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Dont miss our t~~.rn to be heard.y
nyone in the field of helping people

has to be a good listener. Now it's

your turn to be heard! EAPA's 1994-95

EAP Consultants' Directory is now

being assembled. This is your chance to be

included in a complete listing which will be mar-

keted nationally in trade shows, educational

campaigns and conferences where EAPA is rep-

resented. The Directory is also a resource used by

Chambers of Commerce, State and Local Gov-

ernment Offices as well as Trade Associations

and small businesses. For information on get-

ting your services listed in the Directory, please

mail in the coupon at right.

Send to: 4601 North Fairfax llrive

Suite 1001

Arlington, VA 22203
• a s s o c ~ o.T ~ o N~ 703-522-6272 Fax 703-522-4585

EAPA members will be automatically mailed an application.

Name

Title

Company

Address I

City, State, Zip

Phone Fax
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THAT'S WHAT Disneyland's moniker is, The haand thaYs where EAPA wi I I be for its 22nd
Annual Conference on November 13-17.
Sitting amid the attractions is the lacDisneyland Hotel, the locus of the excite- n
ment. In this issue's preconference cover- ~"
age, you meet the coterie of EAP profes-
sionals—they of sunny southern
California's Orange County—who are
playing host.

Don't th i nk for even a moment, however, that the bewitch-
mentof Disneyland.vvill subordinatetheconferenceprogram.
Cochairs Dennis Derr and Linda Stoerr-Scaggs, along with the
rest of a diligent, meticulous Program Committee, have risen
to the task. They have assembled an educational program
around an essential theme, "The Value-Added Benefits of
Employee Assistance."

It is essential because business decision makers, many of
whom are seeking to down load programs and services seen as
unnecessary baggage in order to remain competitive, today
demand verifiable value-added benefits from their purchases.
The conference program will endow attendees with leading-
edge EAPand managed care know-how essential for competi-
tive advantage.

Our program coverage describes each of the workshop
tracks and how they add value for participants. IYs one more
way that EAPA is focused on you, the customer, and intends
to makethetriptothe 22nd Annual Conferencewell worth the
cost of admission.

ppie~t ALLIESINTHEWORKPLACE,thecolumnthat introduces EAP professionals to other
occupational functions, continueswith an

o~ articleon organizational development. Dr.
Myron Beard, of RHR International Com-
pany,describes howthefocusofODwork
has changed to helping companies de-
velop new leadership. .

Also in this issue, Jack Freckman
describes efforts that led to passage of the

EAP field's first state licensure law, in Tennessee. Elsewhere,
a short feature describes the EAP at an Alcoa installation in
Brazil and a requestfor proposals is issued by EAPA's Research
Committee. Also, an author and subject index of Exchange
articles published from~uly 1992 through June 1993 beginson
page 39.

FINALLY, this is my 100th and final issue as editor of EAPA
Exchange. I am continuing my career as a free-lance writer,
specializing in human resource and behavioral health issues.
In thiscapacity, I will contribute regularlytothe Exchangeand,
hopefully, report on EAP-related issues to larger audiences in
the business and health care communities. It has been a
distinct pleasure to work on behalf of EAPA and I wish each of
you the best of luck in your endeavors.

earth!
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FROM THE
C.O.O.

AI DS Focus of Conference, Comr~ission Report

by Michael L. Benjamin
Chief Operating Officer

During the month of )une, the
Ninth International Conference
on AIDS opened in Berlin, Ger-

many with nearly 16,000 scientists,
publ is health workers, activists and jour-
nalists participating in this world-class
meeting. Significantly, the National
Commission on AIDS released its re-
port wh ichstated that as more and more
companies have employees with HIV
disease, employers must put in place
policies for HIV-infected workers that
provide opportunities for them to re-
main productively employed, without
discrimination, for as long as possible.

Havingbeentrained inpublic health
as the Association's chief staff official,
see AIDS as one of the critical issues
facing the employee assistance profes-
sional. Thismonth'scommentary,there-
fore, is focused on the National Com-
mission on Acquired Immune Defi-
ciency Syndrome's report calling on
business and government to engage
AIDS as a workplace issue. As the
National Commission reminds us all,
"At too many work sites managers and
employees are in states of denial, com-
placency, or ignorance—all of which
can have adverse consequences for
individuals and organizations."

Why should EAPs be concerned
with HIV disease? HIV is especially
relevant as a workplace issue since
AIDS is most common between 25 and
44 years of age, which coincides with
the prime work years for most people.
According to the report, more than two
thirds of companies with 2,500 or more
employees, and nearly one in 10 small
businesses (those with less than 500
employees), have already encountered
an employee with HIV infection or
AIDS.

Despite the chat lenge to workplace
managers, only about one-fourth of
America's largestprivate-sectoremploy-
ees have HIV policies and programs,
and the number of HIV programs in
smaller businesses, which provide the

majority of employment in the United
States, is minuscule.

According to the Commission, "the
failure of many private-sector employ-
ers to address HIV disease will impair
the productivity and competitiveness of
many companies, and especially small
businesses. Itwill alsoallowdiscrimina-
tion to occur and result in more HIV
infections that otherwise might have
been prevented."

To begin to meet the challenge of
HIV disease in the workplace, EAPs
should consider the following:
• becomefullyknowledgeableabout

HlVdiseaseand the importanceofwork-
place AIDS policy;
• insist that your EAPA chapter de-

velop seminars on HIV disease;
• intensify efforts to educate em-

ployers about the requirements of the
Americans With Disabilities Act, par-
ticularlytraining on reasonable accom-
modationsfor HIV-infected employees,
those perceived as having HIV, and
those employees caring for people with
HIV; and
• col laborate with local AIDS orga-

nizations inthe development of materi-
als, particularlyforsmall businessesthat

often have the least resources and infra-
structure for HIV policy development.

EAPA will be sending copies of the
reports—HIV/A IDS: A Challenge for the
Workplaceand Preventing HlV/f11DSin
Adolescents—to each of our chapters.
Additionally, copies can be obtained
directly from the National Commission
on Acquired Immune Deficiency Syn-
drome, 1730 K Street, NW, Suite 815,
Washington, DC 20006; phone (202)
254-5125; fax (202) 254-3060; TDD
(202) 254-3816.

CHANGE ON STAFF

In other business, this issue is Rudy
Yandrick's 100th issueaseditorof EAPA
Exchange/The ALMACAN. Although
he will be missed as editor, we will
continue to read his very fine feature
articles in future issues of the Exchange.
At his going-away party on June 21st (it
really was a grand picnic, with family
members invited), Rudy was presented
with a large col lage of the many exciting
covers for which he was resppnsible
over those 100 issues. The best to you,
Rudy! i~

Reynolds changes responsibilities,
011endorff appointed to Board
The amount of work entailed in EAPA's Standards Project—especially as it

moves toward implementing program accreditation—has become too great
for a single person to direct. Therefore, President Sandra Turner has named Debra
Reynolds, CEAP, to chair the newly formed Accreditation Committee for EAPA.

Previously, Reynolds was chair of the Standards Committee, a position to
which PresidentTurner hasappointed Jane011endorff, CEAP.011endorffwill head
several other projects of the Standards Committee that are presently underway.

Reynolds works professionally as EAP director for Continental Airlines in
~'' ̀ Houston, Texas. OI lendorff works as

manager of human resources for Per-
sonal Performance Consultants in St.

5 ~'~ Louis, Missouri. '~
As Standards chair, 011endorff ✓`~

becomes a voting member of EAPA's ~
Board of Directors. The Accredita ('~`'"
tion chair is not a voting Board seat. ~~`~

Debra Reynolds Jane 011endorff

JULY 1993 EAPA EXCHANGE 5



PRESIDENT'S
M ESSAG E

EAPs Are Managed Care...Why Pay Twice?*
by Sandra Turner, CEAP
EAPA President

'n January, in one of my first actions
as President of EAPA, I appointed an
EAP/Managed Care Task force to be

led by Vice President George Cobbs.
Task force members includethechair-
persons of the Benefits, Treatment,
Legislative &Public Policy and Stan-
dardscommittees, alongwiththe EACC
chairperson. The charge to the Task
Force is to develop initiatives for opti-
mizing the strategic position of EAPs
as managers of the cost and quality of
behavioral health services.

None of us needs to be convinced
that the health care del ivery and man-
agement system in this country is in
total disarray. The percentage of
underinsured and noninsured Ameri-
cans is growing every day, and the
reduction in benefits of those who are
currently insured is rising steadily, as
well.

Much of the burden of health care
expenditures falls upon employers and
the American work force. No wonder
employers are scrambling to reduce
their liability,..and thus costs. Busi-
ness is in a panic to survive. Thought-
fulnessand rationality are not operat-
ing principles. Company programs
that cannot demonstrate a positive
impact on the bottom line are out!
There are numerous examples, unfor-
tunately, of EAP, training, organiza-
tional development, work/family pro-
grams that are being abandoned by
corporations.

What can we do? This health care
and economic crisis creates an oppor-
tunity for EAPA to lead in the midst of
chaos. Weareorganizational consult-
ants, counselors, drug and alcohol
specialists, critical incidentdebriefers,
etc.—we thrive on chaos..

Drawing upon the considerable
skills of the EAPA membership, the

'This aphorism is attributed to Jim Ahern,
the Eastern Region Representative who
recently passed away.

6 EAPA EXCHANGE DULY 1993

EAP/Managed Care Task Force, Ben-
efits Committee and Executive Com-
mittee are working to efficiently ac-
complish the following goals:
• Promote EAPs as service centers

where multiple human services can be
deliveredand integrated intotheover-
all systems of the organizations it
serves.
• Advocate for EAPs as the

gatekeepers for behavioral health care
serviceswithin the Clinton health care
reform package.
• Position EAPs as managers of a

variety of employee benefits within
companies.
• HighlightEAP'srelationshipwith

nonmedical services in companies,
i.e. safety and health, risk manage-
ment,workers' compensation, disabil-
ity management, organizational con-
sultation,team building, conflict man-
agement, and diversity training.
• Develop a "wh ite paper" on EAPs

and managed care to be approved by
the Board of Directors. Managed care
organizations, including AAPPO and
IBH will be invited to collaborate.

"This health care
and economic crisis

creates an opportunity
for EAPA to lead

in the midst of chaos."

Also, the white paper will be pub-
lished for the information of benefits
managers and consultants.
• Sponsor a federal summit this

September, to be comprised of repre-
sentatives of the White House Health
Care Task Force, congressional staff,
allied business and labor groups, and
the EAPA Board of Directors. The
purpose of the summit wi II be to learn
the details of the President's health
care reform package, get an accurate
notion of its timetable, predict pos-
sible revisions in the Congress, and
assess the impact of this health care
reform upon the employee assistance

profession.
EAPA's wh ite pa-
per will also be
disseminated at
the summit.

EAPA's con-
siderable force
will then be
brought to bear
upon supporting Sandra Turner,

the Clinton plan CEAP

or offering amendments to members
of Congress.

These activities wil I then be evalu-
ated for their effectiveness.

It is actual ly long past due for EAPA
to have developed such an action plan
fordefining and publicizing our role in
the management of behavioral health
care benefits. Many EAPs are already
performingthis role, butasan associa-
tion we are playing catch-up. There
are many reasons for this predica-
ment. But there is no value in chastis-
ing past performance here. What is
important now is that EAPA be sup-
portive of this endeavor and that-the
collective energy of our members be
directed toward its completion.

Some wou Id say that it is too late to
act, but those creative forces behind
th is endeavor say the time is right now!
On behalf of our entire profession,
extend my thank you to Tamara
Cagney, Jesse Bernstein, Carol
Sheffield, )ohn Hamrock, KittyConlan,
Lee Wenzel, Renee Court Caledine,
Gary Atkins, Dan Smith, Jim Oher and
members of the EAP/Managed Care
Task Force, who include George
Cobbs, BobTank,)ane011endorff,Jack
Hennessy, Miriam Aaron and John
Burke, for getting behind this action
plan on behalf of the Association. Cd_~

For information on a health care re-
form group formed by EAPA's Hous-
ton Chapter, please turn to page 30.
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~ Invest $15 and a week's worth of lunch hours, and EAPA will award you 5 Professional ~
Development Flours! Here's how. Self-Study Guides are a convenient way for many Certified Employee ,
Assistance Professionals to accrue PDHs. Each of EAPA's 21 Self-Study Guides is a text on an EAP-related ,
topic. CEAPs read and study the Guide, write a report on the subject matter, and return it to EAPA for review ,
and approval. Self-Study Guides are especially useful to CEAPs who:

1 1 live and work in a remote area and can't get to PDH-approved training on a regular basis.
,

~ 1 learn better in a private setting than a formal training environment. ~
~ ~ 1 can't get away from the office often enough to meet their PDH requirements. ~

To order Self-Study Guides, follow these simple instructions: (1) place an "x" or " ✓ "beside the Guides ,
you would like to order using the menu below; (2) write a check or request credit card payment for the total ,

~ amount—$15 apiece for EAPA members, $25 apiece for nonmembers; and (3) mail your order to EAPA at
1 P.O. Box 79343, Baltimore, MD 21279-0343. Advance payment is required, but telephone and fax orders
1 will be accepted if they are billed to American Express, MasterCard of Visa. Phone EAPA at (703) 522-6272
~ or fax to (703) 522-4585. ~

~ TITLE Content Area 6

~ Content Area 1 Work Organizations 
Personal and Psychological Pr-oblems

❑ #1A-92 Organizational Changes and Their ~ #6A-91 The Microstructure of Daily Role- 1

~ Effects on EAP Clients; The Black Adult and the Related Stress in Married Couples

World of Work ❑ #6B-91 Occupational Stress and Marital Support ,

1
O #1 B-90 History of American Labor ❑ #6C-92 Black Family Life and Development; The

Black Adolescent
Content Area 2 Human Resource ORDERING INFORMATION ,

~

Management Number of Self-Study Guides ordered ,

❑ #2A-91 Legal Mandates: OSHA Q $15 apiece for EAPA members ...... _ ,
❑ #2B-91 Supervision: Appraisals C~ $25 apiece for nonmembers ..........

1........................O #2C-91 Legal Mandates: EEO Subtotal .................... __
❑ #2D-90 Plan for a Drug Free Workplace Virginia residents add ,

1 Content Area 3/4 
4.5'%> sales tax ................................... ,

EAP Policy &Administration TOTAL ............................................. ,
EAP Direct Services Please charge to my: ,

O #3A-90 Employee Assistance Programs ❑American Express ❑Visa ❑MasterCard ,
(Future Issues &Trends; Health Promotion in the

Card No.
,

Workplace)
❑ #3B-92 The Myth of the Troubled Supervisor; Exp. Date:

,

Supervisors and Employees' Intentions to Make ,
Referrals to an EAP: An Empirical Analysis; Cost Name

,
~

Benefits of Supervisory Referrals Organization
❑ #3C Employee Assistance Program-90
Standards Address ,
O #3D-90 History of a Job-Based Alcoholism 

Telephone ,Program; The Forerunners of Employee Assistance
Programs. Pnces are effccUve through December 31 1993.
❑ #3E-90 Designing Employee Assistance -

. •::Programs ~`~.. ,;. I
,

1 ❑ #3F-90 Integral Steps in the Design and =' 1;
Implementation of Employee Assistance Probrams ,

1
❑ #3G-92 The Many Faces of Managed Care;

1Managing Mental Health Care
~ ❑ #3H-92 Employee Assistance: A History in '~`

Progress; EAP Historical Background ,

~
C] #31-92 The Role of Supervisor Training in

~~EAPs:APreliminaryReport;Supervisorliaining A s~
F~Comparison of Internal and External EAPs

,❑ #3J-92 The Management of Critical Incident
~~ Stress and Trauma in the Workplace ~:

#3K-92 Emergency Response to Crisis;
Emergency Medical Services ,

~ Content Area 5 ~~
Chemical Dependency and Other Addictions

~

~

,

~l #5A-90 Understanding Drug Treatment ,

~~".- •~f,

~~y~/►~" .,A-
07 r ~(_y~'/'~/y-V



Pro osals Sou ht forp g
Su rve of EAPA Members

v

APA's Research Committee, in coordination
with the Executive Committee, the Board of
Directors, committee chairs and the chapters,

proposes to conduct several surveys to collect
important information about our members, their needs
and priorities, and their satisfaction with various
current and proposed EAPA initiatives. The data will

1 REQUIRED INFORMATION
We request proposals, with detailed
cost and time breakdowns, for three
potential surveys:

1. A survey of current EAPA members,
N=6,800.

2. A survey of former EAPA members,
N=500.

3. A survey of CEAPs who are not
consistent members of EAPA,
N=2,000.

The scope of work would include the
following:

1. Participation and consultation about
instrumentation.

2. Layout and reproduction of the
questionnaire and cover letter.

3. The mailing of survey instruments.

4. The tracking and follow up of non-
respondents.

5. The collection of the instruments
through postage-paid mailing.

6. The coding and computer entry of
the data, verified for accuracy.

7. The provision of a data tape and
SPSS or S'AS program to read the
data to EAPA.

8. The provision of a basic report
about the univariate, bivariate, and
other cross tabulation types for
analysis.

9. A comparison of the early and late
respondents, and to the extent
possible an analysis of non-respon-
dents.

allow for input into the internal functioning of EAPA
and will allow for a systematic way to monitor the
opportunities and threats in the external environment.
The information will help provide for the management
of continuous quality improvement. Thus, proposals
to execute the surveys are requested.

1 THE INSTRUMENT
The instrument will be largely devel-
oped by the Research Committee, with
input from various constituents.
However, it is expected that the
expertise of the survey organization
will help guide the final product. Thus,
while we do not yet know how long the
instrument will be, it should be
assumed for the purpose of the RFP
that 50 to 100 close-ended items will
be included in the questionnaire. The
costs might alternatively be based on
weight of the instrument, which could
be estimated at 2 different scenarios at
2 oz. and 3 oz. for mailing purposes.
We request that you also provide the
costs for adding open-ended items,
and indicate whether there are any
economies of scale to be gained by
longer or shorter questionnaires.

1 TIME FRAME
In addition to a detailed cost break-
down for the various alternatives for
the 3 different surveys, please provide
a detailed time frame for your execu-
tion of the project from the time that
you receive the final instrument that
you will then format and reproduce to
the time that the data and the report
will be sent to EAPA. EAPA will
provide the mailing labels.

•ASSOCIATION•

1 ADDITIONAL INFORMATION
NEEDED

Please indicate the assumptions and
expectations that you have about
response rates in your proposal and
how this figures into the cost break-
down. Also indicate the basis or
experience on which these assump-
tions are made.

Please indicate your experience in
survey research, provide the resumes
of the individuals) who will be respon-
sible for the project, and provide the
names of 3 prior clients who may serve
as references. It would also be
beneficial to include as an addendum
to the proposal an example of at least
one questionnaire that you executed,
indicating your role in that instrumenta-
tion. You may also submit copies of
reports you have prepared as evi-
dence of the quality of your work.
These addendum materials will be held
in strict confidence.

1 JUDGING THE PROPOSALS
Proposals will be judged based on a
consideration of the capability of the
applicants to execute the proposed or
amended project, and any demonstra-
tion of flexibility that the applicant can
demonstrate in responding to the RFP.
While cost will be considered, potential
value will also be considered. Evi-
dence of having favorably completed
other surveys and reports will weigh
heavily in the negotiation and awarding
of the contract.

