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EAPA Welcomes These Exhibitors to the
1994 Annual Conference in Boston:

Accurate Assessments
Austin, TX 78759
Booth 721

AdCare Hospital of Worcester, Inc.
Worcester, MA 01605
Booth 517

Alcoholics Anonymous
New York, NY 10115
Booth 203

Alternatives In Treatment
Boca Raton, FL 33487
Booth 322

American Express Company
New York, NY 10285-4850
Booth 406

Apogee, Inc.
King of Prussia, PA 19406
Booth 319

Beech Hill Hospital
Dublin, NH 03055
Booth 515

Behavioral Health Management
Magazine

Cleveland, OH 44115
Booth 305

Betty Ford Center
Rancho Mirage, CA 92270
Booth 407

Bournewood Hospital
Brookline, MA 02167
Booth 519

Brattleboro Retreat
Brattleboro, VT 05302
Booth 225

Bridgeway
Brevard, NC 28712
Booth 703

Buckley Productions
Booth 800

Bureau for Employee Education
Huntington, NY 11743
Booth 222

Charter Brookside Behavioral
Health System of N.E.

Nashua, NH 03063
Booth 202

Cornerstone
New York, New York 10010
Booth 414

Craig House Hospital
beacon, NY 12505
Booth 209

Cry Help (tent)
N. Hollywood, CA 91601
Booth 502
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DataMinder Systems
San Diego, CA 92159
Booth 812

EAP Digest
Booth 521

Eckerd Family Youth Alternatives,
Inc.

Clearwater, FL 34618
Booth 408

Employee Assistance Magazine
Waco, Texas 76702-2573
Booth 409

Father Martin's Ashley
Havre de Grace, MD 21078
Booth 711

5-Star Treatment Network
Kirkland, WA 98034
Booth 701

FLI Learning Systems, Inc.
Princeton, NJ 08543-2233
Booth 400

Freedom House
Glen Gardner, N) 08826
Booth 719

Gosnold on Cape Cod
Falmouth, MA 02541
Booth 200

Guenster Rehabilitation Center
Bridgeport, CT 06607
Booth 412

Hazelden
Center City, MN 55012
Booth 503/501

Health Management Systems of
America

Eastpointe, MI 48021
Booth 513

Innovative
Booth 813

Jolimar Summit Recovery Center
Summit, MS 39666
Booth 707

Krames Communication
San Bruno, CA 94066
Booth 508

Logical Systems Solutions, Inc.
San Francisco, CA 94112
Booth 102

Medical Data Source
Los Angeles, CA 90045
Booth 224

MEDCO
Park Ridge, NJ 07656
Booth 208/210

Memorial Medical Center (tent) Shepherd Hill Hospital
Savannah, GA 23089 I Newark, OH 43058-1067

Booth 705
Menninger Clinic
Topeka, KS 66601-0829
Booth 410

National Association ofAlcoholism

Drug Addiction (NAADAC)
Arlington, VA 22204-4255
Booth 412

National Association
of Social Workers
Washington, DC 20002
Booth 806

NCADI
Rockville, MD 20847-2345
Booth 205

National Institute of Mental Health
Rockville, Maryland
Booth 808

National Trauma Services
San Diego, CA 92103

OPTIONS Mental Health
Norfolk, VA 23502
Booth 507

Peninsula Village
Louisville, TN 37777
Booth 324

Pioneer Healthcare
Woburn, MA 01801
Booth 505

Plan 21, Incorporated
Houston, Texas 77027
Booth 509

Post Trauma Resources
Columbia, SC 29201
Booth 211

Prevention Research Institute
Lexington, KY 40503
Booth 317

Priority Pharmacy (tent)
San Diego, CA 92103-3015
Booth 715

Rothschild's Files
Littleton, CO 80161-3106
Booth 100

St. Paul Fire &Marine Insurance
St. Paul, MN 55418
Booth 401

Scatlin Shay Company (tent)
New York, NY 10016
Booth 504

Scott Publishing Company
Kalispall, MT 59901
Booth 223

Sierra Tucson
Tucson, AZ 85737
Booth 101

Smithers Treatment Center
New York, NY 10019
Booth 103

South Oaks
Amityville, NY 11701
Booth 418

Stuyvesant Square of
Beth Israel Medical Center
New York, NY 10128
Booth 302

Sunsource Health Products, Inc.
Kihei, Hawaii' 96753
Booth 206

The Brown Schools Behavioral
Health System

Austin, TX 78765
Booth 300

The SASSI Institute
Austin, TX 78759
Booth 201

The Upjohn Company
Kalamazoo, MI 49001
Booth 402/404

Tully Hill
Tully, NY 13159
Booth 709

Valley Forge Medical Center &
Hospital, Inc.

Norristown, PA 19403
Booth 416

Valley Hope Association/
Alcohol and Drug Treatment Ser-

vices
Norton, KS 67654
Booth 511
Verita's Villa
Booth 304

Willingway
Statesboro, GA 30458
Booth 301

Wordsworth Academy
Ft. Washington, PA 19034
Booth 320

Workman Publishing Company
New York, NY 10003
Booth 303

Workplace Connection
Waltham, MA 02754
Booth 316
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n September 12, 1994, Sylvia
Straub, Ph.D., CAE, officially
came on board as EAPA's new

Chief Operating Officer (COO).
Straub was selected from 373 COO

candidates from all over the U.S. and
Canada. Her blend of association lead-
ership, financial management, and
marketing expertise stood out among
the rest.

In accepting the appointment,
Straub said, "I'm looking forward to
serving with so many professionals
who are assisting millions of employ-
ees in the workplace. By helping im-
prove the lives of individuals, EAPA
members are also benefitting business
and society. With strong management,
EAPA can grow and increase support
for its many outstanding programs."

Straub was formerly executive vice
president of Financial Women Interna-
tional, executive director for the Reg-
istry of Interpreters for the Deaf, and
director of information and member
marketing services for the American
Speech-Language-Hearing Associa-
tion. She also served as publicity man-
ager ofthe National Public Radio news
department and as director of commu-
nications for the Agency for Instruc-
tional Technology.
On her first day at EAPA headquar-

ters, Straub agreed to talk with the Ex-
change:

► What was your first priority after
you were named COO?

My first step was to take "The Ele-
ments of EAP"with Brenda Blair. It was
an enriching experience, both from the
standpoint of learning about the field
and meeting EAP professionals. I feel
that I have a much clearer picture of
the challenges EAP staff face every day.
While I was in California, I met with
local EAPA members and I'm looking
forward to getting to know more as
soon as possible.

► What are your immediate plans for
meeting EAPA members?

Personally, I want to do whatever
can to reach all EAPA members. I'm

- --- - -.~_ ....,.,.o~o,~a

particularly looking forward
to meeting those people I'll
be working with through
committees. I'm told we're
expecting another great
crowd in Boston in Novem-
ber, and I plan to make the
most of that opportunity. In
every situation, my plan is
to listen so that I can get a
clearer picture of what EAPA
members want from their as-
sociation.

► You've just come on
board, but have you de-
velopedany goals yet for
EAPA?

Despite the fact that I am
very new to this association, I can see
many of EAPA's strengths very clearly.
EAPA has exciting potential in mem-
bership, certification, public policy,
publications, and conferences, and I'm
eager to work with this excellent staff.
EAPA has been the leader in employee
assistance in the past, and I see many
immediate opportunities for leadership
ahead of us.

►Your own press release mentioned
that you are a Certified Association
Executive, a credential earned
through the American Society for
Association Executives. How do
you feel about certification for
EAPs?

think certification is essential for
EAPA members. As you can see, I be-
lieve incertification myself, and I sup-
port it for all EAP professionals. As the
only association that offers EAP certifi-
cation, EAPA is in an excellent posi-
tion. The credential stands out as one
of many strengths of this association.

►Did your previous associations have
large conferences?

Oh yes, I have participated in many,
many meetings and conferences, and
I'm so looking forward to the EAPA
conference in November. I think we've
got some noteworthy topics. I under-

stand we plan to have a special pre-
sentationfor Boston businesspeople, as
well as an assortment of new presen-
tations. Of course, I also plan to sup-
port staff efforts to get media attention
for the conference.

► How does the Exchange fit into
your plans?

have quite a bit of publishing ex-
perience as well as a strong marketing
background. The Exchange is our
major means of communication with
our 7,000 members, and I'm most in-
terested inmaking it the most competi-
tive publication for the EAP industry.

► Before closing, tell our members
about your personal interests. For
example, what do you like to do
when you're away from the office?

For much of the past year, I've been
volunteering at a shelter for homeless
women in the D.C. area. It's been an
extremely rewarding experience. I also
belong to a local reading club, and
enjoy gardening. But when I men-
tioned gardening to an EAPA board
member during the interview process,
she told me I should consider night
gardening—and after being here for
just a short while, I'm beginning to
understand why. C~?
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EAPA members continue to increase. In July 1994, EAPA welcomed even more new members than
in July 1993; 185 new members joined the association in Au~ist 1994.

Sorry! The deadline for early bird registration at the 23rd annual EA.PA conference in Boston has
passed. Hurry to get your conference and hotel registration in now while rooms are still available.
Information about the keynote speaker is in this issue.

In case you are asked for your EAPA member identification number, check the mailing label for
your copy of the Exchange, where you will find your member ID number and the date your EAPA
membership expires. (Your 1994 election ballot also contains this information.

EAPA is currently tracking a bill introduced in Congress to establish a code of fair information
practices for health information. This proposed act—Fair Health Information Practices Act of
1994, H.R. 4077—was introduced in March 1994, and has be~xn to move in the legislative pro-
cess. EAPA is working to ensure that the confidentiality of EAP records is covered under the
proposed legislation.

EAPA recently negotiated a contract with the U.S. Army Drug and Alcohol Operations Agency
<TJSADAOA) to provide the "Elements of EA.P: A Comprehensive Overview" course on December 1-
2, 1994, in Huntsville, Alabama, to 80 U.S. Army employees. The majority of these employees are
expected to be eligible to take the CEAP exam on December 3. Although EA.PA has already estab-
lished organizational sponsorship agreements for the CEAP exam, this contract represents first-
time organizational sponsorship for both the Elements course and the CEAP exam. Other organi-
zations interested in pursuing such an agreement should contact Kelly Ransom, Director of Educa-
tion, Training, and Information Services, at 703-522-627.

According to spokesperson Joe Hopkins, United Airlines has decided to reinstate its EAP, but "it's
too soon to discuss how it will be structured."

JANUARY IN THE Read all about the revolution at EAPA's 23rd
EXCHANGE Annual Confrence.
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PRESIDENT'S MESSAGE

Dear EAPA member:

n just a few short months, many of
us will be meeting in Boston to mark
another annual gathering of the EAP

profession. At that meeting the current
EAPA administration will transfer lead-
ership to the incoming elected offic-
ers.

As we approach that gathering, it is
fitting to reflect back on the past two
years and the road that this leadership
team has walked together. This team
took office in November 1992 with a
shared vision for EAPA. Many of our
dreams have been fulfilled. Many chal-
lenges have been faced and handled.
And some disappointments and missed
opportunities linger within the EAPA.

Let us offer this appraisal of our term
of office. When we took office in the
fall of 1992, the employee assistance
field was treading water in a changing
workplace. Examples include the ex-
pansion ofmanaged care, corporate re-
structuring, outsourcing human
resources programs, implementing
outcome measures, quality improve-
ment, and the dawn of the "virtual cor-
poration."

Living within this changing environ-
ment, EAPA faced challenges never
seen before. These included the po-
tential reduction in membership and
CEAPs due to diminished corporate
funding for professional memberships,
conferences, and certification; the dis-
mantling of programs; competition
from related professional disciplines;
reduced corporate/foundation giving,
and many other obstacles.

As we began our term of office, we
negotiated three initiatives from the
Strategic Plan as our priorities for 1993-
1994. Those initiatives are:

Professional Development: To iden-
tifythe changing dynamics and global
development of the employee assis-
tance field and enhance the compe-

EAPA EXCHANGE OCTOBER 1994

tency and qualifications of employee
assistance professionals.

Promotion of Employee Assistance
Contributions: To provide leadership
in promoting the awareness of em-
ployee assistance as a profession and
support the contribution of employee
assistance with the EAPA membership,
the workplace, other allied groups, and
government policymakers.

Organizational Effectiveness: To
strengthen EAPA's organizational struc-
ture, enhancing our ability to achieve
our mission and goals.

Much progress has been achieved
in 1993-1994:

Professional Development

• The Education and Training Com-
mittee has developed and released
Elements of EAP: A Comprehensive
Overview from among several re-
spondents to its RFP.

• The Small Business EAP Subcommit-
tee is now involved in state meet-
ings ofthe White House Conference
for Small Businesses.

• EAPA Standards, Part 11, Glossary of
Terms, Appendix, and International
Standards have been published.

• The Self-Administered EAP Assess-
ment Form has been published.

• EACC strategic and business plans,
1993-1995 have been developed.

• The EACC has updated Certification,
Recertification, Training Providers,
and Code of Professional Conduct
guides.

• Videotapes on ethnic and cultural
concerns are being produced.

• An EAPA research journal is being
published annually.

• Annual conferences are being of-
fered, with master classes such as
that which debuted at the Anaheim
Annual Conference.

• Legislative and Public Policy Con-
ferences have been held.

• District Conferences offer additional
opportunities for PDHs.

Promotion of EmpIoYee
Assistance Contributions

• EAPA definition of Employee Assis-
tance Program included in federal
DOT legislation.

• EAPAadvised congressional staffon
language and strategy for an EAP
credit bill.

• An ongoing partnership with chap-
ters regarding state legislative and
regulatory initiatives has been de-
veloped.

