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CEAP Ranks Swell After May 1994 Exam
Two hundred and forty-eight employee assistance practitioners passed the certification examination given in May 1994, earning the title of Certified
Employee Assistance professional (CEAP). EAPA and the Employee Assistance Certification Commission (EACC) congratulate these new CEAPs for their
dedication to the employee assistance profession. Theyjoin 4,000 other CEAPs who are the vanguard of excellence and innovation in the workplace.

Last Name First Name City State Last Name First Name City State
Bain Sandra Hamilton BERMUDA .Prater Earl Charlotte MI
Haig Cathryn Vancouver CANADA Quintieri Mary Lansing MI
Kenney Suzanne Vancouver CANADA Smith Keith Swartz Creek MI
Nickel Wayne Vancouver CANADA Spearman Delphine Detroit MI
Ramsay Virginia Saint John CANADA Stewart Victona Haslett MI
Storch Donald Calgary CANADA Varner Robert Lansing

Davison
MI
MIThompson Craig North Vancouver CANADA Wheelock Herb

Wines Paul Westmount CANADA Alper Stephen Shoreview MN
Emerson Charles Faiihope AL Andrews Annette Minneapolis MN
Austin Donita Little Rock AR Hipps Sheila Edina MN
Eugene Pearl Glendale AZ Holm Orvis Minneapolis MN
Harlow Nancy Paradise Valley AZ Knapp MarkG. Springfield MO
Unterreiner Sharon Phoenix AZ Mason Jamie Kansas City MO
Arnold Buddy West Hollywood CA Weisman Susan Chesterfield MO
Banner Ronald Long Beach CA Mc Nair Tavia Jackson MS
Brouwer eeny Costa Mesa CA Haire Lisa Ashboro NC
Carter Gwendolyn Los Angeles CA Jordan Clement Leland NC
Casey Clarence Los Angeles CA Lewis Henry Winston Salem NC

NCDe Blasio Gary Redondo Beach CA Mc Nair Emily Raleigh
East lames San Bernadino CA Reinhold Cathy Charlotte NC
Every Deborah Oceanside CA Sweeney Steven Charlotte NC
Fontes David Sacramento CA Austin John Toms River NJ
Gordon Civia San Diego CA Faue Jeffrey New Brunswick NJ
Grace Peggy Torrance CA Gilroy Brian Scotch Plains NJ
Gray Diane San Francisco CA Hannen Laura Metuchen NJ
Creen Ella May Santa Ana CA Poulton Virginia Mendham NJ
Hass Barbara Tustin CA Remak Heidi Parsippany NJ
Herst Dede La Jolla CA CarrizalesRoy Rio Rancho NM
Hughes Val La Puente CA Lewis David Las Vegas NV
Jones Darryl Sacramento CA Cevasco Bob Valley Stream NY
Kavanagh Annie Occidental CA Collins Kathleen Ballston S~a NY
Kruse lames Bakersfield CA Dzialakiewicz Elyse Forest Hills NY
Martens William DalyCity CA Favazza Diana New York NY
Mc Donald Jeff Moreno Valley CA Gaipa Marilyn Bay Shore NY
McNally Sharon San Mateo CA Gisondo Joseph Upton NY
Mrazek Pamela Santa Monica CA Hacker Neva Deer Park NY
Nedelcoff Paula Arcata CA Jones-Costello Nancy Schenectady NY
Nowell Bud Los Angeles CA Knauer William Glenmont NY
Roberts John Pleasanton CA Leto Frank Garden City NY
Sanders Elizabeth Anaheim CA Logan Breneman Gasport NY
Sanderson Vivian Palmdale CA Mc Glinchey Cary Babylon ~Ilage NY
Schindler Gary Hermosa Beach CA Murray Carol New Paltz NY
Scott, lr. Jerome Los Angeles CA Powalowski Stanley Cheektowaga NY
Stevens Rana Sacramento CA Sears Elizabeth Rochester NY
Stynes Terri Foster City CA Silverstein Bob New York NY
Blatt Randi Colorado Springs CO Smith Stephen Johnstown NY
Harris Jacqueline Denver CO Ursillo William White Plains NY
Mc Bride Janice M. Arvada CO Bass Virginia Findlay OH
Anderson Abby Manchester CT Bending Janice Cincinnati OM
O'Neil Manlyn Cheshire CT Brackin Grace Newton Falls OH
Tate Belinda Old Greenwich CT Capitanio Nichole Cleveland Heights OH
Andrews Melvin Leroy Houston DE Shull Beverly Lima QH
Cantrell Rena Mandarin FL Silverstein Sherrie Kettering OH
Cuffie Angela Miami FL Van CleaveRay Warren OH
Fletcher Joyce Tampa FL Wean Ronald Centerville OH
Getman Susan Miami FL West, Jr. Dillard West Union OH
Keel Maureen Spring Hill FL Brandy John Claremore OK
Lenhardt Debbie Orlando FL Lunsford Suzan Ponca City OK
Peavy Paul Tallahassee FL Williams Kenneth Ponca City OK
Soto lorge Miami FL Kuehnel Dorothy Portland OR
Garrett Phillip Albany GA Sinclair Rebecca Portland OR
Tomlin Ellen Atlanta GA Andrews Robert Pittsburgh PA
Zaino Rochelle Atlanta GA Corson Pamela Doylestown PA
Payne Harold Dean Waterloo IA Fetterman David Allentown PA
Gallagher Michael Lockport IL Jaffe Ralph Philadelphia PA
Kimberly James Lake Zurich IL Lawley Robert Drexel Hill PA
Mayer Dorothy B. Chicago IL Jones Reginald Wakefield RI
Scott David Decatur IL Amick C. Spartanburg SC
Selkirk William Naperville IL Snover Jerene Rapid City SD
Taranowski Chester Oak Park IL Banister Sue Germantown TN
Bodkins Larry Greenfield IN Carpenter Mary Memphis 7N
Norris Edward Indianapolis IN Fecco Thomas Knoxville TN
Ouellette Georgine Shawnee Mission KS Scott lack Knoxville TN
Schlacks William Robert Overland Park KS Albracht Robbie Austin TX
Schmidt Al Newton KS Bradford Arnold HurstTX
Whetstone Jerri Overland Park KS Byars Susan Orange TX
Belmonte Marisa Boston MA Carder Mary San Antonio TX
Boyle Louis Brockton MA Carter William EI Paso TX
Conley Deborah Concord MA ~ Gallardo Hector EI Paso TX
Didio John Ashland MA Garcia Reuben Austin TX
Etkind Stephen Cohasset MA Kaplan Judy Houston TX
Gilfeather Catharine Whitman MA Newberry Nanci Spring TX
Massey Wallace Rutland MA Simmons Ha&mon Friendswood TX
Carr Christine Millersville MD Wilson Dixie Houston TX
Pierre Christine Adelphi MD Crawshaw Laura Salt Lake City UT
Albar Janet Midland MI Cremeens Karyn Salt Lake City UT
Buechel Betty Woodhaven MI Gottshall John Alexandria VA
Burgess Tamera Otisville MI Hansen Denise Newport New VA
Candela loseph Lapeer MI Maples Martin Shawsviile VA .
Cunin Linda Novi MI Borders John Lynnwood WA
De Rossettlulia Belleville MI Carey Albert Tacoma WA
Farmer Mike Linden MI Shaler Deborah Everett WA
Hall J. Ypsilanti MI Smith David Spokane WA
Heany Pamela Mt. Morris MI Began Daniel Racine W~
Hill Rodney Midland MI Cooper Colleen River Falls W~
Jimenez David Saginaw MI Debus Mark Milwaukee W~
Johnson Robert Clio MI Felsecker Kenneth Milwaukee W~
Kozicki Zigmond Bay City MI Hisgen Jane Waukesha W~
Lopez Frank Essexville MI Holden Sandra Green Bay W~
Loving Bill Grand Blanc MI Larson Paula Depere W~
Lurie Sara Lansing MI Meit Heather Morgantown W~

W~Marks Warren Flinl MI Robinson-Gay Linda Milwaukee
WIMc Knight Peggy Battle Creek MI Zauner Debra Port Washington

McHale Thomas Grand Blanc MI
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PRESIDENT'S MESSAGE Specially prepared this month by
Tamara Cagney, CEAP, EAPA Secretary

Reflections on the Elections

ocally, nationally, and interna-
tionally, EAPA is preparing for a
change in leadership as we ap-

proach our elections. This edition of
the Exchange contains personal state-
ments from our members running for
office. Election time is always a time
to reflect.

am a great fan of reflection. (This
may be a defect acquired by a few too
many years of living in California.) This
quote from one of my favorite books
—The Tao ofLeadership— seems par-
ticularly appropriate:

"Endless drama in a group clouds
consciousness. Too much noise
overwhelms the senses. Continual
input obscures genuine insight. Do
not substitute sensationalism for
learning.

Allow regular time for reflection.
Turn inward and digest what has
happened."

As we prepare to pass the reins of
leadership in EAPA, I think that it is very
important to look at what has hap-
penedduring the last two years. There
has been quite a bit of turmoil among
member leaders as well as many ad-
ministrativechanges. All of this comes
at a time when the field itself is feeling
incredible pressure.

Change is becoming a way of life in
our workplaces as well as our associa-
tion. Professionalization, mergers, ac-
quisitions, managed care, regulations,
new court decisions, outsourcing, and
increased competition are daily occur-
rences. We are all being challenged
to perform under chaotic conditions.

That is certainly true for the leader-
ship of this organization. Many of our
members are confused, resistant, or
disheartened. Our challenge, as lead-
ers, past, present, and future, is to build
a motivated and productive member-
shipand association.

4 EAPA EXCHANGE SEPTEMBER 1994

When EAPA is functioning well, it
is not a battlefield of egos or interests.
Of course, there will be conflict, but
these energies become creative forces.
There is no win-or-lose in EAPA work.
Making a point does not always shed
light on what is happening. Wanting
to be right can blind the best of us.

do not mean to imply that an open
expression of concerns is negative. In
fact, a closed culture that limits mem-
berexpression would probably prolong
the conflicts. But when you are choos-
ingthe new leaders for this association
or considering running for office in
your chapter or region, or at the na-
tional level, realize that these are diffi-
cult times. Times that will ask for the
best you have to give. Times that will
challenge you to listen, communicate,
and plan. Times that cal I for leaders to
be less of controllers and more of co-
ordinators, focusers, and facilitators.
Times when every decision may be met
with vocal support as wel I as vocal dis-
pleasure.

EAPA and its leaders have been busy
outside of our internal reorganization.
We had three main focuses these last
two years: Professional development,
promotion of employee assistance con-
tributions,and organizational effective-
ness.
Much energy has been dedicated to

"retooling" our association and the
national office for organizational effec-
tiveness. We have had to make some
very serious personnel decisions, al-
ways keeping our eyes on what would
serve the greatest good for EAPA. We
owe a debt of gratitude to those mem-
berswho served on the personnel com-
mittee. We have restructured the board
as well as its communications and re-
porting process. We have struggled
valiantly as a board and finance com-
mittee to increase financial account-
ability and are making great strides.

Professional development efforts
have continued through the dedication
of the EACC, education committee,
standards committee, and accredita-
tion committees, to name just a few.
We have finally published the EAP self-
assessment tool for programs and are
investigating program accreditation.

Perhaps the biggest promotion to
employee assistance contributions has
been the inclusion of CEAPs as sub-
stanceabuse professionals in the DOT
regulations. The CEAP was also rec-
ognized by another state—Tennessee.
We are developing a voice on Capitol
Hill.
We have to pay attention to our in-

ternal process but not be paralysed by
it. In order to deal with the demands
being placed on us legislatively and
competitively, we must get our house
in order and eliminate the in-fighting.
We have made some new structural

changes in the board of directors. The
Transition Team is designing the com-
munication and process charts for the
new board. We have had many great
opportunities presented by these
changes. For the first time, we will
have a fully elected board of directors
with no political appointments. Mem-
bers must hold their elected represen-
tativesaccountable for the actions and
results of the association.

To move this association forward,
we must remember the advice from
The Tao of Leadership: Do not substi-
tute sensationalism for learning. So,
too, we must not substitute suspicion
for reality. We must focus on what is
happening, and not get upset about
what might be happening but isn't.
Listen to these candidates. Consider
running for office in your local EAPA
chapter. Volunteer for committee
work. Help ensure that EAPA wi II serve
you by serving EAPA. C~



EAPA &THE EMPLOYEE
ASSISTANCE CERTIFICATION

COMMISSION
announce

CEAP EXAMINATION DATES

1994
Exam Date: December 3, 1994

Application Cut-o f f Date: October 7, 1994

Eligibility Requirements: You must have three years full-time EAP
experience, or a minimum of 3,000 hours, over at least three years, of
part-time experience in EAP. The completed Exam Application must be
postmarked no later than the cut-off date.