1 MAILING INFORMATION
Five copies of the proposal and addendum material should be received by the EAPA Office no later than August 10, 1993
at 4:00 p.m. Address to: Survey Proposal, EAPA Inc., 4601 N. Fairfax Drive, Suite 1001, Arlington, VA 22203.

The EAP Association reserves the right to cancel the RFP process at any time. The decision to award a contract is dependent on
the availability of funds. Thus, the EAP Association also reserves the right to award a contract for only a portion of the work.
The EAP Association also reserves the right to request additional information, additional proposals, and to extend the time
period for proposal submission, if this is deemed desirable by the review committee. The contract will only be awarded and
negotiated through the RFP process.

EAPA EXCHANGE JULY 1993
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he Employee Assistance Professionals Association (EAPA) is pleased ro ~~,~
introduce the establishment of a new relationship with )OB BANK USA, the
nation's premier employment data base company. By participating in the
JOB BANK USA Career Advancement Service , EAPA members will have ~~~I~ III

access to a powerful job referral resource that can support their professional develop-
ment and personal career advancement goals. I~ '~

JOB BANK USA is the first and foremost ALL PURPOSE employment resource ii
in the USA. It is astate-of-the-art computerized data base of prospective ,'I~~I'~
employees in ALL technical and professional fields, at ALL skill and management
levels, across ALL industries, and in ALL regions of the country. This broad range •„~IItuINN

of coverage means that employers can use JOB BANK USA to satisfy virtually ,~
all of their recruiting needs. ~ ~~' ' ~I,

Because so many employers from across the country use JOB BANK USA 'i~ill~! "III ~~II'
to help with their recruiting needs, enrollment in the data base is a great way II~'IIIIIIII~ ~li ~~I
to find a new job! JOB BANK USA's clients range from some of the world s
largest corporations to regional and local firms. They turn to 10B BANK USA !''~'
to fill some of their best and most important jobs. Many of these positions are ~'~~,
never advertised in newspapers or magazines and are often filled exclusively ii 'I~ 

I~~IIIIIIINIIIIII

from those individuals enrolled in the JOB BANK USA data base. So, if you're
looking for a new or better job, JOB BANK USA can give you ahead-start over ,i,!
the competition. On a daily basis, your employment credentials will be ,~I ~~
considered and evaluated for outstanding positions which others won't
even know are available. ~I~IIIII '' i'~I'I~

EAPA members are eligible to enroll in the JOB BANK USA Career p ,,,i4''~ ~j!~~Il~
AdvancementServiceforafullyearatthediscountedpriceofonly$27.00! ~,glpl ;i

Here's what you receive when you enroll: ,,, lil~llllll
1 Conversion of your work history and employment credentials into
a personalized electronic career record;

t Storage and maintenance of your electronic careerrecord in the JOB
BANK USA data base for one full year;

1 A toll-free telephone number for updates and changes to
your electronic career record anytime during the year;

1 U nl im ited referrals to JOB BANK USA cl Tents with employ-
ment opportunities for which you are qualified;

1 The absolute guarantee that JOB BANK USA will not
release your resume to a prospective employer without your
approval in advance;

1 Quarterly issues of CareerPLUS, )OB BANK USA's authori-
tative newsletter about the job market and the latest job-
search techniques; and

1 The Career Resources Ca[alog, with exclusive discounts
on publications, services and other resources for effective

career management.

The JOB BANK USA Career Advancement Ser-
vice is not a guarantee of a job. It does, however, give
you some important advantages in your search
for the best available job that's right for you,
and provide the information and skills you
need to advance your career.

To enroll in JOB BANK USA's Career
Advancement Service, complete the Enroll-

mentForm onthe back side of this page and return
it, together with a copy of your resume and
enrollment fee, directly to JOB BANK USA.

1-II00-296-1 USA
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~ A service of Errrployee ~ An employment resource ~
~ Assistance Professionals ~ of JOB BANK USA ~
~ Association, Inc. , ~ 1-soo-29s-iusa ~
t `~ t
t t

jData Base Enrollment Form j

GENERAL ENROLLMENT INFORMATION ,

Last Name First Name MI ,

Current Address Apt. # City State Zip ;

Home Phone Business Phone Relay Service Number

Best time to be reached by phone Are you legally eligible to work in the U.S.?

Would you consider part-time or consultant work? Date available for work

Current most recent salary Minimum acceptable salary

Have you supervised/managed other individuals? [ ]YES [ ] NO If YES, how many individuals?

What percentage of work-related travel is acceptable? [ ]More than 50% [ ] 10%-50% [ ]Less than 10% ,

Where will you relocate? [ j Will NOT relocate [ ]Anywhere in USA [ ]Overseas ,
[ ]Northeast [ ]Mid-Atlantic [ ]Southeast [ ]Midwest ,
[ ]Southwest [ ]Mountain [ ]West [ ]Pacific Northwest ,

[ ]Only to the following States: ,

LICENSES/CERTIFICATIONS AND OTHER SPECIAL SKILLS

Licenses)/Certificate(s) Number Date ;

Security Clearances) Level Expiration ,

Languages)/Proficiency

Computer Hardware/Software Applications ,

SIGNATURE

hereby permit JOB BANK USA to submit the information I have entered on this form, and contained in my resume, to prospective employers.
1

;
I affirm that the information I have provided herein is, to the best of my knowledge, true, complete and accurate. I also agree that this information
maybe retained in the JOB BANK USA data base for a period of 12 months, unless I request its deletion in writing. I understand that participation,
in JOB BANK USA is not a guarantee of employment. I also understand that JOB BANK USA disclaims any responsibility for any illegal use,
of the information provided in this form or accompanying resume by any prospective employer. JOB BANK USA is an Equal Employment
Opportunity company.

Signature: Date: ;

PAYMENT METHOD ,

[ ]Check or Money Order (payable to JOB BANK USA) [ ]Credit Card (see below)

Card Type: [ ]VISA [ ]MasterCard Expiration Date: Month: m Year: m 1

Card Number: ~-~-~-~D

Signature: _ Date: ;

JOB BANK USA Only ,

Copyright 1993, JOB BANK USA, Incorporated
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the Disneyland Monorail System in the foreground; and the

inland marina, fhe courtyard of the Disneyland Hotel.
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The Conference Committee members suggest
what to do and where to qo in Anaheim!
As if you couldn't tell from the cover,
the Conference Committee for EAPA's
22nd Annual Conference is a sociable,
hospitable, affable lot. They are the
folks who, given the time lag with
the east coast, have been
staying at the job late.. .
or coming in
early.. .
whatever,
to work with
the EAPA ~° ,~, ~~
Office's
conference staff
and fulfill the
promise of ~t
Disneyland for the
estimated 2,300
attendees this fall.
Here are the Confer-
ence Committee mem- Committe
hers to tell you what chair She
they do professionally Long (1) an
and what you can do co-chair Lois
Orange County area
besides go to Disney Land!

i Conference Chair—Sheri Long,
MFCC, CEAP. Sheri works out of
Anaheim as program manager for
REACH EAP and as a private consult-
ant in team effectiveness. Currently,
she is legislative chair for the Orange
County Chapter and previously served
as secretary. Born in L.A., she has a

native's knowledge of the area. One of
her favorite outings is taking the
Balboa Island ferry to the Tun Zone
and walking on the pier. She loves the
sushi at Benihana, where the hand
rolls are a bargain at $1.75.

1 Conference Co-Chair—Lois L.
Kennedy, MA, MFCC. Lois has a
private practice in prestigious

Newport Beach. She is editor of
the Orange County

Chapter's
monthly
newslet-

F - ter.
Having

~,~ ~ lived in
southern
California
for 25 years,

e she likes to
ri travel down
a the coast to
Kennedy the San Diego

Zoo and Sea
World for family fun. She recom-
mends dining in The Cellar, an
underground restaurant in Fullerton.

1 Exhibits Chair and Co-Chair—
Frank Huddleston, CEAP and
Candace Bibby, CEAP. Frank and
Candace shuttle back and forth
between Tustin, California and

Tucson, Arizona. As two of EAPA's
most distinguished members, Frank
was the association's first national
president from 1971-74, and Candace
served as Treasurer from 1986-88.

1 Fund-Raising Chair—Aida Porras,
MA. Aida is director of marketing for
CPC Brea Canyon Hospital in I3rea.
She is advertising chair for the Orange
County Chapter and also belongs to
the Inland Empire Chapter. A 30-year
resident, she recommends shopping at
South Coast Plaza. For dining, she
favors La Vie En Rose with its conti-
nental cuisine.

1 Fund-Raising Co-Chair—Lynda
Klinger, CADC, NCAC II —Lynda
works in community relations for
Cornerstone in Tustin. She is the
Orange County Chapter's membership
chair. A 23-year resident of the L.A.
area, she suggests the Catalina Island
and Laguna Beach. She enjoys the
good food and great jazz &blues at
Randalf's in Costa Mesa.

1 Fun Run/Walk Chair—Joe D.
Livingston, Ph.D. Joe is a psycholo-
gist for Livingston &Associates
Counseling Services in Orange, and a
long-term member of the Orange
County Chapter.

Frank Huddleston Candace Bibby Aida Porras Lynda Klinger )oe Livingston
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Jeff Chamberlin

1 Golf Chair—Susan Carle', MA,
MFCC. Susan is director/therapist for
Outpatient Alternatives in Irvine. She
is on the Orange County Chapter
Women's Committee and was previ-
ously editor of the chapter newsletter.
Susan has lived in the L.A. area for 17
years, and says it is distinguished by
its multiculturalism.

1 Labor Chair—Jeffrey D.
Chamberlin, LEAP. Jeff is MAP
administrator for Communication
Workers of America and sits on the
General Telephone District 9 Bargain-
ing Committee. He belongs to EAPA's
Inland Empire Chapter. For outdoor
adventure, Jeff says to try board or
body surfing, or hiking in the nearby
San Gabriel Mountains.

1 Public Relations Chair—Sylvia
Livingston, MA, MFCC, CEAP. Sylvia
is a therapist for Livingston & Associ-
ates Counseling Service in Orange.
She is chair of the Orange County
Chapter's treatment committee and
has been round the horn as president,
vice president and secretary. For
dining, she says to try the Original
Pancake House in Anaheim.

N4'

Laurie Lucas Jeanne Newcomer Sylvia Livingston

1 Registration Chair—Laurie Lucas,
LCSW. Laurie is EAP manager at UCI
Medical Center in Orange, and
secretary of the Orange County
Chapter. A lifelong resident of south-
ern California, Laurie says to try
Fashion Island for shopping. For
dining, try Planet Hollywood, which
features movie memorabilia; Hard
Rock Cafe on Fashion Island in
Newport Beach; and Crazy Horse Cafe
in Santa Ana, featuring big-name
C6~W entertainment.

1 Registration Co-Chair—Jeanne
Newcomer. LCSW. Jeanne, as imme-
diate past president of the Orange
County Chapter, now holds the ethics
chair. In addition to having served as
vice president, she has chaired various
committees in her long history with
the chapter.

1 Orange County, Chapter Presi-
dent—Carol Schubeck, LCSW, CEAP.
Carol is employee assistance coun-
selor for Kaiser Permanente in
Anaheim. A 16-year resident of the
area, Carol suggests visiting Dana
Point Harbor, the Nixon Library and
Bowers Museum. For Sunday brunch,

;r

Carol Schubeck Shannon Williams Dave Reed

try the Ritz-Carlton in Laguna Niguel.

1 Vice President—Shannon Williams,
M. Ed., CEAP. Shannon is manager of
the Faculty and Staff Assistance
Program for the University of Califor-
nia, Irvine. An 18-year resident of the
L.A, area, she says to visit the Per-
forming Arts Center in Costa Mesa for
the best in theatre.

1 Treasurer—Dave Reed, Ph.D.,
CEAP, MFCC. Dave previously served
as the Orange County Chapter's vice
president, education program com-
mittee chair, and as newsletter editor
of the Los Angeles Chapter.

EAPA DAYS AT
DISNEYLAND
Have you always wanted to pack up
the whole family and take them to
the Annual Conference? This is
the year!

EAPA has cut a special deal
with the theme park known as "the
happiest place on earth." People
visiting Disneyland in conjunction
with EAPA's Annual Conference
will gain admission for $23 per
person.

Mickey and Minnie Mouse,
Snow White, Peter Pan and the
whole gang of Disneyland
characters...they'll all be there!
Visit the seven lands of enchant-
ment: Main Street, Tomorrowland,
Adventureland, Fantasyland,
Frontierland, Critter Country and
New Orleans Square.

Please see the Advance Pro-
gram for more information.
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Dennis Derr

I.indu Stoer-Scagys

About the Conference Program
The 22nd EAPA Annual Conference in Anaheim promises to be an energizing and memorable

experience for the vast community of professionals in the employee assistance field. Opening the
conference in prestigious style will be Joseph Califano, chairman of the board and president of
The Center on Addiction and Substance Abuse at Columbia University (CASA). His remarks will
set a tempo that is magnetic, the first demonstration of the pervasiveness of the "value-added"
theme at this conference.

The 21st Century offers challenges in health care, the workplace, higher education and
industry, to name only a few. During the educational program, carefully screened speakers will
apply the value-added concept to the workplace. Emphasis will be placed on ethnic and cultural
diversity present in our global community, issues of wellness and preventive health care imposed
by managed health care, and building a common vision about the future direction of employee
assistance.

The discussions will take place across four tracks, representing vital EAPA constituencies:
Employee Assistance Programming (with separate emphases on internal and external models of
service delivery), Treatment, Labor and Research. The growing diversity present in our profes-
sionwill also be reflected in across-section of forums and special presentations The educational
components of the Annual Conference represent the pragmatic aspects of EAP service delivery
that we will take home and apply to our daily work lives.

There is also a spiritual side. The eclectic energy that is generated when more than 2,000
people gather around our common interest will be invigorating. This year, perhaps even moreso
than in prior years, the ability to nurture human connections and refill "empty wells" will be
another value-added benefit of the experience. The synergistic strengths that we derive—energy,
vision, clarity and a sense of wellness—are strengths that we will take back with us to the
workplace community. It will help us to reassert our collective role as the therapeutic compo-
nent in work organizations, many of which are mired in financial woes and budget restrictions.

In these respects, the 22nd EAPA Annual Conference is a professional gathering of consider-
able consequence. It's more than a trip away from the office. IYs a fusion of energy and thought
that will bring value-added benefits for us, our clients and our host organizations.

Don't miss the wellspring of opportunity that awaits you in Anaheim. We'll see you there!

Program Committee Co-Chairs

w~~ .~~
Dennis Derr, MA, CEAP Linda Stoer-Scaggs, Ph.D., LEAP

Joining Derr and Stoer-Scaggs on the Program Committee are:

Thomas Amaral, Ph.D., Research Track Chair Kirk Harlow, Ph.D., Research Track Co-Chair I
Terry Cowan, MSW, CEAP, Labor Track Chair Tom Matlas, MA, CEAP, Employee Assistance
Maurie Cullen, MSW, BCD, Treatment Programming Track Chair

Track Chair ~ William Schleicher, MSW, LEAP, Co-Chair,
Tom Francek, MA, CEAP, Co-Chair, Internal EAPs

External EAPs

TRACK A WORKSHOPS 1 EMPLOYEE ASSISTANCE PROGRAMMING EAP's Linkage With Safety 1 Strategies for Creating

Added Value Tomorrow: EAP As Human Resource Consultant 1 The Caring Generation: Implications for EAPs 1 ADA, Mental Health and the ~~

Psychiatric Client Who Keeps Coming Back 1 Violence in the Workplace 1 The Graying of the Alcoholic Family System 1 Workplace Peer Support ~'

Groups and Networks: Underdeveloped EAP Resources 1 Determining Value and Reshaping EAP Services



TRACK A
EMPLOYEE ASSISTANCE PROGRAMMING
Tom Matlas, MA, CEAP, Track Chair
Tom Francek, MA, CEAP, Co-chair, External EAPs
William Schleicher, MSW, LEAP, Co-chair, Internal EAPs

Should the Employee Assistance Programming Track be
bifurcated, with separate internal and external segments, as
it was in Atlanta last year? Or should the interests of
internal and externals be fused together? For the 22nd
Annual Conference this fall, the Program Committee chose
the latter. Employee Assistance Programming Track chair
Tom Matlas explains, "We felt that while there continae to
be distinguishing aspects of administration and clinical
service delivery for internals and externals, there is so much
similarity of focus now that it warrants merging the two
into a single set of workshops. Out in the field, the chal-
lenges facing internal programs and external providers
appear to be coalescing."

This made it doubly difficult for Matlas, Tom Francek
and Bill Schleicher to winnow nearly 200 proposals in order
to fill eight workshop slots. Nevertheless, Schleicher,
representing the internals, and Francek, representing the
externals, kept the interests of their constituencies in mind.

"There were some very good proposals from internal
EAPs about how they are reshaping their services, and I
tended to favor those over papers that came from some
established managers that did not reflect change and
growth," says Schleicher. "Creative managers are finding
ways, for example, to partner with other functions in ways
that help organizations resolve violence in the workplace as
a result of corporate turmoil. They are assertively tackling
financial aspects of benefits management and program
administration, and so on."

Francek says that externals are dealing with many of the
same issues, but can become more effective at it by learning
how to integrate better with work organizations. "Many
external EAPs lose the impetus to be part of the internal
workings and politics of their client organizations," he says.
"They need to be able to respond to violent situations at
work—even just to have information pipelines in place to
hear about them immediately after they occur. This brings

to mind the value of peer support groups and networks, one
example of how this track will be a value-added benefit for
external EAP providers."

Some topics of special note in the Employee Assistance
Programming Track are:

1 Ways in which EAPs can work proactively with safety
departments, particularly with respect to education,
emergency response and disability management.

1 Cultivation of EAP professionals as human resource
consultants, especially as more companies outsource the
HR function as they are other occupational programs.

1 Implications of the Americans With Disabilities Act,
with focusing on intervention with chronic psychiatric
employees/clients.

1 Nurturing informal workplace networks which
complement formal and dotted-line relationships.

1 Targeting EAP services for small businesses ar~d
unionized work settings.

The Track A chair and cochairs say there was a lot of
"fighting and screaming" over favorite proposals, which
added to the usual intrigue of proposal selection. They had
a clear notion of what they were looking for, though. "EAP
professionals are not in a ̀business-as-usual' work environ-
ment today, so we weren't looking for hackneyed subject
matter. The workshops in this track will bring a different
slant to what's happening in the field. The value-added
benefit of this track is really opening people's minds to new
ways of dealing with the organizational and client problems
of the workplace," explains Matlas.

Schleicher expresses the added value in another way.
"With Disneyland just outside the hotel doors, we were
mindful that the workshops are competing with Pirates of
the Caribbean and Space Mountain. We think our program
will keep people in their seats," he quips.

~.

TRACK B WORKSHOPS 1 LABOR Healthcare Reform 1 Peer Prevention Programs—Practical Applications, Risks, Rewards

1 Law Enforcement EAPs: Who Helps the Helpers? 1 The New DoT Regulations; Rural Health Care Reform 1 Innovations in Brief Treatment and

Aftercare for EAPs 1 Cooperative Labor/Management MAP Development 1 The Interface of AFL-CIO Community Services and EAPs 1 Innovative

Approaches in Joint Managed Care Programs



TRACK B
LABOR
Terry Cowan, MSW, LEAP, Track Chair

For EAP professionals representing labor, this fall a step
forward will be like coming full circle. "We're revisiting
peer assistance programs," says Labor Track chair Terry
Cowan. "What is the state of the art? How are the models
applied? Which work forces are they working well in?
There will be several workshops on different aspects of peer
assistance." Among them are:

1 Using peer prevention programs to complement EAP
operation and enhance employee involvement for the
purpose of improving workplace culture.