• The President's Commission on
Model State Drug Laws accepted a
model omnibus EAP bill, which has
been distributed to all state legisla-
tu res.

• The National Association of Coun-
ties has endorsed EAPs.

• The examination for medical review
officers (MROs) now includes EAP-
related questions.

• EAPA, with the Wellness Councils
of America, is leading the Work-
place Task Force of the National
Public Education Campaign on
Clinical Depression.

• EAPA became a member of the
American Express Financial Respon-
sibility Leadership Roundtable.

• EAPA is a participating professional
association of the Institute for Be-
havioral Healthcare.

• EAPA became a member of the Na-
tional Task Force on the Future of
Addiction Treatment.

• EAPA collaborated with the Ameri-
canSociety of Aging on a workplace
eldercare program.

• EAPA members made presentations
at the ICAA Conferences in Sao
Paulo, Brazil, and Prague, Czecho-
slovakia.

• EAPA members made presentations
at EAP conferences in the United
Kingdom and in Europe.

• The State of Tennessee recognized
the CEAP credential.

• EAPA members developed a posi-
tion paper on EAPs and managed
care.



Wh Srnall Businesses Aren't Rushi~y 9'
to Ern to ee Assistance Pro r~rnsp y 9'

by Jim Collison, President, Employers of America

by do so few small employ-
ers offer an employee assis-
tanceprogram (EAP) to their

employees?
Recently, Inc. magazine (July 1994)

reported that "about 10% of smal I com-
panies now offer this relatively cheap
benefit." And EAPA reports Bureau of
Labor statistics claiming 9.4%of small
employers used EAPs in 1990.

doubt these statistics are accurate.
would estimate that the percentage

of small businesses offering EAP ben-
efits to employees is under 3%. How
do I arrive at my estimate?

(Before going on, let's agree on the
size of a small employer. The Small
Business Administration defines busi-
ness size this way: 1-19 employees,
very small; 20-99 employees, small;
100-499 employees, medium; 500 or
more employees, large. Most employ-
ershave fewer than 100 employees. So
most are small or very small.)
Why do I distrust the studies and

surveys suggesting that 10% of small
employers have EAPs?

First, the association of employers
which I head has nearly 750 members
in 21 states. Most of our members have
fewer than 100 employees. The aver-
age employee size is about 1 S. One
of our services is reviewing and pre-
paring employee handbooks. We've
been doing this for employers of all
sizes throughout the U.S. since 1981.
Fewer than 5% of the employee hand-
books we see have EAP benefit state-
ments.

Second, for many years we have
conducted surveys of members and
prospective members. We've learned
that it is very difficult to conduct an

8 EAPA EXCHANGE OCTOBER 1994

accurate survey of small employers.
ThaYs because most small employers
have fewer than 15 employees. In such
a small workplace the owner usually
too busy—and often too disinterested
or distrustful—to participate in the sur-
vey. So survey results almost always
are distorted, disproportionately re-
flectingthe views of the larger employ-
ers who are more like to take time to
participate.

This causes me to suspect that prob-
ably nomore than 3% of small employ-
ers offer EAP benefits.

So the next question is: WhaYs
keeping smal ler employers (those with
fewer than 100 employees, and espe-
cial lythose with fewer than 20 employ-
ees) from offering EAPs?
Some reasons:

1. Ignorance of EAPs. Face it. The
typical small employer is so busy
running his or her business, putting
out fires, trying to keep enough cash
coming into meet the next payroll,
that there's no time left to ponder
aesthetic employee benefits.

2. Low interest. The typical small busi-
ness owner and employer has little
interest in spending money on any
expense not directly related to keep-
ingthe business going and eking out
a profit.

Consider, for example, the small
employer's attitude toward purchas-
ing health insurance benefits for his
or her employees. The National
Federation of Independent Busi-
nesses (NFIB) asked its members if
they agreed or disagreed with this
statement: "Employers have a re-
sponsibility to provide health insur-
ance." Nearly 64% of those
responding disagreed or strongly
disagreed.

If 6 out of 10 small employers
don't want to provide a health in-
surance benefit to their employees,
is it likely they have an interest in
paying for other personal assistance
to employees?

If you ask a small employer to in-
vest in an EAP, his or her first thought
likelywill be: I'm paying them (the
employees), aren't I? What more do
they want?

3. More interested in employee ben-
efits that employees immediately
perceive as valuable. The smal I em-
ployer rarely has any excess dollars
to use for employee benefits. The
small employer weighs the value
and necessity of these expenditures
carefully. So the employer is going
to use the wage and benefit dollars
to buy those th i ngs employees want
most.
And most employers—knowing

what today's employees and prospec-
tive employees want most—re going
to invest any available new wage and
benefit dollars into such tangible ben-
efits as pay raises, bonuses, flex time,
and more generous paid vacation and
paid personal time.

Jim Collison is president of Employ-
ers of America, the national associa-
tion dedicated exclusively to helping
employers lead and manage people
safely and effectively. He lives in Ma-
son City, Iowa, conducts training and
coaching in safe workplace practices
and in employee-related cost
control. C~?
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Wh Srnall Businesses S~iould Bey
Searchin for EAPs9'

roubled employees can be big
fish in a small pond and it is dif-
ficult, if not impossible, for the

small companies to avoid costly con-
sequences. The case of a chemically
dependent administrator exemplifies
the impact a troubled employee can
have on a small company. This is just
one example where the impact of the
troubled employee continued to make
costly waves in this "small pond."

The Troubled Employee

The administrator worked for a smal
clinic of 15 professionals. His duties
ranged from opening the office and
handling calls to paying operating bills.
When he began arriving late and leav-
ing early, the hours of operation were
reduced for the clients. The owner of
the firm issued a warning that he would
be terminated if this practice contin-
ued. The employee responded by ap-
plying for positions with competitors
during which he shared sensitive op-
erational information.

The owner was spending hours
worrying about this problem and re-
solved to terminate the employee the
next time he was late. The next day,
the owner phoned in on his way to an
important sales call and discovered that
the employee had not arrived to open
the office. The owner was forced to
cancel the meeting and return to the

by Karen Hagen, CEAP

office to handle incoming calls.
The employee was terminated. The

owner, in his haste to get phone cover-
age, hired a person who was not ideal
for the position. This mismatch re-
sulted in additional costly mistakes.
Needless to say, effective EA interven-
tion could have saved this employer
money and time.

Given this case, why wouldn't the
small business owner purchase EAP
services?

The first reason given by the Em-
ployers of America—ignorance of
EAPs—is a time management issue for
the small employer. In the case study,
the owner spent a lot of time worrying
instead of becoming educated about
their resources.

The second reason—lack of inter-
est—isalso a by-product of ignorance
about how the EAP can help keep the
business going and profits up.
The third reason—the desire to pro-

videbenefits that are perceived as more
valuable—can be a reality when em-
ployers save time and money on turn-
over, absenteeism, and low
productivity (not to mention how much
more time is available if the employer
can avoid costly lawsuits).

Working Together

Employee assistance programs can
be invaluable to a small company if
the business owner makes known the

unique needs of the small business. It
is important to let the EAP professional
know the nature of the business, the
organizational structure, the employee
demographics, including turnover
rates, and the strengths and weaknesses
of the organization.

Flexible Fees

Traditional fee structures have been
prohibitive forsmallemployers. Many
EAPs offer flexible, affordable fee struc-
tures for small businesses. Per usage
arrangements have been an attractive
alternative for the many small busi-
nesses dor &associates have been serv-
ingfor 16 years. In fact, they comprise
approximately 90% of our contracted
companies. The focus of EAP services
at these companies tends to be more
toward effective management consul-
tation.

In short, EAPs are a whole lot more
valuable than many small businesses
think. EAPs can not only help small
businesses from drowning in the costs
related to troubled employees, they can
also help them stay afloat.

Karen Hagen is Director of Client
Services at dor &associates, Inc., in
Minneapolis, Minnesota, as well as
president of the EAPA Minnesota Chap-
ter. C~?
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CONSORTIUM APPROACH:

ost large corporations have internal orexternal EAP
services, but small businesses lag far behind in pro-
viding EAPs, largely because of budget constraints.

Some small businesses have found that an EAP consortium
provides the right combination of quality, service, and cost.

This article reveals the lessons learned from six small busi-
ness models. Interviews with the directors of these programs
reveal many of the hesitancies small businesses have in us-
ing EAP services as well as how these consortia have worked
to meet the needs of their members. As you review these
interviews, note that these six consortia share these obser-
vations and experiences:

1. Successful consortia are located in communities where
local businesses take ownership for the EAP. When em-
ployers are made fully aware of the financial impact 'of
employee problems, they display their awareness by be-
coming the driving force behind the development and
implementation of successful EAPs.

2. Oftentimes, the local chamber of commerce has been
actively involved in setting up the consortium and mar-
keting it to local businesses. Several consortia have suc-
cessfully used activities sponsored by the local chamber
of commerce, or other local groups, for effective market-
i ng.

3. Low-key marketing techniques, particularly personal pre-
sentations to small groups, have been most successful.
As one EAP professional said, most people won't even
talk to you if they think you're sel►ing something. Per-
sonal presentations were reportedly the most effective
means of reaching new clients.

4. How employers and supervisors perceive the consortium
has a lot to do with its success. When supervisors and
business owners have a positive attitude about EAPs, uti-
lization rates are higher than average.

5. Small governmentgrants have provided start-up funding
for most of these consortium examples. Although most
of these consortia report that they rely on their members
for daily operational resources, such as furniture, office
space, etc., they have also benefitted from short-term
grants that funded early education and marketing efforts.
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The view from Island EAP in Coupeville, Washington.

Susan Swan-Grainger, Executive Director,
Employee Assistance of Central Virginia,
Inc.

Employee Assistance of Central Vir-
ginia, Inc., or EACV, as they are known
locally, opened its doors in 1977, but only
after 18 months of studying and planning.
The State of Virginia had only one local

Susan Swan-Granger alcohol clinic, and the consortium was
started at the recommendation of one

business looking for another way to deal with the problem.
Susan Swan-Grainger came on board as Motivational. Inter-
viewer in 1977. She became Executive Director in 1979.

This consortium was started by business, run by busi-
ness, and is managed by business through a 501(C)3 run by
9 CEOs on the Board of Directors. Members include 55 to
60 companies with approximately 19,000 employees.

EACV client companies are school systems, manufactur-
ers, colleges, private and public business, for-profits and
nonprofits with as many as 2500 employees and as few
as 4.

"The key to success," says Susan Swan-Grainger, "is the
cal fiber of the board. They are all CEOs who are very impor-
tant inthe community; they have high credibility and a strong
business acumen which is reflected in their decisionmaking
on the Board. They have taught me how to run the business
efficiently. Because they travel, they meet quarterly; but
there's never any question about who's in charge.

"Our most successful marketing has been through word
of mouth, personal presentation, and personal referral.: We
don't seek publicity in the local press because that approach
is not used in this southern community. They are simply
turned off by anything that sounds like sales. We use a very
low-key approach.
"Some companies have been reluctant to join for' fear

that people would know that their employees had problems.
They would say, We'll join the consortium, but don't tell
anyone we have problems."

Most companies contact an EAP when an event within
the workplace or knowledge of a substance abuse problem
makes them realize how vulnerable they are. After they



have established a relationship with the EAP, some compa-
nies even send employees to the EAP for verification of
worker's comp issues, such as back injuries.
Swan-Grainger offers further advice: "Once established,

it's important to do on-site visits for management consulta-
tions. These meetings need to be on a regular basis so that
your clients are accustomed to working with you. These
are the relationships that renew contracts. You must always
remind your client of your services."

EACV's uti lization rate of 6% annual ly is based on a count
of those who walk through the doors for EAP services. The
rate does not include those who have found solutions to the
problems through management training or management
consultation.

Fees are $700 per company with SO or fewer employees;
$16.50 per employee or $1000 minimum for companies
with 51 or more people.

"After the company works with us for three or more years,
they begin to realize what a useful resource the EAP really
is. My only regret with this particular type of consortium is
that we have not been able to deal with other issues, such
as total quality management, as much or as quickly as an
external EAP."

The success and stability of this consortium has sent many
offers to expand EACV to other areas of the U.S. But Swan-
Grainger is not interested. "We have decided to have a
local system. EACV was set up specifically for central Vir-
ginia, and we are not interested in going national because
the community is the foundation of our success. I think that
(going national) would destroy our concept."

Lenny DeBenedictis, EAP Director of
Family Service of Greater Lawrence and
the Merrimack Valley Chamber of Com-
merce EAP Consortium:

At the time this consortium was devel-
oped, Family Service was already offer-
ing EAP services, but they were searching
for more ways to expand the business.

Lenny DeBenedictis Cold calls to small businesses met with
the same reply: "Our employees don't

seem to have problems, so we don't need an EAP."
"It takes a real leader to acknowledge that all employees

must have problems and to recognize that EAPs are one
very successful way to address them," says Lenny
DeBenedictis, EAP Director.
A series of circumstances that occurred around the same

time led to the development of the consortium. The Anti-
DrugAbuse Act of 1988 introduced the drug-free workplace
concept and provided small, three-year grants to help get
EAPs started.

Family Service then approached the local chamber with
the idea of making a consortium available to all of the busi-
nesses that qualified for the funding. Family Service was
already a chamber member and had espoused the benefits
of EAPs for small businesses for several years. The chamber
was very enthusiastic about the idea and quickly opened up
marketing opportunities to Family Service.

