent of
illicit drug use?

This is precisely the role of the
medical review officer (MRO), a cre-
ation ofthe U.S. Department of Trans-
portation. George Cobbs' union, the
ILWU, and its health fund co-sponsor
representing employers, the PMA, are
not required to have MRO services
since longshoring is not covered by
DoTregs (asthecommerciallyrelated
maritime industry is.) But they agreed
tojointlyusetheservicesof Dr. Donald
Ian Macdonald, chairman and CEO of
the MRO fine, Employee Health Pro-
grams, in Bethesda, Maryland.

"Maybe the employee has recently
been ro a dentist, is taking prescription
i~nedication or ingested something else
that gave a false positive reading," says
Cobbs. "The MRO gets ro the person
and offers a chance to state his case
before. management has a chance ro
impose punishment on the individual.
The MRO's activities are done in the
interest of fairness, and tf~ey moderate
the potentially anti-worker impact and
cultural influence of drug testing."

The MR0 protects.. management,
also. 'Before we had an MRO, I would
hear all the time. from people saying
'nobody called me' after a positive
test. They would come up with all
kinds of reasons why the system is
flawed. The MRO brings the checks.
and appeals that prove the proper pro-
cedures ancJ chain of custody were

followed. He makes sure that a posi-
tive is a true positive."

The ILWU and PMA have a joint
Alcohol and Drug-Free Workplace
Policy that governs testing activity
(which, by the way, does not include
random testing.) The policy also pro-
vides the MRO services. The follow-
ing is an excerpt.

ALCOHOL AND DRUG-FREE
WORKPLACE POLICY

The ILWU and PMA recognize tha[alcohol-
ism/drug problems cause gteat economic
loss and much physical and mental anguish
to individuals and families. Persons suffer-
ingfrom these problems can, however, with
the aid of an appropriate diagnosis and
treatment, be given the kind of help they
need to lead normal healthy lives.

Therefore, to achieve the goal of an
"Alcohol and Drug-Free Workplace," the
parties endorse this Eight-Point Program
effective October 1, 1991:

(1) The workplace as defined by Sec-
tion 1, including all dispatch halls (during
hours ofoperation asa dispatch halU, shall
be free of alcohol and drug use and abuse
and possession or sale of drugs,

(2) An eclucativnvl campaign shall be
instituted to inform all employees, both
bargainin~T unhand management individu-
als; of this Program.

(3) This: Program shall apply to all
employees, both Uargainingunit sand man-
agementindividuals, while nn orabou~ the
docks,. terminals, ships and dispatch halls.
The workplace standards of this Prpgrarn
shill likewise ~~~~ly to ether individuals
not covered by the collective bargaining
agreements to the extent allowed bylaw.

(4) S~~pervisors (e.g. superintendents,
walking bosses, management personneD
and other responsible people (e.g. super-
cargoes/chiefsupervisors; Union business
agents, safety personnel, /APC members,
and anyod~ersagreedtobythe/ointCo~~st
Labor Relations Committee) sha 11 be tra fined

to address and recognize prohibited alco-
hol/drug use by workers.

(5) Alcohol and drug screening/testing
shall be administered to all: (a) casuals in
accordance with Rules of Registration, (b)
Class "8"registrants, (c)applicantsforskilled
training,(d)employees/individuals involved
in a serious accident where there is a rea-
sonable cause to believe that alcohol or
drug use may have been involved, and (e)
employees/individuals involved in on-the-
jobconduct that provides reasonable cause
to believe that they are under [he influence
ofalcohol ordrugs. (6)Penaltiesforon-the-
job alcohol/drug use and possession or sale
of drugs...shall be utilized in all instances
whereemployees violateAlcohol and Drug-
Free Workplace Policy and/or the related
rules of the Pacific Coast Marine Safety
Code...(7) Rehabilitation through the ser-
vices of the ILWU-PMA Welfare Plan's
Alcohol/drug Recovery Program is avail-
able for registered employees. Employees
with alcohol or drug dependency prob-
lemsare urged to seek recovery. (8) copies
of this Policy shall be made available [o all
covered employees and management indi-
viduals and posted in all waterfront and
dispatch hall locations.

Cobbs says that "Registered em-
ployees," those in safety-sensitive po-
sitions and subject to the regulations,
are actually afforded greater protec-
tions by virtue of an explicit progres-
slue discipline policythan unclassified
employees. A violation of the policy
above for registered employees requ i res
referral to Cobbs' program for evalua-
tion. From there, a person is referred as
appropriate, retested upon reinstate-
ment, and tested every six months as
part of a two-year probation. Disci-
plining ofthe employee after a second
positive test is at the discretion of man-
agement and can result in being
deregistered and terminated.

"I consider the MRO to be a union
and member benefit," Cobbs adds. "It
has helped to make members feel that
they are not at the mercy of the system."

i~
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oc~a I s T at Can t
e Pa ere ver

The dramatic standoff in Waco is testament to what can happen when
groups that prey on people's unmet needs, in this case a cult, go awry.

BY RUDY M. YANDRICK, EDITOR

hen the Bureau of Alcohol, Tobacco and
Firearms besieged the Branch Davidians'
compound outside Waco, Texas on Sunday,
February 28th, the expected media blitz

ensued, with reporters and camera people tripping over
each other to cover the moment-to-moment developments.

After the combatants reached loggerheads and the
media's adrenalin rush subsided, news analysis of the
relevant, but broader-based, social implications began.
Among the queries: How does a situation come about in
which dozens of people become utterly devoted to a single
individual, especially one who allegedly commits acts of
violence on his devotees? How widespread is the cult
phenomenon? Cou Id it happen to members of an "average"
family? What becomes of the adults and children left high
and dry when their leader is dethroned? Can they ever be
reoriented ,to the social mainstream?

Thesociologicaland psychological alchemythatoccurs
in cults and another type of unorthodox social group—
gangs—are matters of intrigue to mental health prac-
titioners. Cults (including a related but more extreme
phenomenon, the occult) and gangs are two of the """+~•....,,
extremes resulting from fractured family systems Fed'
and a lack of social supports. They suggest that
when basic human needs—nurturing, attention v101
and loveforemostamongthem—
have gone unsatiated, people
seek out alternatives. Some
experts believe this is happen- ~ARMEp CULT
ing more frequently in Ameri- Re1~ fOr
can society, making more Ce
peoplevulnerabletotheinflu- brQU h~ •
ence of what are considered ~ ~
"countercultures." ArF at~eulDespite the fact that cults standoffand gangs (for the purpose of
this article, street gangs) fill ~`-----_._. 'd

'---~----~._~ iii
manyofthesamebasic needs,
they share few similarities. ' ~~f
Gangs, which exhibit an ex- ~:
troverted group personality, ~ ~~ ~~~~
usually prey on urban youth. ~: ;~,r

Cults thrive in relative isolation except for recruiting and
fund-raising activities and may attract people of all ages,
although confused or disenchanted adolescents are gener-
allythe most susceptible to manipulation.

NUMBERS ON THE RISE

Cult and gang activities seem so far removed from the
everyday lives of most people that one wonders if they are
a problem blown out of proportion. In fact, from an EAP
perspective, members of cults or gangs are not likely to be
a major clientele, since most are unemployed or only
marginally unemployed.

However, if EAP services that are offered to employees'
family members, as most are, the program may see chi'Idren,
adolescents or even elderly parents who are enticed or
victimized by gangs or cults. (Geriatric recruiting is prac-
ticed by some cults, in an effort
to obtain money.) Also, be-

cause many EAP profes ~ .~~ ,~

era j p ̀'"'`'. ~',~_~
robe of Cult Brinence to Waco Texas gs

AhOp~ 5p reporters were 'ockepo~~hon end 
cln~noring for rhe~ng for__ .

~~ 
nedstaudoff 
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are committed to social causes, these phenomena may be of
more than passing interest.

So what are numbers? Surveys of high school students
show that two to three percent had some cult involvement.
According to Michael D. Langone, Ph.D., surveys of reli-
gious and parareligious participation suggest that perhaps
25% of the adult population has had at least a transient
involvement with a "non-mainline group," most of which
are noncontroversial, while one to two percent appear to
have been involved in controversial groups.

It is difficult to find estimates of the total number of gang
members, especially since there is no universal definition of
"gang." One study of youth gangs in Arizona by the state's
Criminal Justice Commission, however, provided some statis-
tics for Maricopa County, which includes Phoenix and has a
total population of 2.1 million people. Law enforcement
agenciesthere reported 4,701 total gang members in 1990. Of
that total, 2,408 were identified as Hispanic, 1,398 as Black,
342 as "subversive," and 553 as other (including White). (This
breakdown is not intended to be a representative sample of
gangs throughout the U.S.)

Whi le the numbers of actual members are not excessive,
the ripple effect of gang and cult influence is more perva-
sive. Those who are victimized, harassed or indirectly
affected are undoubtedly a sizable multiple of the number
of actual members.

CULTS AND THE OCCULT: MIND GAMES

The provocative anecdotes about cults and the occult can
scare even the doughtiest and most righteous people. These
clans generate fear because of their association with mind
control, "reprogramming," transcendental ism i n some cases,
and a sense that they are of a predatory nature. (See Chart
1.) Cults can be conceptualized in a couple of different
ways. They may be destructive or benign, and theologically
or psychologically/sociologically based. According to Jim
Valentine of Milwaukee, WI-based C.A.R.I.S., a research
team specializing in cults and the occult, people most
susceptible includethosewhoare idealistic, docile, impres-
sionable (especially young people), lonely, or experiencing
a life trauma. "While idealism is a virtue that most of us
value, these people are somewhat more predisposed. They
may respond to the call of a recruiter who says, 'Join my
group to help apply your answers and revolutionize the
world.' The person who is more street smart, more cynical,
is a little more protected," Valentine explains.

He says that the psychological shock of divorce, break
up of a romance, uncertainty in school or on the job, death
of a love one, and other life tragedies that everyone experi-
ences atone time or another, can raise a person's suscepti-
bility, especially if the "right" recruiter comes along. "Love
bombing," a technique that Valentine attributes to Rev.
Moon's Unification Church, is typically used to manipulate
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About cults and the occult
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people experiencing loneliness.
Cults number between 700 and 5,000, depending on

who you ask, and vary dramatical (y in size, from fewer than
100 people to thousands. Cultism can be highly controver-
sial depending on how it is defined and what groups are
included, witnessed by the fact that Christianity is a belief
system said to have originated as a cult.