1 Responses to unique job stressors of the law-enforce-
ment culture.

1~vo other workshops will describe sizzling health care
issues—national health care reform and Department of
Transportation regulations—as they relate to labor's
interests. Says Cowan, "The presenters will take very
complex legal provisions and synthesize them into everyday
language. In one of the presentations, for example, labor
reps will learn from two AFL-CIO trainers about health care
options in side-by-side comparisons."

Other labor presentations will address:
1 Brief treatment and aftercare for chemical dependency,

in a joint labor-research presentation.
1 Approaches to labor-management managed care

programs.
A special forum will preface the Labor Track, with free-

wheeling discussion on the dialogue topic of "Labor's
Evolving Role in the EAP Field." The subjects will include
professional certification, managed care, and more.

What is the value-added feature of the Labor Track?
"Attendees will notice a steady progression to the proceed-
ings, from the tried-and-true in MAP operation to experi-
mental practices to the latest in public policy," says Cowan.
"There's a lot here for labor reps and anyone interested in
learning about labor theory, practice and opinion."

TRACK C
TREATMENT
Maurie Cullen, MSW, BCD, Track Chair

This fall's Treatment Track will have a concrete objective, but
it is best described in a short anecdote. At last year's 21st
Annual Conference, Maurie Cullen attended as one of numer-
ous treatment providers who were interested in managed care
developments as they affect EAP professionals and clinicians.
Among other presentations, she sat in on Jim Francek's talk
show-style panel workshop on managed care where EAP
professionals; consultants and a hospital administrator shared
their views of developments..

Afterward, she asked one panelist, Dennis Derr, a Program
Committee member, why no treatment counselors were
represented on the panel, or for that manner, why there
appeared to be fewer clinicians among the presenters than in
prior years. Derr pondered the query and got back to her with
an invitation. Since he was selected as cochair of the 1993
Annual Conference Program Committee, he asked whether
she would chair the Treatment Track and act on her concerns.

Therein lies Maurie's highest priority (as well as the value-
added benefit) of this year's Treatment Track: fully represent-
ingclinical aspects of behavioral health treatment in the
continuum of services to EAP clients. Among the features of
the Treatment Track are:1 The integral role of providers in
treatment planning as part of the internal EAP-managed care
program at Coors Brewing Company and the internal-external
program at Unocal Corporation. 1 Brief treatment approaches
for EAP professionals. l How acculturation for EAP clients of
Mexican decent relates to the clinical setting.) New strategies
for HIV management. l The graying of the alcoholic family
system, afather-and-daughter discussion comparing two
generations of recovery. Although this workshop a part of the
Employee Assistance Programming Track, the issues will be
highly treatment-oriented.

Says Cullen, "Once an assessment and referral are made,
the EAP is only as good as the clinician providing the treat-
ment services. The ability of EAP professionals to partner with
treatment providers continues to be very critical to client
outcomes and EAP cost-effectiveness."

.>,

TRACK C WORKSHOPS 1 TREATMENT Putting the Managed Care Puzzle Together: The Pieces Speak Out 1 Women in Leadership: A

More Tender Form of Power 1 Beyond CISD; Responding to Disasters and Social Unrest 1 Brief Treatment Approach for the EAP Professional

1 EAP and Managed Care: An Effective Network 1 "Quetzalcoatl, Cortez y la Malinche": What Can We Learn From Them in Counseling Latinos
__

1 New Strategies far HIV Management With Supervisors, HIV Positivesy Co-Workers, and Significant Others ~_

<\ - -



TRACK D
RESEARCH
Thomas Amaral, Ph.D., Track Chair
Kirk Harlow, Ph.D., Co-Chair

Driven by marketplace pressures and continually rising
treatment costs, managed behavioral health care companies
are searching for objective ways to measure treatment
outcomes with a sense of urgency. In one workshop expected
to raise a few eyebrows, Dr. Michael Pallak, vice president for
research at the Foundation for Behavioral Health, will address
factors contributing to the growing emphasis on clinical
outcomes and effectiveness data, as well as the implications for
treatment outcomes research. His presentation will identify
strategies and tools needed for EAP professionals to conduct
outcome evaluations.

Dr. Pallak's presentation will be one of several Research
Track presentations that blends research issues with the daily
needs of EAP practitioners. Among the workshops featured
will be: l An address on the impact of depressive disorders on
work-site roles and EAP strategies for managing depression in
the workplace. l Ethno-cultural diversity implications for EAP
treatment and efficacy. l A paradoxical look at EAP profession-
als and their roles, which will address the characteristics of
professionals who enter the EAP field.) Study findings on
supervisors' attitudes toward AIDS and employees diagnosed
with AIDS.1 Education about the varieties of substance abuse
treatment outcome studies and how EAP "consumers" can
interpret the data.

1~vo formats featuring audience interaction on research
issues will make their debut at the conference. They are:1 A
panel of prominent EAP researchers will address research
needs, issues, methods and latest findings. (The particulars
will be based in part on the responses to the June Exchange's
FAXback Survey on research issues.)1 Three morning
research forums (with continental breakfasts!) that will allow
participants to exchange research ideas and findings with
others. The three topics will be EAPs and prevention, measur-
ing "added value," and treatment innovations.

Says Dr. Amaral: "Topics were selected based on the desire
to create an educational program that, in every practical way,
will help practitioners improve their daily work. This is what
we intend to deliver."

SPECIAL PROGRAM
HIGHLIGHTS

As the Annual Conference's educational program has become
more refined over the years, it has held steady—or perhaps
even reduced—the number of workshops, but added to the
number of forums and special presentations in narrowly
defined or highly refined areas of interest. Five years ago, who
could have anticipated that an EAPA conference would have a
featured segment on workers' comp claims adjusting? or
occupational medicine? or gay/lesbian issues? (see next page)

These are among the topics that will be commanding the
spotlight this fall in special events and providing new perspec-
tives to employee assistance practice. Here is the full bill of
fare:
BACK, BY POPULAR DEMAND

1 Ethnic &Cultural Concerns Forum
1 Labor Forum
1 International Forum
1 Research Roundtable and Forums (expanded format)
1 Public Policy Forum
1 EACC Open Forum
1 Gay/Lesbian Forum

NEW, BY CURRENT DEMAND

1 Managed Care & EAP Debate
1 Special Presentation—Crack Cocaine: A workplace,

clinical &community challenge
1 Special Presentation—Financial Responsibility
1 Special Presentation—The Eldercare Connection:

Helping EAPs to help employee cargivers
1 Special Presentation—Workers' Compensation Claims

Adjusting
1 Health Promotion Forum
Occupational Medicine Forum

Some of the forums and special presentations will be held
on Saturday, November 13th, a day before workshops begin.
Others will be held in conjunction with the workshop pro-
gram, late in the afternoon after workshops have concluded, or
on Wednesday the 17th, a day after the workshop program
concludes. Please see the.Advance Program, mailed to you on
July 1st, for further details.

,~ TRACK D WORKSHOPS 1 RESEARCH Outcome Research and Managed Care 1 Depression in the Workplace 1 Ethno-Cultural Diversity:

Implications for EAP Treatment and Efficacy 1 The Paradox of EAP Professionals and Their Roles 1 Substance Abuse Outcome Evaluations



Gay/Lesbian Forum to be Held on November 16th

One of the special forums that will be held at the Annual
Conference in Anaheim is a Gay/Lesbian Forum on Tuesday,
November 16th from 4:45-6:15 p.m. According to Nan Van
Den Bergh, Ph.D., who has helped to organize the forum, it
is crucial that gays and lesbians organise as a "voice" and
develop consensus as to how they would like their issues of
concern represented within the profession. At present, with
proposals being considered for the restructuring of EAPA's
Board, it is an opportunity that may entail representation
within an existing committee as a "special interest group."
Regardless of the direction taken or vehicles used, Dr. Van
Den Bergh says there is a need to develop greater knowledge
pursuant to gay/lesbian needs and generate means to
enhance EAP professionals' sensitivity to them in their
practices.

An initial effort will be to undertake research on gay/
lesbian EAPA members' beliefs about the needs of kindred
clients at the workplace. There is virtually no information
in the professional literature, she says, that addresses the
needs and issues of gay or lesbian employees.

As a constituency within the association, gay/lesbian
members can craft an agenda whereby they can contribute
to the work of standing committees, such as those pertain-

EAPA Meetings

Prior to the beginning of the Annual Conference, numerous
meetings will be held for EAPA's leadership. They include:

1 Chapter Officers Training, Friday, November 12, 8 a.m.-
5 p.m.;Board &Committee Orientation, November 12, 8 a.m.-
5 p.m.;standing committee meetings held throughout the day
on November 12; and Regional Representatives Meeting, 7-9
p.m. on November 12.

1 Chapter Officers Training (conYd), Saturday, November
13, 8 a.m.-1 p.m., EAPA Accreditation Committee Meeting,
November 13, 9-11 a.m.; Regional Meetings, 1-2:30 p.m.;
various committee meetings beginning at 7 p.m. on Novem-
ber 13.

ing to education, research or treatment. By expressing the
most salient actions the group would like to pursue, a
formal proposal, which includes funding requests for
particular projects, may be prepared and delivered to the
EAPA Board. For example, the. group may request funding
for: (1) the publication of materials on EAP intervention
with gay/lesbian clients, including "how to's," as well as
national and regional gay/lesbian information and referral
resources; and (2) production of a video addressing EAP
intervention with HIV-positive clients and significant
others. Aspects of gay/lesbian-sensitive practice may also be
appropriate for the CEAP exam.

Hence, Dr. Van Den Bergh, adds, it is imperative that
gays/lesbians organize a "voice" and a consensus about how
they would like gay/lesbian issues represented in the
profession.

For interested persons unable to attend the Annual
Conference, you are invited to contact Joe Niesen oi'PRIDE
Institute at 1-800-547-7433. He is distributing a question-
naire on gay/lesbian issues and compiling a national
mailing list.

SPECIAL TRAININGS

EAPA certificate training courses will be held according to this
schedule:

1 Elements of EAP: A Comprehensive Overview, 8 a.m.-5
p.m. on Friday, November 12 and Saturday, November 13;
EAP as an Organizational Consultant, 8 a.m.-12 noon on
November 12; Labor Issues for Non-Labor Personnel, 8 a.m.-
12 noon on November 12; Ethical Issues in EA Practice, l-5
p.m. on November 12; Recognizing Chemical Dependency, 8
a.m.-5 p.m. on November 13; and Components of a Psycho-
logical Problem Diagnosis, 8 a.m.-5 p.m. on November' 13.

SPECIAL FORUMS Labor Forum 1 International Forum 1 Managed Care & EAP Debate 1 A Special Presentation on Crack Cocaine 1 Ethnic

& Cultural Concerns Forum 1 Research Roundtable 1 Special Presentation: Financial Responsibility I Special Presentation. The Eldercare

Connection 1 Special Presentation: Workers' Compensation Claims Adjusting 1 GaylLesbian Forum 1 Public Policy Forum 1 Health Promotion

Forum I Occupational Medicine Forum



REGIONS AND
CHAPTERS

WDC a Success With Educational Format

The Western DistrictConference,
held April 18-21 in Portland,
Oregon, may be a prototype of

things to come for EAPA. To rave re-
views the conference, hosted by the
Columbia River Chapter at the Hilton
Hotel, molded together concurrent
workshops, four mini-courses and
EAPA's two-day training course, "The
Elements of EAP: A Comprehensive
Overview."

According to conference chair
Joanne Sul I ivan, "We are very pleased
thatthe professionalism and emphasis
on education that we built into the
program was to the approval of every-
onewho came. People attended with
expectations of receiving information
to help them do their jobs better. They
expressed satisfaction with the results."

About 200 people attended the
Western District Conference, which
had the theme "Bridges to Build," sig-
nifying Portland's numerous bridges
across the Columbia River, which
traverses the metropolitan area. A
double entendre, the theme also sug-
gested the need for EAPs to build
bridges with federal and state govern-
ment, managed care, and allied pro-
fessions. There were also 31 exhibi-
tors.

An opening breakfast session
kicked off the conference on Monday,
April19th. GretchanKafoury,council
woman for the City of Portland, gave
welcoming remarks. EAPA's C.O.O.
Michael Benjamin and government
relations director Maureen Kerrigan
also expressed their regards. The U.S.
DepartmentofTransportation'sDonna
Smith, then explained how DoT drug
testing regulations and proposed alco-
holtesting regulations wil I impact EAPs
and the provision of treatment.

Attendees then bore straight into
the muscle of the conference, the edu-
cational program. A total of 27 ses-
sions were held, including 21 work-
shops of 1-1 /2 hours each. Among the
workshops addressing critical subject
matter were:
• Bridging from a Program's

Present to its Future Through CQI,
with: Chris Gomberg (moderator),
Cedars Sinai Medical Center—EAP, in
Los Angeles; and Dr. Tom Amaral,
EAP Information Systems in Yreka, CA.
• Quetzacoatl, Cortez y la

Malinche: Counseling Latinos, with:
Debbie Marsala (moderator), Reach
EAP, Los Angeles; and Dr. Jorge
Cherbosque, UCLA. (This presenta-
tion will be repeated at EAPA's 22nd
Annual Conference in Anaheim.)
• Issues Impacting EAPs and

Unionized Employers, with: Jim
Lehman (moderator), Great Falls, MT;
Joseph Ward, CSW, Lancaster, CA;
and M. Cindy Johnson and Victoria
Roberts, PGE, Avila Beach, CA;
• EAPs and Smaller Businesses:

Bridging the Gap, with: Julie Honig
(moderator), United Behavioral Sys-
tems, Portland, OR; Charles Williams,
U.S. Public Health Service, Rockville,
Md; Henry Govert, Division of Alco-
hol and Substance Abuse, Olympia,
WA; Tamara Cagney, Health Matters,
Pleasanton, CA; Carl Jacobs, Oregon
Small Business EAP Consortium, Port-
land; and John Goche, Rapid Bind,
Portland, OR.
• D/ART: Depression in the Work-

place, with: Larry Jacobson (modera-
tor), Seattle, WA; and Michael Brent,
Portland, OR.

The four training courses, each
three hours in duration, each received
high marks. They included:
• Women in Leadership, with:

Carol Schubeck (moderator), Kaiser
Permanente—EAP, Costa Mesa, CA;
Nancy Bailey, Employee Health Plus,
Sacramento, CA; Tamara Cagney;
Marilyn Sponza, Kaiser Foundation
Health Plan, Oakland, CA; and Ann
Stevenson, Cupertino, CA. This course
received the best of the rave reviews!
• Trends in EAP Software, with:

Don Rothschild (moderator); Lee
Wenzel, The Wenzel Group, Eden
Prairie, MN; Dick Harper, Data
Minder, San Diego, CA; James Coke,
Medipay, Seattle, WA; and Angela
Keith, EA Power, Augusta, ME.

• Health Care Reform and Behav-
ioral Health Benefits Issues, with: John
Maynard, john Maynard & Assos.,
Boulder, CO; Ron North, North
Clawson &Bolt, Sacramento, CA; and
Peggy Eddington, Coors, Denver, CO.
• Managed Care and Work Stress,

with: Frank Mazzola, Steps Program,
Oxnard, CA; Robert Mines, Mines and
Associates, Denver; Patrice Von Stroh,
Denver; and Ron Holman, The Holman
Group, Canoga Park, CA.

Brenda Blairdelivered EAPA'stwo-
day basics course on April 17 and 18
to nearly two-dozen pupils. It, too,
was praised for its high quality.

The conference closed on Wednes-
daywith abrunch. The keynote was
delivered by Roger Auerbach, senior
policy advisor to Oregon Governor
Barbara Roberts. The topic, a sizzling
one, was "Health Care Rationing: The
Burning issue of the 90s." He de-
scribed the Oregon Plan which, de-
spite its plainly wrapped name, has
received extensive media hype and
critiques by both advocates and oppo-
nents.

Among EAPA's leaders in atten-
dance were President Sandra Turner
and Labor Committee chair Jack
McCabe, who expressed their plea-
sure with,theconference proceedings
during the closing brunch.

"Conference participants appreci-
ated the fact that a choice of training
formats keptthe information fresh, even
though a lot of material was packed
into only a few days," says program
chair Lynn McClenahan. "The Co-
lumbia River Chapter is pleased that
EAPA's Western District Conference
has made a significant contribution to
their professional development." - C~
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r anizationa
Deve o ment

Part organizational psychology and part business administration, OD helps work
organizations develop effective leadership.

rganizational develop-
menthas adistinction that
separates it from other
workplace consultants,

such as those specializing in TQM,
outplacement and training. OD works
with fewer people to make major
changes, while other consultants usu-
allyworkwith largernumbersofpeople
who individuallymakesmall changes.

This is significant because, as the
values and practices of business are
changing due to factors such as inter-
national competition, work-force di-
versity and flattened managements,
the characteristics of leadership are
changing, too. Leaders today need to
be consensus-oriented, but decisive.
They need to be more demanding, but
supportive. They also need to have
some accountability, not be simply a
delegatorwhocan easilydeflectblame.

A CASE STUDY

The discipline of OD is often misun-
derstood and poorly articulated. Per-
hapsthebestwayof initiatingadiscus-
sion of OD is by case study.

Afloundering manufacturinggroup
that had at one point been highly
profitable decided to shake up its ex-
ecutive ranks by hiring a new presi-
dent. This individual had worked in a
different capacity for the company for
several years, but had lost his objectiv-
ity with regard to critical personnel
and how well they performed as deci-
Sion makers. An additional issue was
the faltering work of his vice president
of finance, who ,seemed to function
adequately under the prior adminis-
tration.

Within six monthsofthe presidents
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BY MYRON BEARD, PH.D.

hire, matters got worse. He previously
articulated a ,goal that by reducing
inefficiency, he would raise the
company's profitability by 20%; in-
stead it had increased only 5%. He
promised to make cuts in the manage-
ment ranks to reduce costs, but some
of these personnel decisions were in-
appropriate. Thus, many of his best
performers left. In the final analysis,
the gist of the problem was the presi-
dent underestimated the complexity
of his job.

My objectives upon visiting the
company were threefold: (1) to revise
the vice presidents' thinking about
themselves to further their own devel-
opment; (2) to help promote and fur-
ther the organizational objectives as
stated by the president; and (3) to
understand current organizational
themes in order to assist the president
in his ongoing refinement of his lead-
ershipand direction of the company.

MYRON BEARD, ,-,~ .,
PH.D. is an orga-
nizational psy-
chologistwith RHR
International Com- ', _.
pany, a Chicago-
based manage-
ment and consult-
ingfirm comprised
of Ph.D.-level psy-
chologists, provid-
ingconsultation to large andsmall organi-
zations. RHR specializes in executive
assessment and development, including
working with high-potential and faltering
executives.

Dr. Beard works in RHR's Denver of-
fice. He belongs to the American Psycho-
logical Association's Division of Consult-
ing Psychology.

As I met with each of the execu-
tives, it became clear that some of
them had taken thegauntletand moved
ahead with their own development
and promotion oforganizational goals,
whi le others had not. By the end of the
second day I determined that the presi-
dent had been modestly effective in
making some of the cultural changes
that he had, with great enthusiasm,
promised six months earlier. They in-
cluded: (1) greater participation on all
levels of the organization to make
decisions and take responsibility; (2)
greater emphasis on product quality
and customer service; (3) increased
efficiency in production with a greater
sense of urgency and more on-time
delivery; and (4) better utilization of
fewer resources. His own lack of
awareness of the degree to which the
organization had changed was itself a
problem that needed to be addressed.