EAPA Delaware Valley Chapter Is Breaking New Ground
for EAP Funding

Not all consortia rely on the government for start-up
funding. Members of the Community Development Com-
mittee ofthe EAPA Delaware Valley Chapter are now work-
ing on what may be one of the best new EAP funding
opportunities for small businesses throughout the country.

Using the principle seen in some consortia, such as
EACV, where one large corporation is paired with many
smaller businesses, Jim Nestor, EAP manager for the New
jersey State Police and EAPA Delaware Valley Chapter
president, Rich Buxton, EAP manager for Boeing Helicop-
tersand EAPA chapter vice President, and Linda May, pro-
gram coordinator for O.A.T.S. and program coordinator
for the chapter, have been working with representatives
from Fortune 100 companies in the Philadelphia area to
develop an EAP consortium funding model that may be
used throughout the U.S.
One large corporation, for example, contracts with more

than 900 small businesses in the Delaware Valley. The
corporation's Minority Vendor Program offers special as-
sistance to their small business vendors, especially those
owned by minorities and women.

In the past, special programs have included help in pre-
paring income tax and presentations on required hiring

THE CONSORTIUM APPROACH
continued on page 12

practices. Through the efforts of the Delaware Valley Chap-
ter representatives, the Minority Vendor Program will offer
an introduction to the drug-free workplace concept as wel
as information on how to develop their own EAP consor-
tium.

In this new model consortium, small business vendors
expect to pay only half the fee per person for EAP services;
the other half of the fee will be paid by the large corpora-
tion.

At this time, training seminars for supervisors in the small
businesses are taking place. )im Nestor is providing vol-
unteer EAP guidance to the group.

Other Pennsylvania businesses are joining in the plans.
One major anti-drug campaign is already advocating the
need for EAPs through their literature.

According to Nestor, "The next step is to approach the
National Minority Supplier Development Council, the pro-
fessional association for the Minority Vendor Programs, with
this model. I recently discovered that someone I know is a
member of the association. I'm looking forward to talking
with him about the benefits of EAPs and this new consor-
tium model."
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"The chamber helped us become more visible in the com-
munity," said DeBenedictis. "In fact, the more they accom-
panied us in making presentations to potential clients, the
better our reception would be. Most presentations resulted
in at least one new request for information."

People made a big difference in the success of this con-
sortium. "When these grants started, the federal govern-
ment,under the leadership of Don Godwin (who pioneered
federal grants for EAPs), had some wonderful consultants.
Walter Reichman—one of the Thundering 100—and others
were extremely helpful in getting these programs up and
running."

Today the consortium is serving 11 companies with ap-
proximately 900 employees. The largest company has 150
employees and the smallest, 7 employees. One member is
a well-established, local manufacturing company. Having
this local manufacturer as a client gave the consortium a big
boost from a marketing standpoint. "They have such a good
reputation, and when they chose us to be the EAP provider,
some of their reputation seemed to rub off on us," says
DeBenedictis.
The consortium initially focused on assistance with sub-

stance abuse to its members, but Family Service has always
offered a broad brush EAP. "The key to success, says
DeBenedictis, is making sure that you can help the consor-
tium members with lots of types of problems.

Elena Brown Carr, The Corporation Against Drug Abuse (CADA), Washington, D.C.

The Corporation Against Drug Abuse (CADA) is a pri-
vate, nonprofit organization established by Washington area
businesses in 1988. CADA's mission is to develop and
implement programs aimed at preventing drug abuse. One
of their main target audiences is small employers, which
comprise the vast majority of all employers in the Wash-
ington metropolitan area.

In January 1990, the Robert Wood Johnson Foundation
(RWJF) awarded CADA a three-year grant to develop a con-
sortium—known as the Washington Employer Resource
Consortium—to enable small employers (with fewer than
500 employees) access to low-cost, high-quality, drug-free
workplace services.

The January 1994 issue of the Exchange provided a
comprehensive view ("Evaluation of the Small Business
Project: Innovations, Challenges &Future Directions") of
this consortium. The Washington Employer Resource Con-
sortium (WERC) provided consultation, training, and edu-
cation services to 375 companies in the Washington, D.C.
area, where a large number of nonprofit organizations and
numerous small federal agencies are located. During the
initial market research survey, the majority of respondents
indicated that they would consider group-purchasing of
EAPs and other benefits through a consortium model.

During its two years of operations, 55 members (with
57,809 employees) joined the consortium, with 10 com-
panies (1,169 employees) contracting for EAP services and
5 (813 employees) for drug testing. Recognizing the diver-
sity of small employers, WERC offered flexible services to
respond to a wide variety of needs.

From the very beginning, marketing was an important
and costly component of WERC. For example, periodic
mass mailings, seminars, and public presentations to em-
ployerassociations, trade groups, and conferences, as well
as development of a newsletter, news articles, interviews,
regulatory alerts, and special events were all part of the
effort to inform small business owners about the benefits
of this consortium.

In addition, seminars which delivered a "sneak preview"
of supervisory training and emphasized the need for policy
development were effective in increasing understanding
of the impact of substance abuse on the workplace and
the value of EAP services.
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In a survey of members, a full 100% of respondents re-
ported that the quality of information provided through
WERC was "good" to "excellent." The majority also re-
ported that the service they received helped them to better
manage (88%) and identify (82%) issues at the workplace
that might be associated with substance abuse.

The consortium teamed with a selected network of four
EAP providers to deliver cost-effective EAP services for con-
sortium members. WERC staff focused energy and re-
sources on educational outreach, marketing, policy
development, training, and education while the participat-
ing EAPs del ivered broad brush EAP case management ser-
vicesincluding assessment, referral, and follow-up. WERC
staff provided quality assurance by overseeing the deliv-
ery of EAP services and responding to employer concerns.

The fee collected from the small employers ($36 per
employee per year) was split equally between WERC and
the contracted EAP provider. Despite all of these innova-
tions and a 6% utilization rate, however, the consortium
was not financially successful.

According to Carr, "The consortium model did not suc-
ceed in the Washington, D.C., market because of the high
costs of marketing to the diverse, small business market
and of providing tailored, individualized services to orga-
nizations, in a highly competitive EAP environment. For
consortia to effectively reduce costs to the provider, the
small business community must recognize the value of EAPs
and be willing to band together to be treated as if they
constitute one organization rather than many—this means
giving up some of the individualized services."
CADA did gain some important insights: Data showed

that access to educational programs and flexible EAPs can
get small businesses involved in primary prevention by
more effectively influencing employer knowledge, attitudes,
and behaviors about substance abuse in the workplace.
Their data also showed that small business employers, like
the general public, are still largely unaware of the symp-
toms of substance abuse or its effects on individuals in the
workplace.
CADA now offers a Resource Center to continue assist-

ingsmall employers throughout metropolitan Washington
to manage workplace substance abuse issues and to refer
small businesses desiring EAP services to EAPA chapters
nationwide.



"Most small businesses do not have an HR department,
and I find that I must be familiar with some HR issues to do
my job wel I. For example, the chamber members have been
downsizing and laying off staff. So I arranged a seminar
entitled 'Facing Stress in the 90s Workplace.' As long as
you can continue offering a helping hand to the employer,
he or she is going to keep coming back to the EAP."

Looking back on all of their marketing techniques,
DeBenedictis says that he now knows a direct sales pitch
does not work. What clearly does work is getting publicity
and name recognition, spreading the word through network-
ing and direct contact at community meetings.

"I'm always open to new ideas," says Debenedictis.
"Whenever I can, I try to do something their way. And one
of us always ends up learning something new."

Henry Govert, Drug-Free Workplace
Specialist, Division of Alcohol and Sub-
stance Abuse, Olympia, Washington

Valerie Vernon, Executive Director, Island
EAP, Coupeville, Washington

Ask just about anyone on Whidbey Is-
land, largest island in the U.S., and they

Henry Govert 
~'i II tell you that the islanders have a strong
sense of self-preservation. If it is to be,
it's up to me" is a well-known philosophy
for Whidbey Island residents.

Whidbey Island is also the home of
some very astute businesspeople. In late
'91, the 65 island employers attending a
seminar on the importance of a drug-free
workplace expressed an interest in doing
more about preventing substance abuse
in the workplace. The suggested solution?

valerie vernon Develop an EAP. Several of the employ-
ers had already subscribed to EAP services

but were not totally satisfied because they had to go off the
island to use them. They really wanted to have an EAP on
the island.

What is now known as Island EAP was started by the
employers. They own the EAP, formed it, did the staff re-
cruiting, and even furnish the offices themselves.

Using $30,000 (6 months of federal funding) as well as 3
months of funds from consortium members, and a strong
helping of island spirit, Island EAP was started about 18
months ago.
The first official step of the consortium was to perform a

market survey of employers' needs. The next step was to
consult with Henry Govert, local EAP, and a county preven-
tion specialist, Page Baenen, who helped them set up the
local program.
One of the first challenges to Island EAP was the need to

move quickly to justify the annual budget. Program fees of
just $2.85 per employee per month provide 24-hour EAP
coverage, 365 days a year. (Family members are also cov-
ered although employers are not assessed additional fees.)

After just 7 months of operation, Island EAP is showing a
utilization rate of 11 %. During those same months, the top
three issues included substance abuse (31 %), family/child
issues (27%), and mental health (20%). In October'93, the
consortium had 7 member companies with 855 employees.

As of August'94, they had acquired a total of 18 companies
with approximately 2000 employees.

Valerie Vernon, Executive Director of Island EAP, also
adds, "The excellent utilization rate verifies the successful
attitude of the member employers. Through their member-
ship, they are telling their employees, 'It's okay to ask for
help with your problems."'

Govert adds: "I'd like to assure people who are consider-
ing aconsortium approach that the ideal of a pure consor-
tium is still valid. The key to success with this approach is
employer involvement. They really took ownership for this
method and it's working."

Terry Ann Markus, Executive Director,
Options EAP, Inc., Princeton, Illinois

Options EAP, Inc., is yet another ex-
ample of a successful EAP started by a
1989 Department of Labor grant. At first,
member companies were afraid to join;
they now have 22 consortium members
offering EAP services to 2455 employees.

Terry Ann Markus The largest member has 620 employees
and the smallest, 2 employees.

The local chamber of commerce was a key player in the
development of this EAP and still has a representative on
the board of directors. Every member company has a man-
agement representative on the board, which meets annu-
ally. Aboard-appointed Executive Committee meets monthly
to discuss administrative issues.

The most successful marketing strategy has been to make
presentations at community and association meetings. Of-
fering free seminars and sending seasonal cards have not
proved successful in attracting new members, however.

According to Markus, "Neither federal nor state regula-
tions appear to have played a part in a member's decision
to join, but it is probably having an effect on why they stay.

"Most members want the EAP services because they are
personally interested in the benefit to their employees. And
because they are small businesses (with fewer than 1000
employees), the supervisors know more about each
individual's family situation."

"This is a small community, and people tend to have one
of two types of reactions. Some members can't help but be
more closely involved with their employees, and iYs hard to
convince them otherwise. Others th ink they don't have prob-
lems or, when they finally do admit that their employees
may have problems, they say they don't want other compa-
nies to know of them."

Options EAP has applied for nonprofit status and has been
relying on its members for basic operating essentials. "We
ask our members for donations of money or equipment, es-
pecially computers, furniture, desks, pictures, and all sorts
of gifts in kind. They have been very generous because they
are all community-oriented."

The overall utilization rate for Options Inc. is slightly more
than 8%. Substance abuse problems constitute a very small
portion of referrals—about 8%. Fees are $27 per employee
per year for 76 or more employees; $1700 for 50-75; $1000
for 26-49; $500 for 12-25; $250 for 1 -11.
"Many people in the community marry after high school

and seek marital counseling by the time they are in their
continued on page 14
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mid- to late 20s. Family relations is our biggest topic," says
Markus.

After starting in (Bureau County) Princeton, Options EAP
is now expanding into La Salle, Marshall, and other counties
through an affiliate network of three other offices.

Kristine Brennan, Executive Director, Lin-
coln EAP, Lincoln, Nebraska

The oldest EAP consortium model in the
United States, the Lincoln EAP, was
founded in 1974 in Lincoln, Nebraska. But,
in reality, the framework for this model
actually existed some years earlier as the
Business Assistance Program, formed by

Kris srennan local business leaders. These same busi-
ness leaders applied for an NIAAA grant in

1974 through the Lincoln Council on Alcohol and Drugs.
Twenty years later, this consortium is awell-established,

private, nonprofit small business. Lincoln EAP is governed
by a nice-member volunteer board of directors composed of
business representatives, community leaders, and Kris
Brennan, who is an ex officio member.

Like most other successful consortia, Lincoln EAP makes
its biggest impression on new clients with personal presenta-
tions to small, community groups.

The top three problems they are asked to help with are
marital and family issues, emotional and mental health is-
sues (for the individual), and substance abuse. All counse-
lorsare required to be trained in mental health and chemical
dependency topics.

The unusually high usage rate of 10%-11 % is attributed to
confidentiality, quality staff, visibility, and low-key approach,
all of which have helped reduce or remove any possible
stigma associated with turning to the EAP for help.

"We're located in a retail area with lots of shops, restau-
rants, insurance companies, and other businesses. IYs very
easy for someone to slip in to see us without anyone else
noticing. We think our clients like that," says Brennan.

Brennan is quick to mention another reason for the suc-
cess of this consortium. "We put lots of emphasis on super-
visorytraining. We always start with top management when
we introduce the EAP. First, we ask them what their com-
panygoals are. Then we explain how the EAP will help them
achieve those goals. We like to emphasize that although this
is called a program, it is actually a system that will be inte-
grated into the company."

As testimony to the business community's endorsement
for the EAP, Brennan says she has never been turned down
when she asks new clients to send their supervisors for train-
ing or updates. "Despite the fact that many companies are
downsizing, I'm still seeing full participation in our supervi-
sorytraining programs," says Brennan.