Requirements Explanation: CEAP
examination eligibility requires on-the-
job EAP knowledge gained solely
through EA experience—it is not
shared by or simply transferred from
related duties, other professions or
academic credits.

Your experience in EAP must be

from direct employment, or intern-
ship, orcontracted responsibilities
for performing both EAP clinical
antl organizational consulting ac-
tivities. You must show account-
ability for EAP operations at spe-
cific organization(s).

for information, write
EAPA, Inc. • Arin: EACC • 2101 Wlson Boulevard •Suite 500

Arlington, VA 22201

NOVEMBER ~N -rHE Public policy issues will have a major impact on EAPs in
EXCHANGE '95. Find out why in the November issue of the Exchange.
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Sandra Turner ~ John Burke

EAPA President Sandra Turner
(ST) and EACC Chairperson John
Burke (JB) agreed to talk with the
Exchange regarding the CEAP cre-
dential, its origin, its future, and the
EAPA. More information on the sta-
tus of the EACC business plan and
market research survey will be pub-
lished in future issues of the
Exchange.

John and Sandra, for the
benefit of those who are new
to EAPA, could you tell us
about the origin and devel-

opment of the CEAP credential?

AST: The CEAP credential was
born out of the 1985-1990
ALMACA Strategic Plan,
which set forth our commit-

ment to further the professional iden-
tity of our members and promote the
continuous expansion of our members'
knowledge and skills.

The EACC, selected by their peers
in 1986, knew that education creden-
tials alone would not fully qualify
someone to operate as an EAP practi-
tioner. They felt that the person could
only acquire the appropriate level of
EAP knowledge and experience by
having hands-on experience, by par-
ticipating incontinuing education over
a period of years, by becoming famil-
iarwith EAP literature, and by network-
ing with other EAP professionals,
particularly through EAPA meetings.

In creating the CEAP credential,
EAPA conducted research among its
members, much like the EACC has
been doing recently, and concluded
that the EAP practitioner should be pro-
ficient in six core areas—work organi-

6 EAPA EXCHANGE SEPTEMBER 1994

zations, human resources manage-
ment, EAP policy and administration,
EAP direct services, chemical depen-
dency and addictions, and personal
and psychological problems. These six
areas address the clinical nature of EAP
practice and require a thorough under-
standing of workplace dynamics that
influence employee assistance.

AJ8: Since 1986, the issue of
recertification has come up
many times. In 1991, the
EACC decided that the CEAP

certification would be valid for three
years from the date of examination. To
become recertified, a CEAP must either
take the most current exam before the
certification expires, oracquirethe req-
uisite number (60) of professional de-
velopment hours (PDHs) in the
appropriate content areas. CEAPs must
also promise to adhere to the EACC
Code of Professional Conduct.

Has the CEAP profile
changed since the inception
of the CEAP credential?

AST: In 1987, the first CEAPs
were, on average, more than
46 years old, male, and had a
high school degree. In 1991,

the EACC surveyed their 4400 members.
Of the 2,078 who responded, half were
46 years or older, and almost none were
younger than 30 years; 59% had a
master's degree and 10% had a doctor-
ate orprofessional degree. Slightly more
than half (54%) were male. They also
found that 40%were external EAP prac-
titioners, 39% were either internal ad-
ministrators or management-based EAP
counselors, 8% were consultants, 4%
were educators or trainers, and 7%were
labor-based internal administrators or
counselors.

Je: The most recent dataAcollected through EACC sur-
veys in late'93 and mid-'94
shows that the average CEAP

is female, has a master's degree, is
more than 40 years old, and is an ex-
ternal provider.

Sandra, when you stepped
down as EACC Chairperson
in 1991, what issues did you
see emerging?

AST The EACC was first con-
cerned with making admin-
istrative changes, particular-
ly regarding recertification.

We asked CEAPs to maintain their own
professional development hours
(PDHs), reduced the period of certifi-
cation from five years to three, and
subsequently reduced the required
PDHs from 100 to 60, and we ex-
panded the methods for accruing
PDHs.

The EACC more actively reviewed
complaints regarding CEAP eligibility,
as well as monitoring, regulating, and
enforcing the CEAP credential.

Also during this time, some interna-
tionalcommunities, especially Europe,
became interested in the CEAP creden-
tial. And, the EACC began grappling
with sensitivities regarding ethnic and
cultural considerations in the exam.

What has been the relation-
ship between the EAPA
Board and the EACC in the
past, and what kinds of

changes do you see in the future?

ST: The EACC was commis-Asinned by the EAPA Board of
Directors to be an indepen-
dent, policy-making group.



EAPA, however, is financially and legally
responsible for any decisions made by
the EACC. This is not an unusual asso-
ciation structure, but it is one that has a
certain amount of creative tension built
in between these two groups.

AlB: Since I've been with the
EACC, we have begun de-
veloping abusiness plan that
suggests moving the Com-

missiontowards total autonomy so that
we could have financial and manage-
ment independence. The plan was
brought before the Board this past
March and, if adopted, will introduce
further changes in our relationship.

John, you've said that the
EACC is in an exploratory
phase. Could you tell
us what issues you are

exploring?

J8: Members of the EACCAhave become increasingly
aware of a perceived busi-
ness trend to hire EAP prac-

titioners with master's degrees.
Benefits executives, state legislative
officials, employee clients, and EAP
employers themselves have questioned
why the CEAP credential does not have
a requirement for higher education.

For example, North Carolina and
Tennessee, when reviewing legislation
to support EAPs, both turned to EAPA
and questioned the absence of an edu-
cational requirement in the credential.
The EACC feels it is time to do some
exploring, and we decided to first ask
our constituents how they felt about it.
This process worked well when the
CEAP was first developed, and it seems
like the right approach before making
any recommendations for change. We
mailed a survey to every CEAP in late
February or early March, but we've
been concerned about the shortage of
responses received so far. (For those
people who have not yet responded,
I'd like to encourage you to send those
questionnaires in; it's not too late.)

In the past few months, I've made
several presentations to EAPA chapters
to explain our overal I game plan. And
the EACC will hold an open forum in
Boston so that we can get input from

our own members. Our goal is to
gather as much information as possible
so that we can use our constituents'
support to build credibilityfortheCEAP
credential.

During this exploratory
phase, what efforts are un-
derway to explore how the
CEAP credential is perceived

by our customers?

AJB: The driving force for the
EACC has been to move the
CEAP credential forward.
After we gather information

from our members about the education
requirement, we plan to ask organiza-
tions what they are looking for when
they hire an EAP practitioner.

What efforts are underway
to explore how the LEAP
credential is perceived by
our customers?

J8: We've developed an RFPAfor a market research study
group, but the project wi I I be
costly—approximately

$38,000. I've turned our recommen-
dation over to Sandra and the Execu-
tive Committee, and iYs up to them to
decide if, when, and how we can pay
for this project.

ST: At the last EAPA BoardAmeeting, we authorized
Tamara Cagney, Jon
Christensen, and )im Oher to

carefully review this and other aspects
of the EACC business plan and report
back to us with their recommendations.
The plan represents significant change,
but I believe the Board remains open
to dialogue on this issue. In fact, I met
with the EACC in June to hear the pro-
posed strategic and business plans
myself so that I could be well prepared
to make recommendations to the
Board.

Sandra, EAPs have been in
the press quite a bit lately,
particularly regarding the is-
sue of client confidentiality.

What role does the CEAP credential
play in supporting the standards for
confidentiality?

AST In 1988, at the recom-
mendation of the EACC, the
Code of Professional Con-
duct was revised to spel I out

very specifically what was considered
appropriate CEAP practitioner conduct
for the workplace, the employee, the
community, and the EAP profession.
EAPA then went on to revise its own
specific standards for confidentiality in
each of those arenas.

Anyone who is a CEAP must agree
to uphold those standards. Failure to
do so can result in being censured and
decertified. In addition, EAPAwill pub-
lish the names of those who violate
confidentiality in the Exchange.

think the CEAP credential i~ an
extra assurance to an individual or or-
ganizational client that the CEAP will
uphold the highest standards of EAP
confidentiality. That must be comfort-
ing to those who use EAP services.

John, before closing, is there
anything else you'd like to
say to EAPA members and
CEAPs?

AJe: Yes, I'd like to reassure
everyone that the EACH is
intent on acting responsibly
in our proposed business

plan. As I said earlier, our main goal is
to move the CEAP credential forward—
into the 21st century.

Our first challenge is to make sure
that we value the CEAP credential our-
selves. Recent statistics showthatthere
are 33%fewer people applying for the
CEAP exam than in previous years, and
that more than 50% of CEAPs are
choosing not to recertify. We've
got to get those numbers up and keep
them up.

Our next challenge will be to en-
sure that the CEAPs are valued in the
marketplace, and we have to look at
every possibility and consider every
option before we make decisions that
will affect our constituency. Sandra
and I agree on this issue—let's not have
a revolution, but let's do move forward
and protect the credibility of our pro-
fession. C~
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N~~FTA
ENTICES U.S. INDUSTRY TO MEXICO:
Should U.S. EAPs Cross the Border?

EA1 S have a strong hold on U.S.
industry, and NAFTA has effectively
broadened the U.S. ability to impact
another economy and labor force.
Given the economic, social, and hu-
man conditions in Mexico and its bor-
der towns, continued success will
hinge on a careful blend of U.S. and
Mexican standards. NAFTA creates the
necessary dialogue to begin address-
ingthese issues.

The trade agreement itself will not
abolish corruption, environmental
abuses, or the inadequate infrastruc-
ture. Companies that require a stable,
productive work force wil I need to give
the employee roads, schools, health
care, housing, and child care.

In recent years, U.S. corporations
have begun to recognize their respon-
sibility totheir Mexican employees and
the environment. The Mexican work
force is a disadvantaged population
that presents with a wide range of prob-
lems. The transient nature of the
maquiladora creates transportation,
housing, and child care shortages. Liv-
ing away from one's family is a major
stressor. Added to this is the hostile
environment of the border town.

The Sociopolitical
Context

The free-trade zone maquilas are in
the process of industrializing, moving
from assembly to mass production.
U.S. corporations have invested in
NAFTA and Mexican labor resources
as a means to lower the bottom line.
The EAP can play an important role in
enhancing this transformation.

There is a clearly defined need for
worker intervention programs aimed at
increasing production, quality, and
well-being. The EAP must "integrate
the human technologies" (Mosher,
1993) so badly lacking in Mexico.

First, the EAP must consider the for-
eign-domestic relationships that en-

8 EAPA EXCHANGE SEPTEMBER 7994

by Amy R. Unterborn, MSW, CADC

compass any workplace issues. Given
the strong alliances between business
and government, is there permission for
the EAP to address collective issues that
require organizational action? Worker
organization is dangerous and discour-
aged, due to government manipula-
tions. Workers know all too wel I what
happens when they voice their discon-
tents.

Establfsh~n~ an EAP could
be a positive public

relations move for large, and
small U.S. companies, no
matter what the level of

investment.

point management, government, and
labor EAP committees are essential to
selling the worker intervention con-
cept. The EAP should engage local
poi itical powers who have the contacts
and knowledge to resolve community
issues, being careful to position one-
self with "program objectivity and in-
dependence" (duplessis,1991) toavoid
loyalty issues to any faction.

EAPs wil I gain support from U.S. and
Mexican interests by explaining how
the EAP will function and how worker
discontent can be ameliorated. IYs also
important for EAPs to stress that when
these problems are addressed, produc-
tivity will be stimulated.

President Salinas has made it clear
he is willing to bargain to sustain
NAFTA initiatives, and the U.S. asserts
that NAFTA will work only if worker
rights and safety are maintained. The
EAP can work both sides to everyone's
advantage. However, making this ad-
vantage clear to U.S. companies may
pose some difficult questions.

Opening Pandora's box

For example, U.S. corporations, for
the most part, have subsidiaries on the
border. They have had a constant flow
of labor to meet production, yet en-
counter high turnover. The smaller
maquilas do not invest money in train-
ing and retention because the wages
are low and the labor supply is high.
Why then should U.S. companies es-
tablish EAPs in Mexico if they lack in-
vestment in the Mexican worker?
Should the U.S. company make
Mexico's public problems their private
problems when there is no evidence
that it would increase productivity?
Unless the company believes it needs
to be socially responsive to the em-
ployeeand the community, an EAP may
not be established.
NAFTA has put much media atten-

tionand subsequent public pressure on
U.S. corporations to curtail the exploi-
tation of the Mexican worker and the
environment. Some critics have sug-
gested that the U.S. maquilas should
be taxed to generate local revenues for
services and infrastructure. The EAP
can provide acost-effective means of
delivering services to the Mexican
worker without being accountable to
the Mexican government through taxa-
tion.

Establishing an EAP could be a posi-
tivepublic relations move for large and
small U.S. companies, no matter what
the level of investment. But, some im-
portant questions remain to be an-
swered.