In addition to seeing a person who is under the influence
of a cult—or the worried parents of a young person—in a
counseling session (see Chart 2), there are two particularly
relevant, albeit disparate aspects of cults to employee
assistance work. First, many marriages end because one
partner enters a cult that ruins the compatibility of the
relationship. EAP professionals involved in marriage coun-
seling should be cognizant of this fact. Second, one
particular form of cult—the psychotherapy cult—is imbed-
ded in the helping community. A legitimate psychothera-
pist, or a charlatan for that matter, may gather a flock of
psychologically dependent patients around him or her and
take control of their lives for personal gain.

Valentine says that a person seeking to leave a cult is
usually atrisk ofself-destruction. For example, suicides are
high among people who drop out of a cult, often because of
a "planted seed" that once they leave they are cut off from
god. Sexual promiscuity, destructive use of drugs and
alcohol and typical behaviors of people who leave.

He cautions EAP professionals to be cautious while
interveningwithpeopleinvolvedincults. "This can quickly
get into legal complications. Because many people in cults
were basically kidnapped from their home environments,
helping an individual may require kidnapping them from
their 'captors.' This job should be left to people who are
better prepared to handle the consequences," Valentine
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explains. He suggests consulting a specialist such as the
Chicago-based Cult Awareness Network.

The occult is on the mystical, preternatural fringe of cult
activity and considered by experts to be the more dangerous
because of its techniques to inflict altered states of con-
sciousness—especially through the use of drugs—on its
devotees. According; to lack M. Roper, RN, a colleague of
Valentine at C.A.R.I.S., occult groups often either are
satanistic or "they pervert the Bible for their own gain."
Examples of occult groups include witchcraft covens, the
Santerias, who are followers of a magical religion among
Haitians and Cubans that has experienced a resurgence in
the U.S. following the Marietta boatlift, the Church of Satan,

fictions of the punk and skinhead movements, and even
groups which are into heavy metal music. The game
"Dungeons and Dragons," he says, is grounded in occult
beliefs and can be particularly destructive when confused,
adolescents who are engaged in the game can nn longer
distinguish between fantasy and reality.

Roper sees cult and occult activity as increasing through-
outthe U.S., though he says the extent of it is nearly impossible
to document. "Morals and values are changing so quickly in
the country, along with family structures," he says, "and it
provides ample opportunity for cult groups and the occult to
make a strong appeal to people whom they want to subvert."

Information for parents of cult victims
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GANGS: PARTIAL TOWARD VIOLENCE

If cults and the occult can be said to influence the spiritual
dimension of the human psyche, gangs exploit the corpo-
real. Machismo is what gives gangs their swagger, as the
Crips and Bloods, tough southwestern U.S. gang networks
involved in drugtrafficking,havebecomeknownfor. "People
join gangs because they get status and recognition that they
allegedly don't get from anywhere else. For some of the
same reasons I joined the Boy Scouts when I was younger,
today some kids join gangs," says Sgt. Dave Horton of the
Special Investigations Division, GangTask Force, ofthe San
Francisco Police Department.

According to George W. Knox in An Introduction to
Gangs, thethree primaryfactors leadingto gangformation and
sustenance are (1) being economically disadvantaged, (2)
racism/oppression, and (3) political corruption. They are
characterized by hypermasculine behavior among its mem-
bers. Because gangs are so well-armed today, there's less
hand-to-hand combat among members, though. Gangs form
along racial and ethnic lines, and, bydefinition, areassociated
with crime. (See Chart 3 for characteristics of gangs.) While
gangs have traditionally been male, Sgt. Horton reports an
upsurgence in female gangs, which are also typically violent.

San Franciscoandenvirons,whileonlyoneof numerous
cities beset with gangs, is geostrategically ,predisposed
toward gang influence: it is an entry point for gangs from the
far east, has a dense population, and has a highly diverse
racial and ethnic population. Sgt. Horton reports major
gang activity in the Bay Area among Hispanics, Latinos and
Blacks, with smal ler groups comprised of Laotians, Chinese,
Filipinos and Samoans. Whites, he says, haven't been able
to sustain organized gang activity, although they may
individually belong to other gangs. The Hispanic and Black
gangs, he says, tend to have a slack leadership structure,
while the Asian gangs tend to have well-defined leadership
and better organization.

Gangs are also found in the suburban parts of the Bay
Area. "Upon conviction, the courts have paroled. lots of
gang members outside the city. It's called 'out-of-home
placement'," Sgt. Horton explains. "It has led to a definite
increase in gang activity in the suburbs and rural areas, such
as San Mateo, Walnut Creek and Marin County." The
suburban gangs may, in essence, be branches of city gangs.

Gangs tend to have a structure which enables them to
promote attractive candidates to an inner circle while
weeding out those less desirable. According to George W.
Knox in An Introduction to Gangs, the membership classi-
fication system, in five distinct ascending stages of integra-
tion, are: 1) Top leadership; 2)Mid-management or second
level of leadership; 3) Core/regular members/soldiers; 4)
Auxiliary/associate/adjunct/emeritus members; and 5) Fringe/
peripheral members/sympathizers/marginal.

ANTI-GANG RESPONSES

The front-line players in gang intervention, treatment and
recovery are local governments and the agencies funded by
government as partners. Their programs target "at-risk"
youth and seek to direct people from criminal activities.
Often, money is provided by federal and state agencies and
funneled through local governments. According to Mario
Paz, a criminal justice specialist in the Mayor's Gang
Prevention Program for the City of San Francisco, "We are
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directing funds to programs that take atotal-family ap-
proach to counseling, are multicultural in their regimen,
and provide positive alternatives. The programs are de-
signed to offer the young person a real chance."

As Paz discussed the philosophical approaches to anti-
gang strategies with the Exchange, his remarks struck a
chord similar to debate about the federal government's
"War on Drugs." "Most of the government's resources have
been in law enforcement and interdiction, but we find the
problem is not diminishing," he says. "The jails are over-
crowded. The courts are inundated with huge caseloads,
and the violence is still on the streets."

Prevention and support services, areas in which he hopes
more funding will be appropriated from Washington, D.C.,
come from the U.S. Departments of Justice and Health &
Human Services. In San Francisco, funds are used for fire
major programs:
(Community Partnership Program, focusing on substance

abuse and prevention.
1 AB90 programs, focusing on juvenile delinquency pre-

vention.
1 Neighborhood Empowerment Program, which orga-

nizes neighborhood watch programs and tenants associa-
tions.

1 Mayor's Youth Forum, which is developing youth
leadership councils throughout the city.

1 Mayor's Gang Prevention Project, which is prevention-
focused and provides positive alternatives.
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There are numerous prevention and intervention pro-
grams throughout the United States funded, in part, by the
U.S. Department of Justice and Department of Health &
Human Services. One of them is Nuestro Centro (spanish for
"Our Center"),which occupies an abandoned fire station in
south Dallas and receives financial assistance from Do)'s
Office of)uvenile)usticeDelinquencyPrevention. Nuestro
Centro is very neighborhood oriented and functions essen-
tiallylike acommunity center, providing a refuge for people
seeking to avoid gang involvement or escape its criminal
influences of gang involvement. Services are spread by
word of mouth and young people typically come in on their
own or with their parents, with some court referrals.

The focus of Nuestro Centro's services, much like many
substance abuse programs with clientele from lower socio-
economic strata, is not rehabilitation, but habilitation.
According to Blanca Martinez, founder and executive di-
rector of the center, "We first try to break through the
behavioral cycles that lead to family violence and breakup.
We also try to get them to take care of themselves and stop
drinking. Boredom and lack of direction are two of the
biggest instigators of violence, so we involve them in other
services at the center, like computer programming and
drama classes, that help them find their interests and lead to
employment opportunities."

A counselor at the center, Nicholas G. Martinez, says
that Nuestro Centro has worked with individuals while
other forms of intervention, like private therapy, have not
because the gang members know the counselors have
shared many of the same experiences and understand their
life style. In this respect, the solace of a colleague is
beneficial, much like the Alcoholics Anonymous experi-
encehas proven. "If they feel that you can't relate to them
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or are not worthy of your word, they'll take advantage of
you," he says. "But if we can getthrough to them, especially
a hard-core leader, we can make tremendous breakth roughs."

One service having a prevention focus that Nuestro
Centro considers vital to breaking the cycle of gang activity
is strengthening the bond between parents and their chil-
dren and adolescents. Blanca Martinez designed an 11-
week counsel ingprograms that teaches parents about spend-
ing "quality time" with their children, alternatives of harsh
punishment, positive reinforcement, rule making, goal set-
tingand other parental skills. Parenting skills, she believes,
can nix problems before they get out of hand or even start.

KNOWING THE SIGNS

is there gang and cult/occult influence in your work organi-
zation or client organization? Perhaps, but it could be a
shrouded part of your~EAP caseload. Basic knowledge of
physical evidence of satanic rituals that tip off investigators
easily go undetected by an untrained eye. Similarly, knowl-
edge of the psychological tactics of these groups and
behavioral "trail of crumbs" left by followers may clue in an
EAP professional in ways that can benefit both individual
clients and the organization.

REFERENCES

Hagedorn, John M., People and Folks: Gangs, Crime and the
Underclass in a RustbeltCity, Lake View Press: Chicago, 1988.

Klein, Malcolm, Street Gangs and Street Workers, Prentice
HaII:Englewood Cliffs, N), 1971.

Langone, Michael D., Ph.D., "Destructive Cultism: Questions and
Answers," published in the Packet on Mind Control, by Cult
Awareness Network. i~

cl~;ll~fn~~ ~~r~~ ~~,t r iii r ul ~i ~ .~~~. i~ ~ ~,lu~ ~ I,~in~i,~i~ i.~>f,i ~,~ c iilr
~~ X11"; ~) IIC~ I'~~II~I (.~ ~~II 111 (~; U < <.I ~~7~ CI~II fl li _II iRl('~ I ;~

~~,inl~ ;~n~J u~~~r;i~~•~J I-~I~nl> i.iirh ~a, ~Ii~r;~~ ii,.~~rl h~ r,~~i n(i ~I~i;
~I,ul~ ~iiii~l~i;~~~=~:.in~l h~is~~l;,ill r ~~F~ti v,~~rn in ~~ ~,.~i1i~ uLu i,~~lii~,n
~in~l-~,r r~~l~,r.