Following individual conversations
with thesix seniorexecutives, I metfor
a briefing with the president. I related
the themes that had emerged in those
conversations, being careful not to
reveal specific sources. As is often the
case, the president was pleased at the
gains made and the increasing cohe-
siveness of the group, but dismayed
that some of the changes had not taken
hold: The additional issue of the fail-
ing vice president of finance was dis-
cussed at length.

As a result of the consultation, the
president developed a plan to better
manage those under him and hold
them accountable for their decisions,
move successfully to implement the
cultural changes he wanted, and deal
immediately with the vice president of
finance.



OD, THEN AND NOW

It is the general consensus of OD con-
sultantsthat the work having the most
impact is done at the senior levels in a
manner that promotes individual de-
velopment for the purpose of accom-
plishingorganizational goals(seebox).
This has not always been the focus of
OD, though. The discipline began in
the early 1920s with studies in manu-
facturingplants tounderstand the rela-
tionship between work environments
and productivity. It was concerned
with time-motion practices and tech-
nical-efficiency programs, which are
measured by statistical analyses of
behavioral observations and paper-
and-pencil surveys, and often per-
formed by engineers. Establishing
environmental changes to employee
morale and productivity was always a
primary focus.

In the past two decades, however,
the focus of OD has broadened dra-
matically. Whether the consultant is
internal or external, the focus has
shifted to accomplishing organiza-
tional objectivesthrough workingwith
anddevelopingseniorpersonnel. This
is where the greatest impact is likely to
take place. Often, there are no studies
or sophisticated statistical analyses
performed, since they are generally
irrelevant in the pursuit of accom-
plishingorganizationalgoals. Itshould
be mentioned that the qualifications
for this task usually include one or
more advanced degrees in industrial/
organizational psychology.

FOCI OF OD WORK

The following are some of the hands-
on activities that OD consultants pro-
vide at senior levels.
• Building effective teams. Recog-

nizing that organizational productiv-
ity is diminished by lack of coordina-
tion among groups and that.creativity
can be stifled by lack of communica-
tion or miscommunication, the OD
consultant often works with new, stag-

'~

GOALS TYPICALLY ASSOCIATED WITH OD
CONSULTING SERVICES

The following are goalstypically set
by organizational development

specialists on behalf of work organiza-
tions. They were identified by the
author, Dr. Myron Beard.

• Effecting organizational change by
working with the senior leadership of
an organization.

• Developing executives by provok-
ing growth and "raising the bar" for
each individual.

• Promoting the business-related

Hated or floundering groups to de-
velop asense of cohesiveness. This
kindofconsultation isparticularlycriti-
cal to increasing performance.

While the team may be worked
with as a group, each individual is
typically interviewed to get a sense of
the challenges facing the team. The
themes are then fed back to the team in
a way that promotes a sense of focus
on issues in anon-threatening man-
ner. This leads to a greater sense of
cohesiveness and unifies the team's
efforts around accomplishing major
goals.

In assessing an individual's effec-
tiveness as ateam member and leader,
standardized inventories (such as the
Myers-Briggs test) are typical ly not used
by RHR because it is felt they do not
capture the subtlties and nuances that
lead to job success or failure at senior
levels. For instance, they may indicate
a person's introversion or extrover-
sion, but not reveal that s/he loses
credibility during public speaking en-
gagements because of a stubborn or
abrasive personality streak. A per-
sonal interview will generally show
this and other intangible, but critical,
tra its assoc f ated with leadership effec-
tiveness. From the interview data, a
psychological effectiveness report is
prepared, the goal of which is to effect
improvements in behavior and thus
performance.
• Promoting from within. Increas-

ingly, as organizations flatten out, the
need for individuals to have a wider
span of control and more in-depth
knowledge of the organization is im-
portant. It requires a great capacity for
work and a high learning curve. Orga-
nizations today have less time and
leaner margins of error. OD consult-

themes as set forth by the organiza-
tional leader.
• Collecting data on the status of cul-
tural changes and what the organiza-
tional leader is trying to implement.

•Providing feedback to the organiza-
tional leader about his or her own
effectiveness and the effectiveness of
the group.
• Working to diagnose problems and
find solutions for a faltering executive.

ants review the individuals who are
candidates for internal promotions in
order to provide critical but subtle
information about individuals best
suited for the task at hand.
• Reorganizing through managing

change. Change in a structure often
creates uncertai my lead i ng to miscom-
munication,conflict and poor morale,
leading to confusion about the long-
termmission and purpose of the orga-
nization. Further, individuals may be
assigned to responsibilities for which
they are unsuited or unskilled. By fo-
cusi ngattention onthe company's stra-
tegic goals, the OD consultant can
begin working with individuals to for-
mulate amanagement-competency
template—which measures key orga-
nizationaland leadership characteris-
tics that are consistent with the
organization'sculture—aswell as lead-
ership models to support organiza-
tional goals. In so doing, people and
functions are matched better and re-
sources used more effectively toward
new and strategic goals. The consult-
antneeds to dothis while minimizing
down time.
• Selecting outside talent. The old

issue of "fit" comes sharply into focus
when looking outside the organiza-
tion to fill senior positions. The OD
consultant evaluates external candi-
dates against the organization's cul-
ture, history and purpose. Through
ongoing consultation, the OD con-
sultantcanthen assistwiththe integra-
tion of the individual into the organi-
zation.
• Managing the faltering execu-

tive. Executives, for personal or pro-
fessional reasons, may show signs of
poor performance, which can be very
costly to the individual and the com-
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pany. Often, progress gets distracted
by petty side issues. As EAP profes-
sionals know, the cost of termination,
replacement and training can be pro-
hibitive, so it often makes more sense
to work with the faltering executive.
Interventions may be tailored to the
individual and ongoing consultation
provided. In some cases, referrals are
made to external sources. Addition-
ally, an ongoing program of personal
development may be created for high-
potential people who are in a position
forwhichtheyareill-prepared. This is
most often the case with outside hires..

OD AND EAP

OD and EAP professionals both deal
in the psychological realm, the former
with a heavy organizational focus, the
latter with an individual, "client' fo-
cus. The value-added component of
OD work is in improving business
outcomes; that is, reporting significant
themes to management that lead to
organizational changewhilemaintain-
ing client confidentiality. A nexus
between the EAP and OD professional,
it should be mentioned, is natural.
Because the OD professional also has

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

~UBSTANCEABUSE 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 1 T U T E

4403 Trailridge Road
Bloomington, Indiana 47408

Call 1-800-726-0526
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an obligation to maintain the confi-
dentiality of individuals, there is an
additional buffer separating the prob-
lems of individual clients from man-
agement.
• Dysfunctional teams. It often

happens that in the process of team
building, teams are dysfunctional be-
cause ofthe pathologyofcertain mem-
bers. Often EAP professionals, with
their clinical acumen, can more inten-
sively work on individual issues of
team members.
• Organizational change fallout.

Here,.theflowof information between
OD and EAP professional reverses
course. In the midst of organizational
change, individuals may either antici-
pate or actually experience termina-
tion, demotion or a narrowing of their
responsibilities. EAPs,givenadequate
forewarning from management, can
minimize the anxiety and pain of indi-
vidualsand helptomaintain organiza-
tional morale.

•Increasing performance residual.
A new boss may be more demanding
and require more of his or her people
than the predecessor, leading to an-
ger, frustration and anxiety among
employees. In these situations, nega-
tive feelings can be ameliorated and
redirected positively in a clinical set-
ting much more effectively than an
organizational setting.
• Faltering executive issues. Ex-

ecutives who begin to falter, lose,im-
pact or plateau with an organization
because of personal issues may be
referred to the EAP. The confidential
setting of a private professional's of-
fice enables an executive, who feels
"cornered" and untrusting of other
managers, to open up.

With this in mind, EAPs that pro-
mote their services beyond drug and
alcohol concerns will he viewed as
more competent to influence core
business outcomes. EAPs should edu-
cate senior management about their
spectrum of issues in order to be ac-
cepted as a mainstream function. Be-
cause OD professionals are situated
among, or report to, the senior levels
of the company, it will create more
opportunities for OD and EAP profes-
sionals to work on joint or comple-
mentary problems. C~
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~~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
~ that constitute the CEAP Scope of Practice. Subject searches consist of a col lection of journal articles, book

~~ P
e

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

for the total amount of your order, based on the prices shown to the right of each title. Mail the form with
~

O
s ~~ your check or purchase order to: EAPA, 4601 N. Fairfax Drive, Suite 1001, Arlington, VA 22203.

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

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

Work Organizations Also of Interest

I ~ ❑ Guttural Diversit 11.00 $16.50' y ••••••••••• $ ❑ EAPs in Higher Education '$9.00 $13.50 '
❑Labor/Management O EAPs in School Systems.. 8.00 12.00

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

' Human Resources Management OTroubled Professionals/ '

O Career Development/ 
Executives ...................... 9.00 13.50 '

' Competencies ................ $17.00 $25.50 Sub-Total .......
' ❑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

I ❑Legislation ..................... 15.00 22.50 Total .......
❑Managed Care ............... 24.00 36.00'
❑Work andFamil 21.00 31.50 ----------y ........... -----
O Worksite Wellness/Health Please charge to my: 1

1 Promotion ...................... 20.00 30.00 ❑American Express O Visa ❑MasterCard

EAP Policy and Administration card rvo. a o o❑ o❑ o 0 0 0 0 o o❑ o❑ o
~ Exp. Date: ❑ O O ❑ ~

❑Confidentiality ............... $9.00 $13.50
' ❑ EAPs and Small Business/ Name

Consortia .................. 7.00 10.50....
O Contracting: Pricing & Or anizationg

~__
Services .................... 5.00 7.50

'

❑ Cost-Benefit Analysis/ '
1 Effectiveness .................. 25.00 37.50 Address _ __ _

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

'

D EAP Models/Essential f
' 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.

' D Supervisory Programming 13.00 19.50 '

EAP Direct Services ~~~I
<~ :,

/~~❑Critical Incident Stress ~
Debriefing .... $48.00 $72.00 °F~'~

~❑ EAP/Chemical Dependency ~\ ~ ~ ..,
' ~ Assessment .................... 13.50 19.50 , i/ ~~~ 6~ \~l '

D Prevention 16.00 24.00 ~ ~

~ ~ Chemical Dependency and Other Addictions ~~ ~ ~~ ~ ~

O Aftercare/Relapse Prevention $9.00 $13.50
~ ~ Co-Dependency ............. 6.00 9.00

ODrug-Testing .................. 19.00 28.50 i

' Personal and Psychological Problems

I O AIDS and the Workplace $17.00 $25.50 `n~z• ~~ŝ' .• ~ 'r', '
■ O Stress: Job Related .......... 16.00 24.00



AT&T's EAP ACTS ON DIVERSITY ISSUES IN
CONJUNCTION WITH E&CC COMMITTEE

BY NORA MONTALVO-CRUMBLEY, LISW, CCDC III, CEAP

The Employee Assistance Program
at AT&T has taken a leadership

role within the company to develop a
better understanding of multicultural
concerns and the development of the
programs to meet the needs of its di-
verse employee population. Two of
our EAP objectives for 1993 are to
explore development and delivery of
new customer-focused education and
awareness programs matching current
client needs and heightening aware-
ness of diversity issues in the delivery
of all services.

The EAP, which is one of four ser-
vices under
AT&T's Health
AffairsOrganiza-
tion, has placed
special emphasis
oncultural diver-
sity issues and
training during
the past year. ,:. A,
Each region has Nora Montalvo-
devoted staff cru►nbley
training time and is addressing cul-
tural diversity and the needs of our
employee population.

This spring, representative coun-
selorsfrom each region formed teams
that were charged with providing in-
put for the agenda of our AT&T Na-
tional EAP meeting, held in San Anto-
nio, Texas on May 22-27. The team
members were: Carolyn J. Chingo,
Western Region; Nora Montalvo-
Crumbley, Southern Region; Gary W.
Giannone, Eastern Region; and David
B. Fetterman, Central Region. Under
the direction of the Western Region's
district manager, Ellen B. Fogerty, the
committee developed atwo-hour pro-
gram en~~`tled "The Changing
Workforce." The team determined
that two hours of one day would be
devoted to diversity issues.

Two members of EAPA's Ethnic &
Cultural Concerns (E&CC) Committee
joined us: LuisGarciaofthe U.S. Postal
Service, and Oscar C. Perez, program
director of Bayview Hospital. Addi-
tionally, Dan Diaz, Ph.D., a licensed
psychologist, joined the presenters to
lead experiential exercises.

In the two-hour presentation, they
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conveyed the need for cultural com-
petence among EAPs and treatment
providers. Cultural competence, they
said, "is a set of congruent behaviors,
attitudes and policies that come to-
gether in a system, in an agency, or
among professionals, enabling that
system, agency, orthose individualsto
work effectively incross-cultural situ-
ations."

Cultural competence has five es-
sential elements:

• valuing diversity;
• the capacity for cultural self-

assessment;
• consciousness of the dynamics

inherent when cultures interact;.
• institutionalized cultural knowl-

edge; and
•developed adaptations to service

delivery reflecting an understanding
of cultural diversity.

Experiential exercises were utilized
to surface attitudes and aid the devel-
opment ofindividual goals. They also
discussed the need for EAPs to encour-
agetreatment providers and programs
to become culturally competent and
the need for recruitment of culturally
diversified staff to better serve our
employees.

AT&T encourages employees to

"The EAP, which is one of
four services under
AT&T's Health Affairs

Organization, has placed
special emphasis on

cultural diversity issues
and training during the

past year."

participate in cultural groups and or-
ganizations that emphasize pride in
their heritage. A number of them
represent employees on a national
basis. Social groups for Hispanics
(HISPA), Asians (4-A, or Asian Ameri-
cansfor Affirmative Action), and Afri-

can Americans (The Black Alliance)
are active in their respective commu-
nities as well as within the corpora-
tion.

For example, in June I was invited
by one of the Bell Laboratories' affir-
mativeaction committees to give a 90-
minute presentation to 50 employees
in the Research &Development orga-
nization on the topic of "Counseling
for Minorities."

The corporation also encourages
employee involvement in community
service and, on this basis, I have ac-
cepted an invitation to speak at The
Ohio State University's Institute of
Addiction Studies on July 25-30. My
class, which is entitled "Striving To-
wardsCultural Competence," is geared
toward treatment providers and chemi-
cal dependency counselors.

In addition, I conductongoingtwo-
day meetings for managers, supervi-
sors, union officials and stewards, se-
curity,etc., atAT&T,Columbus Works.
Issues discussed at the meetings, held
quarterly, include chemical depen-
dency, mental health concerns and
cultural diversity, covered in didactic
and role-play situations. This program
is in its third year.

In EAPA, the Southern Ohio Chap-
ter is instituting an E&CC committee,
which will be chaired by Roberto
Santos. We will be working with
Columbus Community Hospital's AI-
coholand Chemical DependencySer-
vices' administrator, Tom Donaghy;
Gary Maltbia, chair of EAPA's E&CC
Committee; and Luis Garcia, to estab-
lish aculturally competent chemical
dependency program for the central
Ohio area.

EAPA's E&CC Committee was
formed in 1989 as an outgrowth of
America's burgeoning diversity, re-
flected in statistics such as the U.S.
Department of Labor's estimate that
by the year 2000, one in five workers
will be non-white. The committee's
mission is twofold: to create better
awareness ofthe importance of ethnic
and cultural differences; and to stimu-
late the field to realize its own failure
to meet the needs of this newly emerg-
ing work force. I am pleased to be a
part of the efforts at AT&T and as a
member of EAPA. C~



KING TRIAL II: THE L.A. CHAPTER HAD A
CURATIVE RESPONSE...JUST IN CASE
The following article was prepared by
Tom S. Hayashi, chairofthe EAPA Los
Angeles Chapter's .ethnic &cultural
concerns committee.

fter the Simi Valley trial of the
four LAPD officers were found
innocent in the Rodney King

beatingJast April, virtually the entire
country was unprepared for the vio-
lence that followed. In Los Angeles,
particularly, EAP professionals were
overwhelmed by the emotiona► and
traumatic repercussions of the riots in
their client sessions.

By the time of the second trial, the
EAPA Los Angeles Chapter's ethnic &
cu Itural concerns committee had taken
preventative and curative measures—
a healing campaign—in the event of
another round of
human anguish.
The purpose was
to educate busi-
nesses and resi-
dents ofthe emo-
tional effects of
organizational
and individual
trauma and ways Tom Hayashi
in which they could assuage the ef-
fects.

A press release was prepared in
cooperation with the Exchange editor
and sent to major newspapers in Los
Angeles aid Orange County. If civil
unrest had broken out, the press re-
leasewould have been faxed to nearly
two-dozen ethnic and muFticultural
publications.

In addition to the press release, an
information kit was sent to more than
140 local chambers of commerce for
distribution to their members on:

1) how the business "family" can
support traumatized employees and
communities in healing from civil un-
rest;

2) the emotional responses charac-
teristic oftrauma victims, and ways to
initiate healing; and

3) helping children cope with
trauma.

If civil unrest broke out, the kit
would have been sent to other news-
papers for publication.

Fortunately, the L.A. Chapter's re-

medial tactics were not needed. How-
ever,since urban violence in America,
and even the threat of violence, ap-
pears to be increasing and can be
traumatic to employees and family
members, the committee is preparing
to publish the material in multiple
languages and distribute them to EAPs,
managed care programs and commu-
nityservices. The committee is resum-
ing the development of programs to
increase multicultural competency
among EAPs and other programs and
servicesaidingemployees. Fortheben-
efitof EAPA members, the following is
an excerptofthe aforementioned press
release.

As the verdict of the second trial is
anticipated, employers and their labor
unions should be aware of the nurtur-
ingand healingrole thattheycan play
through the "work family."

According to Deborah Marsala,
president of the Los Angeles Chapter
of Employee Assistance Professionals
Association, an international organi-
zation of 7,000 employee assistance
professionals, "Throughout history,
healing after disasters of civil unrest
has occurred by using the consider-
able resources of the immediate fam-
ily, spiritual family of neighborhood
and community groups, and the work
family, as well." Businesses can take
immediate steps after civil unrest oc-
curs by: (1) helping ensure the safetyof
employees; (2) providing for job secu-
rityand financial support, such as by
offeringsalary/wage advances and paid
leaves necessary for medical or emo-
tionalinjury; (3)givingemotional sup-

The L.A. Chapter
had taken measures

in the event of
more human anguish.

port, such as by promotingsmall-group
mutual support activities; (4) involy-
ing employees' immediate families
with the work family; and (5) having
employee assistance services avail-
able for employees desiring individu-
alized counseling.

"Many people who were either

LA Chapter's E&CC
Committee Members

The following are members of
the EAPA Los Angeles

Chapter's ethnic &cultural con-
cerns committee.

Tom Hayashi, Chair
Carmen Abbott
Shelly Cohen
Gary DeBlasio
William Poynter
Herman Rodriguez

Special thanks are given to the EAP
staff at Hughes Aircraftfor compil-
ingand mailing the "work family"
information kits to Los Angeles-
area chambers of commerce 'and
to the EAP staff atTRW for informa-
tion onhuman reactions to critical
incidents contained in the kit.

directly affected by, or in some other
wa y felt the impact of, the riot aher the
first verdict, experienced psychologi-
cal trauma of the same severity that
people in San Francisco did in 1989
aher the earthquake," says Marsala.
"The sudden, unexpected impact of a
traumatic event underscores the need
for a helping employee resource. ey
intervening with employees early
through group debriefings and indi-
vidual counseling, long-term prob-
lems—such as post-traumatic stress
disorder=are usually avoided."