For example, given the development
of EAPs in Mexican subsidiary loca-
tions, how will U.S. companies address
growing resentment from U.S. dollars
flowing into the Mexican economy,
climbing U.S. unemployment rates,
and inadequate health care provisions,
particularly when social conditions in
some depressed areas are no better in
the U.S.?



NAFTA has heightened U.S. work-
ers' fears of plant closings and union
concessions, and the EAP must recog-
nize his or her emerging role in the
globalization of free trade. As work-
ingconditions, productivity, and qual-
ityimprove, the Mexican industries will
likely become more competitive.
Wages will increase and the Mexican
economy will grow, supporting the
work force.

This economic growth should stimu-
latethe U.S. export market, increasing
domestic employment, thereby slow-
ingdown job loss to Mexico. The EAP
will bean integral part in the founda-
tion for these changes. Worker inter-
ventions implemented by the EAP will
be necessary to increase productivity
and quality. Without U.S. commitment
to EAPs in Mexico, U.S. labor stands
to suffer in the long run.

Getting Mexican Labor
Support

After gaining U.S. support, the EAP
must satisfy Mexican government and
labor concerns. Organized labor has
been a part of Mexican politics since
the 1917 Revolution. President Sali-
nas'party, the Institutional Revolution-
ary Party, is backed by labor. Conflicts
between government/management and
labor are duly noted. The EAP is often
viewed by unions as a management
tool to control the work force.

In Mexico, the unions exercise in-
fluence in the workplace as seen by
the high membership rate of 36% (the
U.S. rate is 14%). It is essential that
the union endorse EAP services as le-
gitimate, safe, and confidential. The
EAP will strengthen workers' lobbying
power as their productivity increases
after EAP interventions.

It is important to demonstrate to the
government that worker demands are
justified. The EAP can be a valuable
resource for unions by improving the
wel Ibeing of their organization. In turn,
the unions will not surrender power or
influence. Union representatives
should be active participants in EAP
development and implementation to
further strengthen the integration of
U.S. and Mexican labor relations. EAP
services will be delivered in the for-
eign-domestic context of U.S. compa-
nies operating under Mexican
regulations.

It is important that the EAP be well
educated on worker rights and govern-

ment laws. Consultation with U.S. and
Mexican corporate and government
liaisons is essential when designing
interventions.

Cultural Issues for the EAP
Professional

A model for EAP service delivery,
built on the core technology, could be
a place to start for the EAP practitioner
in Mexico. One must identify poten-
tial employee/workplace issues
through consultation with the plant
supervisor, manager, and union repre-
sentatives. Job-related stressors, drug
and alcohol problems, or interpersonal
concerns wil I be addressed via an EAP
assessment.

Following traditional constructive
confrontation techniques suggested by
Roman and Blum, however, would
only result in disaster. Anglo alcohol-
ism treatment approaches must be re-
considered when working with the
Mexican worker. In addition, making
micro and macro linkages to treatment
and community resources is difficult at
best. One must rethink assessment and
referral service delivery where minimal
social services exist.

The CAP professional
practicing in Mexico must
never assume he or she has
knowledge of the client's

own experience

Modern EAP service delivery in
Mexico must be established within the
cultural context of the Mexican worker.
The implementation of EAP services in
Mexico requires an ethnocentric ap-
proach to the Mexican worker. In ad-
dition, the employee assistance
professional must have extensive cross-
cultural training to provide culturally
sensitive intervention. Psycho-dynamic
treatment and Anglo clinical practices
would only alienatethe client and aug-
ment the cultural barrier.
The worker may already be strug-

glingwith conflicts between his values
and that of the U.S. company. Great
confusion is caused by language bar-
riers and psycho-cultural distance be-
tween the Mexican and the U.S.
employer. The EAP professional must
possess both bilingual and bicultural
ski I Is.
A useful client-counselor relation-

shipcan only be formed when the EAP

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

Glossary
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 6y check, money order,
Visa, MasterCard,
American Express

Write, call or fax:
EAPA, lnc. • 2101 Wilson Blud.
Suite 500 •Arlington, VA 22201
703.522.6272 Fax: 703.522-4585
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professional is flexible ih his or her
approach. Often times, counselors find
they are more effective if they sched-
ule mare time with tliei~ fvlexican cii-
ents to make the progressib►i into and
closure of treatment s~s~ions less
abrupt. Mexican clients ~iil often ask
the counselor questions df a personal
nature to establish trust.
The counselor must day attention to

maintain appropriate boundaries, but
not to appear inaccessi~lE: Most im-
portant, the EAP profs§ienal practic-
ing in Mexico must never assume he
or she has knowledge of the clients
own experience. What we know of
our culture is not true in this setting.
Clarification of intent and understand-
ing is key.

Gender Roles

The smaller maqu i las of the textile,
garment, and electronic assembly
plants employ Mexican women to staff
their plants. It is vital that the EAP
counselor be knowledgeable about
gender roles. Although it is not tradi-
tionalfor Mexican women to leave the
home to work, it has become a neces-
sity.

Meanwhile, the value systems per-
sist. She may present with role con-
fl ict asshe is often discouraged to seek
autonomy, individuality, and achieve-
ment. She is usually involved in a
highly emotional dependence and du-
tifulness with a family authoritarian
framework. She often cannot partici-
pate in the decision making process
within her family of origin. Couple this
with messages at her American work-
place to excel, achieve, and be part of
a team. The EAP counselor should be
prepared to assist her in integrating
these values.

Substance Abuse: The
Mexican Viewpoint

EAPs in the U.S. devote much of
their energy to the treatment of sub-
stance abuse in the workplace. The
use of alcohol in Mexico has different
cultural implications and stigmas.
Nevertheless; the U:S. plant manager
at the Mexican subsidiary may be mak-
ing referrals to the EAP based on U.S.
expectations of acceptable alcohol use.

Assuming that a worker's job per-
formance is lacking due to substance
abuse and that the company is invested
in retaining this highly trained worker,

the EAP counselor faces the challenge
of convincing the worker that the prob-
lem is alcohol consumption. Mexican
men engage in competitive, binge
drinking (el teporacho) on paydays,
weekends, and holidays. Periodic,
heavy drinking for men is acceptable
across all social classes. Although
Mexican women have begun consum-
ing more alcohol in recent years, they
wi II not present as often because drink-
ing is considered a sign of moral lax-
ity.

The EAP counselor should be aware
of several factors that will influence
intervention:
• Alcoholism is not considered

a disease. Some traditional beliefs as-
sumethe individual to be infested with
evil spirits who must be ritually exor-
cised by healers. The Mexican client
will be more receptive to the idea that
drinking results in getting physically ill,
misusing wages, and missing work.
• Confrontation is not a useful

technique as shame does not motivate
change, it only increases the alcohol
consumption. What does work is sug-
gestingthat their alcohol use is an area
for change.
• The worker may be separated

from his or her family and, if so, the
EAP practitioner will need to determine
what community resources are avail-
able. It is helpful to seek role models
from the work force, community, or
extended family to strengthen the sug=
gestion of a healthier lifestyle.

In addition to providing traditional
EAP core technologies of assessment,
referral, and short-term treatment, it is
vital that the EAP in Mexico expand
the scope of services to include more
social assistance. The communities
surrounding the factories lack munici-
pal services, social services, health
care, and education resources. U.S.
companies making a commitment to
their Mexican employees can provide
essential human services needed to
survive in a hostile environment
through the EAP. The EAP need not
secure Mexican capital, nor be regu-
lated by the Social Security authorities.

Services should move from curative
to preventative, micro to macro. ,The
EAP can be a place for workers to turn
to for workplace advocacy and em-
powerment as the workers are often
illiterate and unskilled. The EAP can
provide training and education for
workers struggling to adapt to U.S.
management styles and demands.



THE MEXICAN WORKFORCE
William Langewiesche traveled along the U.S.-Mexi-

can border and illustrated his experience in a June 1992
Atlantic Monthly article. He describes the conditions in
the border town of Sonora, near Nogales as follows:

In the shadow of the factories, poor neighborhoods
keep growing. There are no streets. Housing consists of
shelters constructed of scrap plywood, packing crates,
and tin. Entrances consist of car doors or cardboard con-
nected by wires. There is no electricity, no plumbing.
Meals are cooked on fires outside. The people suffer
from malnutrition, disease, and parasites. The rain comes
and pours garbage and raw sewage between the shan-
ties. The least fortunate workers exist in apre-industrial
world.

This lack of infrastructure and services makes survival
a struggle. In cities like Reynosa, the average maquiladora
must work 45 minutes for a bottle of shampoo, a quart of
milk, or a pound of chicken. These subsistence wages
sustain poverty. Ironically, the $5 a day wage in Tijuana
has dropped unemployment to less than 1 °/o. It is better
than one could do in the Mexican countryside .

Yet, the promise of living the American dream with-
out leaving Mexico keeps the Mexican workers coming.
They migrate hundreds of miles to the border, only to
find the conditions unbearable. The average worker stays
for six months, saves money, returns to Central Mexico,
or crosses the border.

In order to develop a reliable, nontransient workforce,
Sonora Ford built new homes and recruited workers with
the promise of a job and a place to live. They also of-
fered the opportunity to convert the rent into equity as a
reward for long-term employment. Ford has begun to
offer public health insurance, transportation to work, free
lunch, on-site education programs, and retirement funds
at 7%. But the workers still left because the pay wasn't
competitive, and they returned home to their families.

Work enhancement services will help migrant workers ad-
just tofamily separations, to assist women in integrating new
roles, and to facilitate the understanding of policies to di-
minish perceived unfairness.
The EAP professional will also be helpful in easing U.S

tensions by working with the Mexican work force and their
communities, who, in turn, can provide cross-cultural train-
ing toall levels of workers, management, and supervisors in
the U.S. and abroad. They have invaluable knowledge that
will serve to strengthen U.S./Mexican relations.

The EAP professional is an important liaison and consult-
ant to the U.S. parent corporation in regards to emerging
policy. The EAP should cross the Mexican border to support
U.S. corporate social responsibility to the Mexican workforce.
NAFTA is the vehicle for further international EAP develop-
ment in Mexico.
Amy Unterborn, MSW, CADC, is an EAP Manager with

VMC Behavioral Healthcare Services, Oak Brook, Illinois.
References for this article are available by contacting the
author. ►~?
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PRESENTING A 2-DAY

EAP TRAINING COURSE
The Elements of EAP: A Comprehensive Overview

The Employee Assistance Professionals Association (EAPA) is pleased to
present this quality two-day training, taught by pioneering professionals
in the field, Brenda Blair and Associates. It is divided into six modules
covering the six core areas of EAP practice and will provide participants
with state-of-the-art information on the foundation of employee assistance
programming. This course is especially valuable to:

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

The Need

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

The Results!!

Good pace! Excellent group dynamics! Great handouts! Great present-
ers!

These were among the comments from participants of the course's
first two offerings in Portland, OR and Trenton, NJ. Of a possible 5.0, the
overall evaluation score was an excellent 4.65!

The Goal

To develop, expand and refine EAP knowledge, skills and abilities, regard-
less of etlucationaland work experiences and encourage active class par-
ticipation and discussion, thereby enhancing the overall learning experi-
ence and the direct application of presented information to participants'
work environments.

Unlike anything presented before, the EAPA-sponsored training courses
bear the endorsement of EAPA—the premier international association
of employee assistance professionals, and the approval of EAPA's
Education and Training Committee. EAPA's lamp-of-knowledge

emblem !s your assurance of a quallry educational product representa-
tive ofthe EAP field.

Training Locations

1 September 12-13, Hyatt at LAX, Los Angeles, CA
1 November 16-17, Back Bay Hilton, Boston, MA

1 ~'

•~ ~ ~~~

i ~ i
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EAP ~► stracts P u~M
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 new policies or procedures.
• Writing an article or a report.
• Preparing a presentation.
• Developing a course curriculum.
• Researching a dissertation.

Save Time and Money!
EAP Abstracts Plus can save you time and money on your literature searches. Quickly locate the
information you need on these important topics:

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

Features of EAP Abstracts Plus.. .
• Contains over 2,500 EAP citations.
• Provides more than 115 EAP-related subject search key words.
• Can be searched by topic, author, date, and type of document.
• Contains all articles published in the core EAP periodicals.
• Selected citations from over 250 other journals.
• Includes books, dissentations, published presentations, and many technical reports.
• Updated weekly with new releases.

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

-~C1~F~ ~'~~-~9~5



sTRESS,

by Ja y H. Berk, Ph. D.

entral Bosnia is an area torn by war. Before the conflict, life was pleas-
ant for these people, much like the lives of the average person in the
other parts of Europe or the United States. Death and destruction are

now daily activities and have become so much a part of the lives of these indi-
viduals that one can hardly find someone who has not experienced tremendous
losses and hardships.