Perhaps another reason for success is that the staff at Lin-
coln EAP are fully aware of the limitations facing many small
businesses. "My personal goal, says Brennan, "is to create a
network with other EAPs who want to work with small busi-
nesses. But time, money, and other resources are always
scarce. I completely understand the limitations of small busi-
nesses." C~?
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EAPA Member Seeks Research
Participants and Funding
Kathleen O. Beauchesne, who is completing doctoral dis-
sertation research at the University of Pennsylvania, has
developed a proposal to explore key issues that are unique
to childbearing women, their families, and the companies
for which they work.

She is now seeking funding for an 18-month study of 1000
women to assess the status of paid and unpaid maternity
and parental leave; the project is expected to cost $36,902.
Companies or organizations willing to co-sponsor this re-
port with certain levels of funding will be provided with
professional consultation on work and family issues, as well
as a copy of the final research report.

For further information, contact Kathleen Beauchesne,
WORKIife Programs, Johns Hopkins University, 4 East 33rd
Street, Baltimore, Maryland 21218; 410-516-6605; (fax)
410-516-6609. C~

EAP Abstracts PIusTM
Subject Searches,

Bibliographies and Abstracts

Keep Up with the Latest Innovations in the
EAP Field!
Practitioners, researchers, administrators, educators, and students:
Reviewing the current literature is crucial if you are.. .

• Developing programs and policies.
• Writing an article or proposal.
• Preparing a speech.
• Developing a course curriculum.
• Researching a dissertation.

Save Time and Money!
EAPAbstracfs Pluscan save you time and money on your literature
searches. Quicklyfindthe information you need onthese important
topics:

• Violence in the workplace.
• Critical incident stress debriefing.
• Downsizing and job loss.
• Cultural diversity.
• AIDS.
• Cost-benefits of EAPs.
• Managed care.
• Workers' compensation.
• And much, much more.

Features of EAP Abstracts Plus.. .
• Contains over 2,300 EAP citations.
• More than 100 EAP-related key words.
• Can be searched by topic, author, date, and type of

document.
• ContainsallarticlespublishedinthecoreEAPperiodicals.
• Selected citations from over 250 other journals.
• Updated weekly.

If you would like more information, or to place an order by telephone,
call EAP Information Systems toll-free at:

1-800-755-6965



EAPA Members Gather for District
Conference in West Point

The West Point Military Academy campus hotel in the
historic Hudson Valley was the site of the 1994 District
Conference held )une 12 - 15, 1994.

Approximately 200 participants gathered to hear the Monday morning
opening session.

A culturally diverse panel included Winston George, CSW, of Local
2237 Teamsters Retiree Division, AFL-CIO, New York, who challenged
EAPA members to examine their workplace programs and to move
toward positive solutions that include People from all walks of life.
Other panel members were (left to right) Ron Gaudia, MS, Westchester
Jewish Family Services; Bill Genovese, Wellspring; Nancy Attebery
Powery, Cayman Islands EAP; and Kay Santiago-Vasquez, MPS,
Manhattan Alcoholism Clinic.
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During the Melting Pot block party, EAPA members gave EAP "training"
a whole new meaning.

--- NEW MARKET STUDY ---

Congratulations to the District 1 Conference Committee: Dawn Sinisi,
Conference Chair; Joan Clark, Susan Mazzarella, Richard Hartman,
Cristine Stanzione, Elizabeth Guerra, Carol Murray, Fred Noll, Jim
Fealey, Norma Jacobs, Mike Popp, Essie Green, Sandra Carney, Bob
Florio, Anne Quinn, Dennis Riley, John Neary.

Health Promotion &Disease Prevention (Wellness)
Programs: Rx For The The 1990s ?

(April 1994 443 Pages 91 Tables &Charts)

--- 20%Off Regular Price For EAPA Exchange Subscribers ---

Jointly researched and authored by Corporate Health Policies Group and
Marketdata Enterprises, this new report contains results of 300 hrs. of phone
interviews with health promotion vendors/providers nationwide. 50+ case
histories detail wellness programs/experience of: employers, hospitals, HMOs,
MD group practices, and vendors of... HRAs, diet programs, smoking cessation,
lab tests, stress mangement, EAPs, fitness programs. Report discusses...
cost benefit &reimbursement, avg. costs, impact of health care reform, emerging
computer technologies, medical self-care, employee demographics, retiree
programs, exhaustive review of existing literature, market growth &forecasts.

FREE Brochure. Table of Contents: Marketdata Enterprises, Inc., 181 S.
Franklin Ave., Valley Stream, NY 11580 " 516-791-6579, Fax: 516-791-7759
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Bernie McCann's usual "crabby" spirits were
lifted when he heard that the next District
Conference would be in Baltimore, Maryland.

OCTOBER 1994 EAPA EXCHANGE 15



How EA Practitioners Can Help Small Businesses Get
Out of the Courtroom and Back to Business

by Dick Bickerton, CEAP

merican society has become the
most litigious on earth, and no-
where is this more apparent

than in the rancor that seems to have
beset employer-employee relations in
the small business workplace.

The question of the moment seems
to be: Can the employee assistance
services practitioner play a role in calm-
ing these troubled waters and thus be-
come more useful to, and more used
by, small business?

A Righteous Beginning

The legislation, agency regulations,
and court decisions that have fueled this
seemingly all-inclusive and costly "I'll-
see-you-in-court" environment began
righteously enough with Title VII of the
Civil Rights Act of 1964, which pro-
scribed discrimination based on race,
color, religion, sex, or national origin.
In order to enforce Title VII, that 1964
legislation created the Equal Employ-
ment Opportunity Commission (EEOC).

In 1963, Congress had passed the
Equal Pay Act, which obliges employ-
ers to provide equal pay to men and
women who perform equal work.
Other legislation designed to deal with
real or perceived inequities came along
following the 1964 Civil Rights Act.

The Age Discrimination in Employ-
mentAct of 1967, which first provided
employment protection to persons over
age 40, later set at age 65, and now
extending to age 70, was first enforced
by The Secretary of Labor. It was then
transferred to the more enthusiastically
"prosecutorial" EEOC in 1978.

The Rehabilitation Act of 1973 in-
troducedthe concept of workplace pro-
tectionfor individuals with physical and
mental disabilities. Protection under
the act was broadened and strength-
ened by amendments in 1978.

The Immigration Reform and Con-
trol Act of 1986 strengthened work-
place protections based on national
origin or citizenship status.

Then came the daddy of them all:
The Americans with Disabilities Act
(ADA) of 1990. The ADA is not a reit-
eration of the 1973 Rehabilitation Act.
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It is an independent statute whose ex-
pansive language embraces a universe
of employment protections and work-
place accommodations for the physi-
cally and mentally disabled.

Legitimate Concerns

These were not considered destruc-
tive acts of legislation crafted by evil
men and women intent upon weaken-
ingtheAmericanentrepreneurial spirit.
They are well-intentioned designs to
help every man and woman accom-
plishall that they are capable of within
the I imits of thei r physical or mental ca-
pabilities.
No decent human being would dep-

recate the intent of any of this legisla-
tion. Nor would a person of good intent
take issue with the concurrent devel-
opment, via the courts, of protections
and constraints embracing credit
checks, drug testing, work and family
issues, gender issues (not only sexual
harassment, but sexual preferences),
hiring and firing circumstances, the
treatment of pregnant women, privacy
issues, rights of free speech...and on
and on, an endless stream of litigation
over issues involving employees who
have felt unfairly treated by their em-
ployers.

And those employers are as much
troubled by these employee relations
developments as are the employees
who are bent on taking them to court.
Small business owners are mainly en-
trepreneurial men and women who
founded a company for a purpose.
Oftentimes, they find themselves strug-
gling to understand rules and regula-
tions and court decisions that have
nothing to do with their company pur-
pose but, nonetheless, dictate how they
can and cannot do business. They are
bewildered and occasionally defiant.

The EA Practitioner's Role

The employee assistance (EA) prac-
titioner does have a role to play here.
The more readily apparent aspects of
that role may include:

Training and education. For ex-
ample, does the employer know that
a supervisor's language could land
an employer in court if the language
dealt with sex, gender, race, or age
in a way that was offensive to an
employee, or caused the employee
to feel the work environment was
hostile to him or her? An EA practi-
tioner could arrange for or provide
the necessary training and educa-
tion.
Counseling. An employee may be
prepared to act upon a grievance
because of some perceived work-
place circumstance that may make
him or her feel threatened or intimi-
dated. A few hours of counseling
with an experienced employee as-
sistance practitioner could lead to a
change in that perception and, per-
haps, keep the employer out of court.
Demonstrations of concern. The i n-
tervention of an EA practitioner with
an injured employee could demon-
strate management's concern and
lessen the resolve of the employee
to take the employer to court.
Awareness. An EA practitioner who
is experienced in dealing with emo-
tionsand knows how to defuse vola-
tilesituations could help make peace
between angry parties and cause ev-
eryone to become aware of why that
anger seemed to be justified and how
it can be avoided in the future.
Case management. Studies indicate
that treatment and recuperation time
involving compensation claims and
lost work days has stretched from 18
days per case (1987) to 22 days per
case at the present. A professional
EA practitioner could bring case
management skills to this problem
and possibly generate considerable
savings for compensable injuries.

The small business employer could
use the interpersonal and management
skit Is of an EA practitioner to understand
and accommodate the political and leg-
islative side of business decisions be-
fore they are formulated in a way that
could cause the employer to end up in
court.



And last, but not least, the EA prac-
titionercould help bring about change
in the environment of workplace atti-
tudes and modes of expression that
could save the employer the gross ex-
pense of courtroom representation.

Human Resources
Management

Many small business employers do
have people in positions identified as
human resources. But all too often,
these people are saddled with clerical-
type duties—looking after time cards
and payroll records, tracking vacation
and sick time—and they do not have
the time or resources to grasp the full
scope of the many laws, rules, and regu-
lationsthat have an impact on the work-
place today.
When HR staff are present at the

worksite, it would seem feasikile to es-
tablish aworking partnership between
them and an experienced EA practitio-
ner. When there are no HR people
available, the observations and insights
of an experienced EA practitioner may
be invaluable in narrowing that
employer's exposure to risk.

Overload at the EEOC

The EEOC has begun to falter and
may fail altogether in its assigned role
of enforcing many of the laws, rules,
and regulations that have created the

troubling new small business work en-
vironment. The EEOC is literally awash
in workplace issues arising from its en-
forcement responsibilities. The agency
is mired in such a huge backlog of work-
place-centered complaints that alterna-
tive means of processing much of this
work must be found and found soon.
New EEOC filings in fiscal year 1993

increased by 25% over the previous
year. The number of unresolved charges
carried forward has also increased. The
EEOC itself predicts that the backlog of
complaints carried forward will increase
from 88,000 in fiscal 1993 to nearly
98,000 at the end of this fiscal year, and
will escalate to some 171,000 by 1997.

Over the past two years, average time
for settlement of an EEOC complaint has
been 10 months. The EEOC says this
processing time will more than double
by 1996, if additional resources are not
made available. (As currently staffed,
EEOC investigators can spend only
about two days looking into the merits
of any single complaint—hardly enough
time to validate the seriousness of a
charge that may close down a business
or affect the rest of an individual's work-
inglife.)

Options for Timely
Management

In an analysis ordered by the U.S.
Congress, the U.S. General Accounting

A Wake-Up Call for the Small Business EA Practitioner

The employee assistance services
practitioner who works with small
business has received—and hopefully
heard—a wake-up call to the effect
that collectively, as the employer of
the nation's workforce majority, small
business bears the brunt of the dam-
agesdone byemployee illness and ac-
companying absenteeism, lost
productivity, and high health care
costs.

HIV/AIDS, for example, has be-
come pandemic in the United States
as it has taken root in the general
population. The illness is spreading
most rapidly among heterosexual
women at a time when women are an
estimated 47% of the nation's
workforce. Furthermore, AIDS is now
the leading cause of death among men
age 25 to 44, and the fourth leading

cause of death among women in that
age group.

The Bureau of Census says 53% of
the employed men and women in that
age group work in firms of fewer than
500 employees. And yet research indi-
cates that small business has been ex-
tremely resistant to programming
designed to deal with the HIV/AIDS
threat.

For example, one study (Rutsohn and
Law,1991) examined how small busi-
nesses inthe southeastern United States
are responding to AIDS in the work-
place. Findings indicated that 98% of
small businesses surveyed did not have
a written AIDS policy, and 95%did not
have an AIDS education program. The
implications for HIV/AIDS program-
mingconductedwithin small businesses
by EA practitioners is clear.

Office has suggested that one option to
the present system may be a screening
process that weeds out, early on, those
charges that do not appear to have any
real merit.

If that becomes an option, and it
most certainly may, then the on-site par-
ticipation of the EA practitioner in
events and actions that have not yet
been set upon the path of I itigation may
also be legitimate. The role would not
be an entirely new one to the EA pro-
fessional who has been in the work-
place long enough to learn the skills
and acquire the problem-solving abili-
ties that are reflected in professional
certification.

Such a role could be helpful in bring-
ing full and adequate employee assis-
tance services into the small business
world at a time when small business is
more worried about laws, rules, regu-
lations, and what may develop from
courtroom proceedings than it is about
the traditional workplace concerns of
employee assistance practice.

Dick Bickerton is executive editor of,
and a partner in, First Health Group In-
formation Services. He is also sole pro-
prietor of EAP Editorial Services. He
has been in the EAP field since 1972
and has worked in the public and pri-
vate sector. C~?