Society's Enablers
~h~~r~~ <,~~~ (~ ~iu~ ~;e~nc~r,il ,irc~~is ~ ~r F_~n~tV>I in,t; Ih~~(~,rc~ ~ ~~- ~i~.~i;i~~~~
~lll1~)nL~ ~ 111;;-I11v'rl~v'('f~ v~)lll~l. ~ ~1t_'1' ln(~Il({r':

FAMILY'-RELATcD ENl16L[RS >~rr~~tilul fi~~~ii~~ li(~~: lug.', ~~~lu~,~~-
li~~n~~l a~ lii~~~~~iuc~n( ,~m~,n,., ~,,~r~~nt~~, into r-:~~i~~~r,~~i~~n,~l i~unil•. iri-
~~~I~~~mF~nl in :~,ii~~,: iri~~lic ~fi~,~ I~,iri~ntin~ ; I~~ni~~ii~ ~, t~iili r~~~"~r~11~;
ui_i,in~ ~ ~i~~ni ~~ liu~il; ~ I~~~inir~~l a>r~ ,~1 lining ~u~ li .i: f,~, ~,~n~~iil~;
Ultj ~?r_~t I1U~,~1A,%i~ ~~)t I.l~ ,1~I.IU_I!~i'~.

P[RSONnL ENA6LERS- Ic~t~. ins ~i~,~li~,ri: I~~~~. ~c~l(c ~l~°i ni Vi~-
~l l'~I~)r~~l C~I~C 1f71111,1n ~1Y~?I~~C'f)l~; t ~ll'Inlf ~l~ Utit' dll(I ,1~7U>r' ~,r,Uf
~~c~~r r~l ~~i~n <~ ali~~R~~lion; ~.+.iLh f,~,lir~ -; ~~iid F~o~,rinLr~n~~ili~~~li~~n
SI<I I I;.

COti1~ti1UNITY'-KELATED ENABLERS -~ ~c4~ ~~I ~_"~uiii~inil~, <~if~-
~~url~:c;~~ir i,~~ hi~~:i~I:~i~~ ~t~.,in~,in~,l ~.I~,~.il~ -~ :I.~~~~ ling

tii~l I;i~l. ~,f ~~~,u~{~~ ~•r~~~~,1~;~~in~~nl ~~~~~,~n~uir~ti~~.

1CHOOL-REL~1TEl~ ENABLENS I~~~.~, ~~~~~~~~ ~,ili~~n ~,i ~~~i~~il~ In
~ {'.1 <~1C'I ̀~' ~~iC~ (~I U~I~~UI(Ulll~~ I~~I IfIIIUA~l~l~l~' ~'JC ~llll'~' ~1~~`•I I~~'

;~Ii~~ul ~~nrir~~nrn~vi(: I,trl, ~~i ,in ~~li<~~1i~~~ ~~tl~~ii~l,ii~<< Ir~~~l.in~,~
~~~,'Sl~~iu; I lr~- ~~I:u~~vif~~ ti~.~~~~li~~ i~,lin,~n ~~,~~r~ni;,in~lI,~~ I~:~,~~ tiii,
intt~i~:~~n[i~,n ~,r~~,r,irn,.



F~EGIONS AND
CHAPTERS

EAPA's Houston Chapter: Journey to Survival
by Jeffrey P. Christie, MSW, CEAP,
and
Marilyn J. Rumsey, MSW, MPH, CEAP

Christieis the EAPA Houston Chap[er's
Vice President—Committee Develop-
mentand Rumsey is President.

t was August 1991 when the newly
installed board of officers of the
EAFA Houston Chapter received

its inheritance: schisms between mem-
bers, job insecurities in professional
work that detracted from participation
in EAPA, and gaping deficiencies in
chapter involvement, commitmentand
finances.

Second-guessing about the
chapter's purpose and value
abounded. The budget was in the red
and, to finance its deficit, the chapter
had already borrowed $1,400 from its
longstanding scholarship fund.

Rather than making plans to add to
the growth and development of the
chapter, the new board was instead
faced with deciding where the belt-
tightening would occur and by how
much. Thefirsttaskwasidentifyingall
spending line items for member ben-
efits and stacking them against each
other based oncost-effectiveness. Then
we had to find new ways of generating
additional income.

The chapter's operation had yet to
bottom out, however. That occurred
in short order with two social events—
atrip to alocal theme park, a night out
at a comedy club—that had dismal
turnouts, plus a Christmas party that
was cancelled.

THE REBUILDING BEGINS

This finally led to a rebuilding process
beginningthefollowingJanuary. What
follows is an item-by-item description
of how it happened.

Chapter meetings. For the past
several years, chapter meetings had
been held in a local, upscale hotel, at
which fewextravaganceswere spared.
The per-meeting cost was $20 a per-
son. Even at that price, the chapter lost
money some months i n order to cover
its guarantee with the hotel. There
wasfear, however,thatbydownscaling
to a less polished, professional atmo-
sphere, fewer people, especially visi-
tors, would come.

So the dilemma was put before the
members collectively. They agreed
with the board's sense that a new
location and less-expensive meals
were the most sensible option. In fact,
the $20 price, commented a few
members, was actually a barrier to
participation, despite the ambience.

A new location was found: a large
classroom donated for the chapter's
use by the Houston Council on Alco-
holism and Drug Abuse. The time of
the meeting was changed to 10 a.m.-
12 noon and no meals would be of-
fered. This "free" meeting format
served the chapter fine, allowing it to
recoup its finances.

The board then proceeded line-
by-line through its monthly expense
account. Some services were elimi-
nated and other expenses curtailed,
including outside secretarial service,
couriers, typing and mailing, post of-
fice box and answering service. The
mailingof postcardsannouncingchap-
ter meetings would be made only to
chapter members, and the prospect
list would be eliminated. The chapter
newsletterwasalsosuspended. While
this was useful for keeping members
informed, it chipped away incessantly
at our bottom line. Now, after a year
and a half, the chapter is in a position
to consider reissuing the newsletter.

The fee structure for monthly meet-
ings changed to $5 for members and
$15 for guests, who are allowed to
attend three meetings before being
required to join EAPA. Muffins, juice
and coffee are now served at the meet-
ings. (PDHs are also awarded!)

Working from a strategic plan.
Normal operation of the board has
changed, too. We have written a
simple strategic plan, including an
outline of identifying goals, assigned
individual board members responsi-
bilityforeachgoal, and settargetdates
for completion.

Considerable time has been spent
reexaminingwaystogenerateincome.
Initial ideas included agender-issues
conference, large-scale annual con-
ference, ethics casebook and even
solicitation of donations.

A dilemma posed by the
countervailing goals of conserving
money and rewarding member en-
thusiasm occurred due to a request

"The board
proceeded line-by-line ,.
through its monthly '`
expense account.
Some services were
eliminated and other
expenses curtailed..."

from the chapter's gender committee
to receive seed money in orderto stage
agender-issues conference. The com-
mittee clearly was motivated to ex-
ecute the conference, but the chapter
did not have sufficientfundingto meet
the request. A solution was found,
however. The chapter provided a
lesser amount of seed money and the
conference was underwritten by a lo-
cal, cosponsoring treatment facility.
Theconference, held in February 1992,
finished with a slightfinancial loss, but
EAPA was reimbursed by the facility.
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Board and committee changes.
Structural and operational changes
were also made. Up to that time, the
chapter's board consisted of the presi-
dent,vice president, treasurerand sec-
retary, each serving coinciding one-
yearterms, plus anon-board position
ofpresident-elect. The100%turnover
of the board each year had not been
conducive to leadership continuity.

With a growing awareness of the
mass of work needing done, in July
1991 the president-elect position was
renamed vice president for committee
development, and the vice president
position was renamed vice president
for program development. The voti ng
members also accepted a proposal to
create afive-member board.

Staggered terms were also dis-
cussed, but not implemented at the
time. But that issue resolved itself by
chance, ironically, due to a bad break.
Just a few months apart last year, the
treasurer and secretary resigned due to
increased work demands from their
companies. There was a notable stal I-
ing of the board's work due to the
vacancies. Appointees were named
several months later, thereupon creat-
ing an election format that has since
been approved by the membership.

"One of the first attempts
to rejuvenate the chaC~ter
was through 'working
meetings': gatherings
without presenters
in which the entire
audience became in-

volved in a specific task."

Relationships among representa-
tives of internal EAPs, external EAPs
and treatment providers. The chapter
struggled with fundamental questions
ike "Who does EAPA represent?",and
"What roles should non-EAP mem-
bers have in the chapter?" A number
of members working in internal EAPs
had become less active, citing frustra-
tions in being solicited by marketers,
apprehension about external EAPs ex-
ploitingthe internals' sharing of sensi-
tive information, and other reasons.
Some of them formed a separate inter-
nal-EAPs-only group, which met
monthly. Their withdrawal created
fear, since it was long-believed that
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internal EAPs were essential to main-
tainthe chapter's legitimacy, reflected
in part by their historic dominance of
the position of chapter president.

Another question was whether as-
sociate-level treatment program rep-
resentativesshould be allowed tohold
committee chair positions. Treatment
program representatives were often
denied any real value other than as
funding sources and "worker bees" for
registration tables and mailings. They
complained of beingtreated as second-
classcitizens, simultaneously loathed
and wanted.

With some determination by the
chapter, these and other deficiencies
were rectified. First, considering the
hierarchyofthechapter'ssubgroups—
internals first, externals second and
treatment reps third—we realized that
while involvement from internal EAP
members was very important, it was
not necessary for them to have pref-
erentialstatus forthe chapterto su rvive.
The board also made a decision to
lean less upon treatment programs for
financial and other support, opting to
depend more on companies repre-
sented in the chapter.

Another response was the decision
to preface every meeting with a state-
mentbythepresidentthattherewill be
no marketing or distribution of busi-
ness cards during the course of the
two-hour meeting. Networking,itwas
stipulated, would be allowed during
the half-hour prior to each meeting.