As a consultant for United Nations-UNICEF and working directly with the
helpers and children in these areas, I have found that most children have lost
someone from their family, usually in some ghastly way.

Two brief stories:

Senad - 14 years old
When solders came into his village, he had to run and hide. After the sol-

diers left, he went with his uncle and cousin to bring the bodies of those who
died to their relatives. When he came to the place where the bodies were, he
found that all of the bodies had been dismembered and mixed together. Like a
macabre jigsaw puzzle, he had to piece together the loved ones of the families
of his village. Now he suffers from nightmares and daily intrusive images, as
well as hallucinations.

Bessima - 14 years old
Her town was overrun by soldiers. They lined up the women and the children

and forced them to watch as they killed most of the men. Bessima was then taken
to a concentration camp where her clothes were taken away. She and the other
girls were raped every several days. Atone point, she had been raped and beaten
so badly that when they called for her, she could not walk. Her sister volunteered
in her place. She never saw her sister again. Now Bessima suffers from horrible
nightmares, an inability to be physically or psychologically close with anyone,
and bizarre acting out behavior.

It is well known that stressors can
cause severely debilitating effects on
those who suffer them. More and more
we are learning about successful ways
of supporting those who try to help the
individuals who suffer such anguish.

Proper support requires awareness of
the effects on the helper. Helpers must
understand that to escape burnout and
continue to be effective, they must avoid
certain pitfalls, including the extremes of
countertransference reactions. Some of
these hazards include:
1. Identifying too closely with the client;
2. Blaming the client;
3. Avoiding issues with the client be-

cause they are too disturbing for the
therapist;

4. Closing distressing events prema-
turely, due to the therapist's issues;

5. Distancing oneself from the client for
the purposes of protection of the thera-
pist;

6. Experiencing trauma symptoms, such
as nightmares and intrusive imagery.
When helpers are in physical loca-

tions orpsychological areas which cause
them stress, there can be a more pro-
nounced impairment to their ability to
be of assistance. And, when helpers are
in the physical locations for only a short
time, there is a strain in the empathetic
alliance with the client. The client may
say, "Yes, you can say you understand,
but you get to leave this place" or "It was
not you that this happened to." These

Dr. Jay H. Berk is a consultant based in Cleveland, Ohio. He can be contacted at 216-464-1277.

reactions can cause anger in the helper
as well as guilt reactions, both of which
can reduce the ability of the helper to be
of assistance.
One of the most important issues is to

help the helpers be aware of their reac-
tions and the specialized responses of
those who work with victims of severe
trauma. These reactions can be very dif-
ferent from those which might arise in a
normal therapeutic environment.

Epilogue

During my trip to Bosnia, I had sev-
eral serious encounters: first, when
had to hide in the basement of an or-
phanage with 150 children while ar-
tillery shelling was going on outside;
and second, when my plane was shot
at—a man a few seats away was badly
injured.

These unforgettable experiences
have had quite an impact on me.
Coming back to my "safe consult-

ing" in Cleveland, I began to experi-
ence my own decompression process.
wanted to let the horror stories of chil-

dren rest somewhere else in my head,
while I searched for some resolution
to man's cruelty to man (and children).

The only answer seems to be that
there is no answer. If I think about it
too long, it seems to engulf me. It
seems much like Nazi Germany dur-
ing World War II. Concentration
camps exist in parts of Europe now, just
like they did then. Where is the world
now, I wonder. And where was it then?

I, like many trauma counselors, have
stories about people I worked with liv-
ingwithin me. I, too, have been trau-
matized by some of these stories, and
must work very hard to keep my own
balance. I have stories so difficult to
hear that I, too, must find the right per-
son to debrief me to keep from my
eventual loss of effectiveness in this
work. No one is immune. C~
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~s the recession at last be-
gins tolift inthe United Kingdom,
there has been a significant shift
i n management attitudes towards
employees. Instead of consider-
inghow to reduce the workforce,
the focus is now on how to keep
the survivors and to get more out
of them. This is of great impor-
tant to EAP practitioners.

Instead of remaining an inter-
esting but low priority, many or-
ganizationsare now putting EAPs
close to the top of their HR shop-
ping list. This has resulted in a
rapid expansion in the market
over the last two years, especially
for external providers.

An Uphill Battle
The first EAPs were set up less than

a decade ago. Even today there are
only a half dozen or so national pro-
viders; the regional provider market
scarcely exists. Together they service
no more than 200 organizations cov-
ering some 300,000 employees in to-
tal—just 1 % of all workers in the U.K.
Figures for the internal market are
about the same.

The slow start in the U.K. has been
due largely to the poor level of aware-
nessand understanding of the benefits
of EAPs, the limited choice of provid-
ers, the long recession, and the low
priority given to containing the esca-
lating costs of corporate health insur-
ance. Unlike the U.S., fewer than 10%
of the U.K. population has access to
employer-sponsored health insurance
and only rarely to paid-for psychiatric
and psychological services.

Counseling in the workplace has,
however, been available for many
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years, though mainly in large compa-
nies. Access is typically through per-
sonnel, occupational health, or welfare
and is usually for crisis-related perfor-
mance problems. Self-referral access
is much more limited, and those orga-
nizationsthat doprovide it usually lack
much of the core technology provided
by external EAPs.

Broad Brush
Approach

EAP practitioners have learned a
great deal from their U.S. counterparts,
though not much about substance
abuse. Programs have been broad
brush from the start, rather than focused
on alcohol or drug misuse. Although
alcohol problems affect more than one
in every five adults in the U.K. and

there is an increasing drug problem,
only 10% of problems presented to
EAPs are alcohol- ordrug-related. Per-
sonaland marital concerns account for
two-thirds of all problems and one in
ten are work-related.

Few organizations recognize the
problem of substance misuse and even
fewer are prepared to tackle it. The
connection between excessive drink-
ingand poor performance is not made.

by Richard
Hopkins,
President,
Britannic
Chapter EAPA

Effective alcohol and drug policies are
rare.
The broad brush approach does,

however, lead to higher levels of us-
age than are normally associated with
EAPs in the U.S. — 6% to 10% usage
for face-to-face counseling is the norm
and, in some cases, nearer 20%. So
much for the notion that a "stiff upper
lip" emboldened by the occasional
whisky and soda is the way to deal with
all life's problems! Experience suggests
quite the opposite.

Limited Research

EAPs are seen by many purchasers
as an employee benefit with a man-
agementpayoff, though to what extent
is still of more concern to financial di-
rectors than to line managers. The
market is too young to have generated
much in the way of published data,
though the most important indepen-
dentstudy concerning the effectiveness
of externally provided EAPs is about to
report its findings. The government's
Health and Safety Executive commis-
sioned the University of Manchester
Institute of Science and Technology
(UMIST) to carry out the research.

Another development has been the
demise of the pilot program. At the
end of the 80s and into the early 90s,
major employers were putting in pilot
EAPs for 500 or 1000 of their staff be-
fore slowly extending their programs
to the remainder of their workforces.

Purchasers are now able to check
with their colleagues in other compa-
niesabout their EAP experiences, their
perceived benefits, and their relevance
to the management process. Purchas-
ing sight unseen is now a thing of the
past. As far as is known, not one exter-
nallyprovided program has been with-
drawn, although switching from
internal to external provision and be-
tween external providers is beginning
to occur.



Price vs Quality
Pressure on prices is also increas-

ing. It was not so long ago that a full
service, externally provided EAP cost
$40 to $60 per capita per year. Now
$30 is not unusual—still expensive,
perhaps, by U.S. standards but well
down from previous levels in the U.K.
Inevitably, this puts pressure on coun-
seling standards.

The EAPA Chapter in the U.K. has
taken a lead recently by publishing its
own EAP Standards of Practice and
Professional Guidelines, borrowing
heavily from the EAPA's U.S. standards.
An Ethics Subcommittee has also been
formed to give bite to the implementa-
tion of these standards.

It is hoped that these and other ini-
tiativeswill maintain counseling qual-
ity despite the downward pressure on
price. Any reduction in standards in-
evitably has a detrimental effect on
users, purchasers, and on providers—
aneffect that this fledgling market does
not need at this or any other stage in
its development.

Telephone Counseling
Unlike in the U.S., telephone coun-

seling has become an almost manda-
tory part of a U.K. program. No data
is available yet on its effectiveness as a
counseling tool. Of equal concern is
that there are virtually no recognized
telephone counseling training courses
available. As a result, counselors are
given ad hoc internal training as they
learn on the job.

Face-to-face counseling suffers from
the reverse. There is a plethora of train-
ing courses to choose from, so many
that no one single body is in a position
to verify standards. As a result, any-
one with a few hours training is in a
position to set up as a counselor. It is
inevitable that counseling will become

more regulated over time. Meanwhile,
it is vulnerable to the charge of ama-
teurism,

No Media Attention

Despite this, counseling has yet to
attract the kind of negative comment
in the media so often seen in the U.S.
EAPs themselves hardly get a mention.
Counseling is still largely misunder-
stood and is often regarded with the
kind of suspicion usually reserved for
alternative medicine. As counseling
becomes more accepted, it will only
be a matter of time before the media
turns its attention to counseling, EAPs,
and the important issue of confidenti-
ality.

There are almost as many interpre-
tations of confidentiality as there are
counselors, despite the best efforts of
the British Psychological Society and
the British Association of Counselling
to build an unequivocal interpretation
into their codes of practice. The EAPA
has accepted the responsibility for pro-
viding guidance to its members; the
Ethics Subcommittee is currently en-
gaged in this process.

Developments

in the Future
Another U.S. import is the liability

employers face for creating stressful
conditions at work. The first major test
case is currently going through the
courts. It involves a young doctor and

his employer, the Bloomsbury Health
Authority, a leading national health
service employer in London.

Traditionally, young doctors are ex-
pected to work extremely long hours
during their internship. Although the
government has issued directives
aimed at reducing the hours worked,
little has changed. If the case is suc-
cessful, there is likely to be a growing
number of actions taken against em-
ployers.

This threat, together with pressures
from government and other bodies,
means that employers are being forced
to recognize that it is good manage-
ment practice to respond positively to
stress in the workplace and to its man-
agement. As a result, throughout the
U.K., across all sectors, and amongst
both large and small employers, an EAP
is beginning to be seen as an impor-
tant contributor to this process.

Managed care is another new de-
velopment in the U.K. Although the
connection between managed care
and EAPs is currently tentative, it is
beginning to be recognized more
widely that EAPs do have a role to play
in the provision of better, more efficient
health care services, particularly at the
preventative level. The role of an EAP
as an added value service in the mix
of services provided by corporate
health insurers is equally attracting
more attention.

These and other developments point
to a marketplace that has come a long
way in the last five years and one that
can be expected to go a great deal fur-
ther over the next five.

Richard Hopkins is managing direc-
tor of Pinnacle Counselling Limited, a
national EAP provider in the U.K. He
is also president of the Britannic Chap-
ter EAPA. C~?
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EAPA members are rebuilding their
future. As the EAPA Board is being re-
structured, so, it seems, is our field.
EAPA members are talking about
change in the wind, and about this
year's "Lets Have a Revolution!" con-
ference theme. Momentum is build-
ing, and the 23rd annual conference
plans to keep that momentum going.

~QVOlutionizing EFPH
by tha dawn's Early Light
The call to arms begins at 7:30 a.m.

during the November 18-21 conference,
with a series of complementary continen-
tal breakfasts. These breakfasts will be
the first opportunity in EAPA's history for
constituent groups of the membership to
sift through shared concerns and, with a
common voice, discuss issues that spring
from the diversity found under the EAPA
banner.

Breakfasts planned for Saturday, No-
vember 19, deal with Women's, Gay/
Lesbian, and People of Color issues.
Sunday's breakfasts target Labor, Chap-
ter, Public Policy, and Coalition-Build-
ing issues. Please plan to attend and let
your voice be heard.

H FQrvor for FuturQ Viability
The entire conference unfolds around

a series of themes that will rouse the spirit
of the EAP field. Diversity and Change,
Stress and Violence, Healing and New
Opportunities are today's realities in the
world marketplace, and may pave the
way for future EAP viability. Do these
issues represent new frontiers for EAPs?
Where should the leadership to address
these issues come from? Many compa-
nies are looking to EAPs, but are we
stable enough with our core principles
to include these issues?
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U.S.S. Constitution, the world's oldest
commissioned ship, launched October 21,

1797, stands here before Bunker Hill
Monument]

Th¢ Graat ¢bat¢
Core vs. More

In the spotlight among the meetings
and workshops on the themes woven
throughout this year's program is the
"Great EAP debate." The discussion
and points scored by two teams, led
by EAP giants Paul Roman and dim
Francek, provide a forum for learning.
..while having fun.

Our K¢ynot¢ SpaakQr
(The Envelope, Please...)