Reactions varygreatly, depending
on how the individual normally
handles stressful situations, and the
supportavailable to the person. Reac-
tions may be acute (i.e. immediate) or
delayed. S/he may experience symp-
toms that are physical, emotional or
cognitive (i.e. related to thinking abil-
ity). Reactions such as grief, anger,
disorientation and impaired judgement
are normal following an abnormal
event. They may be accompanied by
feelings of vulnerability and helpless-
ness...

Precautions that may be helpful to
employees until theirsituation is "nor-
malized"are to be driven to and from
work by someone else, making daily
schedules as predictable and routine
as possible until stability returns, be-
ing conscientious about good nutri-
tion and getting adequate sleep, and
engaging in fun activities. ~
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A Mo ern EAP
in Brazi

This Brazilian program is no backwater effort. Alcoa's Alumar EAP
met rigorous corporate program standards on the first try.

hile EAPs often cite
higherutilizationrates
as a measure of pro-
gramsuccess, few wi

ever realize rates even close to the
Aluminum Company of America's in-
ternal program at Alumar, Sao Luis,
Brazil. With just under 3,000 employ-
ees,this EAPgenerated 1,100 referrals
last year. The plant, opened in 1984, is
an aluminum smelting and alumina
refining opera-
tion and reflects
a partnership be-
tweenAlcoa and
Shell-Billiton.
Alcoa's Alumar
facility is on the
northern Brazil
coast just 2 de-
greessouthofthe Ken Burgess
equator.

Sao Luis—a picturesque old Bra-
zilian citywith overonemillionpeople
and located in a poor part of the coun-
try—is approximately 350 air miles
south of the mouth of the Amazon
River and some 1,700 miles north of
Rio de Janeiro. A striking contrast is
noticeable between rich and poor in
this part of the world. Donkey carts
move alongside modern automobiles.
Open air markets are common,- and
meat and dairy products are often sold
from unrefrigerated stands. As one
might suppose, Brazil has a vastly dif-
ferent culture than that of North
America.

Sao Luis' public services, includ-
ing health care and education, are
meager by comparison with other large
Brazilian cities. However, health care
is offered through the public health
system free-of-charge. Long waiting
lists, crowded medical services and a
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poorly funded national health care
program greatly limit access, how-
ever. Public mental health services
are even more sparse and difficult to
access than medical/surgical care.

Like Europe, the Brazilian medical
community generally rejects the dis-
ease conceptof chemical dependency,
and psychiatric services in Brazil have
a strong psychoanalytic perspective.
"A utilization rateas high asthiswould
be reason for concern here in the
States," says Ken Burgess, Alcoa's cor-
porate EAP manage who works out of
Pittsburgh. "But our medical group in
Brazi I acts somewhat I i ke primary care
physicians. In short, we must provide
comprehensive medical and health
care services because they are just not
readily available in the community. A
great deal of time and money is spent
tra i n i ng ou r work force to do the i r jobs
and we simply can't afford to lose
them."

With just under
3,000 employees, this EAP
generated 1,100 referrals

last year.

MEETS ALCOA's
PROGRAM STANDARDS

Burgess says that Alumar has a very
professionally run EAP, which he dis-
covered when he visited in 1991 to
apply U.S. program standards to off-
shoreprogramming. Alcoa developed
program standards three years ago
using EAPA's Standards as a guide. A
yearlong project, substantial workwas
done by the company's field EAPs and

coordinated by the corporate program.
"In anticipation of my first trip to

Brazil, I had no idea what to expect,'`
Burgess recollects. "Because of my
experience with expatriates, particu-
larly inEurope, Iwas anticipating great
differences in the way we ran our
programs."

What he discovered in Sao Luis
was a refreshing surprise. The pro-
gram was very strong clinically, and
his visit/evaluation revealed that the
location met the company's new pro-
gram standards. "Some of our U.S.
programs did not meet the corporate
standardsontheirfirstgo-round," Bur-
gess notes. "What makes the Alumar
program even more remarkable is that
Alumar's management in Sao Luis and
Sao Paulo developed the program on
their own. It's as professional an ap-
proach to EAP as I've seen—any-
where."

In preparation for this article, a
conference cal I was set up through the
Pittsburgh office and involving Sao
Luis program personnel and EAPA
Exchange. Alumar's program director,
Socorro Coelho and an EAP commit-
tee representative, Lucimar Carneiro,
participated.

The interview provided a rare
glimpse into an offshore program built
from scratch, yet with the best features
of American programs. Some of the
distinguishing features are these:
• The program at Alumar is really

two programs: a social assistance pro-
gram, which helps employees and
family members for a wide range of
problems, and an alcohol and drug
program called "Pare" (pronounced
'par-a, which is Portugese for "stop").
• The Pare program is unique in

many ways. Because of the absence of



12-step treatment programming in the
area, the social work staff—Coelho and
Rosangela Rios—run intensivetreatment
and aftercare groups in Sao Luis. Com-
pleting a.thorough clinical assessment
of Pare cl Tents showed that few referrals
needed expensive and lengthy inpa-
tient care. "Many of those referred are
treated right here—through attending
our intensive outpatient meetings, and it
has been working quite well," notes
Coelho. Ninety percent of the Alumar
social worker's job remains in the area
of social assistance.
• Like Alcoa's U.S. programs, a

great deal of effort is invested with
supervisors, by orienting them to the
program, and employees/family mem-
bers, by educating them about the
program and aboutaddictive illnesses.

GREW OUT OF SOCIAL
SERVICE MODEL

Prior to the addition of the Pare pro-

gram in early 1989, Alumar, like many
larger Brazilian corporations, offered
social assistance services. Atthattime,
Alumar became more broadbrush in
focus, when the need for a strong
alcohol treatment component was rec-
ognized. "This problem was simply
not dealt with," says Coelho, a social
worker by training. "We would help
our people through a family crisis but
tended to overlook the root cause."

Acting on this deficiency, during
program development in 1989 Alumar
sent its social assistance staff and the
plants supervising physician, Dr.
Marcus Cuoto, to Sao Paulo to meet
with an EAPA member, John Burns.
Burns is director of Vila Serena, which
has treatment centers based in Sao
Paulo and Rio. An American expatri-
ate, Burns was trained in Minnesota
and his programs are strongly 12-step-
oriented. All who know John know
that he is a powerful influence in alco-
holism treatment in South America.

Alumar's Pare members include (I-r): Ricardo Goncalves, Ingot Plant superintendent;
Rosangela Rios, social worker; Dr. Marcos Cuoto, Occupational Medicine superinten-
dent; Dulce Reolon, Personnel Relations supervisor; Socorro Coelho, social worker; Gil
Funke, Materials Area superintendent; Lucimar Carneiro, Plant Operations executive
secretary; and Luis Carlos Lenati, Engineering &Maintenance Quality superintendent.

Home visits to meet with
new clients and family
members are common.

The same applies to follow
up after treatment discharge

for Pare clients.

Burns continues to work closely
with the program. Alumar employees
who are referred by Pare for inpatient
treatment go through Vila Serena.

DIFFERENCES IN SERVICE
DELIVERY

There are some striking differences
between Alumar's EAP and programs
typically found in the states. First,
home visits to meet with new clients
and fami ly members are common. The
same applies to follow up after treat-
mentdischarge for Pare clients. Also,
because constructive confrontationhas
to be handled differently in Brazil than
the U.S. due to employment and
salary guarantees, strong family sup-
port is necessary to move the client to
accept treatment. Additionally, the
EAP at Alumar is coordinated with
medical services, and the program
helps to locate medical as well as
mental health resources for employ-
ees and dependents. Helping the pa-
tienttofindtransportationandlodging
for patients and family members is all
a part of the service.

"The program at our Alumar plant
has taken a traditional approach to a
very high level," says Burgess. "In this
age of managed care, we sometimes
overlook what sticking to the basics
can accomplish." C~
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V~ctor~ous ~n Nas v~ e
Tennessee has passed the U.S.'s first EAP licensure bill, a long time in coming.

lack Freckman provides a historical perspective.

he June Exchange, on page
24, announced the passage
of a licensure law for

employee assistance professionals
practicing in Tennessee. The
following is a one-on-one exclu-
sive interview with Jack Freckman,
CEAP, president of Freckman &
Associates and former EAPA
Tennessee Chapter president, on
the historical development of the
bill.
[Of special note, the June issue

announced that the bill took effect
on July 1st. The effective date has
been changed to January 1, 1994.]

EXCHANGE: Governor Ned
McWherter signed the bill into law
on May 17th. What happens next?

FRECKMAN: First off, the govern-
ing body executing and enforcing
the law will be an EAP board that
operates under the auspices of the
state Department of Labor. EAPA's
three Tennessee chapters—East,
Middle and West—are obligated
under the law to submit a list of
board nominees to the Governor.
From the lists, the Governor will
select four people to serve on the
board. A fifth board member will
be appointed by the Governor;
someone from outside of the EAP
field.

In talking to the chapter
presidents, it appears that the
process to be used to select
candidates will be that each
president will solicit from his or
her respective members the names

because they can decide for
themselves whether they can
make the commitment of time and
effort that will be necessary. The
chapter presidents will then
present the list to Jimmy White,
the Commissioner of Labor. Our
hope is that the Governor will
select one person from each of the
three parts of the state, with a
fourth at-large representative from
anywhere in the state.
When the board is appointed, it

will establish rules and procedures
by which members will be notified
as to how EAP practitioners can
apply for licensure. They will also
set the licensure fee. Since this is
an unprecedented development,
some of the details about imple-
menting the law, such as the
process of applying for licensure,
are still being worked out.

EXCHANGE: Did Tennessee's
EAPA chapters get everything they
were seeking?

FRECKMAN: No, but very seldom
is there a successful legislative
effort without some compromise.
We did get the board established.
We did get specific language as to
what constitutes an "employee
assistance professional," consistent
with EAPA's definition. We did get
strong enforcement provisions.
[See Section 14, next page.] But
we had to accept compromise
provisions, in the form of amend-
ments. [Sections 17, 18 and 19.]

Due to the powerful lobbies of
other professions, we were not
able to establish exclusivity as a
profession. However, only those
licensed as EAPs can hold them-
selves out to be "licensed em-
ployee assistance professionals."
Our original proposal was that the
license would require anyone
publicizing themselves as an
"employee assistance profes-
sional" to be licensed.

EXCHANGE: What was at issue
with other professions?

FRECKMAN: Primarily, objections
were raised by counseling profes-
sions that, like us, perform assess-
ments and referrals. A difficult
problem for us was in trying to
educate lawmakers about the fact
that EAPs are the only workplace-
based profession that assesses and
refers for behavioral health
problems. One advantage of
having the board of employee
assistance professionals is that this
distinction will gain credence over
time.

EXCHANGE: What are the most
important elements of the law?

FRECKMAN: There are several
important elements. Being a
licensure rather than a certification
law gives EAPs more legitimacy
and credibility. The
grandparenting clause recognizes
the CEAP certification as the EAP
credential. The law establishes a
board, positioned under the state's
Department of Labor, to oversee/
___..~_._ ~. _ ~ ~.., _ T



"1 began to notice that in some respects, non-EAP
persons were attempting, in various ways, to control our

profession. I had seen others take over the area of
managed care and did not want to see that happen to EAPs."

employee assistance professionals
can hold themselves out as such.
Also, confidentiality between a
licensed employee assistance
professional and a client is the
same as those provided by law for
physicians, psychologists and
social workers. Also, there are
provisions for civil penalties for
violations of the law.
EXCHANGE: All laws start out as a

seed in someone's mind. Let's go
back to when the idea of EAP
licensure in Tennessee was just
that. How did things develop?
FRECKMAN: About five years ago,
began to notice that in some

respects, non-EAP persons were
attempting, in various ways, to
control our profession. I had seen
others take over the area of
managed care and did not want to

Special Provisions in EAP Licensure Law

The following sections appear in Tennessee's EAP licensure law.
They are in addition to the sections which were reprinted on pages
24-25 of the June issue.

SECTION 14. The Board shall
have the power to deny, suspend,
or revoke any license, or to
otherwise discipline an applicant
or holder of a license who is found
guilty by the board of one (1) or
more of the following:

(1) Willful or repeated
violation of any provision of this
act or any rules of the board;

(2) Fraud or deceit in
~~rocuring or attempting to
procure a license, presenting to
the board dishonest or fraudu-
lent evidence of qualification,
or fraud or deception in the
process of examination for the
purpose of securing a license;

(3) Willful failure to
display a license:

(4) Fraud, deception,
misrepresentation, dishonest or
illegal practices in or connected
with the practice of employee
assistance;

(5) Circulating knowingly
untrue, fraudulent, misleading
or deceptive advertising;

(6) Gross malpractice, or
a pattern of continued or
repeated malpractice, igno-
rance, negligence or incompe-
tence in the course of practice;

(7) Unprofessional or
unethical conduct, or engaging
in practices in connection with
the practice of employee
assistance which are in violation
of the standards of professional
conduct prescribed by the
board;

(8) Conduct reflecting
unfavorably upon the profession
of employee assistance;

(9) Willful making of any
false statement as to material in
any oath or affidavit which is
required by the act;

(10) Conviction of a
felony under federal court or in
the courts of Tennessee or any
other state five (5) years prior to
applying for a license or while
licensed;

(11) Permitting or
allowing another to use his
license for the purpose of
providing or offering employee
assistance services;

(12) Engaging in practice
under a false or assumed name,
or the impersonation of another
practitioner of a like, similar or
different name;

(13) Failure of an
employee assistance profes-
sional to inform clients fully
about the limits of confidential-
ity in a given situation, the
purposes for which information
is obtained and how it may be
used;

(14) Referring a client to
further obtain services from any
source that would directly or
indirectly financially profit the
referring licensed employee
assistance professional;

(15) Denial of clients'
reasonable rquests for access to
any records concerning them.

see that happen to EAPs. Also,
felt that a licensure law would
assist in legitimizing our profes-
sion.

In surveying other state efforts,
found various credential efforts,
but no actual licensure bills. The
information provided from else-
where was very helpful to us in
Tennessee, but we decided to seek
licensure rather than a credential

When providing clients with
access to records, the employee
assistance professional shall
take due care to protect the
confidences of others contained
in those records;

(16) Failure to obtain
informed consent of clients
before taping, recording, or
permitting third party observa-
tion of their activities;

SECTION 17. Nothing in this
act shall be construed to prevent
qualified members of other
professional groups as defined by
the board, including, but not
limited to, licensed psychologists,
licensed psychological examiners,
licensed clinical social workers,
nurses, physicians, attorneys at
law, or members of the clergy,
from doing or advertising that they
perform the work of an employee
assistance professional consistent
with the accepted standards of
their respective profession.

SECTION 18. Nothing in this
act shall be construed as permitting
any person licensed as an em-
ployee assistance professional to
engage in the practice of "licensed
psychological examiners,"
"licensed psychologist," "certified
master social worker," or "licensed
independent practitioner of social
work," as defined by the laws of
this state.

SECTION 19. Nothing in this
act shall be construed to prevent a
member of a community mental
health center staff, as defined by
Title 56, from advertising, claiming,
working, or in any other way
representing such member to be an
employee assistant professional
consistent with the standards of a
mental health center.



in order to attain the highest
degree of credibility. Also, it was a
goal of the bill to recognize the
CEAP as the credential in our
field. As information was com-
piled and initial drafts written in
1991 and 1992, interest from
everyone in the EAP field grew. In
fact, it helped in our efforts to form
EAPA chapters in the eastern and
western portions of the state.
Many people from all three
chapters made substantial contri-
butions to this legislative push,
and I hesitate to name particular
individuals for fear of accidentally
excluding others.

In addition to Tennessee's
EAPA members though, I'd like to
acknowledge the work of Repre-
sentative Ben West and Senator
Joe Haynes, who sponsored and
actively lobbied colleagues in
their respective houses. Senator
Bob Rochelle also actively sought
out support. Jimmy White, the
Commissioner of Labor, Jim
Neely, state AFL-CIO president,
and Eddie Bryant, state AFL-CIO
secretary/treasurer, and our public
policy advocate, Jennifer Murphy,
all played key roles in securing
passage. Finally, EAPA's govern-
mental relations director, Maureen
Kerrigan, was instrumental when
she helped redraft the original bill
at EAPA's District II Conference in
Nashville in February 1992. At the
suggestion of Jennifer, a legislative
committee was formed to develop
a final draft of the bill. They
devoted a great deal of time and
effort to this task.
EXCHANGE: What are some of
the lessons learned from this
experience?
FRECKMAN: I'm glad you asked.
The lessons learned are perhaps
the singlemost important thing that
EAP professionals from other parts
of the country should pick up from
the Tennessee experience. First,
the lack of an educational require-
ment in the EAP field was a major
stumbling block. Our law passed
with the requirement of a high
school education. However, we
were able to pass our legislation
with requiring more than a high-
school graduation or G.E.D.
requirement for those providing
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"The lessons learned are
perhaps the singlemost
important thing that
EAP professionals from
other parts of the
country should pick up
from the Tennessee
experience."

ongoing counseling through their
EAP contracts.

Second, it is critical to have a
lobbyist or advocate who knows
the legislative process, how
maneuvering occurs behind-the-
scenes, and can effectively interact
with legislators. This is a very
refined process with its own rituals
and mores.

Third, when testifying before
legislative panels, utilize the most
educationally qualified person
having the greatest amount of EAP
experience. Representing the
EAPA chapters in testimony was
Peggy Reynolds, Ed.D., CEAP.

Fourth, do your homework
before engaging the legislative
process. Being-ill prepared is the
worst and most embarrassing
mistake a person can make. Know
who your friends and opponents
are.

Last, realize that EAPs are still

not well-known and not necessar-
ily recognized by outsiders as an
established profession.
EXCHANGE: Do you believe that
EAPA chapters in other states
should pursue similar licensure
laws?
FRECKMAN: I think it is critical
that all states' EAPA chapters
become involved in the legislative
process to enact laws protecting
the field. If we don't regulate
ourselves, others will.

EXCHANGE: Final thoughts?

FRECKMAN: In Tennessee we
have come a long way, but have
only taken the first step, albeit a
large one. During the coming
years we must concentrate our
efforts on educating the public,
industry and legislature of the
rationale and benefits of EAPs. We
also need to facilitate a greater
degree of cooperation and recog-
nition with other professions. With
this accomplished, Tennessee's
EAP constituency hopefully will
succeed at obtaining the exclusiv-
ity that is embodied in the Core
Technology, Scope of Practice and
EAPA definition of "employee
assistance professional."
NOTE: Information will follow
later in a future issue of the
Exchange about how to apply for
licensure in Tennessee.

EAPA's HOUSTON CHAPTER JOINS
HEALTH CARE REFORM EFFORT

The EAPA Houston Chapter has
formed a task force on health

care reform. This group of 15
Houston mental health profession-
als includes doctors, psycholo-
gists, employee assistance profes-
sionals, managed care consultants
and hospital personnel. Their
mission is to design a cost-
effective and quality-driven system
of mental health delivery as it
might be implemented in Houston
in the near future. In this effort,
the task force has made recom-
mendations to Hilary Rodham
Clinton.