Further, the chapter decided that if
a treatment representative is sincere, a
member in good standing, and dis-
playsthe motivation and ski I Is to serve
the chapter's interests, s/he is whole-
heartedlywelcome to participate. We
have not regretted this decision, hav-
ing learned to value our members for
thei r contri butions regard less of whom
they represent.

Restructuring committees. Previ-
ously, the chapter tried a committee
structure that mirrored the national
association's. It brought us mixed
results: some committees were active
and viable, others floundered from a
lack of ongoing purpose. Maintaining
active research, standards, gender and
ethnic &cultural committees, as stand-
ingcommittees,proveddifficult. While
their focus was important, their work
was more ad hoc and task-specific.

At strategic planning retreats held
last October and December which

were open to all members, we de-
cided to approach formation of stand-
ing committees based on perceived
need. Committees whose work is per-
ceived astask-specific were designated
as ad hoc committees. We also as-
signed aboard member as sponsor for
each committee.

Member feedback. I n order for the
membership to comment on the
chapter's functioning, a satisfaction
survey was created and mailed to
members this January: Issues most fre-
quentlycited in the surveys were ear-

"The chaNter is moving
from a reactive to

proactive perspective.
We have witnessed

significant changes, most
notably moverY~ent from

near k~ankruptcy to
SO~Vef1Cy.~~

marked for discussions at the February
chapter meeting, since we believed
that they wou (d generate constructive
commentary on provocative issues.
What happened instead was that after
the networking and business portions
of the meeting, many members de-
cided to leave. Rehashing old issues
amounted to overkill

NEW UNDERTAKINGS

One of the first attempts to rejuvenate
thechapterwasthrough "working meet-
ings": gatherings without presenters in
which the entire audience became in-
volved in a specific task. For instance,
atone meeting comments were elicited
through a questionnaire on issues of
concern, committees of interest, and
timetheywerewillingtocommit. It led
to several accomplishments.

Ajoint-venture conference. Many
people expressed interest in a full-
scale conference, but remained gun
shy due to the mixed results of the
gender issues conference. So the
practical solution, from a financial
point of view, was to co-sponsor an
event. This resulted in the "Employ-
ees, Drugs and the Workplace" con-
ference, jointly sponsored with the
Houston Drug Free Business Initiative,
held this January 22nd. For members



of the business and treatment commu-
nities, it registered nearly 300 people.

Ethics calendar. It was serendipi-
tousthat latent in the chapter's ethics
committee were the resources for the
creation of a cartoon calendar. Their
progeny is a 1993 calendar, featuring
single-frame cartoons, is called
"Ther'py Toons." (See pp. 38-39 of the
Nov/Dec 1992 Exchange for details.)
The committee had a willingness to
handle the mechanics of overseeing
production, mailing, etc., had a per-
son on the committee whose avoca-
tion is illustration and could provide
the artwork, and found a company to
help pay for printing.

Ethics casebook. The committee
has also been working on an ethics
casebook, i ntended to serve as a teach-
ing resource for employee assistance
professionals on ethics dilemmas.

Managed care directory. The
.chapter's most recent endeavor, origi-
nating in our managed care commit-
tee, is a directory of the scores of
locally represented managed care
firms. Sales, so far, have been brisk.

Finance committee. A most wel-
come development has been the es-
tablishment of a finance committee,
charged with providing bookkeeping
support to the treasurer. It is also
working with other committees to set
their annual budgets.

OUTWARD BOUND

The chapter is moving from a reactive
to proactive perspective. We have
witnessed significant changes, most
notably movement from near bank-
ruptcy to solvency. In two years, the
chapter has gone from owing $1,400
to its scholarship fund to a $15,000
account balance. We have cut costs,
promoted entrepreneurial endeavors,
and repackaged our board and com-
mittees. Through it all, we have also
healed some longstanding rifts in the
chapter.

The chapter is very much "outward
bound" now and we, its members, are
more confident in our ability to work
together. We've learned a lot along
the way, with still more to do.

The authors wish to extend their sin-
cere gratitude to all Houston Chapter
members, the true owners of the
chapter's progress.

MASS. CHAPTER HOSTS PRESIDENT SANDRA
TURNER, GIVES AWARD TO BRENDAN SULLIVAN

The Exchange thanks Tom O'Connell,
MA, a free-lance writer in South
Yarmouth, MA, forprovidingthe follow-
ing report and accompanying photos.

The EAPA Massachusetts Chapter's
year-end meetingfor 1992 featured

President Sandra Turner in her first
EAPA chapter presentation since as-
suming office in Atlanta, where she
announced that Boston will also be the
site of her last presentation as president
in October 1994.

Boston was the city of her youth, she
reported to the hundreds present at the
Sheraton Needham. And itwas alsothe
home of her alma mater, Boston Uni-
versity. "I graduated in 1970, the only
year that B.U. had no graduation cer-
emonies," she reminisced. The nation
was in the midst of the Viet Nam con-
flictthenand, because protests at home
threatened to engu Ifthe campus, gradu-
ation was cancelled.

Voicing her admiration for the Uni-
versity, she said, "B.U. remained flex-
ible and balanced, responding appro-
priately tothe rapidly changing pace of
events. It remained focused on the broad
goal of providing a quality education,
and changed as necessary during the
storm to support attai nment of th i s goal."

Noting that EAPs are now in the midst
of turbulence and change, Turner, who
is a licensed independent clinical social
worker in Ohio, applied the Boston
University analogy to the situation and
announced, "My broad goal is bringing
EAPA and employee assistance program-

ming out of its introspection to focus
outwardly with a broad perspective.
Wecannotonlyfocus narrowlyon clini-
cal services and managed care."

She emphasized that EAPs "cannot
be independent, isolated programs in
the workplace" and urged EAPs to
influence organizational operation in-
volvingsafety, supervisory/union con-
sultation about troubled workers,
workplace diversity issues, eldercare/
child care, critical incidence
debriefings, and downsizing.

Turner, who is also an adjunct in-
structor at Case Western Reserve
University'sMandel School ofApplied
Social Sciences, said, "We need to
find ways to engage our organiza-
tional client in understanding how its
actions affect its people, and like a
family, could be brought to higher
levels of functioning."

Reporting on the team-building ac-
tivities at the national level of EAPA
during her early days in office, she
concluded, "You will find that this.
new 'Team EAPA' is full of energy,
enthusiasm, and action to accomplish
your dreams." She closed with a re-
quest for love and support.

At the same meeting, Brendan
Sullivan, veteran of many years of EAP
service at MassPort, was given a special
award by Chapter President )oe O'
Sullivan with this citation: "For out-
standing service to the Massachusetts
Chapter and Eastern District of the Em-
ployee Assistance Professionals Asso-
ciation." i~
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Shown in the photo at left are EAPA President Sandra Turner with Massachusetts Chapter
president )oe O'Sullivan. At right, past chapter president Dick Henderson (I) presents
service award to Brendan Sullivan.
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oin From Bac enc ers
to Frontr nu Hers

EAPA's 3rd Public Policy Conference renewed the call for stronger advocacy of EAPs

APA's legislative and public policy initiatives took another confident step
in the right direction by registering 85 people for the association's third
Public Policy Conference, held February 21-23 at Loew's L'Enfant Plaza

hotel in Washington, DC. An outstanding slate of speakers included familiar
names in EAPA and others in the national spotlight. Most notable among them
were: Ben Jones, the former U.S. representative who is now frontrunner for the
White House's "drug czar" post;
and Mathea Falco, author of The
Making of a Drug Free America: --
Programsthat Work, and advisor to A~'~~~~
President Clinton on drug issues ~'
during his presidential campaign. •~, w

In attendance were EAPA's'
Board of Directors, many of our '.
state publ is pol icy l iaisons, and other
members interested in governmental

affairsoccurring inthe
Nation's Capital and
the statehouses.
On these two

pages, the photos and
captions tel I the story.
Further public policy
developments as a
result of the
conference will be
reported in the next ~ ~
issue of the Exchange.

♦~ Top left: Former U.S. Representative Ben Jones gave a rousing keynote address
during the closing luncheon. Top right: EAPA President Sandra Turner is shown
with presenter Mathea Falco, an advisor to President Clinton on drug abuse issues.
►Right: Shown I-rare Turner, EAPA Vice President George Cobbs, C.O.O. Michael
Ben~amin,andLegislative&Public Policy Committee chair Miriam Aaron. ♦Above:
Shown I-rare Annual Conference Program Committee member Maurie Cullen and
Board members Irene Simonetti,
Bob Mines and Bob Tank. _

za



1 At left was the head table for
the legislative breakfast. Shown
-rare: Malva Reid, national Leg-
islative&Public PolicyCommitee
member for the Mid-Atlantic
Region (moderator); and present-
ersDonna Smith, Ph.D., U.S. De-
partment of Transportation;
Vernon McDougall, Interna-
tionalBrotherhood ofTeamsters;
and Debra Reynolds, Continen-
tal Airlines. Above right are
Miriam Aaron and the Center for
Substance Abuse Prevention's
Don Godwin.
,tOn the far left, shown pre-
senting is Peter Eide of the U.S.
Chamber of Commerce, who de-
scribed efforts to reach small
business via local chambers.tAt
left, EAPA's Midwest Region Rep-
resentative Phil Hess is shown
talking to the camera with Greer
Kabb.

♦ Above, Tony Aguilar, national Legislative &Public Policy ~ ~z~,('
Commitee member for the Pacific Region, poses with govern- ~;'
mental affairs director Maureen Kerrigan, Esq. (I), and new

~~'staff addition DeVonne Richburg. ♦ In the center photo are
`EAPA's Annual Conference Program Committee cochair Linda

Stoerr-Scaggs with Board member Bill Schleicher. ►At right
, ~ ` ~
'r~ ~”;

was the lineup of speakers on changing work-and-family issues I~~ • ' ''
i~~"3~(I-r): Board member Brad Googins; Kathi Beauchesne, chair of 1~

EAPA's family and child subcommittee; and Jon Weintraub,
staffdirector ofthe U.S. House of Representatives Subcommit-
tee on Labor-Management Relations.
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A Call to Action from
L&PP Committee Chair
Miriam Aaron

nce again, we're returning
from a successful public
policy forum with ideas

about issues and actions to which
we must attend. Excellent
discussions were held on issues
includingstateandfederallegislation
&regulations, managed health care,
ERISA, coalition building, workers'
compensation, and more. On behalf
of the Board of Directors, I would
iketothankeveryonewho attended.
We must remember that there

are many constituencies who are
voicingtheir interestsand promoting
agendas that can substantively
impact EAPs. Next month, the
Exchange publishes EAPA's
Legislativeand Public PolicyAgenda
for 1993. I strongly urge you to work
with EAPA on local, state and federal
publ is po) icy i n itiatives that are vital
to EAP interests. Get involved!
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DoT would require substance abuse training under
the regulations. We urge the Department to require the
training to be done by CEAPs.