A surprise Keynoter is a revolution-
ary in his/her own right. A person who
"walks with the common man —yet
dines with kings and queens" and is
concerned about all of the themes of
the conference. More about that next
month.

Plus thQ (Jsual Susp¢cts
Marching to its own tune, the EAPA

Dance Machine will be back again,
amazing all who behold their stamina.
Others who are fleet of foot will brave
the wintry clime in the name of the Fun
Run. EAPA members' craving for sweets
will be gratified by another Dessert Re-
ception. And this year's award winners
will receive their due during the EAPA
23rd annual conference. You're only as
revolutionary as your technology; plan
to visit the 150 exhibits, to speak with
treatment centers...publishers...train-
ers...consultants...managed care pro-
viders...drug testing and pharmaceutical
companies...and others. Be there. The
Revolution awaits!
John Hooks and Tom Amaral
23rd Annual Conference Co-Chairs

Holiday Happenings'94

Thirty-six days of holiday festivities:
Saturday, November 18, Museum of
Science Festival of Toys; November
19-20, "Thanksbiving Traditions
Weekend," with "Enchanged Vil-
lage" opening at Jordan Marsh; "The
Nutcracker" Holiday Market at
Hynes; and a "Ski &Travel Show"
at Bayside Expo.

Official Guidebook Kit

with 144-page Guidebook,
Travel Planner, area map, and
visitor coupon book.
Send $4.95 to:
Greater Boston Convention
and Visitors Bureau Inc.
Prudential Tower, Box 490
Boston, MA 02199

CONFERENCE continued on page 25
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orporate America has gone
back to the drawing board —
and 5o have all its components,

including Employee ASeistance.
There'S plenty of dust a5 structures
are torn apart and examined. It'S
clearly a challenging decade. Yet only
through challenge comes the oppor-
tunity to create something better,
more re5ilient...and more exciting.

EAf'A has itself been re5tructur-
ing, working feverishly to strengthen
its foundation and bring new integrity
to the infrastructure. It i5 from this

president

foundation that both the a55ociation
and the profession will be poised to
build its future.. Clearly,. a5 in archi-
tecture,form needs to follow function,
and EAI'A i5 determining its function
a5 an association serving a diverse
and evolving profession.

Those who believe in the future —
and want to be part of the vanguard
— appear on these 8 pages. The Ex-
ecutive Committee positions appear
first, beginning with uncontested
presidential candidate, George Cobbs.
I're5ident-Elect (a new po5ition),Vice
I're5ident, Treasurer, Secretary, Inter-

George Cobbs (Unopposed)
George Cobbs, CEAP, NCAC 11 is
Coastwide Director for the International
Longshoremen and Warehousemen's
Union (ILWU) EAP in San Francisco,
California.

During more than ten years as a
member in good standing of ALMACA
and now EAPA, I have filled several po-
sitions on the Board of Directors. My
service includes: Chair of the Labor
Committee; Chair ofthe By-Laws Com-

mittee; Founding Member of the EACC; and several years as a
member of the Finance Committee. My association with this
organization has been both enjoyable and very rewarding to
me.

The next two years could be a most critical period in EAPA's
history, as we select a new Chief Operating Officer, restructure
the National Board; and hire new employees in key positions
for EAPA. We as an organization must pull together today to

f're5ident Elect

`' ~~nald W. Magruder (Unopposed)
Don Magruder, CEAP, is Director, EAP,
forAnheuser-Busch Companies, Inc. in
St. Louis, Missouri.

believe elected leaders should re-
spond to, rather than decide for, the
membership.

With that in mind, some of my goals
are to:
• be available to all members and en-
couragetheir thoughts, advice and rec-
ommendations regardingthe leadership

of EAPA; promote healthy dialog with all groups, including
special interest groups, within EAPA; lobby in federal and

nal, External, Lak
rectors follow; then Regional IZepre-
5entative5.

Election ballots will be mailed out
to EAPA'e individual, voting members
prior to September 23. Completed
ballots must be returned no later
than October 21. The results will be
announced on November 18 during the
EAI'A 23rd Annual Conference in Bo5-
ton. This i5 an exciting time for EAPA.
By casting your ballot a5 an informed
and active voting member, you touch
the future of the Employee A55i5-
tance f'rofes5ionale Association.

cement the foundation for our future. I want to be a part of this
process which will make us a solid and unified organization
once again. As the President of EAPA, I will work very hard in
this regard.

EAPA's financial situation is starting to show improvement.
want to make certain this trend continues. Several years back,
we had a very successful fund raising campaign; maybe we
need to revisit this kind of effort. The membership should be
able to feel confidence in the association's ability to deliver
services; that can happen when the association achieves finan-
cial independence. Keeping EAPA's financial direction improv-
ing and, I must add, with greater momentum, is an early goal.

Another early initiative will be to bring the strategic plan
back into focus. Much work went into the creation of this plan
in 1992 (in Baltimore). At the more recent Board Meeting in
March, legislation became part of our number-one goal of the
strategic plan. I support this goal and believe that our future
hinges on the implementation of EAPA's strategic plan.

By working together, we, the member of EAPA, can ensure
the future of this organization.

local governments to strengthen our position as Employee
Assistance practitioners; uti I ize EAPA's strength —the Chap-
ters — by supporting and coordinating Chapter activities;

• encourage EAPs who are not in EAPA to become members
and if not certified, to become CEAPs; and make EAPA fi-
nanciallysound with a strong cash reserve:
As an EAPA member since 1974, I have had many Commit-

tee and Board responsibilities, have served as Vice President/
Administration once, Vice President/Operations twice, and have
raised hundreds of thousands of dollars for EAPA.

believe my 20 years in EAP, coupled with my past EAPA
leadership experience, qualify me to represent you. As your
President-Elect, I will strive to implement your goals for EAPA.
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Vice f resident

Trea 5 u rer

- Daniel J. Molloy
Dan Molloy, MSW, DSW, CEAP, is Di-
rectorofthe National Maritime Union

v ` "~ (NM U) Pension &Welfare Plan So-
cial Service Department in New York
City, New York.

In addition to serving as Director
of NMU, I have also administered an
EAP for the Northeast Program Service
Center of the Social Security Admin-
istration, coordinated an aftercare pro-
gram in New York for the Twin Town

Chemical Dependency Rehabilitation Center and am on the
staff of the New York State Assembly assigned to the Com-
mittee on Alcoholism and Drug Abuse as a Senior Legisla-
tive Assistant. Teaching assignments at New York, Cornell
University and Long Island Universities have focused on both
EAPs and Substance Abuse Policy. As guest panelist at the
50th anniversary of Alcoholics Anonymous, I spoke on the
role and contributions of Trade Unions in recovery, and
served as Co-Chair of the Human Service Providers Advi-
sory Committee of the New York City Central Labor Coun-
cil.
My EAPA service includes membership on the Board as

Chair of the Training and Education Committee and on the
EACC (Certification Commission). I hope to bring tight fis-
cal accountabilityto EAPAand initiate programswhich best
serve the EAP profession, while being certain there is a fis-
cal base to support them. Most importantly, I want to pro-
vide full membership disclosure on EAPA's fiscal resources
in concise, clear terms. Only then can we plan intelligently
for our future.

18 EAPA EXCHANGE SEPTEMBER 1994

ware Valley Chapter; as a former Eastern Regional Repre-
sentative tothe Board of Directors; as Chair/Co-Chair of two
EAPA National Conference programs; and as an active mem-
ber of numerous EAPA committees. in 1990, these efforts
were honored when I was named EAPA Member of the Year.

Growth and improvement in EAPA demands the service
of its members, and I have not shied away from such chal-
lenges in the past. As an EAP Manager for 13 years, a CEAP,
and a concerned EAPA member, I intend to be part of the
solution in resolving our problems by returning EAPAto pro-
gressive support and development of the members of our
profession.

Linda L. Sturdivant
Linda Sturdivant, M.Ed., CEAP, is Em-
ployee Counselor at the University of
Pittsburgh Medical Center, Pittsburgh,
Pennsylvania.

EAPA is in the throes of change, hir-
ing anew Chief Operating Officer and
beginning the restructuring of its
Board of Directors. While dealing
with internal issues, EAPA must con-
tinue toaddress many external issues,
such as health care reform, managed

care and public policy. This is an exciting time to be in-
volved with the association.

The role of Treasurer is critical in guiding EAPA as the
association seeks to attain the financial soundness with which
it will implement its goals and represent its members in the
Employee Assistance field. I am running for Treasurer of
EAPA because I have the technical skills to digest and inter-
pret fiscal information and because I have the enthusiasm
and desire to be part of EAPA's future endeavors.
My involvement with EAPA over the past 12 years has

included active membership at the Chapter level which led
to assuming the presidency for the Chapter. Last year I joined
the Board of Directors as chairperson of the Women's Issues
Committee and am presently on two Board Committees: the
Ad Hoc Personnel Committee and the Transition Task Force
Committee. Both committees have been part of major
changes at EAPA which will have an impact far into the
future.



5ecreta ry

~a Carole A. Stevenson
Carole Stevenson, M.A., CEAP,
Senior Counselor with REACH EAP,
Encino, California.

have served EAPA in an official ca-
<:~-• ~ '; pacity for eight years at the Local, Regional

and National levels. Currently, I am the
~~'~~:~' % ,,~;~'"~~~ Pacific Region Representative, amember
"~ ". ~3`t ~ ~ ofthe Board of Directors'Transition Com-
~ ~:~ ,~ ~-'y,~~+~~~ ~ mittee, and a member of the National Fi-
~,i7~~',~/ir1'Ii~i Hance Committee. I have served as

Treasurer, Vice President and President of
the San Fernando Valley Chapter. During this time, I have learned
the importance of placing principles before personalities.

Highlights of my Employee Assistance career include my ap-
pointment in 1985 to the position of National Health Coordinator
for the 22,000 membership Association of Professional Flight At-
tendants (APFA) where I managed a budget of $350,000, conducted
training for the membership and established a national provider
network. After my retirement from American Airlines, I completed
my Master's degree and joined REACH, an internal/external EAP
based in Southern California.

bring to the position of Secretary for EAPA a keen understand-
ing of the association's goals and objectives and of its mission to
serve the membership. I am committed to continue Tamara
Cagney's excellent efforts in communications between staff, Board
members and the membership at large.

Internal programs Director

Joseph Gisondo
Joe Gisondo, Ph. D., CEAP, is the Man-
ager of the Employee Assistance and
Occupational Psychology Program at
Brookhaven National Laboratory in
Upton, Long Island, New York.

The nature of work, the workforce and
the workplace are undergoing enormous
change, bringing both turmoil and oppor-
tunity for those of us involved in our or-
ganizations. These changes offer the
opportunity to gain insight into the basic

processes of human behavior in the important arena of work and
to contribute to making our organizations more productive and
humane. They also offer the challenge to advance the field of
Employee Assistance and achieve the larger goal of a healthier,
safer and more productive workforce. It is my belief that we must
be the agents of strategic planning and change while maintaining
respect to traditional values.
My professional experience in behavioral health since 1969

has included both inpatient and outpatient psychiatric/chemical
dependency treatment, as well as consultation to business and in-
dustry. My work at Brookhaven, an internationally known research
and development laboratory under contract with the Department
of Energy (DOE), has led to service on the Advisory Board and
Steering Committee for all EAP contractors within DOE nation-
wide.

have been very active at the Local Chapter level, serving as a
board member and vice president. I bring to the position of Inter-
nal Programs Director experience, commitment and dedication to
the Employee Assistance field and to the Employee Assistance Pro-
fessionalsAssociation.

"` Irene Canales Simonetti
Irene Simonetti, CEAP, is EAP Man-
agerfor the Arizona State Department
of Transportation in Phoenix, Arizona,

'~~ ~ and Principal Business Owner, The
Canales Group, Retail Sales of Envi-

`'~ ~ ~ ronmentally Safe Cleaning Products.
have been an active member of Em-

ployee Assistance Resources of Arizona
(EARA) Chapter, serving as Chapter Trea-

'!i.,.._ ~ ~ surer, 1988-1990; Chapter President,
1990-1992; Chapter Board member,

1992-present; Chapter Ethics Chair,1991-present; and Chapter Di-
versity Chair, 1992-present.

have served at the National level of EAPA as Board Member,
1991-present; COO Search Committees, 1991 and 1994; Person-
nel Ad Hoc Committee, 1994; and EAPA Ethics Committee, 1993-
present. I am able to show good judgment and quick response
when immediate action is necessary and can rally a team effort to
address solutions to problems.

My vision for the next two years is that of a healing and rebuild-
ingtime. I will serve EAPA through re-establishing trust by meet-
ingthe needs of the membership and providing quality service.
will focus on being both available and proactive. In the coming
two years, you and I will build a foundation of reliability, compe-
tencyand integrity. If elected, I will be contributing to the Board's
diversity, as the first Hispanic to serve on the Executive Commit-
tee.