It is likely that similar conditions
exist in respect to other workplace
threats. Consider the prevalence of
drug use among small business em-
ployees, for example. It can be safely
estimated on the basis of the most re-
cent Household Survey that 60% of
all employed users of illicit drugs work
in small businesses; yet, small busi-
ness insists in most surveys that it has
no illicit drug problems in the work-
place.

Prevention is a major task for the
professional EA practitioner. This new
information on two of the most viru-
lentthreats to workplace productivity
and worker health can be utilized by
the EA practitioner to further demon-
stratethe small business need for em-
ployee assistance services.
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EAPA Participates in i~Vhite House
Conference on Small Business

APA has been actively participat-
ing in the White House Confer-
ence on Small Business (WHCSB),

a project intended to enhance the role
of smal I business owners and entrepre-
neurs—the nation's job-creators. The
national conference is preceded by 59
state and territory meetings, in which
people across the country are gather-
ing an agenda of issues. At the end of
the conference, recommendations for
executive and legislative action on
these issues will be submitted to Presi-
dent Clinton and Congress.

The EAPA Small Business Subcom-
mittee (SBS) looks at this conference
as a prime opportunity to pursue their
first-year goal: To achieve a better un-
derstanding of the needs of small busi-
ness. In addition, the conference offers
EAPA members a chance to educate
and inform employers and legislators
about the value of EAPs. And, while
the conference will include discussion
on many non-EAP issues, there is little
question that one likely topic, health
care reform, will include discussion of
EAP-related services.

Through a summer mailing, the SBS
has asked all EAPA chapter presidents
to designate a chapter representative
and to encourage all EAPA members
to attend conferences scheduled in
various localities around the country.
These chapter representatives will work
closely with EAPA's Legislation and
Public Policy Department to develop
proposals for state or national legisla-
tion that may result from WHCSB dis-
cussion.

Representatives are also being asked
to distribute national EAPA publica-
tions and catalogs to interested busi-
ness owners and legislators. Chapter
representatives will listen, observe, and
report back to the SBS about the pro-
ceed i ngs.

The 59 meetings began in June and
will continue throughout April 1995,
culminating in a national conference
of elected delegates meeting in dune
1995 in Washington, D.C. The SBS is
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by Elena Brown Carr, CEAP

asking all EAPA members to attend as
many conferences as possible and to
participate in whatever ways are pos-
sible, including becoming an elected
delegate.

Opportunities for EAPA
Members

Chapter representatives who are
owners, employees, or corporate offic-
ers of a small business employing less
than 500 people and who are residents
of the state in which the state confer-
ence is being held, may participate
fully in breakout sessions and file as
delegate candidates for the WHCSB.
Other EAPA members may participate
as observers who will not be recog-
nized to speak during breakout sessions
and will not be allowed to vote on is-
sues or delegates.
Some EAPA members have already

attended their state meeting. Mike
Reynolds of the Nebraska/Western
Iowa Chapter, reports that small busi-
nesses want less government interven-
tion of any kind and desire access to
better educated and trained workers.
He suggests that EAPs can demonstrate
their value to smal I employers by help-

ing them retain good, quality employ-
ees.
When reaching out to small busi-

nesses, EAP professionals must trans-
late their services into "support for
employers" and show how business
costs can be reduced. Reynolds en-
courages fellow EAPA members to at-
tend and to "move around from
discussion to discussion, ask direct
questions, relax, and have fun!"

Kris Brennan, Chair of the Small
Business Subcommittee, also attended
the Nebraska state conference and re-
ports that "there are opportunities to
influence small business participants,
even if you are an observer through
discussions at breaks." She warns,
however, that "your issues should be
clearly formulated and concise," and
suggests that EAPA representatives
would benefit from a "written agenda
that clearly delineates the issues and
recommended solutions."

Sheila Macdonald, director of Leg-
islation and Public Policy at EAPA na-
tional headquarters, says her
department, "will supply background
papers on small business issues and
information on how EAPs can support
an owner's operations. She will also



What EAPA Headquarters
Can Supply:

By calling the EAPA national of-
fice, members can arm themselves
with publications catalogs to dis-
tribute. These publications con-
tain excellent reference materials
for small businesses motivated to
learn more about the value of
EAPs.
The Legislative and Public Policy
agenda, also available from na-
tionalheadquarters, can be distrib-
utedand will help members speak
informatively about EAPA's policy
positions relevant to small busi-
nesses, health care reform, etc.

What the EAPA Smali
Business Subcommittee Can
Provide:

Based on feedback from members
attending early state meetings, the
Subcommittee wi I I meet at the an-
nual conference in Boston to de-
velop specific EAPA recom-
mendationsfor the latter half of the
conference schedule and to deter-
minethe feasibility of mounting a
"full court press" to get EAPA rec-
ommendations adopted at the na-
tional conference.
The Small Business Subcommittee
is already working to develop a
short list of EAPA concerns which
can be understood easily by del-
egates. EAPA concerns, one per
piece of paper with a few explana-
tory paragraphs, will contain sta-
tistics wherever possible. These
will be geared for small business
owners or managers, who are un-
familiar with EAPs and need help

have suggestions for language for the
final WHCSB document that EAP pro-
fessionals can discuss with other at-
tendees."

Macdonald also thinks it is critical
that five or six EAPA members be
elected or appointed delegates so that
the EAPA voice can be heard among
the 1825 delegates expected to attend.

Kenton Pattie, EAPA's acting chief
operating officer, has participated in
previous WHCSBs as both an advisor
and a delegate. He offers sound ad-
vice to EAPA members: "Any concerns

understanding why he or she should
spend a cent of company money
helping employees with problems.
These written concerns will help
EAPA members demonstrate how
EAPs can helps small businesses to
control worker's compensation
costs, reduce and manage risk, find
and retain quality personnel, and
manage health care.

\Nhat EAPA Chapters Can Do:

Designate at least one chapter rep-
resentative to attend your state's
one-day conference. (If possible,
pay for registration and transporta-
tion costs.) Those representatives
who qualify as small businesses
should run for delegate to the na-
tional conference.
Send contact information for your
chapter representative to the SBS.
Encourage all EAPA members to at-
tend and to promote the EAP con-
cept.
Notify small business clients (EAP
customers and other organizations
representing small business, such as
the Chambers of Commerce, the
National Federation of Independent
Business, etc.) of your chapter's
plans and encourage them to ex-
press their support of EAPA objec-
tives.

What EAPA Members Can Do:

If you are the designated represen-
tative of your chapter, be sure to
complete the "Summary Report"
form and return it to the Small Busi-
ness subcommittee. This informa-
tion will help the Subcommittee
draft an EAPA agenda if received
before the national conference.

or recommendations that are eventu-
al lyadopted by the group must survive
the long process leading to the final list
of recommendations. EAPA recom-
mendations stand a good chance of
being adopted if they (a) are written in
clear, layperson's language; (b) make
sense to most small business owners
and managers; (c) lead to a solution
sought by the President, Congress, or
state legislature; (d) can be integrated
into other recommendations of the
delegates."

EAPA chapters in states where the

Work to get EAPA members elected
as delegates to the national con-
ference. EAPA's ability to influence
the issues will be limited unless
EAPA members are there. To be
there you must be elected. Kenton
Pattie offers the following guid-
ance:
a. On how to get elected: You

must pre-register for the state
conference and on the pre-reg-
istration form, answer yes to the
question, Would you like to be
a delegate to the national con-
ference? (If you answer yes,
your name will be on the bal-
lot.)

b. Once on the ballot You must
campaign among the other del-
egates to the state conference
(most have 200-300 people at-
tending).

c. On what to do when you get
there: Have some campaign
material—bio sheet and list of
positions on which you will vote
yes if elected. Shake a lot of
hands and generally try to con-
vince the other delegates that
you wi I I do a good job of repre-
senting the state's small busi-
nesses if sent to Washington.

Encourage any small business cli-
ents you may have to attend, par-
ticipate, and promote EAP
concepts.
Attend the national conference and
share with the committee members
what your experience of the White
House Conference was like.
Call the Small Business Subcom-
mittee (Kris Brennan or Elena Carr)
for additional information and sup-
port.)

59 local meetings will be held are be-
ing asked to report to the Small Busi-
ness Subcommittee after they attend
the local meeting. After gathering in-
formationfrom these members, the SBS
intends to draft EAPA position papers
on key issues.

This is a unique opportunity to learn
more about small business concerns
and to spread the word about the value
of EAPs.

Elena Brown Carr, CEAP, is a mem-
ber of the EAPA Small Business Sub-
committee C~
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RESULTS OF THE CEAP ACADEMIC

ELIGIBILITY REQUIREMENT SURVEY

he Employee Assistance Certifi-
cation Commission (EACC) con-
ducted asurvey onthe minimum

educational requirement for certifica-
tion. The purpose of this survey was
to explore a concern raised by legisla-
tors, purchasers, consumers, and other
CEAPs about the value of the CEAP
credential and whether it could be writ-
ten into federal or state regulation. The
EACC wanted first to explore the feel-
ings of CEAPs, EAPA members, and the
EAPA Chapters.
On March 9th, 1994, the survey was

mailed directly to all CEAPs and EAPA

Table 1

Responses from CEAPs (n=798)

Is the issue of an educational
requirement for CEAP certifica-

tion important to you?

(180) Somewhat

22.56% important

(549)

(69) 
68.8%

8.64% Very important
Unimportant

~ Do you believe that there
should be an educational re-

quirement?

(693)
86.84%

Yes

(105)
13.16%
No

by Dr. Walter Reichman, CEAP,
EACC Commissioner

chapter presidents and was printed in
the May 1994 EAPA Exchange. (All
current EAPA members receive a copy
of the Exchange magazine.)

The following three tables illustrate
the results of this survey. A narrative
of the survey results follows:

Table 1 shows the opinions of the
798 CEAPs (19% response rate) who
participated in the survey. Sixty-nine
percent (69%) of the respondents be-
lieved aneducational requirement was
an important issue. Eighty-six percent
(86%) wanted an educational require-
ment, and 13°/o were opposed to it. Of

~ If yes, what level of education
should it be? (out of 693 an-
swering yes to Q2.)

Master's
(373)
53.82%

(212)

(108) 
30.59%

15.59%
Other (GED/ Bachelor's
High school

~ Are you planning on recertify-
ing when your current CEAP

certification expires?

Yes
(737)
92.36%

No / ~ Unsure
(28) (33)
3.51 % 4.13%

~ If you do not believe a level of formal education is necessary, what are
the major reasons for your belief? (See narrative.)
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those who wanted an educational re-
quirement, 54%wanted it to be at the
master's degree level and 31 % at the
bachelor's level. Fifteen percent
wanted on-the-job (OJT) EAP training.
The main reason given forchoosing an
educational requirement was the be-
lief that education would result in bet-
ter-prepared practitioners of EAP. The
main reason given fornotchoosing an
educational requirement was that OJT
experience is more important than for-
mal education. Of the CEAPs who re-
sponded to the survey, 92% are
planning to recertify. An affirmative an-
swermay indicate a bias because those
who responded to this survey may rep-
resent the more committed CEAPs. In
reality, since recertification began, only
an average of 46% of CEAPs have re-
certified.

Table 2 shows the responses re-
ceived from 123 EAPA Members (2%
response rate) who answered and re-
turned the survey in the Exchange.
Slightly more than half the respondents
thought an educational requirement for
certification was very important to
them. Slightly more than half believed
there should not be an educational re-
quirement. Of those who believe an
educational requirement is important
(58 people), approximately 19% said
the level should be a bachelor's degree
and 59% said a master's degree.
Twenty-two percent (13 people) be-
lieved that OJT EAP training should be
the only "educational" requirement. If
we add the 13 people who only want
EAP training to the 65 who said there
should not be an educational require-
ment, then we can conclude that
63.4% of the Exchange respondents are
opposed to a formal educational re-
quirement. Sixty-five (65) respondents
were CEAPs and 58 were non-CEAPs.
More CEAPs believed there should be
an educational requirement than were
opposed to it. Less than half (41.7%)
believed an educational requirement
was necessary.

CEAP SURVEY RESULTS
continued on page 21



WOMEN'S DEPARTMENT

by Linda Sturdivant, M.Ed., CEAP

he Women's Issues Committee is
very interested in the focus of this
month's Exchange—Small Busi-

ness. Without quoting statistics, there
are some key points about the women
in the workforce that stand out. We
know:
• More women than ever are enter-

ingthe work force.
• The largest growth area in business

is small business.
• A substantial number of employed

women work in small businesses

CEAP SURVEY RESULTS
from page 20

Table 3 shows the responses re-
ceived from 13 chapter presidents (a
14%response rate). Chapter presidents
were asked to discuss all survey items
with chapter members and gauge their
wishes when answering this survey.
More than half of the presidents be-
lievedthat aneducational requirement
was very important to their members.
Only 15% said it was unimportant.
Seven of the presidents (54%) said that
most of their members wanted an edu-
cational requirement. Three (23%)
stated that most members do not, and
three said their membership was split
50/50. Of those who believed that
there should be some educational
level, 40%wanted a bachelor's degree,
35% a master's degree and 25°/o
wanted OJT EAP training. The presi-
dents reported that an average of 25%
of their membership do not believe a
formal education is necessary.

The major shortcoming of this sur-
vey is the low response rate. Avery
small percentage of both member
CEAPs and non-CEAPs responded to
this survey. At best, these responses
provide a limited understanding of the
desires of EAPA members and of CEAPs
about having an educational require-
ment for certification.