TURNER, CAGNEY AND CHAIFETZ TESTIFY BEFORE DoT
ON BEHALF OF EAPA

Recently, Department of Transportation held hearings throughout the
U.S. on its proposed alcohol-testing regulations. EAPA was out in

force. EAPA President Sandra Turner testified in Washington, DC on
February 25th, Secretary Tamara Cagney testified in San Francisco on
March 4th, and Richard Chaifetz, president/CEO of ComPsych EAP,
testified in Chicago on March 1st. They advocated for strong participation
of EAP professionals as helping resources with the implementation of
alcohol testing regulations. The following is an extended excerpt of
Sandra Turner's testimony.

Readers are advised that prior coverage of the proposed regulations
appeared in the Exchange on pages 19-20 of the January issue and pages
20-22 of the March issue.

TESTIMONY BY SANDRA TURNER BEFORE DoT ON FEBRUARY 25th
IN WASHINGTON, DC

am pleased that the DoT proposes
to include certified employee
assistance professionals in the
proposed regulations. CEAPs are
the only professional group address-
ing substance abuse in the work-
place. We do not provide treat-
ment, but rather identify, assess,
refer and follow up with chemically
dependent employees in the
workplace. This exactly coincides
with the Department's description
of the Substance Abuse Professional
(SAP). [Here, Turner stated the
activities found in EAPA's definition
of "Employee Assistance Profes-
sional. She also briefly described
the six Content Areas found in the
EAP Scope of Practice.]

Pursuant to the notice's require-
mentthat any SAP must have
"clinical experience in and knowl-
edge about substance abuse," EAPA
submits that the CEAP already
demonstrates "clinical experience
and knowledge about substance
abuse" and, as such, there should
be no additional requirement for a
CEAP to specifically demonstrate
the additional criteria outlined in
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the [advance notice of proposed
rulemaking]. Typically within a
work setting, approximately 25% of
EAP clients are assessed to be
chemically dependent. The EAP
performs a differential assessment of
clients to determine use, abuse or
addiction. This is a complex issue.
We are also pleased that the

Department proposes to require the
SAP to determine whether and
under what conditions the em-
ployee is able to return to a safety-
sensitive position and what follow
up should be required. We urge
that the follow up with employees
under the notice not be limited to
testing, but also include required
contact with the CEAP, as the CEAP
deems necessary.

EAPA's Standards for Employee
Assistance Programs requires EAPs
to conduct aback-to-work confer-
ence with each treated employee
and his or her treatment
professionals) and assume respon-
sibility for coordinating the plan for
reintegration of the employee into
the workplace. One of the critical
reasons for an EAP's success is

follow up. As relapse is a real
threat for an individual following
treatment, reintegration can be
critical for successful recovery. Our
Standards recognizes that EAPs are
in a "unique position to monitor
and review the progress of referrals
and ensure quality treatment. By
providing ongoing follow-up
services, the EAP demonstrates a
commitment to the well-being of
EAP clients organizations, treatment
providers, and public safety."

The Department has expressed
concern over a potential conflict of
interest for an SAP performing this
role. The Department raises
questions about the personal
ideology of individuals iri these
helping professions facing the hard
choices of determining what is best
for the employee and the employer.
Because CEAPs have had the
history of dealing with these issues,
we do not see aconflict-of-interest
problem.

DoT would also require
substance abuse training under the
regulations. We urge the Depart-
ment to require the training to be
done by CEAPs. EAPs have a long
history of doing the kind of training
required by the regulations as part
of comprehensive supervisory
training. CEAPs have recognized
that, through training, supervisors
and union representatives can be
encouraged to fulfill their roles in
early recognition, intervention and
appropriate referral to the EAP.

Along with training, there
should be employee education.
Part of any prevention strategy is to
incorporate awareness of the
problem. By raising consciousness
on the issue, employees can begin



EAPA, along with other members of the Mental Health
Liaison Group to which the association belongs, re-

centlymet with Mrs. Tipper Gore, who is charring the
subgroup dealing with mental health and chemical

dependency issues.

to understand the real impact that
substance abuse may have on their
lives and the lives of family members.
Both training of supervisors and
education of employees should be
required to be done regularly to put
forth the same message again and
again.

The Department proposes
record keeping for assessment and
evaluation of the effectiveness of
the proposed rules. We encourage
that any recordkeeping require-
ments from the Department ensure
the confidentiality of the records
submitted from SAPS. Our review
of the regulations to date is that the
method of collection and the kind
of information being requested by
the Department at this time does
not raise concerns. But we mention
this now, asking the Department to
keep confidentiality as a priority in
further deliberations on the issue.

On a separate note, I would like
to address some concerns about the
proposed rulemaking. There is no
provision for treatment/rehabilita-
tion of those determined to be
alcohol- ordrug-dependent.
Successful return to work for such
individuals requires treatment: from
AA meetings, through detoxifica-
tion, rehabilitation, aftercare, and
halfway and 3/4-way housing. A

drug-testing program must be part
of a full array of identification,
assessment, rehabilitation, follow
up and return to work...

Companies that have imple-

mented EAPs operating under
EAPA's Standards should be
subject to a lower random-testing
rate. They are already addressing
alcohol/drug use in the workplace.

EAPA MEETS WITH CLINTON ADMINISTRATION'S
HEALTH TASK FORCE REFORM GROUP

II of America is watching as the
White House has focused

attention on health care reform. The
administration's Health Task Force
Reform Group, chaired by Hillary
Rodham Clinton has pulled together
government and Capitol Hill staff to
tackle the issues and release a plan
on May 1st.

On behalf of the field, EAPA has
persistently advocated for policies
favorable to employee assistance
before Congress and the administra-
tion. The 1993 Legislative Agenda,
which was approved by the Board of
Directors at EAPA's Public Policy
Conference in February, seeks an
appropriate role for EAPs in
maanged care and adequate benefits
coverage for chemical dependency
and mental health treatment. AI-
though no private special-interest
group such as EAPA is permitted

formal representation on the task
force, the association has been
working directly with its staff.

In addition, EAPA, along with
other members of the Mental Health
Liaison Group to which the associa-
tion belongs, recently met with Mrs.
Tipper Gore, who is chairing the
subgroup dealing with mental health
and chemical dependency issues.
EAPA is following up with continu-
ingdialogue, as well.

Finally, EAPA is collaborating on
other areas of mutual interest with
the Liaison Group and a coalition of
alcohol and other drug organiza-
tions. Earlier this year, EAPA
garnered support from the National
Conference of State Legislatures and
the National Association of Counties
for EAPs and will be forming other
collaborative efforts.

The Exchangewill keep you posted!

City and County of San Francisco: Department of Public Health
EMPLOYEE REFERRAL PROGRAIIA DIRECTOR

($48,598 - $59,000/YR)

The City and County of San Francisco, Department of Public Health is now recruiting for a challenging position working with diverse
populations. Responsibilities include: coordination, planning and implementation of employee assistance programs; providing
professional diagnostic consultation and referral services for City and County employees; staff selection; supervision and development of
six professional and two clerical staff; working with City management and labor organizations; administration of $450,000 budget and
funding proposal preparation. MQ's include: California license' as a LCSW, MFCC, Clinical Psychologist (Ph.D.), or CEAP with
MS/MA, four (4) years of clinical experience to include three (3) years in substance abuse field, two (2) years experience in
supervisory/management capacity or administration, two (2) years experience in an Employee Assistance or equivalent Program.

Application and announcement available at: San Francisco Department of Public Health; 101 Grove Street, Suite 210; San Francisco, CA
94102. Materials accepted at least until May 21, 1993. For more information, call Steve Pacarar, Sr. Personell Analyst at 415/206-8084.
"`Applicants with these Ikenses from another state must obteln the Calffornla License wfthin two years of hire.
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ON THE
LABOR FRONT

The ADA, From Labor's Perspective
he Americans With Disabilities
Act, far from being an excessive
intrusion of government into the

operation of private businesses, is a
reaffirmation of rights afforded to all
U n ited States citizens guaranteed by the
Bill of Rights. So said presenters during
a joint workshop of the R. Brinkley
Smithers Institute for Alcohol-Related
Workplace Studies at Cornell Univer-
sity and New York City-based Labor
Assistance Professionals.

About 50 labor EAP professionals
gathered on March 8th at Local 100 of
the Transportation Workers Union in
New York City. Attendees heard
Susanne M. Bruyere, director of the
program on employment and disability
in Cornell University's School of Indus-
trial and Labor Relations—Extension
Division provide a short course on ADA
provisions and how employers can ac-
commodatedisabled employees. She
was followed by a panel discussion led
by Dr. William Sonnenstuhl, associate
director of the Smithers Institute, of la-
bor EAP professionals explaining how
their programs help to accommodate
the disabled. The presenters included:
Daniel Connaghan, AC, and Henry
Spence, staff counselors with the TWU
Local 100 Union Assistance Program;
and Vince Dowling, CAC, CEAP, direc-
tor the Alcohol-Drug Program for the
International Longshoremen's Associa-
tion.

Bruyere explained that the ADA is
the latest in a series of major civil rights
laws dating back to the Civil Rights Act
of 1957 and includes, among other
legislation, the. Voting Rights Act, Age
Discrimination in EmploymentAct, Fair
Housing Act, and Rehabilitation Act of
1973. She provided definitions of a
qualified disabled person, "undue hard-
ship," and physical and mental impair-
ment, medical exam do's and don'ts,
confidentiality of medical information,
and other areas.

Two of the ADA's sections most
germane to labor's interests are actions
by an employer that constitute un lawfu
discrimination and collective bargain-
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ing agreements. Reprinted below, they
are published in the guidebook "The
ADA: What the Labor Assistance Pro-
fessional Needs to Know," prepared by
the Smithers Institute and Cornell Uni-
versity/NYSSILR and distributed by
Bruyere at the workshop.