Richard G. Wall
Rick Wall, CEAP, J.D., EAPA's current
Internal Programs Director,, is Coor-
dinator ofMobil Corporation's EAP in
Fairfax, Virginia.

From my experience practicing law in
New York City, as EAP Coordinator for
Mobil Corporation, as one of the founders
of EAPA's Petroleum Industry Group and
as an active member of the Employee As-
sistance Roundtable, I appreciate the wis-
dom of several heads being better than

one. Based on recommendations from EAPA's Regional Represen-
tatives, we have finally established a true Committee of ten Inter-
nal Program Managers, achieving a balance of region, industry,
gender and cultural background.

This election happens to coincide with this Committee's first
year of operation. As the current Chair of the Program Manager's
Committee, I have a strong desire to follow through with our mis-
sion and complete the goals we have only recently begun. This
will realize a significant contribution to our association and dem-
onstrate strong representation of internally managed EAPs on the
EAPA Board.

My goals for 1994-1996 include: supporting special-interest
group formation among various industries; keeping the EAPA Board
apprised of issues and concerns important to internal program
managers; encouraging EAPA's programs to be responsive to this
constituency; and developing additional EAPA revenue from Com-
mittee-generated resources for internal Program Managers. _I am
also committed to representing the interests of the Employee Assis-
tance Roundtable on the EAPA Board.
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External ConSUltant5 Director

Elena M. Brown Carr
Elena Brown Carr, M.A., CEAP, is Di-
rector of Workplace Programs for
Corporation Against Drug Abuse
(CADA) in Washington, D.C.

My eight years in the EAP field in-
clude four as Coordinator for the As-
sociation of Flight Attendants'
union-based EAP and four at CADA
where I developed, managed and
evaluated a small business EAP con-
sortium. Currently, I provide consul-

tation and training to large and small companies regarding
the establishment, evaluation and enhancement oftheir EAPs
and other substance abuse programs.
My contributions to EAPA include: serving as Treasurer

of the D.C. Chapter since 1990, organizing representatives
of the Mid-Atlantic region to brief Capitol Hill staff on EAPs
and the benefits to small businesses; serving on the National
Small Business Subcommittee; and coordinating EAPA par-
ticipation in the White House Conference on Small Busi-
ness.
My goals for this position include: effectively represent-

ing the interests of external EAPs on the Board; improving
communications between the Executive Committee and the
membership to ensure accountability; continuing to support
the Small Business Subcommittee in its efforts to provide
leadership and information to members on how to reach
small businesses; and encouraging the emergence and de-
velopment of dedicated, qualified leaders willing to serve
the Association and adequate resources to support them.
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Jayne Kiel
Jayne Kiel, CSW, CAC, CEAP, is Di-
rector, Employee Resources, Inc., in
Buffalo, New York.

feel passionately that EAPs must
act in an advocacy role during this
period of health care reform and man-
aged care. As President of the Erie/
Ontario (Buffalo, New York) EAPA
Chapter, I have helped our Chapter
mobilize our community to set stan-
dards and guidelines for treatment

from which we wil l not deviate. Organization, tenacity, eth-
ics, knowledge and experience are needed if a community
(or nation) is to coalesce around the issue of ensuring people
receive appropriate care and quality treatment.

As an external EAP for the past five years, I have worked
as a subcontractor for national and regional EAPs and as a
contractor for local corporations. Our strength is in advo-
cacy and follow-up, which I believe are the cornerstones of
any credible .external EAP. My future goals are to ensure
that all external EAPs meet these expectations, assist them
in their advocacy through information exchange and net-
working, as well as affecting legislative public policy. My
focus will be on empowering External Consultants and the
employees they represent in the belief that by strengthening
the foundation at a community level, we will serve to unite
a cause that will have a profound effect across the nation.

James Printup
Jim Printup, M.A., CEAP, is National
Director of EAP for MCC Behavioral
Care, lnc., in Eden Prairie, Minnesota.
A clear direction is necessary for

external Employee Assistance Pro-
grams weathering these storms of
change. It is imperative that we unite
as professionals to strengthen and pro-
tect our livelihood as an industry.
Working in cooperation and collabo-
rationwith other committees and the

National Board, we can enhance the EAPA mission and move
to a higher level of member service.

The biggest challenge facing the Committee is to under-
standthe needs of the external consultant — e.g., standard-
ization, accreditation, legislation and education. A system
to assess these needs and develop action plans must be
implemented. This process is dependent on communica-
tion and involvement of the membership.

As National Director of EAP for MCC, I am aware of the
variety of needs that we are asked to service on a daily basis
and am sensitive to the necessity that we continue to evolve
as an industry and as an association.

am the chair of the Public Policy and Legislation Com-
mittee and a member of the Public Relations Committee of
the Minnesota EAPA. I bring to the position of External Pro-
grams Director a sense of responsibility, self confidence and
leadership skills, developed through years of experience.

appreciate your support for my candidacy.



Labor Director

Jim Carpenter
Jim Carpenter, CEAP, is Directorofthe
UAW's Members'Assistance Program
in Detroit, Michigan.
A staff representative for the Inter-

national Union, United Automobile,
Aerospace &Agricultural Implement
Workers of America — UAW, I have
been an active member for more than
25 years, holding various appointed
and elected positions within UAW
Local 155.

UAW represents workers from all sectors —from
autoworkers to health providers to builders of America's
space shuttles. In my primary assignment working with the
Independent, Parts and Suppliers sector of UAW, I see the
industries that are fertile ground for EAP development in the
future. This is part of the reasoning that went into develop-
ment of the annual EAP conference as part of the UAW Edu-
cation Departments Winter Institute, which provides a forum
for new and seasoned practitioners to share knowledge and
experience.

I'd like to see more sharing take place — Nationally, Re-
gionally and Locally. Labor's effort should go into making
EAP accessible to all workers, regardless of the size or shape
of the company for which they work. The knowledge and
expertise we share can inherently provide the professional
development needed to make our union colleagues' steps
toward certification much more accessible and user friendly.
And I believe that in our efforts to keep up with the changes
affecting our field, its imperative that we keep sight of our
roots.

Diversity Director

Ted Mapes
Ted Mapes, CEAP, CAC, an active
member of Transport Workers Union
(TWU) Local 100 for more than 18
years, serves as TWU's Program As-
sistantAdministrator in New York City,
New York.
TWU Local 100, with a member-

ship of 36,000, impacts 125,000 per-
sons, including employees and their
families. I have represented Local 100
as recording secretary and vice chair-

man; working with TWU's Union Assistance Program (UAP)
since its inception in 1988, I have played a key role in its
development into a model for other union-based programs.

The Labor Assistance Professionals (LAP), which I co-
founded, is a highly respected national organization that
pools its resources and information. LAP is currently work-
ing inconjunction with Cornell University, sponsoring edu-
cational workshops and, with chapters in Boston,
Philadelphia, St. Louis, Houston and Kansas City, will hold
its first annual national conference this year.

Through this background of commitment to labor issues,
have become an outspoken and nationally known advo-

cate for labor. My platform for election to the position of
EAPA Labor Director consists of three goals: to create a
working network of all labor assistance professionals, to keep
abreast of pertinent information and changes affecting the
services of labor assistance professionals; to organize a con-
tingent of labor assistance professionals to strategically fight
for afull-time labor position with EAPA National Staff; and
to establish a committee of Regional representatives across
the country to work for the improvement of EAPA.

°' Ying N. Gee (Unopposed) cerns (ECC) Committee. I have also served on the National
Ying Gee, doctoral candidate in Hu- ECC since its inception. As Diversity Director for EAPA,
man Service Administration, Wayne will work with you to strengthen the network among ECCs

'~ ,~; State University (expected graduation at the Local, Regional and National levels; look at diversity
December, 1994), is EAP Represen- as not the end of an experience but the beginning; increase
tative for UAW Loca16000 in Lansing, the awareness of EAPA to diversity, so that it opens doors,
Michigan. creates sensitivity and can act as change agents to bring

Workforce diversity in America is about changes within our institutions and organizations; and
~~~ ..~:~~-~~~ a reality and the increase in immi- examine our internal and external systems and philosophy

~ ~~, grants and people of color in the next to ensure that potential customers and members are not
~~'.t.,~...,.,~.jf_w i.~.:`::~ decade will definitely bring chat- neglected and excluded from our services.

lenges to the EAP industry. These new
entrants will bring in a different set of demands and needs.
To meet these demands, we must reevaluate our philosophy
and service, to ensure a new approach that it is
multiculturally and bilingually oriented.

As an association, EAPA can create the forum, mecha-
nism and structure to deal with ongoing aspects of diversity.
have served on the Detroit Chapter Board since 1988, as

Chair of Research and then the Ethnic and Cultural Con-
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fZegional RepreSentative5

International i~egior~
,_..

A Salazar
,y~ Al Salazar, R.H., CEAP, has forthepast
~` ~`" five years been Coordinator, EAP,

~~ Rushmore Health System, in Rapid
,` , ~,,, ; City, South Dakota.

In addition to Rushmore Health Sys-
~'~ "~~ tem, my 15-year EAP background includes

work as one of two Certified EAPs for the
City of Houston, implementing programs
for its 3,000-employee fire department
and 6,000-employee police department.
am a national consultant on topics such

as "E.O. 12564 Drug Free Work Place" and conduct seminars on
all aspects of EAP, Drug Free Work Plece and Critical Incident Stress.

Within EAPA, I am on the International Committee and Ethnic
and Cultural Concerns Committee; I also served on the subcom-
mittee to review Standards of Operation for the U.K. I am co-
founder of the Native American EAPA Chapter of the Americas
which, for its 4th annual conference this year, saw 38 Nations con-
verge on Rapid City. I am tri-lingual, able to speak Latin-based
dialects spoken in South America, the Philippines and Italy.
My Native American involvement has brought home the im-

portance of leaving one's own values behind and experiencing
others'. Employee Assistance cannot meet the needs of other cul-
tures without this approach, and it may be necessary to modify
EAPA norms, standards and guidelines to meet those needs. As
EAPA International Representative I would want to act as an inter-
mediary so we can accomplish this mission.

Eastern 1~egion

~~~ ~~~~ ~7 Ann K. Baxter

'' ~Ann Baxter, MSW, ACSW, CSW, is
President ofAnn Baxter Consultation
&Treatment Services, Inc., in East

,gyp, Brunswick, New Jersey.
In seeking atwo-year term as Eastern

Regional Representative, (believe (can
say that I have become familiar, through
experience, with the position's responsi-
bilitiesand that I am confident of my abil-

~. ity to carry them forward.
As Regional Representative, my main

goals would be to encourage and coordinate the many and varied
activities of existing EAPA chapters, serve as liaison among these
chapters and between them and the Board of Directors, and work
toward the formation of additional chapters within my region.

My background includes more than 30 years experience in clini-
cal counseling and therapy with individuals, families, and groups,
as well as extensive teaching and training in mental health and
addictions. I believe my extensive experience in program organi-
zation, consultation and training is good basic equipment for the
job. In addition, I am proud to point to my presidency of the New
Jersey Chapter (1990-1992) and my 1992 EAPA Member of the
Year Award as testimony to my willingness and ability to serve and
support my fellow professionals.
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Sally Lipscomb
Sally T. Lipscomb, EAP Consultant,
BSN, MPH, Rixensart, Belgium
My professional roots rest in the field

~r of chemical dependency. I spent 14 years
in U.S. government, university, and local

~'~~ .„ ' treatment programs. In Chicago, I devel-
oped anexternal employee assistance ser-
vice covering 50,000 lives. .

~~ My EAPA membership dates to 1982,
when I joined the Illinois Chapter. As a
board member, I chaired the Drug Abuse

Treatment Committee and the HMO/Benefits Committee, produc-
ing abooklet on HMOs and providing testimony at legislative hear-
ings.

As an EAPA board member (1986-1991), I chaired the Benefits
and Managed Care Committees and was simultaneously a mem-
ber of the TreaEment and Membership Committees. During that
time, I was significantly involved in creating the monograph, EAP
Solutions to the Employer Health Cost Crisis. I have received sev-
eralappreciation awards, but in 1989, my proudest moment in the
field was when I received the EAPA Member of the Year Award.

In 1992, I left Chicago to be with my husband whose profes-
sionbrought him to Europe. We have since lived in Belgium, where
have provided EAP consultation to international companies.

joined the Britannic Chapter as the nearest EAPA chapter.
believe the International Region is ready to grow dramatically.

In Europe, the impact of cultural differences is significant for EAP
development. We must promote professional competencies and
program standards. It's the right time for the International Regional
Representative to be based in Europe.

-- Dennis J. Riley
Dennis Riley, MPS, CAC, CEAP, is Di-
rector ofthe EmployeeAssistance Unit
for the City of New York Department
of Sanitation in New York, New York.