The Houston Chapter hopes to

obtain funding for further develop-
ment of its "Houston Accountable
Health Plan." The initiative has
set a precedent for coalition
building between business &
industry and the mental health
profession in Houston, which the
group believes is crucial to the
future of health care reform.

Persons wanting more informa-
tion may contact:

Gayle E. Kamen, President
GEK Health Care Consultants
9660 Hillcroft, Suite 200
Houston, TX 77096
phone (713) 729-6071



DAN LANIER NOMINATED
FOR SAMHSA POST

'n the federal government's
realignment of Department of

Health and Human Services
agencies, it recently announced
that it is seeking an administrator
for HHS's Substance Abuse and
Mental Health Services Adminis-
tration (SAMHSA). Among the
nominees brought to the attention
of the director of Office of White
House Personnel is Dr. Daniel
Lanier, EAPA's immediate past
president and chair of the Ethics
Committee.

In a strong letter of endorse-
ment dated May 10, 1993, EAPA
President Sandra Turner wrote:
"Dr. Lanier's broad experience in
the mental health and substance
abuse areas encompasses achieve-
ments as provider, researcher and
administrator of a diverse spec-
trum of programs. A man of Dr.
Lanier's experience would ensure
that the newly reorganized
SAMHSA can most effectively
address its future...We must direct
SAMHSA towards the delivery of
effective services. During his
tenure as president of EAPA, our
association saw the personal
integrity and leadership skills
needed to meet this challenge."

Other letters of support were
sent to the White House by:
Edward J. Carlough, LL.D., general
president of the Sheet Metal
Workers' International Associa-
tion; )ohn Bowers, president of the
International Longshoremen's
Association; David Arian, presi-
dent of the International
Longshoremen's and
Warehousemen's Union; Geneva
B. Johnson, president and CEO of
Family Service America; Harold

Hood, a judge on the Michigan
Court of Appeals; and others.

Dan has served in many
capacities for EAPA, including
chair of the Employee Assistance

Dr. Daniel Lanier

Certification Commission. He is
presently a visiting; professor in the
School of Social Work at Florida
State University. Dan accepted
that position in 1992 after 14
years with General Motors-United
Auto Workers in the capacities of
co-director of the Human Re-
source Center and associate
director of the EAP.

LAW ENFORCEMENT OFFICER, LEE BROWN,
APPOINTED AS DRUG CZAR

Dr. Lee P. Brown has been
appointed director of the

Office of National Drug Control
Policy (ONDCP). At a press
conference to announce Dr.
Brown's appointment, President
Clinton took the opportunity to
highlight the Administration's
views on the activities of ONDCP
and the effects of drug abuse on
the nation.

President Clinton championed
the Administration's anti-drug
efforts by stating, "A few weeks
ago I elevated this office to
Cabinet-level status because
believe drug abuse is as serious a
problem as we have in
America....We have to do a better
job of preventing drug use and
treating those who seek treatment,
and we must do more to protect
law-abiding citizens from those
who victimize them in the pursuit
of drugs or profit from drugs. I am
committed to winning this
struggle, as all Americans are, and
I'm convinced that there is no
better Ah~erican to lead this effort
than Lee Brown."

As director of ONDCP, or
"Drug Czar" as it is commonly
referred, Brown will be respon-
sible for coordinating the anti-drug
efforts of all government agencies.
President Clinton has asked

Congress fora 16 %̀, increase in
drug prevention funding and an
almost $600 million increase in
law enforcement activities to help
Brown carry out his duties.

In accepting the position, Dr.
Brown declared, "The problem of
drugs has destroyed individuals,
families and, indeed, entire
communities. The problem drains
our economy; strains our health
care system; impacts our schools;
reduces productivity in the
workplace; contributes to crime,
violence and fear; and diminishes
the overall quality of life for our
citizens."

According to EAPA President
Sandra Turner, "We will he calling
upon Dr. Brown to apprise him of
our success in the prevention and
treatment of drug/alcohol use in
the workplace. Employee assis-
tance programs should play a
significant role in President
Clinton's proposed public-private
partnership to address the problem
of drugs in this country. EAPA
hopes that the new direction of the
ONDCP turns away from 'waging
a war on drugs' and instead turns
toward intervention and treatment
of individuals ravaged by the
effects of not only drugs, but
alcohol as well."
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ONE MEMBER'S
VIEW

The Changing Face of EAPA: Who are the Players
by Sam Usher, CADC, CEAP

't has been almost two years since
made the transition from an internal
EAP to the treatment profession. My

retirement-new career segue was made
at a time when the term "managed
care" was bringing strong negative
emotional reactions from my col-
leagues in both professions. I was no
exception. In a recent article, "A
Double Barrelled View of Managed
Care," I took some vehement swipes at
that pervasive new modality based on
my own unpleasant business experi-
ences up to that point in time.

Oneofthe principlesthat has, slowly
but surely, become part of my outlook
in life is one of open-mindedness.
Therefore, it occurred to me that my
narrow view of the managed care po-
tential, based on horror stories I had
heard or witnessed, might be some-
thing short of reality. Consequently,
when I made plans to attend the EAPA
Annual Conference in Atlanta in Oc-
tober, Iwas dedicated to taking an
objective look at the impact of man-
aged care on the EA profession as my
primary purpose in attending. I think t
was able to do that and I share with
you, now what I believe I observed.

REFLECTIONS ON ATLANTA

Although managed care wasn't the
only focus topic in Atlanta, it was the
primary one. The Atlanta conference
agenda bore a familiar but vastly dif-
ferent feeling than just two or three
years ago. The face of EAPA seemed to
have changed. Not only did I sense an
urgency to assimilate information on
managed care by most of those present,
there seemed to be an air of people
lookingfortheirniche. Itwas asthough
the many players were facing different
directions looking for some sense of
order or purpose.

The face of EAPA's leadership is
changing, too. Although George Cobbs
anchors the Labor segment, the con-
stituencyseems alarms length and some-
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what fragmented, despite some fine
Labor Committee chairs. Gone is the
driving force of internal EAP and labor
orjoint labor-managementdirectorsthat
brought us from ALMACA to. EAPA.
Today's leaders at the national level are
clinicians. We are fortunate that they
are also EAP pioneers and so we are
blessed with the best. This is not always
the case, however, at the local chapter
level. In some cases, local chapter offic-
ersare clinicians—albeit very fine clini-
cians—with I ittle or no EAP experience.
Are we losing some balance in that
respect?

The Atlanta conference was heavi ly
attended by external EAP/managed
care providers. Therewerealso a num-
ber ofinternal EAPs who had taken on
a managed careapproach totheir busi-
ness. Sad to say, there were a number
of presenters from these two disci-
plines whose primary message was
reduced costs/increased profitsthrough
limitingaccessto (existing) benefits. In
both the presentations and in the mar-
keting approaches in the exhibit hall,-
heard a lot more about capitation

rates than quality of care. I wonder
how many of these folks paid attention
to the Research Track data on 87 em-
ployers in the Great Lakes area. That
study clearly showed that those em-
ployers' priority list were headed by
"good case management." Limiting
benefits is not case management. Case
management iscost-effectivetreatment
with a primary goal of relapse preven-
tion, amuch broader view than the
current quarter's profit picture.

SAM USHER,
CADC, CEAP is a
counselor in the
Addictions Medi-
cine Unit at CPC ~ ;
Westwood Hospital
in LosAngeles. Prior ~*----~
to his retirement
from General
Motoral Corpora- ~ t
lion in 1991, he
served as the GM regional coordinator for
employee assistance on the Pacific coast.

A related concern to my observa-
tion of shifting priorities was the di-
minishing role perceived by labor
EAPs. It was almost as though the
people who founded this profession
had been reduced to the role of spec-
tators in the current process. There
was even some conversation about

"Gone is the driving force
of internal EAP and labor
or joint labor-management
directors that brought us
from ALMACA to EAPA."

splitting off from EAPA and forming a
separate Labor EAP organization. This
would be a loss to all of us and yet it is
not beyond the realm of possibilities.
learned many valuable lessons in my
years as a partner with organized la-
bor. One of the things I learned was
that Labor says little, compared to
non-labor, but does much. Organized
labor is action-oriented and consen-
sus-driven.

EVOLUTIONARY CHANGES

So much for the down side of my
Atlanta impressions. I saw some evo-
lutionary changes that delighted me.
Nowhere is the partnership of EAP and
managed care more obviously com-
patible than in the automotive indus-
try. Tom Pasco implemented some
new, and attimes uncomfortable, con-
straints on EAP when he was at Ford.
Buttheyworked. When hejoinedwith
Rowland Austin, Dan Lanier and Carol
Lehman at General Motors they up-
dated the previously contentious in-
dependent "gatekeeper" system so that
there now exists aclient-centered clini-
cal partnership with a common goal:
good case management.

The proof of the compatibility of
the partners can be seen in the coop-
erative,warm working relationship and
the effectiveness of the work being



and What are They Doing?
done at the General Motors facilities
in Kansas, Oklahoma, Texas and Cali-
fornia. Inthe auto industry, EAPs con-
tinue to do assessments and referrals
within the scope of their training. A
local diagnostic resource (read: a
"gatekeeper" who has been selected
by the local EAP) evaluates those and
the morecomplicatedcases inclinical
depth and makes treatment recom-
mendations to the national managed
care organ ization. The insurance payor
no longer has to assume that function.
Because each auto plant site's EAP-
diagnosticteam develops its own net-
work of local providers, there is no
conflict as to treatment availability or
resources. Diagnoses and suggested
modality/length of stay are discussed
and agreed upon before the insurance
company is contacted initially. Each
player stays inhis/her role with sound
case management as the mutual goal.
It is my hope that this kind of working
relationship will ultimately develop
across our profession and within our
organization. The players must even-
tually face the same direction.

The federal government wi I I be giv-

"Case management
utilizes managed care,

not the other way around.
hope we keep sight of

where we came from."

ing us some parameters in behavioral
health care within which we will go
forward. For the private practitioners
and the external EAP/managed care
organizations, there will be a piece of
the pie in terms of operating profit. We
will all have to wait and watch the
slow political process determine the
size of the pie. Out of good business
sense, the days of the excessively lu-
crative (generic) 28-day treatment pro-
grams are gone forever. Hopefully,
clients will get what they need and
each of us will have a role to play. But

we cannot be fragmented or turf-pro-
tective as we move on. The needs wi
always be there. The work must get
done in the most effective way.

WHO ARE
OUR CUSTOMERS?

One last thought about our collective
responsibility. It seems we have come
to unanimously view the employers as
our customers. I think not. The em-
ployers pick up the tab but the client/
employee ultimately reports on cus-
tomer satisfaction. As this is being
written, I am aware of one major insur-
ance carrier on the brink of firing its
managed care contractor and one For-
tune 500 corporation that has advised
its employees that it is dropping two
HMOs because they are not "cost ef-
fective."The real reason in both cases

is an abundance of negative feedback
fromclients/employeescombinedwith
high relapse rates, post-treatment.

Forty years ago, I was bagging gro-
ceries in a "Mom and Pop" grocery
store. The proprietors had a sign which
hung behind the cash register that
read, "The Customer Is Always Right."
The customer always has been right.
Who is your customer?

The EA profession was founded on
the idea that appropriate treatment
thatwould reduce risk of relapsewould
result in long term increased produc-
tivity for employers. That still makes
sense. IYs good business. IYs return-
on-investment. IYs case management.
Case management utilizes managed
care, not the other way around. I hope
we keep sight of where we came from.
It will give us a clearer view of where
we are going.

Hyland Child and St. Anthony's
Adolescent Cer~er Psychiatric Center

Sexually abused Nearly one in four
children, who should have ,omen is sexually abused
been nurtured and pro- by the age of 18. Adults
tected by adults, were who were sexually abused
betrayed by the same ~y have problems with
people upon whom they intimacy, addictions and
depended. As these patterns of troubled rela-
children become young tionships.
women, feelings of guilt,
distrust, low self-esteem

With treatment in a safe

and anger interfere with
environment, these women

healthy development. can begin to understand

In a safe, supportive ~e effects of child sexual

environment where the abuse and learn to create

cycle of victimization can ~ emotionally healthy life.
be broken, young survi-
vors of sexual abuse can
begin to heal.

St. Anthony's Medical Center • St. Louis, MO 63128
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PRESENTING A 2-DAY EAP TRAINING COURSE

The Elements of EAP: A Comprehensive Overview

The Employee Assistance Professionals Association (EAPA) is pleased to present this quality two-day
training, taught by two of the pioneering professionals in the field, Brenda ~31air and John Riley. 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 1 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 Results!!

Good pace! Excellent~,7raup dynamics!
Great hando~~ts! Great presenters!

These were among the comments
from participants of the course's first
two offerings in Portland, OR and Tren-
ton, N). Of a possible S.U, the overall
evaluation score was an excel lent 4.65!

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 and

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

Training Locations

1 September 13-14, Rime Garden Suites, Birmingham, AL 1 September 2t3-29, Somerset Inn, Troy, MI

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; phone (703) 522-6272; fax (703) 522-4585

~~ s

LOcaTioNS LEFT!~~
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EAP
INFOTRACKS

COST-SHIFTING
RAISES OUTPATIENT
COSTS 60 %, STUDY
SHOWS

The cost of outpatient health care
services is the next frontier that

needs to be managed in the health
care cost containment crisis.

Although outpatient health care
costs are significantly less than inpa-
tientcare costs, a higher percentage of
cost shifting occurs at the outpatient
level, according to a new analysis.

Cost shifting to the outpatient side
of health care services has caused
outpatient rates to increase more than
60%over afive-year period, found the
analysis, which was compiled from
the Managed Care Information Base,
an exclusive computer-based infor-
mation retrieval program developed
by American Business Publishing.

For most major employers and
health insurance plans, the cost con-
tainmentfocus has been on inpatient-
relatedservices. Employee health ben-
efitplansoften requiresecondsurgical
opinion§ and encourage use of such
ambulatory care services as same-day
surgery and a host of other outpatient
services.

"Although there has been a decline
in inpatient admissions to hospitals,
outpatient care costs are soaring and
most plans do not have methods in
place to harness these costs," observed
Robert K. Jenkins, publisher, Ameri-
can Business Publishing.

Analysts looked at several industry
studies to reach the conclusions, in-
cluding studies by the Congressional
Budget Office (CBO), Blue Cross and
Blue Shield and the Rand Corporation.

The industry studies all point to the
need to adapt managed care prin-
ciples to outpatient services, said
Jenkins. Nearly all ofthe impactof cost
shifting occurs on outpatient services,
according to a report by the CBO.

Blue Cross and Blue Shield found

that over afive-year period outpatient
costs increased 61.2%, from $103 in
1983 to $166 i n 1988.

The cost of outpatient services tends
to be higher because of the pricing
structure of inpatient services, the
American Business Publishing analy-
sis found.

The average cost for the first hospi-
tal day is roughly twice as much as a
day at the end of an exceptional ly long
hospital stay—in most diagnosis-re-
lated groupings (DRGs), according to
a study by the Rand Corporation.

This pattern holds true across al-
most all DRGs, though surgical pa-
tients experience a slightly different
pattern because their daily costs peak
on the days surrounding the opera-
tion, the Rand researchers said.

"Such payment systems are used
widely by private insurers in their
managed care contracts with hospi-
tals. In some cases they may actually
pay more for outpatient surgery than
for the same surgery performed in the
hospital. Consequently, hospitals have
an incentive to perform such surgeries
on an outpatient basis whenever pos-
sible," the researchers contend.

To eliminate this incentive, the au-
thors suggest restructuring the reim-
bursementsystem "to bring payments
more in I ine with costs" so "that payors
could add procedure-specific reim-
bursementandthen lowertheamount
ofthe perdiem payments accordingly."

Outpatient services are also not
monitored as carefully as inpatient
services, accord i ng to i ndustry experts.

However, "there are encouraging
indications that outpatient treatment
and care are being more carefully
monitored," said Nancy Romeo, vice
president of Consumer Health Net-
work, aPrinceton, N.J.-based PPO.

"Utilization review companies are
getting more aggressive in managing
outpatient care," she added.

Managed care is one- of several
factors that have caused a surge in the
number of outpatient admissions
within the past few years, the Ameri-
can BusinessPublishinganalysisfound.

Outpatient visits per 1,000 Blue
Cross customers increased 8% in one
year, compared to a 3.4% decrease in
inpatient admissions in the same year,
the analysis said.

Other factors contributing to in-
creased outpatient visits include tech-
nologicaladvances, cost-containment
efforts, new payment policies and a
growing emphasis on preventive care.