WHAT ACTIONS BY AN EMPLOYER
WILL CONSTITUTE UNLAWFUL
DISCRIMINATION?

• Classifying or segregating disabled em-
ployees of job applicants in such a way
that their employment or promotional op-
portunitiesare different than those of able-
bodied employees.
• Letting someone else discriminate on
your behalf. This means that an employer
may not request (or permit) an employ-
ment agency, executive recruiter, union,
or insurance or other fringe benefits pro-
vider todiscriminate against applicants or
employees.
• Discriminating against an applicant or
employee because tha4 person is related to
or has an association with a disabled per-
son. This means that an employer may not
refuse to hire someone because his or her
spouse or child is disabled or he or she
lives with a disabled relative.
• An employer cannot refuse to make a
reasonable accommodation to assist a dis-
abled employee or applicant unless doing
so would cause an undue hardship. [Rea-
sonable accommodations may include:
making existing facilities used by employ-
ees accessible to individuals with disabili-
ties; job restructuring; part-time or modi-
fied work hours, reassignment to a vacant
position; acquisition or modification of
equipment or devices; appropriate adjust-
ment or modifications of examinations,
training materials or policies; the provi-
sion of qualified readers or interpreters;
and other similar accommodations for in-
dividualswith disabilities.]
• Similarly, an employer cannot refuse to
hire or promote someone because he or
she will require such an accommodation.
• An employer cannot use employment
tests or criteria that tend to screen out dis-
abled applicants unless the test is job-re-
latedand there is a business necessity for it.
• An employer must make certain that a
test measures 1ob-related disabilities and
that the test does not simply reflect the
applicants disability, unless that factor is
job-related and is the focus of the test.

COLLECTIVE BARGAINING
AGREEMENTS

• Labor unions are covered by the ADA
and have the same obligation as the em-
ployer to comply with its requirements.
An employeralso is prohibited bytheADA
from taking any action through a labor
union contract that it may not take itself.
•The terms of a col lective barga i n i ng agree-
ment may be relevant in determining
whethera particularaccommodation would
cause an employer undue hardship.
• Where a collective bargaining agree-
ment identifies functions that must be per-
formed in a particular job, the agreement,
like a job description, may be considered
as evidence of what the employer and
union considerto be a job's essential func-
tions. However, just because a function is
listed in a union agreement does not mean
that it is an essential function. The agree-
ment, like a job description, will be con-
sidered alongwithother types of evidence.
• The Congressional Committee Reports
accompanying the ADA advised employ-
ers and unions that they could carry out
their responsibilities under the Act, and
avoid conflicts between the bargaining
agreement and the employer's duty to pro-
vide reasonable accommodation, by a'dd-
ing aprovision to agreements negotiated
after the effective date of the ADA, permit-
tingthe employertotake all actions neces-
sary to comply with the Act.

The one perplexing question that
remainselusiveforall EAPprofessionals
is, Exactly what must employers do to
accommodate alcoholics and recover-
ing drug addicts under the ADA? Ac-
cording to Dr. Sonnenstuhl, "There is a
general bel ief that the ADA has done an
injustice by omitting specific program
and policy requirementsthatemployers
need in this area. With multiple re-
lapses,the alcohol is disabled may have
the ignominious distinction of beingthe
only category of handicapped employ-
eesthat can be fi red. It appears to be an
areathatwill require judicial interpreta-
tion by the courts."

The March 8th meeting was part of
a series of workshops jointly spon-
sored by LAP and the Smithers Insti-
tute. A feature article about LAP and
other workshops will run in the April
Exchange. C~



:. The Drums
1~~ are Callan ~ !9'

HOSTED BY THE VIRGINIA CHAPTER
for members of CAPA's Eastern and Mid-Atlantic Regions and other interested persons

Dates Conference Chair
July 11-14 Billy J. Wooten, EAP Administrator

Virginia Power, 8550 Mayland Drive, Suite 201
Place Richmond, VA 23294; (804) 282-1463
Williamsburg Lodge
Williamsburg, Virginia Program Co-Chairs

Stephanie Lloyd and Jan Gray
Maryview Employee Assistance Program, 3636 High Street
Portsmouth, VA 23707; (804) 398-2374

illiamsburg Lodge and Conference Center in beau-
tiful Colonial.Williamsburg, Virginia will be the
spectacular location of EAPA's District I Confer-

ence. 'fhe theme will be "Sharing History: A Revolutionary
Time." A sensational agenda will feature special interest
meetings, workshops and roundtable discussions. Energiz-
ing activities will include walking tours of Colonial
Williamsburg, a golf outing, fun run &walk, and a shuttle
to Busch Gardens. Dynamic networking opportunities will
take place during the "Catch a Falling Star" banquet, labor
luncheon, dessert reception with 17th Century colonial
performers, and an awards brunch.

It won't happen if you don't a[tend.~

Limited space is available for exhibitors! Please call the
EAPA Office at (703) 522-6272 for more information.

Yes, please register me for EAPA's 1993 District I Conference in Williamsburg, VA

Name

Company name

Address

Credentials

City State Zip Telephone

Conference registration includes all workshops, PDH approvals, Sunday banquet, Tuesday labor luncheon, dessert
reception, and Wednesday brunch. (Golf outing not included.)

EAPA member registration fee $235.00 Additional meal tickets:

Nonmember registration fee $260.00 Sunday brunch $.00

Special activities and additional meal tickets:
Tuesday labor luncheon
Wednesday brunch

.00

.00
Sunday banquet $35.00 Monday golf outing .00
Tuesday labor luncheon $25.00 Total amount enclosed $ .00
Wednesday brunch $20.00
Monday golf outing $50.00 ❑ My check for $ .00 is enclosed.

❑Charge to my credit card: O AMEX ~ Visa
Check here if you are disabled and/or require ❑MasterCard

special services. Attach a written description of your needs.
Card # Exp. Date

Registration fee $.00

Cancellation/refund policy: All cancellations must be in writing. 
Cardholder's Signature

Written requests postmarked prior to July 11, 1993 will be assessed Please return complete form and payment to:

a $25.00 handling fee. There will be no refunds for any reason aker EAPA Inc., 4601 N. Fairfax Drive, Suite 1001

July 11th. Substitutions are welcome. Arlington, VA 22203; FAX (703) 522-4585

HOTEL RESERVATIONS: Colonial Williamsburg Hotel Properties, 1-800-HISTORY.
Please identify yourself with fhe EAPA District Conference. Reservations must be received by June 11, 1993.

1

1

1
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EAP
INFOTRACKS

CSAT ANNOUNCES
1993 GRANTS
The Center for Substance Abuse

Treatment (CSAT) is developing
program announcements (PAs) and re-
quests for applications (RFAs) for spe-
cificfunding areas. Interested persons
may receive a PA/RFA or application
kit in these areas:
• Critical Populations(adolescents,

women andchildren,racial/ethnic mi-
norities,public housing/homeless,and
rural)
• Criminal justice — incarcerated
• Criminal Justice — non-incarcer-

ated
Residential Women with Chil-

dren
• Pregnant/Postoartum blomenand

Infants (Residential)
• Target Cities
• Linkage (substance abuse, HIV/

primary care, and mental health ser-
vices)

•Training(regional/academictrain-
ing centers)

For further information contact:
United Information Systems, Inc.,
ATTN: PA/RFA Process Coordinator,
3206 Tower Oaks Blvd., Rockville,
MD 20852; (301) 984-4222.

MEMBERS ON
THE MOVE

DEBORAH
LEWIS has
founded a con-
sultingfirr~called

k'~

The Bredeson
Group, in -
Norwalk, CT, for
which she is
president. Her
company provides consu Itati on to man-
agement in managed employee assis-
tance services. Previously, she worked
for Corporate Health Strategies. Lewis
can be contacted at: The Bredeson
Group, 14 Cliffview Drive, Norwalk,
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CT 06850; (203) 840-1566.

DENNIS R. GILHOUSEN has been
named president ~' ~'
and CEO of Val- ;..: ~;
IeyHopeAssocia- ,`;,~.~~
tion, an alcohol
and drug addic-
tiontreatmentpro-
gram based in
Norton, KS. Previ-
ously, hewas vice
president of administration. Gilhousen
can be contacted at: Valley Hope Asso-
ciation, P.O. Box 510, Norton, KS 67654;
(913) 877-5111.

BLIND REHABILITA-
TION AVAILABLE
THROUGH VETERANS
ADMINISTRATION

Employee assistance professionals
havingclientswhoarelegallyblind

veterans are advised that those clients
may be eligible for blind rehabIl itation
training through the Veterans Admin-
istration. Eligibility can be confirmed
by contacting a Iocal VA health facility
and speaking with the Visual Impair-
ment Services Team Coordinator
(VIST).

The Blind Rehabilitation Centers
offer a comprehensive adjustment
training program to compensate for a
veteran's vision loss. Training is pro-
vided in fourgeneralareas: livingskills,
low vision, manual skills, and orienta-
tion &mobility. VA Blind Rehabilita-
tion Centers/Clinics in the U.S. in-
clude:

VAMC, American Lake, (206) 582-8440 ext. 6200
Tacoma, WA

VAMC, Himes, IL (708) 216-2272
VAMC, West Haven, CT (203) 932-5711
VAMC, San Juan, (809) 758-7575, ext. 4023

Puerto Rico
VAMC, Birmingham, AL (205) 933-8101, ext, 6995
VAMC, Tucson, AZ (602) 792-1450
DVAMC, Waco, TX (817) 752-6581
VAMC, Palo Alto, CA (415) 493-5000

MHN HEEDS CALL FOR
HELP ASTER TRADE
CENTER EXPLOSION

mmediately after hearing of the re-
cent explosion in the World Trade

Center, clinicians in the New York
office of Managed Health Network, a
leading provider of employee assis-
tanceand managed mental health care
programs, began contacting clients
with offices in the building, offering
their assistance.
"We have eight client companies

with offices in the World Trade Center
and we wanted to let them know that
their employee assistance program
(EAP) isavailabletohelpthemthrough
the trauma of this event," reports
Michael Sands, a licensed clinical so-
cial worker and director of Eastern
Region CI finical Services for Managed
Health Network (MHN).