Since attending my first ALMACA
meeting back in 1979, I have attended
many National and Regional ALMACA
and EAPA conferences, made friends and
established relationships with people that
consider to be very important in my life.
have enjoyed being a member of EAPA.

Like the rest of us, I am very concerned over recent events that
have taken place in our association. It is my intention to use my
time and energy as your Representative to try to influence a more
positive direction for the association. If elected, I promise to keep
you informed through your Local Chapter officers as to the direc-
tion we are headed in, to speak out and be heard on issues that
affect us all, and to bring the chapters which make up the Eastern
Region closer together.

An original member of LAP (Labor Assistance Professionals),
have served as Co-Chair of the Labor Committee (1990-1992) and
President of the New York City Chapter of EAPA (1992-1994). In
addition to work with EAPA, I serve as a Board member of the New
York State Credentials Board for Alcoholism Counselors.

As Eastern Region Representative, (will do my best to serve
you well. I would appreciate both your vote and your support.



Southern legion

Jan Connelly
Jan Connelly, CEAP, is Director,
Program Development, Psych/Care
EAP, Coral Gables, Florida.

During 12 years with ALMACA/
EAPA, I have held Chapter offices of
Secretary and President and have be-
gun to take a more proactive role in
Regional and National happenings,
learning to know the right questions to
ask in order to receive the right answers.

bel ieve al I Regional EAPA members
must be part of the solution to concerns such as: continuing the
Chapter officers' retreats for the South/Southwest regions; ful-
filling the new and welcome additional responsibilities of a
more visible role on the National Board; highlighting the de-
velopment of EAP programs which suit the unique needs of
small businesses in our Local regions; encouraging the devel-
opment of new chapters in Georgia and Louisiana, while con-
tinuing to support the start-up chapters in Kentucky and
Alabama; and continuingto keep Chapter membership informed
of organization issues which require active input.

National issues include: the reintegration of active Union
membership into our organization; the stabilization of finances;
util izing the Regional Representatives tocommunicate with the
Local chapters in order to unify that process; developing a strat-
egy for giving EAPA a recognized role in national health care
reform and in state legislation regarding the drug-free work-
place and workers' compensation; and bringing the needs of
small business to the National level.

Southwestern Region

Charlie Durban (Unopposed)
Charlie Durban is an EAP manager for
AT&T in St. Louis, Missouri.

have been an EAPA member since
1979, serving as Southwest Regional
Representative from 1990-1992.
was also St. Louis Chapter president
from 1988 - 1990 and secretary from
1986 - 1988. I .have more than 20
years of professional experience, in-
cluding seven years as EAP manager
for AT&T and 12 years experience in

chemical dependency and mental health counseling.
am most interested in moving EAPA forward in positive

directions, as well as in a sound fiscal manner, with an em-
phasis on customer (members') services. My goals are to
strengthen the individual chapters via goal setting and strat-
egy development, and to build communication between
chapters. I plan to help build EAP professionalism, which
will help strengthen EAPA.

)ack Freckman
Jack Freckman, CEAP, is President,
Freckman &Associates based in
Nashville, Tennessee.

have been actively involved in
EAPA/ALMACA since 1982, holding
various offices in the Kentucky Chap-
ter,including President, and have twice
been elected President of the Tennes-
seeChapter. Ihave twice been the Con-
ference Chair for the Southern Region
EAPA conference and currently serve on

National EAPA's Education &Training Committee.
For several years, I actively worked to develop and supported

passage of the first licensure law for EAPs which was passed in
1993. I hope to continue to work with other state chapters to
promote similar legislation which further establishes and rec-
ognizes EAPs as professionals.

would continue the chapters' Presidents/Officers annual
retreat to promote communication and unity within the Dis-
trict and Region. Also, some states are currently holding suc-
cessful state conferences. I would discuss with those chapters
who are not currently having conferences the possibility of
having them.

If elected as Southern Region Representative, Iwould pro-
mote EAP program accreditation, EAPs in small business, and
the prominent inclusion of EAPs in national health care reform.

believe that the next two years are critical to the survival of
EAPA as the professional EAP national association. I will actively
seek to promote the desires of the general membership, address
their concerns and promote the goals of the organization.
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Midwest 12egion

John M. Hooks
John Hooks, CEAP, is a national Ford
Motor CompanyAssociate assigned to
the UAW-Ford Employee Support Ser-
vices Program.

As EAPA grapples with long-term is-
sues, it also faces recent survival-oriented
changes such as Board downsizing and
the quest for improved communication
among different constituent groups.
These same issues confront all of us in
the Mid-West Region as we attempt to

survive as EAPs.
want to be part of the current EAPA transition and help the

association to pave the way toward a sound and stabilized fu-
ture for all EAPs.
A rapidly changing society and workplace provides a plethora

of new opportunities for EAPs. To seize these opportunities, EAPA
must remain vigilant of three primary business objectives: keep
customer needs first and foremost; continually strive to stabilize
and improve our processes and validate our successes; and uti-
lizethe full talents of all constituent groups of the association to
achieve the first two objectives.

Labor is one of the major constituent groups of the associa-
tion, and I will work hard to assure increased Labor involve-
ment. I also plan to continue to advocate for EAPA's emerging
diversity — women, African Americans, Asian Americans, Na-
tive Americans, Hispanics, and Gay/Lesbian groups. To value
diversity is to help us challenge old ways of doing business, bet-
ter meet the needs of diverse customers and improve our prod-
ucts for all customers.

Western iZegion
Roslyn M. Heise
Roslyn M. Heise, LCSW, CEAP
President Heise Employee Assistance
Services

am thrilled and honored to be a can-
~~ didate for Western Region Representa-

tive. I come to this field through a
combination of traditional social work

,~' _. and chemical dependency experience.
;~ have an undergraduate degree in psy-

chologyfrom Pennsylvania State Univer-
sityand agraduate degree in social work

from Louisiana State University. I am a social worker licensed in
both Louisiana and Colorado, and became a CEAP after the first
test in 1987. I have worked professionally in internal and exter-
nal EAP environments and am currently providing contractual
EAP services to several employers.

have been privileged to serve as president of the Acadian
Chapter in Louisiana and am currently president of the Colorado
Chapter. I was co-chair of the 1990 EAPA National Conference
in New Orleans and served a member of the national finance
committee.

At this time of turbulence and confusion, we must find a way
to calm the troubled waters and move ahead in our profession.
Our challenges involve the very soul of our function in EA ser-
vices and our future in the workplace beyond the year 2000.
wou Id be honored to bring my past experience, future goals, and
personal commitment to EAPA.
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Linda Stoer-Scaggs
Linda Stoer-Scaggs, Ph.D.,CEAP, is
UFSAP Director at The Ohio State
University in Columbus, Ohio.

It would be a privilege and a chal-
lenge to serve as the Midwestern Re-
gional Representative to the National
EAPA. Previous experience as the
Southern Ohio Chapter President and
National Program Co-Chair have pre-
sented opportunities to offer vision
and creative energy in leadership, de-

cision making and program conceptualization.
The opportunity is now for EAPA to move forth with a

shared vision, a cooperative posture and the strength of each
other in addressing customer satisfaction through the utili-
zation of the synergistic skills of labor and management to
assist our world's systems to move toward health and
wellness. Our training has prepared us to look through ana-
lytical glasses not only at the individual, but also the com-
prehensive system. Our strong National organization can
provide the undergirding strength, power and expanding vi-
sion to continue opening doors for the future of EAP.

am committed to facilitating active dialogue among the
member states of the Midwest Region; to acknowledge and
honor our diverse populations through empowerment of
each representative member, to be a sensitive and effective
representative who is grounded in the core values embod-
ied in EAP and a visionary force in decision making and
leadership; and, perhaps most importantly, to nurture a spirit
of WELLNESS among the executive team of EAPA.

~,~ Donald G. Jorgensen, )r.
Don Jorgensen, Ph. D., CEAP, is Presi-

~; dent of Jorgensen Healthcare Asso-
~ ~, ciates, Inc. of Tucson, Arizona.

have been privileged to work in this
field for more than 13 years as an ad-

` "~' ministrator and provider. My firm cur-~a:
rently provides a ful l range of employee

~~ '~ assistance services for large and small
business in the southwest.

believe that the Western Regional
Representative has two primary respon-

sibilities, at the National and Chapter levels.
At the National level, I will provide our members with a strong,

experienced voice. EAPA faces many challenges, but I see many
new opportunities for growth of EAPs. For EAPA to improve its
image and forge ahead, active leadership is essential. I believe
that my experience with national organizations and knowledge
of the unique needs of western EAPs can provide the kind of
leadership we need.

The Regional Representative must also assist the growth and
development of area chapters. As a member of two chapters and
past president of the southern Arizona Chapter, I understand the
challenges that EAPs and professionals in our region face daily.
will commit to increasing communication and sharing among
chapters, between the chapters and EAPA, and assisting chapters
with their special needs.

As an EAP professional and westerner of 20 years, I am com-
mitted to the continued growth and success of our field.



r

CONFERENCE from page 16

Top TQn GrQatQr Boston Visitor Httractions:

~~ Faneuil Hall Marketplace ■New England Aquarium
Free Trail ■ U.S.S. Constitution

BO~TON ~ "Cheers" Pub ■ Swanboats/Public Garden
J Museum of Fine Arts ■John Hancock Observatory