CEAP SURVEY RESULTS
continued on page 30

and have minimal or no health in-
surance coverage.
Women are still employed in tradi-
tional positions that are service-ori-
ented and low paying.
A large number of employed
women are heads of households
and/or are caring for elderly parents.
Women employed in small busi-
nessesare vulnerable because they
often do not have access to mental
health and/or chemical dependency
services.

EAPA has started initiatives to edu-
cate small businesses about mental
health and chemical dependency is-
sues. There are tremendous growth
opportunities for EAP professionals
who are successful in providing ser-
vices to this sector.

The Women's Issues Committee
encourages EAPA members to contact
EAPA and chapter presidents to find out
what is being done in your area to ad-
dress the needs of small businesses. C~

Table 2

Responses from the Exchange (n=123)

Is the issue of an educational ~ If yes, what level of education
requirement forCEAPcertifica- should it be? (outof58answer-

tion important to you? ing yes to Q2.)

Very Master's
~73~ important

(34)
59.35% 58.62%

30 85% (11) 22.42%
Other

(12) Somewhat
18.96%

9.87% important
Unimportant Bachelor's

Do you believe that there ~ Are you currently a CEAP?
should be an educational re-

quirement?

Yes
No

(65)
52.85% (65)

(58) 52.85%

(58) 47.15%

47.15%

Yes

No

~ If you do not believe a level of formal education is necessary, what are
the major reasons for your belief? (A variety of reasons similar to Table

1 were given. See narrative.)
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CONFERENCES AND WORKSHOPS

EACC-Approved Conferences
and Workshops

(Please refer to the September issue
of the Exchange for additional ap-
proved sessions.)

Enhance EAP. The following ses-
sions will be held in Alexandria, VA:
October 5, "Involving Conservative
Christian Clients in the EAP," 1 hr;
October 26, "Couples Assessment in
the EAP," 1 hr.; November 16, "Using
Myers-Briggs in the EAP," 1 hr.; con-
tact Lawrence Uman, 703-379-3293.

EAPAChesapeake Chapter, October
6 in Towson, MD, "A Model and Mea-
sure of Conflict Resolution in the Work-
place," 1.5 hrs.; contact David Ebaugh,
410-356-3344.

EAPA Western New England Chap-
ter, October 12 in Springfield, MA,
"Hidden Guilt in Early Recovery," 1 hr.;
contact Marge Babkiewicz, 413-784-
4354.

Individual Case Management Asso-
ciation, October 16-19 in San Diego,
CA, 22 sessions approved for PDHs;
contact Catherine Crowell, 501-227-
5553.

EAPA Illinois Chapter Consultants
Group, October 21 in Chicago, IL,
"Workplace Violence: Effective Strat-
egies," 2 hrs.; contact Leo Miller, 312-
348-181 7.

EAPA Pacific Northwest Chapter,
October 26 in Kirkland, WA, "Can You
'Train' Diversity," 1.5 hrs.; contact Tho-
mas Land, 206-329-5255.
EAPA North Central Wisconsin,

November 9 in Waupala, WI, "Assess-
ing Family Function," 1 .5 hrs.; contact
George Glaser, 715-845-7175.

Laureate Psychiatric Clinic and
Hospital, November 10 in Tulsa, OK,
"Over the Counter and Prescription
Drug Abuse," 1.5 hrs.; contact Martha
Dickman, 918-491-8142.

ONDCP Director Requests EAP Input for 1995
White House Drug Control Strategy

Lee P. Brown, Director, President's
Office of National Drug Control
Policy (ONDCP), has written to EAPA
requesting EAP professionals' input
on his 1995 strategy. He has identi-
fied workplace intervention as one of
four essential components of any ef-
fective national policy.
Two of the conferences were held

in September. The remaining two will
begin with an evening get-acquainted
reception, followed by a full day of
interactive roundtable discussions,
followed by a half-day for drafting
language.

Each conference is limited to 200
attendees on a first come, first serve
basis; the White House hopes that
one-fourth of the attendees will have
workplace backgrounds. The cost per
individual is $85, which includes the
reception and two lunches. To en-
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courage attendance, it is hoped that
some chapters or employers wi I I pick
up the costs for some attendees.

The two remaining sessions will be:
CONFERENCE 3 (for states in the

Midwest Region): Chicago, October
11-13, 1994, The Chicago Marriott;
contact in-state coordinators Phil
Hess (317-484-5380) and Jon
Christensen (414-886-6575), or
Sheila Macdonald at EAPA Headquar-
ters (703-522-6272) for registration
forms and information.
CONFERENCE 4 (for states in the

Western Region): Pasadena, October
30-November 1, The Ritz Carlton;
contact in-state coordinator Debbie
Marsala (818-403-0492) or Sheila
Macdonald at EAPA Headquarters for
registration forms and information.

ACCESS EAP, November 21 in
Wichita, KS, "Team Building," 3 hrs.;
contact Kathleen Sparks, 316-686-
7854.

Charter Medical Corporation, No-
vember 30-December 3 in Atlanta, GA,
23 sessions approved for PDHs; con-
tact Pat Fields, 912-742-1161, ext.
2730.

Other Conferences

National Association of Prevention
Professionals and Advocates, October
3-5 in Cleveland, OH; contact NAPPA
c/o COPES Inc., 502-583-6820.

National Association of Social
Workers, October 19-22 in Nashville,
TN; cal 11-800-638-8799, ext. 501. C~

Presents

Customized Software
Solutions

• C.T.S. — EAP CASE TRACKING
SOFTWARE

• WCOMP — Workers Compensation
Claim Tracking

• UTILITY — Utilization Review/
Managed Care Tools

• SAFENET — Safety Case and Facility
Tracking

• HEALTHTRAC — Health, Weight &
Nutrition Monitoring

Systems are user-friendly, easily inte-
gratetl with your existing systems, and
easily customized. Customized solutions
for personnel, mental health, marketing,
and other applications. Available on IBM
PCs and compatibles as well as IBM
mainframes.

For information, call
1-800-421-6429

Come see us at Booth 102
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EIIQn Taliaf¢rro, M.D., of
Physicians fora ~ol¢nca-
frQQ Society Will 3Q K¢y-
not¢ Speaker at EFPfi
ConfQrQncQ in Boston

Ellen Taliaferro

Ellen Taliaferro (pronounced
Toliver), M.D., co-founder and execu-
tive director of Physicians fora Vio-
lence-Free Society (PVS), has agreed to
be the keynote speaker when the 23rd
EAPA Conference meets in Boston, No-
vember 18-21.

According to Dr. Taliaferro, "Vio-
lence is the greatest threat to public
health in America today." PVS was
founded when Dr. Taliaferro, an emer-
gency physician, and her colleague,
Dr. Patricia Saltier, realized they were
spending more than half of their pro-
fessionaltime addressing issues of vio-
lence.
PVS is at the forefront of a national

drive to address violence as a major
health issue. Its goals are to:
• Alert physicians, health care provid-

ers, and concerned citizens to the
epidemic of violence in our society.

• Educate the public about the nature,
impact, and costly consequences of
violence.

• Motivate individuals to work for a
violence-free society.

• Promote the welfare of victims and
potential victims of violence through
physician intervention and direct
patient care.

• Lend support to individuals (such as
EAPs) who work directly with vic-
tims of violence.

• Support education and research to
curtail violent behavior.
The PVS agenda is a simple one: To

prevent violence. Toward this end, PVS
has organized a public awareness pro-
gram that includes:
• A speakers bureau of experts whose

role is to raise the level of conscious-
ness regarding violence-related is-
sues in the media and before
community groups.

• National conferences and symposia
dealing with violence and violence
prevention.
Dr. Taliaferro has been a practicing

emergency physician for 23 years.

During that time, she has seen firsthand
the effects of violence in the hospital
emergency room. She is currently as-
sociate professor of surgery in the Di-
vision of Emergency Medicine at the
University of Texas Southwestern Medi-
cal School. She has also served on the
Board of Directors of the American
College of Emergency Physicians and
has served as the Director of Health
Policy and Violence Prevention in
Emergency Services at Parkland Me-
morial Hospital.

In November, EAPA members will
hear Dr. Taliaferro describe the national
picture on violence as well as its im-
pact on society and the workplace.
Don't miss it! C~?

Dear President, officers, and members:

The entire Executive Committee of the Massachusetts Chapter of EAPA
and I, president of the chapter, wish to extend to all a hearty welcome.
Boston is a diverse city steeped in history and rich in the arts and educa-
tional facilities. I know that the city will meet your expectations and fulfill
at least some of your dreams and wishes.

As the host chapter for the national convention, we believe that the con-
vention will also do the same. Remember that this is where it all started
over 200 years ago. This convention has as its theme a revolution. But like
all revolutions, it should be followed by unity, progress, and a hope for a
better future.

Let this convention be the revolution that leads us into a better future.
Our hope as the host chapter is that you wil I enjoy Boston and the conven-
tion. Like Paul Revere, let's spread the word by reading this welcome at
your meetings prior to the convention so that this revolution will have an
army in attendance.

Thank you and we look forward to seeing all of you in Boston.

Sincerely yours for the
Executive Committee,

William Ostiguy, CEAP,
President
Massachusetts EAPA Chapter
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Healthcare Reform: Gridlock or Debate?
by Sheila Macdonald, EAPA Director of Legislation and Public Policy

Healthcare Reform Reaches
the Floor

As the waning hours of the 103rd Con-
gress approach, afull-benefit, universal
coverage healthcare reform package
seems to be out of reach.

Democrats and Republicans, facing
off like bantam cocks on House and Sen-
ate floors, blame one another for the
standoff. The press, despite the fact that
both White House and Congress are con-
trolled by the same party, continues its
lackluster analysis by capsulizing events
in the word gridlock, suggesting that Con-
gress is unable to act.

From this inflamed chorus, it is diffi-
cult to know what is going on. From
EAPA's point of view, it would seem that
neither a standoff nor gridlock is occur-
ring. In fact, a widespread debate on
healthcare reform is taking place around
the country and in the halls of Congress.
Because the scope and complexity of a
$1.0 trillion issue are immense — one-
seventh of the total U.S. economy is un-
der review —the debate is not going to
be ended easily and solutions will not
be found overnight.

Both House and Senate have finished
hearings and brought major health reform
bills to their floors, four in the House,
three in Senate. Despite apparent (og-
jams in both chambers at the end of Au-
gust, leaders in both chambers vowed to
continue in September. Headlines pro-
claiming the death of health reform this
year are premature.

Compromises Offered

Compromises are clearly in the works
in both Houses. A resolute, bipartisan
group of 15 in the Senate, led by centrist
John Breaux (D-LA) and moderate John
Chafee (R-RI), have reached agreement
on a "bundle of amendments." Propo-
nents say that these still-to-be-seen pro-
visions carp break the deadlock.

The House also has a bipartisan
House measure in the works, promoted
by Rep. Roy Rowland (D-GA) and Rep
Michael Bilirakis (R-FL). But the predic-
tion is that in the end, House leaders will
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offer an amendment to their own bill to
match Senate compromise language.

EAPA's Interests

EAPA is backing two Board-approved
positions for inclusion in any final
healthcare reform package as follows:
• insurance discounts or tax credits for

business for worksite prevention, in-
tervention,and health promotion pro-
grams; and,

• parity coverage with other health ben-
efits inreform legislation for substance
abuse and mental health treatment
and care.
Both these provisions have been car-

ried in the original Clinton Plan,
Gephardt's (D-MO) House bills, and the
Kennedy (D-MA) reform measure in the
Senate. But as compromise, bipartisan
legislation moves to the fore, language
is tightened, and costs are reduced, it be-
comes more difficult to maintain the
broader and more inclusive benefits, in-
cludingthose promoted by EAPA in ear-
lierdrafts.

To track its key positions, EAPA is ac-
tivelyparticipating infour coalitions: the
Mental Health Liaison Group, the Legal
Action Center (substance abuse issues),
the Partnership for Prevention, and the
Worksite Health Promotion Alliance.

At a recent meeting of one of these
groups, EAPA learned from Senate staff
that the barebones bipartisan Senate bill
is not expected to include full benefits
for mental health and substance abuse
treatment and care in its core package,
and the outcome for worksite initiatives
is still to be determined. It is even less
clear what will be available in House
compromise language, or the House
leadership's last ditch proposal.

Action Requested

With so much uncertainty about final
language, EAPA's Legislative and Public
Policy Department sent to the leadership
groups and the public policy network an
Action Alert, requesting letters to Con-
gress supporting the two key elements.
EAPA followed up with its own letter to
the Hill and staff visits to key offices.

As this issue of The Exchange goes to
press, it is EAPA's view that there is a defi-
nitepossibility that ascaled-down health
reform package will emerge before ad-
journment ofthe 103rd Congress. If, de-
spiteconcentrated efforts, EAPA does not
succeed in having its language included
in the first round; members should view
the scaled-down package as a first step,
as something to be added to in the fu-
ture. Eventually, with continuing empha-
sis on these positions, EAPA and its
member can educate Congress to the
idea that prevention and wellness pro-
motion are the best alternatives to costly
crisis intervention programs.

DOT Alcohol and Substance
Abuse Regulations Come on

Line 1 /1 /95

Final U.S. Department of Transporta-
tion (DOT) regulations, published Feb-
ruary 15, 1994, go into effect January 1,
1995 for commercial drivers at compa-
niesand businesses with over 50 employ-
ees. By definition, Certified Employee
Assistant Professionals (CEAPs) can be-
come substance abuse professionals
(SAPS) under the rules if they "have
knowledge of and clinical experience in
the diagnosis and treatment of alcohol-
relateddisorders." (This languagewould
apply to illegal drugs as well.) Accord-
ing to former DOT Assistant Secretary
Donna Smith, this definition is purposely
vague because acceptable clinical expe-
rience isdifficult todefine for CEAPs and
others working in this field.