"After people experience a trau-
maticevent, it is very common, in fact
quite normal, for them to experience
emotional aftershocks. Victims may
experience symptoms such as: an in-
creased sense of anxiety or fear; in-
ability to sleep, concentrate or relax;
irritability or short temper; desire to be
alone or fear of being alone," said
Sands. MHN clinicians talked with
managers of client companies and
helped them prepare for the aftermath
of the disaster. Clinicians reminded
managers of MHN's available services
and helped them develop actions to
deal with the situation.

Through 24-hour telephone access
clinicians were available to provide
individual crisiscounselingtoemploy-
ees and their families. According to
Sands, "People's reactions are varied.
Some require immediate clinical in-
tervention,while others are more stable
and would rather wait to set up an
appointment to speak with a coun-
selor in person.°

Managed Health Network also sent
clients written material to help them-



cope with the trauma ofthe explosion,
including guide) fines to help managers
deal with troubled employees and a
handout for employees on the range of
reactions to trauma printed with the
EAP phone number.

Since Friday's disaster, MHN has
worked with severa I employers to set up
off-sitecritical incidentstressdebriefings.
These debriefings give victims an op-
portunity totalk in agroup setting about
what happened and their reactions to
the disaster.

Based in Los Angeles, Managed

Health Network provides services to
1.7 million members nationwide. The
company was incorporated in 1987
and has 12 offices around the country.

ADDRESS UPDATE FOR
EAPS IN EDUCATION'S
BEAUCHESNE
The February Exchange, on page

33, announced that the EAPs in
Education group has established itself

as an association. Persons wanting
more information were directed to
contact Kathi Beauchesne. An updated
address and phone numbers have been
provided.

They are:
The )ohn Hopkins University
& Hospital

FASP
44'E~33rd Street
Baltimore, MD 21218
phone (410) 516-3800
fax (410) 516-3809

~4~+~

,.
~~ i~~
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:KSr
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NAADAC '93
17th National Conference on Addiction Treatment

June 30—July 3, 1993 •The Fairmont Hotel

Distinguished faculty •Over 30 workshops
Exhibits •Social Events

For a free brochure, call 1.800.548.0497 or 703.920.4644
Sponsored by the National Association of Alcoholism and Drug Abuse Counselors
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CSAP, JOURNAL OF
PRIMARY PREVEN-
TION, ISSUE JOINT
CALL FOR PAPERS
'n conjunction with the Center for

Substance Abuse Prevention, an
agency of the Substance Abuse and
Mental Health Services Administration
(SAMHSA), the Journal of Primary Pre-
ventionhas issued a cal I for papers for a
special issue of the Journal. The issue
will focus on substance abuse preven-
tion (which includes alcohol, tobacco
and other drugs) and the workplace,
including programs and research con-
ducted through a work site, by a com-
pany orunion, or at a place of employ-
ment. Community prevention efforts
with corporate partnerships are espe-
cially sought.

Although primary prevention is of
greatest interest, secondary prevention
may also be included as part of a com-
binedapproach. Prevention audiences

EAPA in the Old West

may include employees, their families,
retirees and the community as a whole.
Special preference will be given to in-
novativeand/orgeneric prevention pro-
gramming as well as outcome evalua-
tion.

To be considered, papers are to be
received by June 30, 1993. Theyshould
be sent to: Special Editor/)ournal of Pri-
mary Prevention, c/o Judith R. Vicary,
Ph.D., Penn State University,152 South
Henderson, University Park, PA 16802.

WBGH PUBLISHES
GUIDE TO DATA
MANAGEMENT SYSTEM

Employers attempting to strategical ly
manage health care are frequently

frustrated by missing and fragmented
data. Now corporate decision makers
who want to solve their company's
health care puzzle can get help from
"Putting the Pieces Together: A Guide
to the Implementation of Integrated
Health Data Management Systems" re-

When EAPA's Western Region chapter presidents met in Phoenix on January 29th
to exchange chapter development ideas, they mingled with Old West stand-ins at
a local restaurant and entertainment center, The Arizona Center. The people
shown here representing EAPA's posse included: second from left, Herman Heise,
spouse of the Colorado Chapter president; fourth from left, Dennis Armstrong,
Utah Chapter president; center, )oan Gale, Arizona Chapter president; beside
Gale, Bob Mines, Colorado Chapter president; fourth from right, Roz Heise,
Colorado Chapter president; third from right, Rick Backstetter, Utah Chapter
president; and second from right, Jim Lehman, the former regional representative
from Montana. Not pictured were Don Jorgensen, Southern Arizona; Julia Baine,
New Mexico; and Sharyn Peal, Nevada.
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centlyreleasedbytheWashington Busi-
ness Group on Health (WBGH).

In order to make strategic decisions
about the cost and quality of health
benefits, pioneeri ng compan ies are I i nk-
ing together databases such as health
care claims, absenteeism, short-term
disability, health risk appraisals, work-
ers' compensation, and employee de-
mograph ics.These i ntegratedhealth data
management systems can help track the
effectiveness of specific benefits, pro-
videaccurate i nformationfor hea Ithplan
design, and forecast financial conse-
quences of benefit changes. By relating
resource allocation to results, these sys-
temsclearly identify which benefits and
programs are cost-effective and best serve
the needs of employees.

Copies of "Putting the Pieces To-
gether" are available for $45 prepaid.
To request a free informative brochure
and an order form, please call Mary
Herbert at WBGH, (202) 408-9320.
Review copies of the report are avail-
able free to the news media by calling
the projectdirector, Miriam Jacobson at
WBGH, (202) 408-9320. i~

Memorial Fund for
Cris Masten
Addiction Resource Society, a

not-for-profit organization,
has announced the formation of a
Memorial Fund in memory of Cris
Masten. This fund will be used to
assist those suffering the devastat-
ing effects of alcoholism and/or
drug addiction that do not have
the financial resources to gain
access to treatment.

Cris had been an employee of
Addiction Resource Society since
1986 and recently established
Recovery Resources of Puerto
Rico. As a recovering individual,
Cris had dedicated her life to
helping those who need addiction
treatment obtain the appropriate
care. Cris passed away on
December 22, 1992, yet countless
others benefitted from her work.

For more information regarding
the Memorial Fund, contact:

Dan Libutti, Addiction
Resource Society
25 Kilmer Drive
Building #3, Suite 217
Morganville, NJ 07751

1-800-626-9355



CONFERENCES
AND WORKSHOPS

CEAP EXAM INFORMATION

• Examination date: December 1 1,
1993. Application deadline: October
15, 1993.

For more information contact:
Employee Assistance Certification
Commission, c/o EAPA, 4601 N.
Fairfax Drive, Suite 1001, Arlington,
VA 22203; (703) 522-6272.

PDH-APPROVED TRAINING

EAPA Los Angeles Chapter, April 28
and May 26 in Los Angeles. Contact
James Brock at (310) 372-2649.

EAPA Western Michigan Chapter,
April 30 and June 25 in Kalamazoo.
Contact Roosevelt Howard at (616)
384-1502.

EAPA Youngstown (OH) Chapter,
May 6 in Youngstown. Contact Alfred
Pasini at (216) 726-4511.

Tully Hill Alcohol &Drug Treat-
ment Center, May 14 in Syracuse.
Contact Maria E. Waffner at (315) 696-
61 14, ext. 130.

Adcare Hospital of Worcester, May
19 and June 16 in Worcester, MA.
Contact Mary Kirby at (508) 799-9000,
ext. 375.

EAPA Minnesota Chapter, July 14
in Minneapolis. Contact Kate Harri at
(612) 667-8978.

OTHER CONFERENCES
AND WORKSHOPS

The Florida Occupational Program
Committee will hold its Annual Con-
ference on April 29-May 1 in Satellite
Beach. The theme wi I I be "EAPs in the
'90s," and PDHs and CEUs have been
applied for. Contact Cindy Strickland,
FOPC, at (407) 629-1443.

The EAPA IllinoisChapterwillhold
its 14th Annual Conference on May 7
in Chicago. The theme will be "EAPs:
Quality Care—Effective Manage-
ment." Apreconference workshop
about the impact of managed care on
EAPs will also be held on May 6.
Contact the Illinois Chapter's office at
(312) 645-0083.

Willingway Hospital will hold the
workshop "Addiction Update: A Fo-
cus onCurrent Issues in Treatment and
Recovery" on May 7 in Statesboro,
GA. Contact Susan Pajari at (912) 764-
6236.

Drug-Free Workplace Corporation
will presentthe Drug-Free Workplace
and Exposition and Workplace
Wellness Conference and Exposition.
Theywill be held May 10-11 in Wash-
ington, DC. Contact Carol Sue
Malinowski or Kelley Long, Walcoff
and Associates, Inc., at (703) 684-
5588.

The EAPA Mid-Michigan and
Greater Flint Chapters will co-spon-
sorthe workshop "Building Recovery
Teams" in Flint on May 20. PDHsand
CEUs have been applied for. Contact
Mary Quintieri at (507) 885-4961 or
Mary Wilbert at (313) 236-3110.

NAADAC will hold its 17th Na-
tional Conference on Addiction Treat-
ment inChicago onJune 30-July 3. The
themewill be "Building NewTreatment
Technologies." Contact NAADAC at 1-
800-548-0497 or (703) 920-4644.

The National Council on Problem
Gambling and Connecticut Council
on Compulsive Gambling wi I I present
the 7th National Conference on Gam-
bling Behavior on July 22-24 in New
London, CT. Contact the National

Council at (212) 765-3833.
The University of California, San

Diego will hold its 22nd annual Sum-
mer School of Alcohol, Tobacco and
Other Drug Studies from August 22-
27 in La Jolla, CA. Contact: MPR/
UCSD Extension, Department 0176,
9500 Gilman Drive, UCSD, La Jolla,
CA 92093-0176.

The Institute for Behavioral
Healthcare will hold its annual con-
ference, Behavioral Healthcare To-
morrow, on September 26-29 in San
Francisco. Contact the Institute at:
4370 Alpine Road, Suite 108, Portola
Valley, CA 94028; (415) 851-8411.

The Washington, DC Alliance of
ProfessionalsforHealing inhale Sur-
vivors will present the Fifth Annual
National Conference on Male Survi-
vors on September 30-October 3 in
Washington, DC. The theme will be
"Advancing National Awareness of
Male Victimization." Contact Ann
Dodelin or Liz Nelson, The Psychiat-
ric InstituteofMontgomeryCounty, at
(301) 251-4610.