The Managed Care Information Base
can beused fordecision-making, plan-
ning, negotiating, preparing presenta-
tions, performing arialyses and gather-
ing statistics on vital managed care
facts, including costs, premiums, en-
rollments and utilization. Cost: $597.
Address: American Business Informa-
tionServices, 3100 H ighway 138, Wal
Township, NJ 07719-13442; (908)
681-1133, FAX (908) 681-0490.

~~~Sa ti l la
Par1e

N 0 S P I i A i

The not for-profit specialists in
emotional &addictive illnesses

~ Addictive Disease

• Psychiatric

• Geriatric

2500 Satilla Parkway

Waycross, Georgia 31501

Crisis Line 1-800-362-COPE
(2673)

Business Phone 1-800-382-9873
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TOM DELANEY,
JOIN TOGETHER SEEK
INFORMATION ON
COALITIONS

oin Together, a national project of
the Robert Wood Johnson Founda-

tion and based at the Boston Univer-
sitySchool ofPublic Health, is seeking
information on community substance
abuse coalitions
that are involved
in employee as-
sistance, drug- r.> 'a
free workplace
and other forms %1
of occupational ,~~~:
programming.
loin To ether isg t
developing an Tom Delaney
EAP pamphlet
and placing EAP information on its
national computer network. At the
request of Tom Delaney, the former
EAPA executive director who is now
the Join Together workplace special-
ist, Join Together would like to hear
from EAP professionals on efforts to
deliver EAP services through business
or community coalitions. The project
will also update information from a
previous national survey of coalitions.

Persons with information are asked
to contact Tom Delaney, c/o Join To-
gether, 441 Stuart Street, Sixth Floor,
Boston, MA 02116; (617) 437-1500.
Information should be sent by August
1st.Many cal Is have been received by

the EAPA Office aboutTom si nce
he left as executive director early in
1992. In addition to his assignment at
)oin Together, Tom is working at the
Center on Work and Family at the
Boston University School of Social
Work, and collaborating with Cornel
University's Harrison Trice on an up-
date of earlier EAP studies. Addition-
ally, Tom is performing consultations
and evaluations for several EAPs and
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substance abuse agencies, including
Advocates for Human Potential, Inc.
and the North Conway Institute.

Not surprisingly to people who
know him, Tom's duties keep him
frequently on the road, as he was
much of the time for EAPA.

IN THE
MAILBAG

Carvel Taylor refutes
United's claim of a
"restructured" EAP

Dear Mr. George:

read with dismay your letter to
Sandra Turner that was published in the
Exchange. It is not true that United
Airlines has an effective "restructured"
management-based EAP in place after
dismissing the United EAP profession-
als.
A fellow professional who is em-

ployed in an inpatient unit called me
last week to ask advice about a United
employee hospital ized where sheworks.
She was not able to get a response from
the United person listed as responsible
for the overall health care of United.
gave her the name of the physician
responsible for the domicile where the
employee works.

Laterthis professional cal led me back
to give me follow-up on her call to
United.Thephysicianinformed herthat
there was nothing done for an em-
ployee returning from a hospital and
that the employee was on his/her own.
If an EAP were in place, this employee
would be placed in aftercare and fol-
lowed for a period of time. If not com-
passion, then at least safety should be a
consideration in this situation.

For six years I was associated with
the United EAP. During that time we
served thousands of employees and thei r
families. We would not have turned
away a provider seeking our assistance
for an employee with a treatment his-
tory. We would have been sure that
such employees received the attention

needed for their welfare and for the
safety of the traveling public.

advised my associate to call the
union person within United who re-
mains to assist members in trouble.
was sure that they wou Id respond when
the Medical Department would not.

Sincerely,

Carvel Taylor, LCSW, CEAP
Taylor and Associates Inc.
Chicago, Illinois

cc: Sandra Turner, EAPA President
Editor, EAPAssociation Exchange
Captain Roger Hall, ALPA MEC

Chair
Diane Tucker, AFA MEL Chair
Ken Thiede, IAMAW District 141

Chair

NAADAC PUBLISHES
COMPENSATION
STUDY OF ALCOHOL-
ISM AND DRUG ABUSE
PROFESSIONALS

The NAADAC Education and Re-
search Foundation's 1993 Salary

and Compensation Study of Alcohol-
ism and Drug Abuse Professionals of-
fers a first-time profile of income lev-
els,educational and occupational pro-
files, work trends and national and
regional characteristicsforalcoholism
and drug abuse counselors, clinical
supervisors, private practitioners and
administrators. Highlights from the
study show that:

• While most counselors receive a
salary from an employer, 32% earn
additional income from secondary
employment. Almost a third are self-
employed—primarily in private prac-
tice.

• Two-thirds of all respondents have a
four-yearor higherdegree. Almost half
have a master's degree or a doctorate.

• Whiletheaverageemploymentearn-
ings for counselors is $27,174, earn-
ings of counselors varied widely ac-

,, ~



cording to hours worked, educational
attainment, years of experience, cre-
dentials and work setting. A few ex-
amples are:
• Counselors who worked 40 or
more hours per week averaged
$28,658.
•Senior counselors averaged
$31,979; intermediate counselors
$26,915.
•Counselors with a masters degree
or higher averaged $33,460.
• Counselors with the NCAC II
certification averaged $30,700;
counselorswithouta national certi-
fication averaged $26,375.

• Forty-five percent of al I respondents
reported having the NCAC national
certification. Almost 80% of all re-
spondents are licensed or certified by
the state in which they work.
• A combination of higher education
and the NCAC II certification, has the
greatest impacton earnings. Morespe-
cifically, at every level of education
attainment, respondents with the
NCAC I I averaged h igher earn i ngs than
respondents without this certification.

•When respondents are grouped ac-
cording to years of experience, aver-
ageearnings among respondents with
11 or more years of employment in the
profession are almost double the aver-
age earnings of respondents with 1-2
years of experience, $36,228 com-
pared with $18,604.

•From an entry-level salary of ap-
proximately $7 7,000, each additional
year of experience in the profession,
through the 10th year, -adds approxi-
mately $1,500 to earnings from pri-
mary employment.

• Sixty-three percent of respondents
are i n recovery. They comprise 59% of
respondents with 11 or more years in
the field, 66% of those with 6-10 years
of experience, 70% of those with 3-5
years of experience, and 59% of those
with 1-2 years of experience.

• Self-employed respondents, approxi-
mately afourth of the sample, aver-
aged $36,739 in earnings from pri-

mary employment in 1992, compared
with an average of $29,424 among
salaried and hourly-paid respondents.

The study was conducted and re-
ported by Fetzer-Kraus, Inc., an inde-
pendent research company in Wash-
ington, D.C.

ATTORNEY CLAIMS
ADR AGREEMENTS
ARE BECOMING
MORE POPULAR

Anew means ofpre-emptingtradi-
tional employment-related liti-

gation is gaining favor among U.S.
business of all sizes; employer/em-
ployee alternative dispute resolution
(ADR) agreements. An ADR agree-
ment is acommitment toarbitrate that
is intended to be binding on all con-
cerned and preempts the right to pur-
sue remedies through traditional liti-
gation.

Such contracts offer employers and
employees a straightforward, legal fo-
rumfor resolving disputes as an alter-
native to the overburdened court sys-
tem. Benefits for both parties include
prompt resolution ofdisputes, reduced
legal expenses and confidentiality,
according to Edward P. Lynch, a labor
and employment law attorney at
Pitney, Hardin, Kipp & Szuch in
Morristown, N).

While ADR has been in use for
sometime, the trend toward including
it as a condition of employment is
new, and some significant legal issues
exist. Pre-hire agreements are gaining
favor, Lynch says, because they are
"the easier and most effective form of
ADR agreements. ADR agreements
with incumbent employees may be
more difficult to implement and en-
force because the working relation-
shiphas already been formed and the
employer may be seen as the party
with more leverage."

Lynch advises that prospective em-

ployees be informed of a company's
ADR policy as early as possible, pref-
erablyduring the application process.

C~

EAP
COORDINATORS
A large, nation-wide federal

agency is seeking EAP Coor-
dinators to administer the
Employee Assistance Program
at 85 large-sized facilities
throughout the United States.
These individuals will provide
management with information
and feedback on program ac-
tivities and develop recommen-
dations to improve and in-
crease management and em-
ployee support for the program.
Candidates must possess a

knowledge of counseling and
intervention techniques, organ-
izational behavior, and the
ability to identify and evaluate
community resources. Individ-
uals must also perform and
understand clinical counseling
and treatment methods includ-
ingchemical dependency issues
for all age groups in a variety of
settings. A graduate degree in
psychology, counseling or other
discipline related to human
behavior issues is required.
Qualified applicants must

successfully pass a pre-
employment drug screening to
meet the requirement to be
drug-free and be a U.S. citizen,
or have permanent resident
alien status.
Salary range: a44,120-

~57,735. We offer excellent
benefits including emplover
paid life insurance, health in-
surance, savings/investment
plan with employer contribu-
tions, retirement plan, and sick
leave. Interested candidates
should send their resumes, in-
cluding salary history to: BSA
Confidential Reply, Attn:
EM-6/6, 8401 Corporate
Drive, Suite 415, Landover,
Maryland 20785. We are an
Equal Opportunity Employer.
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CONFERENCES
AND WORKSHOPS

CEAP EXAM INFORMATION

•Examination date.: December 11,
1993. Application deadline: October
15, 1993.
• Examination date: May 14,1994.

Application deadline: March 18,1994.
• Examination date: December 3,

1994. Application deadline: October
7, 1994.

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

EAPA TRAINING
AND CONFERENCES

The Elements of EAP: A Comprehen-
sive Overview, atwo-day EAP trai n i ng
course, will be held at these sites and
locations: _September 13-14, Rime
Garden Suites, Birmingham,AL._Sep-
tember 28-29, Somerset Inn, Troy, MI.
• November 12-13, Disneyland Ho-
tel, Anaheim; CA. To register or re-
ceive atraining brochure call EAPA at
(703) 522-6272.

The 22nd EAPA Annual Confer-
ence will be held at the Disneyland

3II EAPA EXCHANGE JULY 1993

Hotel in Anaheim, CA on November
13-17. See pages 11-18 of this issue
for preconference coverage!

PDH-APPROVED TRAINING

Dialogue House Associates, Inc., on
going trainings in New York City.
Contact Jonathan Progoff at (212) 673-
5880.

Forest Institute of Professional Psy-
chology, August 5 in Wheeling, IL.
Contact Dr. Robert F. Eme, Forest In-
stitute, at:200 Glendale Street, Wheel-
ing, IL 60090-2936.

EAPA Houston Chapter, August
10 and September 14 in Houston.
Contact John Hyatt at (713) 229-7194.

EAPA Arizona Chapter, Septem-
ber 2 and November 5 in Phoenix.
Contact Shelly Shaffer at (602) 250-
2465.

Saint Vincent Health Center, Sep-
tember 9, October 14, November 11
and December 9 in Erie, PA. Contact
Michael Chevalier at (814) 452-5603.

Change Training &Consulting,
September 11 in Tioga, TX. Contact
Christina Alvarez at (214) 480-5944.

EAPA Los Angeles Chapter, Sep-
tember 22 and October 27. Contact
James Brock at (310) 372-2649.

American Association for Marriage
and Family Therapy, October 7-10 in
Anaheim, CA. Contact Michael Bow-
ers at (202) 452-0109.

OTHER CONFERENCES
AND WORKSHOPS

The Training Clinic will hold train-
the-trainer workshops from Septem-
ber 1993 to February 1992 in many
major U.S. cities. Contact The Train-
ing Clinic at: 645 Seabreeze Drive,
Seal Beach, CA 90740; (310) 430-
2484 or 1-800-937-4698.

The Institute for Behavioral
Healthcare will hold "Behavioral
Healthcare Tomorrow: The National
Dialogue Conference on Mental
Health Benefits and Practice in the Era
of Managed Care" on September 26-
29 in San Francisco, CA. Contact the
Institute at (415) 851-8411.

The Fifth Annual National Confer-
ence on Male Survivors: Advancing
the Awareness of Male Victimization
wi I I be held on September 30-October
3 in Bethesda, MD. It is supported by
Potomac Ridge Treatment Center
(Rockvi I le, MD). Cal I (301) 251-4545.

Solutions and The EAP Institute
will hold a residential course on EAP
development on 'November 5-7 at
Stirling University in Scotland. Con-
tactPatricia Graham, Solutions, Leven
Cottage, Wester Belgedie, Kinross
KY13 7HE, Scotland; 059-284-600 or
059-284-303.

Charter Medical Corporation will
present SECAD: The Southeastern
Conference on Alcohol and Drug
Abuse on December 1-5 in Atlanta,
GA. Contact SECAD, Charter Medical
Corporation, at: 12th Floor, P.O. Box
209, Macon, GA 31298; 1-800-845-
1567 or, in Canada (912) 742-1161.

The American Society on Aging
will hold .its 40th annual meeting on
March 19-22, 1994 in San Francisco.
Contact ASA at: 833 Market Street,
Suite 512, San Francisco, CA 94103;
(415) 882-2910.

41 Addis &Associates Inc.
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ment," May 1993, p. 5.
"EAP Professionals as Case Managers," )w~

1993, p. 5.
Benjamin, Michael L. and Rudy M. Yandrick,

"A Question of Integrity," Oct 1992, p. 13.
Bennett, Nathan, Ph.D., comment on research

presentations for 21st Annual Conference,
Sul ~~~yz, p. zo.

Bernstein, Jesse, CEAP, comment on Track A:
External EAPs for 21 st Annual Conference,
1ul 1992, p. 19.

Bijl, D.A., "Alcohol Prevention Programs in the
Ned~erlands" (excerpt of presentation at
1992 ICAA Conference), May 1993, p. 23.

Blair, Brenda R. MBA, CEAP, "Optimism, Words
of Caution at Brussels Conference," 1ul 1992,
p. 30.

Cagney, Tamara, BSN, MFCC, CEAP,1992 elec-
tion campaign statement, Aug 1992, p. S6.

"Life on the Move Has Led to a Career of
Distinguished Accomplishment for EAPA's
Secretary," May 1993, p. 14.

"Reflections on Thriving in a Changing World,"
May 1993, p. 14.

Califano, Joseph A., Jr., "Joseph Califano to Top
List of Speakers," May 1993, p. 12.

Canavan, Jack, CEAP and Milton "Red" Moran,
CEAP, "Labor's Voice was Heard at 14th
EDC," Aug 1992, p. 26.

Challenger, B. R. (Bob), CEAP, 1992 election
campaign statement, Aug 1992, p. 512.

Christensen, Jon, MS, CEAP,1992 election cam-
paign statement, Aug 1992, p. 511.

"Southern Wisconsin Draws Large Attendance,"
Sep 1992, p. 31.

Christie, Jeffery P., MSW, CEAP and Marilyn J.
Rumsey, MSW, MPH, CEAP, "EAPA's Hous-
ton Chapter: Journey ro Survival," Apr 1993,
p. 21.

Cleary, Ed, "Ed Cleary Delivers Labor Keynote,"
Nov/Dec 1992, p. 30.

Cobbs, George, CEAP, NCAC I1, comment on
Track B: Labor Issues, July 1992, p. 19.

1992 election campaign statement, Aug 1992,
p. 55.

"Serving as EAPA's Vice President is a way for
me to give something hack," Apr 1993, p.14.

"Cobbs: MROs Help to Alleviate Labor's Con-
cernsAbout Drug Testing," Apr 1993, p. 15.

Conlan, Kitty, "Modernize Behavioral Benefits
in H&W Funds," )an 1993, p. 10.

Cordray, Terry, "Private Sector Vocational Re-
habilitation," Apr 1993, p. 35.

Daley, Sherry, "Workers' compensation reform
tops agenda for 5th annual California Public
Policy Conference" (reprinted from Advo-
cacy in Action), Oct 1992, p. 34.

Derr, Dennis, CSW, CEAP, comment on Track
A: Internal EAPs for 21 st Annual Conference,
)ul 1992, p. 18.

Derr, Dennis and Linda Stoerr-Scaggs, "Enthu-
siasm About 'Value-Added' Theme," Apr
1993, p. 7.

Durban, Charles, CEAP, 1992 election cam-
paign statement, Aug 1992, p. S6.

Durban, Charlie, CEAP and Jane 011endorff,
CEAP, "St. Louis Releases Ethics Survey Find-
ings," May 1993, p. 31.

Elliott, T. J., "What Do EAP Workers Want?",
Aug 1992, p. 8.

Feuer, Barbara, Ph.D., "An Innovative Behav-
ioral Health Care Model" (Association of
Flight Attendants EAP), Oct 1992, p. 28.

Flench, Phil, CEAP, "Stressed Out Over Work-
ers' Compensation," Sep 1992, p. 24.

"EACC Makes Targeted Improvements," Apr
1993, p. 8.

"The CEAP Designation and Consumer Protec-
tion," May 1993, p. 13.

Galliano, Stephen, "A Study of Contrasts: EAP
Development in the U.S. and United King-
dom," Jul 1992, p. 32.

George, Paul G., "United Airlines Kesponds to
EAPA's Letter," May 1993, p. 11.

Godwin, Don, "Don Godwin Named Chief of
CSAP Branch," Mar 1993, p. 29.

Grant, George, CEAP, "Workplace Peer Power,"
Aug 1992, p. 22.

Groepper, R.C. (Dick), Ph.D., "Risk Manage-
ment," May 1993, p. 38.

Hess, Philip A., CRC, NCAC II, CEAP, 1992
election campaign statement, Aug 1992, p.
S11.

Hoskinson, Linda, "EAPsareCleared forTakeoff
in the U.K.," May 1993, p. 19.

Johnson, Robert B., Ed.D., CEAP and Evelyn
Malone, MA, CEAP, "Building an Integrated
EAP-MBHC Program: The Preferred Provider
Network" (5th of 8 parts), Nov/Dec 1992, p.
42.

Kelley, John M., MA, CSW, CRPS, LPC, "EAPs in
the Middle: Treatment providers talk one
language. Managed care providers often tal k
another. Here's how EAPs can help bring
about a satisfactory resolution," Oct 1992,
p. 21.

Kemp, Teddy M., MSW, CEAP, "A Commend-
able Trial Run" (FOPC's Certification Pilot
Project), Oc[ 1992, p. 42.

Langone, Michael D., Ph.D., "Information for
parents of cult victims," Apr 1993, p. 18.

Lanier, Daniel, DSW, "Reflections° (a one-on-
one interview with EAPA's outgoing Presi-
dent), Oct 1992, p. 16.

LoCasto, Ben, °LoCasto's Video Column Hits
the Airwaves," Nov/Dec 1992, p. 11.

Lydiard, Bruce, Ph.D., MD, °Detecting Anxiety
Disorders," Mar 1993, p. 16.

Magruder, Don, CEAP, 1992 elections cam-
paign statements, Aug 1992, p. S4.

Masi, Dale, DSW, "An American Participant in
Russia," Jan 1993, p. 12.

McKay, John "Mickey" CAS, CEAP, "Boston
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LAP Program Promotes 'Expansion'," June
1993, p, 10.

Michael, Stephen, CAP, CEAP and staff mem-
bers of First Union EAP, "Disaster Relief,"
Nov/Dec 1992, p. 34.

Miller, Mark S., MS, CEAP, "Building in Inte-
grated EAP-MBHC Program: Marketing EAP
in the Managed Care Marketplace" (7th of 8