Since the regulations are requirements
for employers, they will have to make
the decision about whether a CEAP's ex-
perience,accurately and completely de-
scribed, is sufficient for a CEAP to meet
requirements for training of supervisors
and covered drivers. EAPA probably is
ahead of all other groups affected by the
legislation in providing a full video train-
ing program for its members. For more
information, refer to the ad on the back
cover of this issue of The Exchange, or
contact EAPA's Resource Center or the
Legislative and Public Policy Depart-
ment. C~?



INFOTRACKS

OPCA Conference to Be Held
November 17

The Occupational Program Consult-
ants Association (OPCA) will hold its
annual meeting at the Sheraton Hotel
& Towers in Boston on Thursday, No-
vember 17, one day before the EAPA
national conference convenes in Bos-
ton.
OPCA is a professional association

of independent employee assistance
consultants, external EAP providers,
and internal employee assistance ser-
vice managers. Many Association
members serve the needs of smal I-and
mid-size business.

The meeting will offer OPCA mem-
bers the opportunity to formulate the
future direction of the association
through a strategic planning process.
Conference registration fee is $50.
Combined conference registration and
OPCA membership is available for $60.
Participants must be registered for the
national EAPA conference in order to
attend the OPCA conference. For more
information, contact Robert Dorris,
OPCA president, at 818-707-0544.

Violence in the Workplace
Report Available from

SAMHSA

The Prevention and Program Devel-
opment Branch of the Center for Men-
tal Health Services at SAMHSA has
released a report entitled "Preventing
Violence in the Workplace," based on
information received during a forum
conducted from February 28 -March
1, 1994. EAPAmember)im O'Hairand
former Chief Operating Officer Michael
Benjamin participated in the forum.

According to the report: Govern-
ment can play a role in encouraging
the public and private sector to make
the changes needed to produce a work-
place free of violence. This could be
encouraged by the following:
• Providing companies with resources

for developing violence policies and
training;

• Developing descriptions of what
constitutes a healthy workplace en-
vironment;

• Developing cost-benefit measures of
a supportive workplace versus an
environment where harassment, ver-
bal, or physical assaults, or even ho-
micide occur;

• Creating tax credits for companies
that introduce policies and programs
aimed at preventing violence;

• Requiring any company or institution
that receives federal funds to have
violence prevention programs (i.e.,
drug-free workplace) in place as a
condition of their contract with the
federal government;

• Encouraging increased managerial
education and awareness about psy-
chiatricdisorders and their treatment.

To order, call 1-800-729-6686.

Employment-Based Emotional
Distress Claims Addressed in

New BNA Book

A new book, Mental and Emotional
Injuries in Employment Litigation, ex-
aminessituations that give rise to emo-
tional distress claims, associated legal
theories, mental health issues, and the
techniques used to investigate them.

This unique reference provides hu-
man resources professionals and medi-
cal specialists with the vital clinical
explanations and legal principles they
need to evaluate mental and emotional
injury claims in the employment con-
text.

Copies of the 459-page book are
$125 plus tax, shipping, and handling,
and may be ordered from The Bureau
of National Affairs, Inc., BNA Books,
P.O. Box 6036, Rockville, MD 20850-
9914, or by calling 1-800-372-0332.

World Forum on Drug Abuse
to Be Held in December

The 1994 NGO World Forum on
Drug Demand Reduction will be held
in the Imperial Queen's Park Hotel,
Bangkok, Thailand, from December 12-

16, 1994. The sponsor is UNDCP and
the host is the National Council on So-
cial Welfare of Thailand. For informa-
tion, contact David Turner, United
National International Drug Control
Programme, Resource Management
and Interagency Coordination Unit,
P.O. Box 500, A-1400 Venna; fax (431-
230-7002.

ADA Launches Campaign to
Improve Dental Health, Dispel

Fears

The American Dental Association
has developed a campaign called
"ADA CARES: Talking Infection Con-
trol,"aimed at educating patients about
safety in the dental office. The cam-
paign provides tips on what to look for
in the dental office and how to ask your
dentist about disease prevention and
infection control.
A consumer poll conducted in 1993

found that 93% of Americans felt safe
going to the dentist.. But 44%believed
dentists' offices were only "somewhat"
safe.

To obtain a copy of "ADA CARES,"
send aself-addressed, stamped enve-
lope to ADA CARES, Suite 930, 332
South Michigan Avenue, Chicago, IL
60604.

Workforce Diversity Act
Proposed

Representative Major Owens (D-NY)
has introduced the "Workforce Diver-
sity Partnership Act of 1994 (H.R.
4461). The bill would establish a grant
program within the Department of La-
bor to study and address issues relating
to cultural diversity in the workforce
and its impact on economic competi-
tiveness, employment opportunities,
advancement, and retention. The
grants would also be designed to en-
courage partnerships between public
and private sector entities to address
these issues. Senator Christopher Dodd
(D-CT) has introduced a similar bill (S.
1713) in the Senate. C~?
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ON THE LABOR FRONT

The LI U NA Approach to Delivering
EAP Services to Small Employers
by Kitty Conlan

mplementing employee assistance
programs to small employers has
been challenging for organized la-

bor. Just as it is difficult to organize
and represent workers in small busi-
nesses, it isdifficultto bargain EAPs into
collective bargaining contracts cover-
ingunits of 100, S0, or even 20 people.

The problem of implementing EAPs
in construction businesses—which are
predominantly small—is exacerbated
by the unique characteristics of the in-
dustry. First, the work force is particu-
larly fluid. Construction employers
keep as many employees on the pay-
roll as is necessary to work on a par-
ticular project at a time. The number
of workers can change daily.

Unionized construction workers
may work for several different employ-
ers over the course of a year. Through
their union hall, they are referred to
jobs as they become available. The
union hall concept provides a system
for meeting work force needs and
members' employment needs.

This arrangement dilutes the rela-
tionshipbetween the employer and the
worker, but it does strengthen the work-
ers' relationships with the union. Con-
sequently, construction employers are
less likely to invest in a program in-
tended to improve their work force if
that work force is short-term and shared
by their competitors.

LIUNA Leadership

Recognizing the benefits that can be
gained from EAPs, and realizing the
obstacles of such programs being de-
velopedindividually by its contractors,
the Laborers' Union has taken steps to
devise a way to deliver such benefits
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to its members and its signatory con-
tractors.

As is common in the construction
industry, LIUNA members get their
health benefits by pooling contribu-
tionsfrom signatory contractors into a
health and welfare fund. For every
hour a member works, his or her em-
ployer contributes a specified amount
into the health fund. This method
keeps all signatory contractors on the
same footing and allows portability of
health benefits for the members.

With such a vehicle already in
place, some Laborers' health funds
have added Membership Assistance
Programs (MAPS) to the scope of ben-
efits covered in their health plans. The
MAP services are financed directly
from the fund on a per capita basis.

Members who are el igible for health
benefits gain access to the scope of
benefits typically available through
EAPs: assessments, short-term counsel-
ing,and referrals. Union and employer
leaders have access to training, orien-
tation, education, and other program
elements.

Even new businesses coming into an
area will benefit from MAP services,
regardless of the length or size of a
construction project, as long as that
employer is paying into the health and
welfare fund that includes MAP ser-
vices. To enhance locally developed
programs, the Laborers' Health &
Safety Fund of North America offers
professional technical assistance to
health funds interested in starting
MAPS.

Offering MAP services through lo-
cal health and welfare funds holds an-
other advantage: Properly designed
MAPS can pay for themselves through

cost savings to the health fund. By
encouraging members to use MAP ser-
vices, the MAP counselor plays the role
of member advocatesassessing the
true nature of a problem and determin-
ing the extent to which the member
needs to access health fund benefits.
This approach prevents unnecessary
treatment but also ensures that mem-
bers get comprehensive treatment
when the need arises.

Market Research

A study of health care claims of the
Massachusetts Laborers' Health and
Welfare Fund, which covers families
working for thousands of small employ-
ers, showed a net cost savings to the
fund of more than $1 million after its
first full year of MAP operation. An-
other Laborers' program in Philadel-
phia, funded through its health fund
and working in conjunction with other
union trades in the vicinity, has reaped
similar returns.

While implementing EAPs in the
construction industry may not follow
a traditional pattern, unionized envi-
ronments, through multi-employerve-
hicles, provide an opportunity for small
businesses to reap benefits at minimal
individual expense with the potential
for substantial returns. Properly de-
signed MAPS are awin-win-win situa-
tion—for the union, for the worker, and
for small business.

Kitty Conlan is the director of
the Division of Health Promotion
of the Laborers' Health &Safety
Fund of North America in Washington,
D.C. She is an associate member of
EAPA. C~



INTERNATIONAL NEWS

U.K. Industry Looks to
Government for Lead
by Deirdre Boyd, Editor of Addiction Conseling World, U.K.

sAddiction Counselling World,
the only U.K. magazine de-
voted to recovery from addic-

tion, celebrates its fifth anniversary,
editor Deirdre Boyd looks at the
changes it has seen in those five years.

The balance between threat and
opportunity in the addiction treatment
field has been on its sharpest knife-edge
ever.

Five years ago, the U.K. government
published its white paper, Caring for
People—a blueprint for community
care which threw the addiction world
into a state of flux. Many of the fears
about loss of choice of services for
problem drinkers have been justified.
And 18 months of the Community Care
Act, which devolved responsibility
from central to local government, have
resulted in the closure of extended care
units—mainly women's.

Political commitment to addiction
issues has been rocky, as seen in the
granting and then withdrawal of spe-
cific funding for addiction treatment
providers. Indeed, the government's
recent Health of the Nation program
of action did not even mention alco-
hol in its first draft through Parliament!
It took lobbying to change that.

Government Review

On the positive side, a government
task force was set up this year to re-
viewthe effectiveness of treatment ser-
vices for drug misusers. It will also
complement the new Central Drugs
Coordination Unit, which is develop-
ing the national strategy on drug mis-
use across government departments
and examining local arrangements for
implementation. It aims to complete
its work in early 1995.

Great strides have been taken to
develop coherence in training amid
fears that there will be fewer people to
train. And treatment providers are start-
ing to cooperate more effectively with
each other and local authorities.

Effect on Small Businesses

How does this affect small busi-
nesses and EAPs? "Employers are
showing a welcome interest in alco-
hol at work while also demonstrating
that there is some way to go before they
have policies evaluated on an ongo-
ing basis," stated Eric Appleby, direc-
tor of national agency Alcohol
Concern.

Michael McGranahan, director of
EAP provider EAR, wrote about EAPs
in the very first issue of ACW in Sep-
tember 1989. "EAPs have emerged as
the dominant system for workplace
counseling in the U.K.," he said. "In-
dustries which now have an EAP in
place include all safety-sensitive top-
ics such as petroleum, chemicals, and
transportation.

"The chal lenge for purchasing orga-
nizations is to distinguish between the
increasing number of EAP services," he
added. In the U.K., almost all EAPs
are broad brush and available to em-
ployeesand their families for any type
of counseling issue.

"The pressure on organizations to
introduce EAPs is also likely to in-
crease, particularly with the Health and
Safety Executive publishing guidelines
for mental health at work and the gov-
ernment pushing responsibility for
employee well-being onto employers,
as in Health of the Nation."

Chartered counseling psychologist
David Chandler recently gave an EAP
talk on this subject. "Research evi-
dence suggests that substance misuse
is having a damaging impact on U.K.
industry. But its reaction appears to
be one of limited response—or no re-
sponse," he said. "The exceptions are
a few large private and public compa-
niesand token assistance from organi-
zations, such as the Confederation of
British Industry."
He attributes the lack of appropri-

ate response to the broad brush ap-
proach with which EAPs were
introduced here. "The AA/illness

Fi .:;

model was only one of many ways in
which addiction was classified. With-
out aunified perception, substance
misuse looked less benign. Misusers
were interpreted as abnormal, deviant,
and irresponsible, making a less sym-
pathetic case for fair treatment from
employers. Substance misusers feel
stigmatized. This can result in people
hiding their problem rather than seek-
ing assistance."

Chandler draws three conclusions:
• Through design and neglect, the

EAP broad brush approach may
have offered substance misusers the
opportunity of being assessed and
categorized into other, more socially
acceptable problem categories.

• There may be a reluctance for U.K.
industry to face a problem that is
difficult to define, needs complex
procedures, is sometimes illegal,
and which offers no definite posi-
tive prognosis that the effort will
reap rewards.

• EAP providers may have found it
advantageous to swim with the tide
rather than raise issues their clients
might view unfavorably. Is it the re-
sponsibility of EAP providers or the
EAPA, their official body, to alter the
perception of U.K. industry to this
question?

Who Pays for Treatment?

Who owns the problem? Many
people in industry believe that they
should not be responsible for assisting
people misusing substances. The lat-
est government document places
greater emphasis on community part-
nershipsbut no detail is included about
how partnerships can be established
with industry and commerce.

Without a clear lead, it seems that it
will be left to whomever acknowledges
the problems to take the responsibil-
ity. This will only encourage the
piecemeal and discordant approach
currently evident in the U.K.
industry. C~?
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REGIONS AND CHAPTERS

EAPA Minnesota Chapter
Changes State Tax Law

Minnesota is now offering residents
its own version of national health care
called MinnesotaCare, a program of-
feringinsurance benefits to people who
neither qualify for medical assistance
nor have health care benefits from an
employer. Health care providers will
be taxed 2% of their revenues to fund
this benefit.