The American Association for Mar-
riage and Family Therapy will hold its
51 st Annual Conference on October 7-
10 inAnaheim, CA. The theme will be
"Family Health and Healing." Contact:
AAMFT Conference, 1100 17th Street,
NW, 10th Floor, Washington, DC
20036; (202) 452-0109. C~

27 City and County of
San Francisco

7 Motivision

31 NAADAC

6 SASSI Institute

36 Smithers

8 TDS, Inc.
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ALLIES IN
THE WORKPLACE

. .

uocat~ona Re a ~ ~tat~on
The Conduit for Returning the Physically Disabled to Employability

This is the first of a series of articles
about occupational functions with
which employees assistance profes-
sionalsshould befamiliar: The "Allies
in the Workplace" column replaces
"The Business Page" in this position in
the Exchange.

by R.F. Truesdell
Director, Bureau of Client Services
Division of Vocational Rehabilitation
Dept. of Health and Social Services
State of Wisconsin
Madison, Wisconsin

ThankstotheAmericansWith Dis-
abi I itiesAct, these days most em-
ployers are preoccupied with

making sure that jobs and work set-
tingsare structured in such a way that
they are not discriminating against in-
dividualswithdisabilities. Vocational
rehabilitation hasasomewhat inverted
function: making sure that disabled
individuals, including people with
physical handicaps and head traumas,
are prepared to resume working lives
after injury.

Vocational rehabilitation (VR), in
the strictest sense, is astate-federal
partnership programwhich providesa
variety of rehabilitation services to eli-
gible individuals with a disability. VR
counselors, for instance, provide as-
sistance to individuals injured on the
job, helping them to find jobs. In
doing so, they provide diagnostic ser-
vices to determine the extent of the
disability and may refer a person for
rehabilitation, such as occupational
therapy, as appropriate.

VR counselors work in three set-
tings: (1) State VR agencies, where
they assist individuals by providing
diagnostic services free of charge. In
Wisconsin, 21 district offices serve the
state's 72 counties. The cost of reha-
bilitationservices (after being certified
as eligible) is usually based on ability
to pay, and may be partially or totally
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picked up by the state agency.
(2) Private employers, where they

help to match employees with appro-
priatejobs at aparticular work organi-
zation (see box on next page for more
information).

(3) Insurance companies, where
theyhelpfind individualsanappropri-
ate job and minimize the amount of
time an injured person receives work-
ers' compensation insurance. Usually
injured workers have been on work-
ers' compensation for a period of time
before they are
seen by a state
VR counselor,
who serves as a 1
gateway back to
employment for
the individual. i
Often an injured ~
workercannotbe
reemployed by R. F. Truesdell

the same company where s/he was
injured, since the employer may not
have an appropriate job s/he can fill.
Insurance companies may provide VR
counseling services in much the same
way, and for some of the same cost-
containment reasonstheyprovide EAP
services.

As a federally mandated program,
VR was first established in 1920, and
has a long history of returning the
disabled to work. All 50 states, the
District of Columbia, Commonwealth
of Puerto Rico, U.S. Virgin Islands,
Guam, American Samoa, Common-
wealth of the Northern Mariana Is-
lands and the Republic of Palau have
a vocational rehabilitation program.
Each state must match the federal dol-
lars on aformula basis to participate in
the program. The new match begin-
ningonOctober 1,1993 will be21.3°/a
from the states and the remai nder from
the federal government.

An individual is eligible for the
program ifs/he has a physical or men-
tal impairment that constitutes a sub-

stantial impediment to employment
and can benefit in terms of an employ-
ment outcome from vocational reha-
bilitation services. The classification
of disability seen .most "frequently is
orthopedic impairments.

The most fundamental task of VR
counselors is to assist clients in the
development of an "Individualized
Written Rehabilitation Plan," in which
a VR counselor and client work jointly
to develop a plan of action for getting
back to work. The plan includes: (1)
major job objectives; (2) intermediate
job objectives, which specify, steps to
accomplish the major objectives; and
(3) necessary training, and how it will
be paid. The plan also lists all services
the client needs to meet the objec-
tives, specifies the responsibilities of
the c I lent and state agencies, and states
the client's appeal rights. Legally, the
plan is an agreement, not a contract.

Additionally, some states have de-
veloped VR specialty areas, including
job placement, workers' compensa-
tion,vocational evaluation, assistance
to the blind and hearing impaired, as
well as mental illness and develop-
mental disability.

State VR agencies, which may be
housed in a state department of health,
social services, labor or education,
carry outthe VR mandates of the Reha-
bilitation Act of 1973 (the same act
which afforded protection to alcohol-
ics and drug abusers as disabled per-
sons), as amended in 1992.

The state-federal vocational reha-
bilitation program, as administered
through the U.S. Department of
Education's Rehabilitation Services
Administration, has been amended
several times by Congress since 1920.
The most recent amendments passed
Congress in 1992 and place more
emphasis on serving severely disabled
persons and require those who are
found eligible to be placed in com-
petitiveemployment, full or part time.



Private-Sector Vocational Rehabilitation
Terry Cordray of Santa Fe Railroad

has split job responsibilities: he
works as manager of both EAP and
vocational rehabilitation. From his of-
fice in Kansas City, Kansas, he and the
corporate medical director identify VR
services necessary for employees in-
curring on- or off-duty injuries.

As VR manager, in a typical case he
performs a functional capacity assess-
ment of the injured worker, determin-
ing, for instance, his or her ability to sit,
stand, climb, carry—how much and
how far, etc. Second, a vocational as-
sessment measures the employee's
aptitudes, interests, and perhaps even
measures IQ in order to assess the
transferability of skills. Some of the
testing instruments used in VR include
the Strong Vocational Interest Inven-
tory, General Aptitude Test Battery,
Purdue Pegboard, Val-Par Testing
(which involves testing the gross and
fine dexterities that may be involved
with a particular job), Stanford-Benet,
Wechsler Adult Intelligence Survey.

Armed with information derived
from assessments, Cordray works to,
by order of preference: first, place the
employee back inhis/her job, perhaps
with the aid of occupational therapy
and/or modifyingthejob to accommo-
datethe employee; second, transferthe
employee to a different department in
the company with a vacancy that can
accommodate the disability; or third,
help place the employee in a different
job in a different company.

Due to passage of the ADA and
Vocational Rehabilitation Act Amend-

The Act, however, does not regulate
private VR activities, so employers
which provide these services do so as
an employee service/benefit.

While VR in the public sector is
required by law to assist disabled indi-
viduals in terms of an employment
outcome, VR in the private sector helps
employers to fulfill their obligation to
accommodate them. In large part due
to the requirements set forth under the
ADA, more VR counselcat~s are being
used by private-sector employers to
revise job requirements as necessary,
modify working conditions, provide
advice on how existing facilities can
be made more accessible, seek out
qual ified disabled job candidates, and

ments of 1992, "employers have more
incentive to accommodate injured
workers now," says Cordray. "This is
making vocational rehabilitation more
vital to protecting their employers' in-
terests." Perhaps the most-important
comp) lance activity employers need to
undertake, which can bedonewith the
aid of VR counselor, is rewriting job
descriptions in a way that specifies the
physical requirements of jobs and go
wel I beyond job descriptions typically
found in the Dictionary of Occupa-
tional Titles. The physical require-
ments of a job as railroad conductor,
for example, might include: medium
work, requiring the ability to lift 50
pounds and frequently life 25 pounds;
stand or walk at least six hours of an
eight-hour day; ability to react quickly
whileworking underhazardouscondi-
tions and be on-call 24 hours a day,
seven days a week.

"This makes it clear that neither a
person in a wheelchair nor a person
with a psych iatric condition can do the
job," Cordray explains. "It also pro-
vides the kind of specificity that will
have a better chance of standing up in
courtroom testimony at workers' com-
pensation or social security hearings."
This way, employers also construct a
more precise job inventory that helps
employers to uncover or even create
niches for disabled employees. IYs
better for employers to make th is deter-
mination on their own, VR profession-
alssay, than to find out as the result of
a lost court case.

Physical and mental disabilitiesmay

accommodate workers injured on the
job with other positions when they are
ready to retu rn to work. I n many states,
the counselors are I icensed or certified
by a regulating agency.

More and more states are regulat-
ing VR activities and establishing cer-
tification programs. In Wisconsin, for
example, effective in 1992, all VR
counselors, whether in the public or
private sector, must have a master
degree in VR plus two years of clinical
experience. To meet the educational
requirements a handful of colleges
and universities now offer VR master
degrees, while many others are con-
sidering adding curriculums.

Employee assistance professionals

afflict the same
person, and ,;.
Cordray sees a
great need for
EAP and VR
professionalsto
cross-refer cli-
entsmoreoften. TerryCordray

"Many chemically dependent clients
have physical disabilities. But
oftentimes we don't know what to do
with them once we realize there may
be an unrehabilitated injury. Con-
versely, about one-third of all people
with physical disabilities have chemi-
caldependency ormental health prob-
lems," he says, adding that alcoholics
havethreetimesthe numberofon-the-
job injuries and six times the number
off-the-job injuries.

Also, medical rehabilitation
staff may not be trained in handling a
chemicallydependent persnnand, fur-
ther "doesn't want to stir up the sedi-
mentbecause the the client is currently
involved in litigation," Cordray notes.
If a working relationship exists between
EAP and VR, EAP professionals, as the
occupational experts on behavioral
health, can more competently inter-
vene with the drinking problem than
the VR counselor.

"Some of the best collaboration I've
seen is when EAP and VR counselors
co-facilitate supervisor training. There
is more common ground here than is
generally recognized. Constructive
confrontation, for instance, can be ap-
plied to physical disabilities as well as
substance abuse," Cordray adds.

and VR counselors share some com-
mon interests that may present oppor-
tunities for collaboration. Examples
would be developing a strategy to
reduce workers' compensation costs,
meeting the requirements of the ADA,
and helping to raise the health and
safety standards of the work organiza-
tion. Both provide interventions that
result in saving valuable employees
their jobs. They also assist companies
with makingworkorganizationsmore
accommodating to the disabled, VR in
termsofphysical accommodation, EAP
in terms of making a more accommo-
dating work culture.

Next month: risk management is~
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