parts), Feb. 1993, p. 38.

Mines, Robert A., Ph.D., CEAP, 1992 election
campaign statement, Aug 1992, p. 513.

Mines, Robert A., CEAP, Carole Stevenson,
CEAP and Roz Heise, CEAP, "Board Rejects
Boycott of 1994 WDC Site," Jun 1993, p. 9.

Monaghan, Sheila and Paula Fox, "Applying
Quality Initiatives to EAP," Sep 1992, p. 14.

Mosher, Vaughn, MS, MHS, CEAP, "E.C. 'Mar-
rying In' is Loaded With Economic Compli-
cations for Europe's 19," July 1992, p. 30.

19)2 election campaign statement, Aug 1992,
p. 514.

"EAPs are Ga i n i ng Currency Arou nd the G lobe,"
May 1993, p. 16.

Muchowski, Patricia, Sc.D., comment on Track
C: Clinical and Other Issues for 21st Annual
Conference, 1ul 1992, p. 20.

Mug, Janet H., MA, CEAP, LPC, 1992 election
campaign statement, Aug 1992, p. S9.

O'Connell, Tom, "Mass. Chapter Hosts Presi-
dentSandra Turner, GivesAward to Brendan
Sullivan," Apr 1993, p. 23.

O'Donnell, Bill, "Jetting to Southeast Asia With
Unocal's Bill O'Donnell" (one-on-one in-
terview), May 1.993, p. 21.

O'Hair, James R.,1992 election campaign state-
ment, Aug 1992, p.10.

Oher, James M., CEAP, 1992 election cam-
paign statement, Aug 1992, p. S7.

"Building an Integrated EAP-MBHC Program:
The Behavioral Health Benefits Carve-OuY'
(4th of 8 parts), Oct 1992, p. 60.

Parker, Charla and Rudy M. Yandrick, "Build-
ing anIntegrated EAP-MBHC Program: Bud-
get Planning and Staffing" (3rd of 8 parts),
Sep 1992, p. 34.

Patrick, Pat, CEAP, LCDC, 1992 election cam-
paign statement, Aug 1992, p. S9.

Phillips, Don, "Least-advantaged employees
can't get over rainbow to reach pot of help-
ing resources," Jun 1993, p. 18.

Rabaut, C.P.'(Chuck), "Rabaul Recognized for
Accomplishments," Jan 1993, p. 30.

Shah, Aroon, CEAP, M.Ed., 1992 election cam-
paign statement, Aug 1992, p. 513.

Shay, David, CAC, CEAP, "Building an Inte-
grated EAP-MBHC Program: A Case Man-
agement Walk Through" (2nd of 8 parts),
Aug 1992, p. 34.

Stevenson, Carole A., CEAP,1992 elect ion cam-
paign statement, Aug 1992, p. 512.

Tramm, Madeleine Tramm, Ph.D., CEAP, 1992
elgction campaign statement, Aug 1992, p.
S7.

"Finance Committee has Brought Spending On-
Line With Strategic Plan," Jan 1993, p. 14.

Truesdell, R.F.,"Vocational Rehabi I itation,"Apr
1993, p . 34.

Turner, Sandra, MSW, CEAP, 1992 elections
campaign statement, Aug 1992, p. S4.

"We've Only Just Begun...", Jan 1993, p. 6.
"Gaining the Edge in Public Policy," Feb 1993,

p. 6.
"The hierarchy of control no longer fits the

contemporary workplace, nor this Associa-
tion" (one-on-one interview), Mar 1993, p.
10.
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"EAP is a systematic intervention to add value to
the human resources component of com-
panyoperations," (a one-on-one interview),
Apr 1993, p. 10.

"EAPA Responds to Un ited Ai rl i nes' Decision to
Cut EAP" (signed letter by President Sandra
Turner), Apr 1993, p. 13.

"Testimony of Sandra Turner Before DoT on
February 25th in Washington, DC," Apr
1993, p. 26.

"Around the Worid I've Searched for You...",
May 1993, p. 6.

"On Corporate Social Responsibility," Jun 1993,
p. 6.

Wooding, Jimmie, "Wooding has Spotlight in
Ark. News Conference," Mar 1993, p. 26.

Yandrick, Rudy M., "Building an Integrated
EAP-MBHCProgram: HelpforSmallerEAPs"
(1st of 8 parts), Jul 1992, p. 42.

"In the Loop," Feb 1993, p. 10.
"Paydirt!," Jan 1993, p. 25.
"When Human Responses to Stress Go Into

Overdrive," Mar 1993, p. 14.
"Social Ills That Can't be Papered Over," Apr

1993, p. 1 b.
"Strains in the Health Care Continuum," Jun

1993, p. 16.
"Taking Inventory," July 1992, p.22.
Youngblood, Alan, "Buildingan Integrated EAP-

MBHCProgram: The Management Informa-
tion System" (6th of 8 parts), Jan 1993, p. 34.

Zientek, Bob,~CCGC, CEAP, "Working Through
Managed Care Roadblocks," Feb 1993, p.
2£3.

SUBJECT INDEX
ADMINISTRATION AND OPERATIONS

"ABM Recaps Developments, Achievements,"
Mar 1993, p. 6.

"A Call to EAPA's Lesbian/Gay Constituency,"
June 1993, p. 9,

"AdvisoryCommittee Sets'93 Editorial Agenda,"
Nov/Dec 1992, p. 8.

"Board Meeting Yields Numerous Plans, Ac-
tions" (a report of spring Board meeting),
May 1993, p. 9.

"Board Rejects boycott of 1994 WDC Site,"
Robert A. Mines, CEAP, Carole Stevenson,
CEAP, and Roz Heise, CEAP, June 1993, p.9.

Brainstorm Session Yields a Strategic Plan
(Draft)," July 1992, p. 6.

"Business Meeting ro Consider Bylaws Revi-
sions," Oct 1992, p. 12.

"EAPA Financial Summary" (a report by Inde-
pendent Certified Public Accountants Zack
& Riggs, P.C.), Nov/Dec 1992, p. 19.

"EAPA in Step With National Prevention Prior-
ity," Michael L 6enjamin, Mar 1993, p. 5.

"EAPA's Membership Categories are Explained,
" Traci Adams, Aug 1992, p. 6.

"EAPA Treasurer's Anthropology Training is Ef-
fectual in Her EAP Consulting Practice" (a
profile article on Madeleine Tramm), lun
1993, p.

"ExComm approves definition of 'Employee
Assistance Professional'," Aug 1992, p. 20.

"Executive Committee Members Lead With
Three Objectives in Mind," Mar 1993, p.12.

"Finance Committee has Brought Spending On-
LineWith Strategic Plan,"MadeleineTramm,
Jun 1993, p. 14.

"How EAPA Membership Benefits You," Traci
Adams, Oct 1992, p. 11.

"In Baltimore,. Board Holds Spring Meeting," Jul

1992.
"Incoming! Meet your newly elected and ap-

pointed leaders" (new members of EAPA's
Board of Directors), Nov/Dec 1992, p. 6.

"Life on the Move Has Led to a Career of
Distinguished Accomplishment for EAPA's
Secretary" (a PROfile article on EAPA Secre-
tary Tamara Cagney), May 1993, p. 14.

"New Board Hits Stride in Atlanta," lan 1993, p.
8.

"Reflections: EAPA's outgoing president reflects
on two years at the top rung, "Oct. 1992,
p.16.

"Serving as EAPA's Vice President is a way for
me to give something back" (a PROfile ar-
ticle about EAPA Vice President George
Cobbs), Apr 1993, p. 14.

"Take Me Out to the Ballgame," a report of
Board of Directors' visit to Orioles Stadium,
1ul 1992, p. 9.

"Team EAPA: Involvement and Communica-
tion," Michael L. Benjamin, Feb 1993, p. S.

"The hierarchy of control no longer fits the
contemporary workplace, nor this Associa-
tion" (an interview with EAPA President
Sandra Turner, part 1), Mar 1993, p. 10.

"We've Only Just Begun...",Sandra Turner, Jan
1993, p. h.

ANNUAL CONFERENCE
"Amaral, Harlow are Assembling a Practitioner-

Friendly Research Program," June 1993, p.
13.

"Atlanta at a Glance," Oct 1992, p. 8.
"A Test of Reasonable Accommodation" (John ).

EI lender v. Arcon, Inc. and ABC Counsel ling
Services, Inc. mock hearing at 21st Annual
Conference), Nov/Dec 1992, p. 23.

"Conlan: Modernize Behavioral Benefits in
H&W funds" (excerpts of presentation by
KittyConlan at 21st Annual Conference), Jan
1993, p. 1 U.

"EAPA's Georgia Chapter Will Host the 21st
Annual Conference," 1~~1 1993, p. 14.

"Eating DiversionsandTourist Excursions" (21 s[
AnnualConferencepromotion), Dorma Duke
Anderson, Aug 1992, p. 16.

"Ed Cleary Delivers Keynote" (excerpts from
presentation at 21st Annual Conference,"
Nov/Dec 1992, p. 30.

"Enthusiasm About 'Value-Added' Theme,"
Dennis Derr and Linda Stoerr-Scaggs, Apr
1993, p. 7.

"Face-to-Face in Atlanta° (a recap of the 21st
Annual Conference), Nov/Dec 1992, p. 13.

"Joseph Califano to Top List of Speakers," May
1993, p. 12.

"SponsorshipsAvailable inAnaheim,"Jun 1993,
p. 13.

"'Thriving' an Appropriate Theme for 21st An-
nual," Michael L. Benjamin, Jul 1992, p. 5.

"21 st Annual Conference Workshop Program
Highlights," Jul 1992, p. 18

"21 st to Take on an Economic Edge," Michael L.
Benjamin, Oct 1992, p. 7.

"22nd EAPA Annual Conference Cal I for Profes-
sional Presentations," Feb 1993, p. 15.

CERTIFICATION AND RECERTIFICATION

"CEAP Credential Awarded to 191 More," Aug
1992, p. 28.

"EACC Accepts Higher Education Courses for
PDHs," Jan 1993, p. 7.

"EACC Makes Targeted Improvements," Phil
Flench, Apr 1993, p. 8.

"Meet the New Commissioners!" (a listing of
EACC members), Mar 1993, p. 8.
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"'New' EACC Meets, Sets Ambitious Agenda,"
Mar 1993, p. 8.

"Q & A on Certification Developments," Nov/
Dec 1992, p. 10.

"The CEAP Designation and Consumer Protec-
tion," May 1993, p. 13.

"Using Self-Study Guides to Accrue PDHs," Feb
1993, p. 8.

EAPA ELECTIONS (1992)

"Elections and Leadership," Michael L. Ben-
jamin, Aug 1992, p. 5.

"The Making of New Linkages to EAPA's Infra-
structure: A Guide to EAPA's Fall Elections,"
a 16-page special supplement to the August
1992 issue. Campaign statements for each
candidate were published as follows:

President—Sandra Turner and Don Magruder
Vice President—George Cobbs
Secretary—Tamara Cagney and Charl ie Durban
Treasurer—James M. Oher and Madeleine L.

Tramm
Southwest Region Representative—Janet H. Mug

and Pat Patrick
Eastern Region Representative—James Ahern
Mid-Atlantic Region Representative—James R.

O'Hair
Mid-West Region Representative—Philip A.

Hess
North Central Region Representative—Jon

Christensen
Pacific Region Representative—Carole A.

Stevenson
Southern Region Representative—B. R. (Bob)

Challenger
Western Region Representative—Robert A.

Mines
Canadian Region Representative—Aroon Shah
International Region Representative—Vaughn

Mosher

EAPA STANDARDS PROJECT AND
PROGRAM ACCREDITATION

"A Commendable Trial Run: The FOPC's Certi-
fication Pilot Project has provided EAPA
with valuable baseline information for its
program review process," Teddy M. Kemp,
Oct 1992, p. 42.

"Working Toward Program Accreditation," Oct
1992, p. 44.

EAP EVALUATION, PROCESS &
OUTCOME STUDIES

"At Orange County (FU Public Schools, a Suc-
cess Formula: EAP Services +MIS Capabili-
ties =Program Accountability," lul 1992, p.
24.

"Cost-Benefits of Supervisory Referrals at the
City of Los Angeles Department of Water &
Power,,, Jul 1992, p. 22.

"Dueling Banjoes: HAI's Aggressive Managed
Care Plan (with EAP)Wins Out Over Inpa-
tient Review Only," Oct 1992, p. 48.

"General Dynamics Study Shows Value of EAP
Tracking of Treatment Aftercare," 1ul 1992,
p. 2II.

"McDonnell Douglas II: The Managed Care
ASSIST Study," Jul 1992, p. 26.

"Program Utilization Goes Up, Costs Down:
Conoco's EAP Case Management," Oct
1992, p. 4II.

"'Quality Care' Manager, of Locus of Integrated
Program, Yields Manifold Savings at P&G—
Oxnard for Inpatient Treatment," Jul 1992,
p. 27.

"The Pilot Project That Worked: Campbell Soup
Company has Proven That Quality Care
Yields Major Savings in an Integrated EAP/
M[3HC Program," 1ul 1992, p. 23.

"Virginia Power's - EAP Responds to
Management's 'Need to Know'," Jul 1992,
p. 26

"What HRM Managers Read About EAP Evalu-
ation," Jul 1992, p. 34.

EAP PRACTITIONING
(VARIOUS SUBJECTS)

"A Commendable Trial Run: The FOPC's Certi-
fication Pilot Project has provided EAPA
with valuable baseline information for its
program review process,° Teddy M. Kenp,
Oct 1992, p. 42.

"A Question of Integrity" (business and profes-
sional ethics as [hey apply to the EAP field),
Michael L. Benjamin and RudyM. Yandrick,
Oct 1992, p. 13.

"Being family-Friendly," Michae) L. Benjamin,
Apr 1993, p. 5.

"Detecting Anxiety Disorders," Mar 1993, p.
16.

"Detecting Depression," Mar 1.993, p. 17.

"Disaster Relief" (First Union Bank EAP's re-
sponse after Hurricane Andrew), Nov/Dec
1992, p. 34.

"EAP is a systematic intervention to add value to
the human resources component of com-
pany operations" (an interview with EAPA
President Sandra Turner, part 2), Apr 1993,
p. 10.

"EAP Professionals as Case Managers," Michael
L. Benjamin, Jun 1993, p. 5.

"EAPs in the Middle: Treatment providers talk
one language. Managed care providers of-
ten talk another. Here's how EAPs can bring
about a satisfactory resolution," John Kel ley,
Oct 1992, p. 21.

"EAPs in the Nuclear Industry: A Breed Apart?,"
Barry L. Beck and Joseph R. Steiner, Jun
1993, p. 26.

Vial,ence: A Worl~place Nightmare
A 3 hour video program on violence inoculation covering:

• Violent crimes against employers •Predisposing socialization factors
• Traits in the violent offender •Assessment procedures
• Case studies •Preventive strategies

• Hostage considerations
Prepared for human resource personnel, courthouse staff and EAPs, this presentation and the accompanying

bPoklet will not be released to the general public. The cost of this video program is $450, but if you and your

organization provide Addis &Associates, Inc, with semi-annual reports on violence as it relates to your

employment setting, the cost is just $295, which includes shipping and handling.

To order, send your company purchase order and check, or call:

Addis &Associates, Inc.
125 Main Street, Suite 602

Bradford, PA 16701
800/626-5661 •fax: 814/362-2468
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"In the Loop: One value-added benefit of em-
ployee assistance is its role in occupational
team bu i lding," Rudy M. Yandrick, Feb 1993,
p. 10.

"Least-advantaged employees can't get over ra in-
bow to reach pot of helping resources," Don
Phillips, Jun 1993, p. 1H.

"Private-Sector Vocations I Rehabilitation," Terry
Cordray, Apr 1993, p. 35.

"Reflections: EAPA's outgoing president, Dr.
Daniel Lanier, reflects on two years at the top
rung," Oct 1992, p. 16.

"Reflections on Thriving in a Changing World,"
Tamara Cagney, May 1993, p. 14.

"Risk Management: Health care, workers' comp
and litigation costs make most companies
see red. The risk manager's mission: stop the
Ic~ss of dollars," R.C. (Dick) Groepper, May
1993, p. 38.

"Social Ills That Can't be Papered Over" (cults
anti gangs), Rudy M, Yandrick, Apr 1993, p.
16.

"Stories frgm theTrenches; Three Experiences iri
Team Building," Feb 1993, p. 12

"Stressed Out Out Over Workers' Compensa-
tion," Phil Flench, Sep 1992, p.24.

"The hierarchy of control no longer fits the
contemporary workplace, nor this Associa-
tion" (an interview. with EAPA President
Sandra Turner, part 1), Mar 1993, p. 10.

"Strains in the Health. Care Continuum," Rudy
M. Yandrick, Jun 1993, p. 16.

"Vocational Rehabilitation: The Conduit for Re-
turning the Physically Disabled to Employ-
ability" (Allies in the Workplace column),
R.F. Tuesdell, Apr 1993, p. 34.

"When Human Responses to Stress Go Into
Overdrive" (anxiety disorders and depres-
sion), Rudy M. Yandrick, Mar 1993, p. 14.

EDUCATION AND TRAINING

"RFP for Trainers of EAPA Coursework is Is-
sued!," Sep 1992, p. 8.

"Teamwork Spawns an EAP Degree at WMU,"
Mar 1993, p. 29.

"What Do EAP Workers Want?: A report on the
1991-92 Education &Training Committee
Questionnaire," T. J. Elliott, Aug 1992, p. 8.

ETHNIC &CULTURAL CONCERNS

"EAPA Gains Its First Native American Charter,"
June 1993, p. 8.

"Issues Raised in L.A. Aftermath," Aug 1992, p.
14.

"Practical Application: Converting commitment
to ethnic &cultural accommodation into
EAP action plans (part 1)," Oct 1992, p. 50.

"Practical Application" (part 2), Jan 1993, p. 14.
"Special'Challenges to Reaching Minority Cli-

ents," Jun 1993, p. 19.
"Subcomm ittee Meets, Agenda Announced," Sep

1992, p. 12.

FAXBACKSURVEYS

ERISA, Sep 1992, p. 23.
Professional Activities and Purchasing Habits,

Mar 1993, n. 7.
22nd Annual Conference/EAP Research and

Evaluation, Jun 1993, p. 12.

FILM REVIEWS

Reviews were done on behalf of EAPA's Re-
sourceCenter bythe Audio-Visual Review Com-
mittee.The following are film titles and produc-
ers.

"Alcohol and Drug Free Workplace Policy: Eight
Point Program (ILWU-PMA)," Buckley Pro-
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ductions, Inc., Oct 1992, p. 56.
"America in Jeopardy, "The Young Employee

and Drugs in the Workplace," National Clear-
inghouse for Drug and Alcohol Information,
Jun 1993, p. 30.

"Another Chance to Change," Johnson Institute,
Feb 1993, p. 30

"Depression: The Sronr Within," American Psy-
chiatric Association, Jan 1993, p. 27.

"Drugs in the 90s," Gary Whiteaker Corpora-
tion, )un 1993, p. 30.

"Employee Awareness: Sexual Harassment,"
AIMS Media, tan 1993, p. 27.

"J.R.'s Stc>ry—The Disability of Chemical De-
pendency," AIMS Media, Feb 1993, p. 30.

"Marijuana and the Mind: Intoxication and Ad-
diction," Feb 1993, p. 30.

"Prevention by Father)oseph Martin," Kelly Pro-
ducticns, Inc., Feb 1993; p. 31.

"ProactiveManagementandSexualHarassment:
Recognition Intervention, and Prevention,"
AIMS Media, Jan 1993, p. 27.

"Secret Addictions—Women in Treatment,"
Coronet/MTI Film and Video, Oct 1992, p.
56.

"Signs and Symptoms of Alcoholism," Pride,
Inc., Oct 1992, p. 56.

"Sobering Thoughts: Understanding the Disease
ofAlcoholism," Coronet MTI Film and Video,
Oct 1992, p. 56.

"Straight Talk: Cocaine/Crack," Pride, Inc., Feb
1993, p. 31.

"Terence T. Gorski's Series" (4 parts), Herald
House, Jun 1993, p. 30.

"The Panic Prison," American Psychiatric Asso-
ciation, Feb 1993, p. 30.

"Trouble in the Workplace—The EAP Solution,"
Cenleron Work and Family, Feb 1993, p. 31.

"Working With Difficult' People," Bureau of
Business Practice, Feb 1993, p. 30.

IN MEMORIAM

"Eastern Region Rep.,lim Ahern, Passes Away,"
Apr 1993, p. 6.

"Esteemed Researcher, Jack Er(urt, Passes Away,"
Oct 1992, p. 53.

"Frank Rudd, Remembered," Jan 1993, p. 29.

INTERNATIONAL EAP DEVELOPMENT

"Alcohol Prevention Programs in the Nether-
lands" (excerpt of a presentation by D:A. Bijl
before the 1992 ICAA Conference), May
1993, p. 23.

"A Study of Contrasts: EAP Development in the
U.S. and United Kingdom," Stephen Galliano,
Jul 1992, p. 32.

"Around the World I've Searched for You...,"
Sandra Turner, May 1993, p. 6.

"EAPs are Cleared for Takeoff in the U.K.," Linda
Hoskinson, May 1993, p. 19.

"EAPs are Gaining CurrencyAround the Globe,"
Vaughn Mosher, May 1993, p. 16.

"E.C. 'Marrying in" is Loaded With Economic
Complications for Europe's 19," Vaughn
Mosher, Jul 1992, p. 31.

"Jetting to Southeast Asia With Unocal's [3ill
O'Donnell," May 1993, p. 21.

"Optimism, Words of Caution at Brussels Con-
ference," Brenda R. Blair, Jul 1992, p. 30.

"The Development of EAPs in the U.S.A." (ex-
cerpt of apresentation by Donnald K. Ander-
son at the 7 992 ICAA Conference), May
1993, p. 23.

"1992 ICAA Conference Kept Focus of Alcohol-
ism and Drug Dependence on the Work-
place," May 1993, p. 23.

LABOR ISSUE$

"Ad Scam Operator Attempts t~ Exploit Labor
Unions," Mar 1993, p. 30.

"Boston LAP Program Promotes 'Expansion',"
John "Mickey" McKay, tun 1'993, p. 10.

"Cobbs: MROs Help to Alleviate Labor's Con-
cerns Ahout Drug Testing," Apr 1993, p. 15.

"Conlan: Modernize Behavioral Benefits in Ht~W
Funds (excerpts of presentation by Kitty
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