Preliminary action on this issue by
the EAPA Minnesota Chapter was de-
scribed in an interview with Chapter
President Karen Hagen, CEAP, in the
August 1994 issue of the Exchange (see
page 34). Due to a lack of understand-
ing, all EAP professionals were sched-
uled to be defined as health care
providers under the criteria for third
party reimbursement. Twelve EAPA
chapter representatives attended a spe-
cial IRS hearing. They described their
diverse roles—from management con-
sultants to employee advocates—and
pointed out that taxing the EAP would
entail paying the 2%tax twice.

As a result of their timely efforts, the
following services have been classified
as non-taxable:
• Consultation and training to man-

agement personnel in the identifi-
cation and resolution of job
performance issues related to em-
ployees' personal concerns;

• Referrals of employees to other pro-
viders for diagnosis, treatment, or
assistance;

• Monitoring the progress of referrals;
• Assessment of problems for pur-

poses of referral to other health care
providers;

• Counseling regarding personal
problems that affect work perfor-
mance (e.g., teaching communica-
tion skills, effective time
management) in the absence of a
diagnosis of a mental disorder, im-
pairment, or condition.
According to EAPA Chapter Presi-

dent Karen Hagen, "This victory is not

28 EAPA EXCHANGE OCTOBER 1994

The winning team: Left to right, back row: Lee Wenzel, CEAP; Karen Hagen, CEAP; Linda
Houden, CEAP; Keith Tvedten; front row: Donna Mayotte, Johnnie Larson, CEAP. Not pictured:
Sheryl Martinson, CEAP; Kate Harri, Pat Foss, CEAP; Doug Adamek, CEAP; Nettie Andrews, and
Marty Cass, CEAP.

only financial. It reflects our contin-
ued effort to be recognized as a dis-
tinct profession and for EAPA to be
regarded as a resource for legislative
and public policy action."

EAPA on Board with
Preparation for National
Depression Screening Day

EAPA President Sandra Turner and
EAPA member Tracy McDermott.

EAPA President Sandra Turner, Co-
Chair of the Workplace Task Force on
Clinical Depression, joined EAPA
members Tracy McDermott and Nancy
Cooper in Cambridge, Massachusetts,

August 7-9, for the Directors' Confer-
ence of the National Public Education
Campaign on Clinical Depression Net-
work. The conference offered prepa-
ration and training for the upcoming
events associated with National De-
pression Screening Day, scheduled for
October 6, 1994.

The network was developed to cre-
ate anational partnership between the
major national mental health organi-
zationsand key national consumer or-
ganizations representing important
constituencies. The network's goal is
to strengthen and expand the Curren:
efforts of more than 100 national orga-
nizationsthat are currently supporters
of the Campaign and to address the
needs of special populations in recog-
nizingthesymptoms ofclinical depres-
sion.

The network is organized into task
forces representing key constituencies.
The six task forces are: women, mi-
norities, older Americans, youth and
young adults, religious and health care
providers, and the workplace.

REGIONS AND CHAPTERS
continued on page 30



Increasing EAP Utilization in Rural Areas—
The Soft Sell Is a Sure Sell

by Laurie Knutzen and Vicki Gehrke

ne of the greatest marketing
challenges we face as em-
ployee assistance program

providers in rural areas is to capture
the attention of our audiences and per-
suadethem that what our program has
to offer is something they need. As EAP
providers, we are often met with great
resistance because we raise people's
anxiety levels by reminding them of
uncomfortable issues. We believe that
EAP professionals could begin to break
down some client resistance by em-
bracing asoft sell approach to their
marketing.

Soft sell marketing relies on the use
of gentle persuasion for its success.
Our EAP marketing is based on the fol-
lowing premises:
• Enjoy what you do! Have fun! EAPs

require creative, sensitive, energetic
marketers who can take some mar-
ketingrisks and have fun at the same
time. When we enjoy what we do,
it shows and people are drawn to
us!

• Eyes and ears are essential! EAP
marketers must be aware of what
they see and hear. Being alert to
social factors, economic conditions,
organizational atmosphere, and dy-
namics ofthe workplace can be very
beneficial in developing EAP mar-
keting techniques.

• Know your target audience. Do
your audience the honor of know-
ing them and let that "knowing" be
reflected in your contacts with them.
For example, when providing EAP
services for a county highway de-
partment, we found it difficult to
reach workers on worksites all over
the county. We solved this problem
by developing the Donut Drop
Campaign.
One morning, as these highway

workers were cutting down trees and
widening ditches, we handed these
workers a box of donuts colorfully
decorated with EAP literature and
streamers. Their initial response of

Laurie Knutzen wcki Gehrke

bewilderment turned to sheer delight
and appreciation. Several months later,
these same workers were heard saying,
"That EAP lady knows we do a good
job. I'll never forget the day she came
out, gave us donuts, and told us to have
a good day." This campaign took a
little bit of time but it cost less than $20.
Not surprisingly, we found ourselves
getting orders for future donut deliver-
i es.
• Use the environment and all it has

to offer. Make use of natural op-
portunities—employee breakrooms,
areas near time clocks, school
buses, lunch trays, in elevators, and
even in the restroom—to get your
messages across.

• If you can be different, by all means,
be different. For example, we de-
veloped apicture puzzle campaign
that gave information about the EAP
in a game format. Employees were
asked to decode a picture puzzle
message and then relay that mes-
sage totheir EAPAdvisory Commit-
tee Members to win a prize. We
modified this same campaign for a
variety of settings, including hospi-
tals, businesses, and schools. One
school superintendent commented,
"This was the most enjoyable day
I've ever had. This is the first day
can every remember that people
came running to my office with
smiles on their faces and a solution,
rather than the usual problems."

• In all things...communicate the
clear and consistent message that
the EAP is a safe place to go for as-
sistance. You may feel like a bro-

ken record saying the sam thing over
and over again, but people really do
need the reminders.

• Personalization is important and it
doesn't have to cost much money!
Promotional materials need to have
meaning for their intended audi-
ence. Remind people that you re-
ally care through personalized
materials. We have used splatter-
art to personalize newsletters, bro-
chures, and participant's packets.
The response from the audience has
been very positive. People know
when projects take time and require
the special touch. You and your
program will be remembered for
these special touches.

• Break the rules. Denial is at its
greatest when the rules of "No talk,
no trust, no feel" are in force. But
you can penetrate those rules and
rewrite them through the "Yes, you
can talk, trust, feel" approaches of
soft sell marketing.
We use the initial Green Bean Cam-

paign posters to encourage people to
talk about green beans, how much and
how often they eat them, and how oth-
ers intheir lives use green beans. Later
in the campaign, alcohol is substituted
for the green beans. The green beans
give people permission to break the
rule of silence and begin to talk about
the forbidden subject, alcohol.

Our experience has convinced us
that soft sell persuasion offers the best
opportunities to increase EAP utiliza-
tion. We will never know how hard
some people work to get to us, how
many times they dialed our number
and hung up, or tried to corner us in
the hallway. Being responsible to our
programs and employees, through soft
sell techniques, is the best gift we have
to offer as EAP providers.

Laurie Knutzen, MSS W, and Vicki
Gehrke, BS, are co-owners of Rural
Employee and Student Assistance Pro-
fessionals Inc., located in Weyauwega,
Wisconsin. C~?
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REGIONS AND CHAPTERS
from page 28

Task forces will participate in vari-
ous activities, including materials de-
velopment, media briefings, and
conferences that focus attention on the
issue of clinical depression as it affects
their constituencies. EAPA and
WELCOA (Wellness Councils of
America) are this year's co-chairs of the
Workplace Task Force.

EAPA Members Form a
Southern Colorado Chapter

EAPA members and colleagues join together
to form new Colorado chapter.

In duly, five members of the EAPA
Colorado Chapter traveled south to
Colorado Springs to join in the first
meeting of those who wanted to form
a new southern Colorado EAPA chap-

CEAP SURVEY RESULTS
from page 21

Thank you to all who did respond
to the surveys. It was very satisfying
reading your responses and talking to

Table 3

ter. Current chapter members from
Denver included outgoing Chapter
President Roz Heise, CEAP; Thunder-
ing 100 Member Ed Kraft, CEAP; Don
Rothschild, CEAP;~anice McBride, and
Chapter Vice President Alice R.
Forshner, CEAP.

Eight members of the southern Colo-
rado mental health community at-
tended. A second meeting was
scheduled to take place inmid-August
in Colorado Springs.

EAPA Illinois Chapter Honors
Members

Beverly Younger, LCSW of Conti-
nental Bank Employee Assistance Pro-
gram has been named the outstanding
member of the year by the EAPA Illi-
nois Chapter. The award is presented
annual ly for outstanding contributions
to the field of employee assistance.

Younger has been active in EAPA
since graduate school at the Univer-
sity of Illinois. She has co-chaired the
annual EAPA Illinois conference, made
presentations at national and local con-
ferences, co-edited an upcoming book
on women in the workplace, and is
currently treasurer of the EAPA Illinois
Board of Directors. Before joining Con-
tinental Bank, Younger served as the
Reynolds Metals EAP.

some of you who wanted to share your
ideas and opinions with me directly.
Your remarks and guidance are always
welcome and highly encouraged.

Walter Reichman, Ph. D., is Profes-
sor and Chairman of the Psychology

Responses from EAPA Chapter Presidents (n=13)

Is the issue of an educational
requirement for CEAP certifica-

tion important to your members?

~ Do your members believe that
there should bean educational

requirement?
~—~ Most do

Also honored were Betty Reddy,
CEAP, EAP consultant, and Bill
Schleicher, CEAP, EAP manager-central
region for AT&T. Both Reddy and
Schleicher are long-time members of
EAPA, having served on the Illinois
chapter board, chaired national and lo-
cal committees, presented at local and
national conferences, and continually
offered their time and service to the as-
sociation.

EAPA Member to Serve on
National Advisory Group for

37th International Congress on
Alcohol and Drug Dependence

EAPA member Joanne Pilat, CEAP,
was designated to serve on the National
Advisory Group for the 37th Interna-
tional Congress on Alcohol and Drug
Dependence. She is known worldwide
for her accomplishments in bringing
workplace intervention, including
EAPs, to companies, unions, and gov-
ernmentunits around the world.

In Memoriam

Charles Kenneth Sweeney, CEAP,
Counselor and EAP for CSX Transpor-
tation in Nashville, Tennessee, passed
away in January 1994. C~

Department at Baruch College of the
City University of New York. He is a
current member of the Employee As-
sistance Certification Commission and,
in November 1994, will be the new
EACC Chairperson. C~

~ If yes, what level of education
should it be? (Average percent)

Bachelor's
C7) Very l7) 40%
54% important 54% (3)

23% 25%

~2~ (4) (3) Split 50/50 35%

15% 
39% 23%

Unimportant Somewhat Most don't Other

important 
Master's

1 ~ What percent of members do not believe that a formal education is necessary? A. 25%
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— an exceptional
educational experience!
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MAIL OR CALL TODAY:1-800-845-1567
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EAPA Standards II:
Employee Assistance

Programs
Specific, core, program standards
and the intent of each standard.
$20 Members; $30 Nonmembers

The Appendix to
Standards II

Examples of policies, forms and
samples on core functions of EAP
activity, such as EAP Data Elements,
Policy Statements, Intake Forms
and more.
$20 Members; $30 Nonmembers

GIOSSaY'Y

of Employee Assistance
Terminology

Helps professionals communicate
effectively with one another for
information management pur-
poses, and to educate other
occupational and behavioral health
practitioners about employee
assistance practice.
$15 Members; $20 Nonmembers

The Self-Administered
EAP Assessment Form
A 73-page workbook combining
elements found inStandards //with
a checklist of essential and
recommended components of an
EAP.Includes: definition of the EAP;
program design and imple-
mentation; management and
administration; the direct services
of the EAP; vital internal and
external linkages; and a method of
program. evaluation.
$60 Members; $80 Nonmembers

Order by check, money order,
Visa, MasterCard,
American F~press

Write, call or fax:
EAPA, Inc. • 2101 Wilson Blud.
Suite 500 •Arlington, VA 22201
703-522-6272 Fax: 703.522.4585
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'~.~ New Video on o ~ c
DOT Alcohol ~

~, ~

Drug Rules for EAPs, CEAPs, ~ SAPs

Do you know:

■ the 5 prohibited behaviors
concerning alcohol use?

■ the 5 types of alcohol tests permitted?

■ the consequences of a .02 to .04 positive
alcohol test?

■ the changes in the drug testing rules?

■ the definition of a ̀BAT'?

■ when a driver must be referred to a
substance abuse professional?

~~~ r

~'\ d~1

•ASSOCIATION•

If you, or your organization, need to know more, watch and listen
to Donna Smith, Acting Assistant Director, Department of Transportation,
under whose guidance the rules were developed. The "What You Need to
Know Aboutthe DOT Alcohol and Drug Rules: Executive Briefing" video
comes with a 56 page Handbook that meets the requirements for written
communication about the alcohol rules to employees in safety sensitive
positions. $99.95

To help you in the DOT training of supervisors there is a new "What
You Need to Know: Supervisor Training KiY' that uses live action scenes
to demonstrate how to implement the new rules. The Kit includes 3
videos, Leader's Guide, DOT Handbook, and Workbook Binder. $249.00

The "What You Need to Know: Driver Alert KiY', with a video,
Leaders Guide, and DOT Handbook, meets the one hour substance abuse
training and written communication requirements for drivers. $99.95

All three Programs are available at a special price of $395.00.

Contact Buckley Video Publishing (415) 383-2009 for more
information or to place your order.

Developed in co-operation with the Employee Assistance Professionals Association.

Employee Assistance Professionals Association
2101 Wilson Boulevard
Suite 500
Arlington, VA 22201

Dr. Jodi Jacobson Frey

University of Maryland

410-706-3607
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