~i Museum of Science ■Filene's Basement

~~~~
f 'F: 's ~~~ xs% t z s::

E> <~3 ~ r ~ ~ r'} E ~ n: ~ 

~

November 18 - 21
Boston, Cambridge, Brookline, Sa-
lem and more await, with enough
history and current happenings to
fill many days' calendars. Start
planning now, to make the most of
your free time November 18-21.

Boston African-American
Discovery

"The Black Heritage Trail" is a 1.6-
milewalking tour exploring the history
of Boston's 19th century African-
American community which lived pri-
marily on the north slope of Beacon
Hill. A 23-page brochure on African-
Americanhistory in Boston is available
by calling 1-800-888-5515 or writing
the Visitors Bureau (see address at bot-
tom of page).

Children's Museum 426-8855

Museum Wharf, 900 Congress
Street, 10 a.m. - 5 p.m. (not open Mon-
days); $7; children 2-15 and elders, $6;
1-year-olds, $1; under 1 year, free; spe-
cial and ongoing exhibits, including
Dress-Up Shop, TV & Me, Science
Playground, Salad Dressing Physics,
Teen Tokyo, EI Mercado del Barrio,
Playspace, How Movies Are Made, and
more.

House of Seven Gables

54 Turner Street, Salem, Daily 10
a.m. - 4:30 p.m.; $6.50; ages 6-12, $3;
ages 13-17, $4; under 6, free. This
1668 building, birthplace of Nathaniel
Hawthorne, features furniture and ar-
tifacts spanning three centuries.

The Robert Gould Shaw and 54th Regiment Memorial)

Institute of Contemporary Art

955 Boylston Street, Boston, Noon
- 5 p.m.; $5; students, $2; children and
seniors, free.

John F. Kennedy National
Historic Site

83 Beals Street, Brookline, Wed -
Sun 10 a.m. - 4:30 p.m., $1. Visit the
birthplace and boyhood home of 35th
president and review the memorabilia
there.

)ohn F. Kennedy Library and
Museum

Off Morrissey Blvd, next to U Mass/
Boston, Dorchester; Daily 9 a.m. - 5
p.m.; $6; seniors and students, $4; chil-
dren 6-15, $2; under 6, free; portrays
life of President Kennedy through 25
exhibits, three theaters, 20 video pre-
sentations, period settings.

Museum of Fine Arts

465 Huntington Avenue, Thurs -
Sun, 10 a.m. - 4:45 p.m.; $7; elders
and college students, $6; Ages 6-17,
$3.50; under 6, free.
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John F. Kennedy Library and Museum]

Museum of Transportation

15 Newton Street, Brookline, Wed-
Sun 10 a.m. - 5 p.m.; $4; children and
seniors, $2. Features "An Affair to Re-
member: America's Century-Long Ro-
mancewith the Automobile" exhibit.

Music and Theater

The Boston Symphony Orchestra
(617-266-1492) performs Berlioz's
"Romeo &Juliet" on November 18 at
1 :30 p.m. and November 19 at 8 p.m.
(there wi I I be no Boston Pops program-
ming during November 18-21). The
Mystery Cafe Dinner Theater at Mu-
seum Wharf (617-524-2233) features
"To Kill a Lawyer." "Shear Madness"
(61 7-426-5225 —book up to seven
weeks in advance) is a continuing com-
edy mystery. Emerson Majestic The-
ater (617-578-8727) presents a student
production of "King Lear" on Novem-
ber 18 and 19. Information on the
Charles Playhouse (617-426-6912) and
the Wang Center (617-524-2233 —
ballet, musicals, etc.) programming is
not yet available. No Boston Ballet
Performances are scheduled for No-
vember 18-21. Information on possible
performances by the Hasty Pudding
Club (Harvard, 61 7-495-5130) and the
American Repertory Theater (MIT,
Cambridge, 617-547-8300) will be
available in September.

New England Aquarium

Central Wharf, 9 a.m. - 5 p.m.; Sat -
Sun, 9 a.m. - 6 p.m.; $8.50; ages 3-11,
$4.50.
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Music/Night Life

PR committee chair Julie Devlin rec-
ommends live music at:

Axis, 13 Lansdowne Street, 262-
2437; Schu I lers Jazz Club, Guest Quar-
ter Suite Hotel, 400 Soldiers Field
Road, 562-4111; Hard Rock Cafe, Cav-
ern 131, Clarendon Street, 353-1400;
Cityside Restaurant and Bar, 262
Faneuil Hall Marketplace, 742-7390;
Black Rose, 160 State Street, 542-
2236; Commonwealth Brewing Com-
pany, 138 Portland Street, 523-8383;
Bay Tower Room, Custom House
Lounge, 60 State Street, 723-1666; Top
of the Hub, Prudential Center 52nd
Floor, 536-1775; House of Blues, 96
Winthrop Street, Cambridge, 491-
BLUE; Plough and Stars, 912 Massa-
chusetts Avenue, Cambridge,
492-9653; The Tam, 1618 Beacon
Street, Brookline, 277-0982; Monday's
Piano Bar, Holiday Inn, 1220 Beacon
Street, Brookline, 277-1200.

Faneuil Hall Marketplace: Twenty after-hours
restaurants, dance clubs, comedy clubs,
shops, a food arcade and more, all on the

waterfront.]

Paul Revere House

19 North Square, Boston, Daily 9:30
a.m. - 5:15 p.m.; $2.50; 62 and over
and college students, $2; ages 5-17, $1.
Oldest house in downtown Boston, c.
1680. Adjacent to Paul Revere House
is Pierce-Hichborn House, c. 1711.

The Boston Celtics]

Sports

The Boston Bruins (617-227-3206)
play both November 19 and 21 at Bos-
ton Gardens; tickets goon sale in Sep-
tember, prices range $20 - $54; the
Boston Celtics' Green Machine returns
the first week in November; for tickets
and schedule, call (617) 227-3206.

Sports Museum of New
England

Cambridge Side Galleria, First
Street, Cambridge, Mon -Sat, 10 a.m.
- 9:30 p.m.; Sun, Noon - 6 p.m.; $6;
ages 4-11 and seniors, $4.50; under 4,
free; Mon, half-price.

Ticket to Ride

Visitors to Boston can travel the "T,"
Boston's entire bus and subway system
with the "Boston Passport," for one low
price (cash only) of $5 for 1 day and
$9 for 3 days; available at the GBCVB
Information Center on the Boston Com-
mon, open daily from 9 a.m. to 5 p.m.

U.S.S. Constitution

Charlestown Navy Yard, Boston; In
dry dock, "Old Ironsides" has no be-
low-deck tours; guided tours of top
deck, 9:30 a.m. - 3:30 p.m.; museum
features video running every 20 min-
utes, 9 a.m. - 5 p.m. ~y~



WOMEN'S DEPARTMENT

Women and Chemical Dependency Treatment:
A Different and More Effect►ve Approach
Part 11: The Solution

aving identified (in
Part I) why women
who abuse alcohol or

drugs often have a more dif-
ficult road to recovery than
their male counterparts, we
should move forward with so-
lutions to these problems.

First, to improve this situ-
ation, we must admit that the
traditional treatment model is

~~

omen have been trapped for
generations by people's willingHess fo
accept their own intuitions about the

truth of gender stereotypes."

not necessarily effective for
many women. The tradi-
tional model works well primarily for
middle class males who are employed
and who have support at home. This
is not a condemnation of treatment
methods; this is a fact. Traditional
treatment works for some but not for
al I.

Second, we must encourage
women to have physical exams.
Women tend to have more physiologi-
cal symptoms than men as a result of
turning feelings on themselves rather
than on the world. They may have
poor health because they took care of
everyone else at their own expense.

Third, we must develop a thorough
drug history that includes any use of
prescription drugs. The emphasis here
is on the impact on her over time, not
the quantity of drugs used. Women
tend to drink less and use less prescrip-
tion medicine, but with more severe
consequences than men. They also
tend to have a history of abuse of pre-
scription medications that were given
to them because it was more accept-
able to be diagnosed as depressed or
anxious rather than chemically depen-
dent.

Fourth, a thorough differential di-
agnosis needs to be done to address
possible dual diagnosis issues (depres-

The Mismeasure of Woman
by Carol Tavris (1992)

Sion, panic, anxiety, premenstrual syn-
drome [PMS]; it is generally accepted
that about 60% of all women have
PMS to some degree. Many symp-
toms, such as tension, irritability, de-
pression, cravings, impulsive
behavior, and difficulty thinking,
mimic "dry drunk" symptoms. These
issues could then be addressed in
treatment and aftercare plans.

Fifth, treatment and aftercare for
women must focus more on:
•Self-esteem
•Assertiveness training
•Communication skills
•Job skills
•Socialization (to continue nurturing
but in a more healthful way)

•Identifying and meeting self-needs
•Abuse
•Competencies/capabilities (for ex-
ample, managing her household on
a shoestring budget, taking good
care of her kids, getting to work,
etc.
Sixth, practical issues of child care,

finances, housing, support, resistant
spouses/partners, employment need to
be addressed. Resources must be en-
hanced for her to focus on treatment
and not on who's taking care of things
at home.

Seventh, we should en-
couragewomen to seek same
sex counseling groups where
it may be easier for women
to trust, open up, and deal
with abuse. Together, women
usually move quickly from
competition to cooperation
and mutual assistance. In
mixed groups this rarely oc-
curs. When men are present,
women tend to become pas-
sive, flirtatious, hostile, or

compliant depending on their experi-
ences with men. They need to have
relationships that will allow them to
focus on treatment issues.

Eighth, we need to uti I ize re-
sources in the woman's network and
develop resources where they are
lacking. Examples are: Women's AA
groups, women's aftercare groups,
church, family or relationship coun-
seling, county social services, family
and friends, assertiveness and commu-
nication skill training, other support
groups, co-op child care.

For too long, counselors have
treated women the same as men. We
need to recognize these differences in
gender at a deeper level than we ever
have before. We need to celebrate
those differences. We need to em-
brace the differences, incorporating
changes in our counseling approach,
resource development, assessment
and follow-up. We need to assist
women on the road to recovery—on
their road to recovery.

Kate Harri, MA, LP, is director of
Norwest Corporation's Employee As-
sistance Program and a member of the
Women's Issues Committee. C~
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INFOTRACKS

EAPA to Participate in National
Depression Screening Day

Mark your calendar for October 6,
1994, National Depression Screening
Day, when employers across the coun-
try will join EAPA and the Wellness
Councils of America in sponsoring on-
site screening programs targeted to help
the public understand the prevalence
and effects of depression.

Every year, untreated depression
costs the U.S. workplace $43.7 billion.
Nearly three-fourths of all people who
suffer depression are already in the la-
bor force; yet, which makes them ac-
cessible for early identification and
successful intervention.

National Depression Screening Day
will offer an educational presentation,
an anonymous written test for depres-
sionsymptoms, and the opportunity to
discuss test results with a mental health
professional. A limited number of bro-
chures, targeted to employers, are
available for free, and were announced
in the July 1994 EAPA letter to chapter
presidents. The brochure describes the
activities proposed and includes EAPA
national headquarters as a source of
further information. If you have not
yet received a copy, please contact
your EAPA chapter president.

National Depression Screening Day
is just one part of many activities sup-
ported through the National Public
Education Campaign on Clinical De-
pression Network (NPECCDN). EAPA
is the co-leader for the NPECCDN
Workplace Task Force, along with the
Wellness Councils of America. The
following materials, developed for the
campaign network, will be of particu-
lar interest to EAPA members:
• EAP Education Program on Clinical

Depression. The program was de-
veloped by the Depression Aware-
ness, Recognition and Treatment (D/
ART) National Worksite Program, of
which EAPA is a member. EAPA
members Susan Berger, Bruce
Davidson, Lynne Degrande, Don
Levitt, Jim O'Hair, and Don Young
and two national headquarters em-
ployees assisted in the program de-
velopment.
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This program was designed (a) to im-
prove the knowledge, perspective, and
problem-solving abilities of EAPs regard-
ingdepression; (b) to provide EAPs with
a training program that can be adapted
to the unique needs of their organiza-
tions; and (c) to influence the EAP's role
in furthering policies in theworksitethat
affect EAPs' management of depressive
disorders. This program will be avail-
able in October. For more information,
contact Susan Murray Young, 202-408-
9320.
• A seminar, developed by National

Depressive and Manic-Depressive
Association members, and targeted to
EAPs. Proposed events include an
interactive seminar, a reception to
meet local psychiatrists and patients,
and a panel discussion. For more in-
formation, call Donna DePaul,1-800-
826-3632.

• DOWNTIME, a video training pro-
gram targeted to help staff recognize
and respond to depression in the
workplace. Narrated by talk show
host Dick Cavett, "DOWNTIME," in-
cludestwo real-life scenarios in which
employees, who have suffered from
depression, explain how their super-
visors effectively handled each situa-
tion. For more information, contact
WELCOA at 402-572-3590.

• Mental IllnessAwareness Week activi-
ties, scheduled for October 2-8,1994,
and sponsored by the American Psy-
chiatricAssociation.
For more information, call 202-682-
6220.

Wanted : Interventionists

The Kentucky EAPA Chapter, the Ro-
tary Club of Louisville, the Hazelden
Foundation, and many other supporting
organizations and individuals have
joined in producing a 10-minute video-
tape, "Intervention: The Responsibility
of Friends." The video was designed to
motivate viewers to help a friend, family
member, or fellow worker with an alco-
hol or other drug problem get into treat-
mentand find sobriety.

The video includes an 800 number
to call for a list of professional inter-
ventionists who can help. There is
currently a need for more profession-
als contacts in the moderate and
smaller-size cities. If you would like
to have your name on that resource I ist,
would liketo receive information about
training seminars, or would like to ob-
tain acopy of the videotape, please
contact the Rotary Club office, One
Riverfront Plaza, Suite 810, Louisville,
KY 40202.

Answering Services for EAPs

Metro Crisis Intervention Service, a
nonprofit corporation founded in Port-
land, Oregon, in 1978 by a coalition
of agencies, county departments, and
concerned citizens, now answers af-
ter-hours phone calls for EAPs, alco-
hol and drug abuse treatment faci lities,
mental health centers, managed care
organizations, and hospitals nation-
wide.

ProtoCall has 40 accounts with
more than 5 million covered lives, and
the number is still growing. For more
information, call ProtoCall, 1-800-435-
2197.

Free Resource Directory

The National Institute on Aging's
Resource Directory for Older People
lists some 200 organizations dedicated
to the well-being of older Americans.
For a free copy of this 240-page re-
source from the federal government,
call the NIA at 800-222-2225.

New Book on Drug Testing in
the Workplace

The Guide to State Drug-Testing
Laws is a 240-page state-by-state analy-
sis ofthe statutory and case law affect-
ingdrug testing in the workplace. The
Guide includes a special section sum-
marizing related workers' and unem-
ployment compensation statutes and
cases as well as a matrix of state drug-

1 NFOTRACTS
continued on page 39



ON THE LABOR FRONT

1994 District I Conference, June 12 —15

he 1994 EAPA's District 1 Con-
ferenceoffered acontemporary,
challenging theme: "We the

People: Celebrating Our Workplace
Diversity." The theme was selected
with the goal of expanding awareness
and knowledge of ethnic, cultural, and
personal differences within the work-
place. The conference was staged on
the West Point Campus on the historic
Hudson River.

The Labor Track for the conference
featured several workshops on law en-
forcement EAPs. Dennis Riley, MPS,
CAC, CEAP, of the City of New York
Department of Sanitation EAP, served
as moderator for the "Law Enforcement
Facilitators Network," a discussion on
the post-traumatic stress and self-de-
structive behaviors that often lead to
alcohol and substance abuse, loss of
productivity, and other problems for
officers of the law.

Panel members included Sgt. Ken
Weaver, Co-Director of the
Westchester County Department of
Corrections, North Tarrytown, New
York; Captain James Sullivan of the
Westchester County Department of
Corrections in Carmel, New York;
Carolyn Taque, EAP for the Duchess
County Sheriff's Department, and
Brion Travis, MA, Director of the
Putnam County Probation Department
in Carmel, New York.
"Law Enforcement EAPs" workshop

was presented by Peter Schweitzer,
CEAP, of the Seafield Center,
Westhampton Beach, New York; James
Devine, CEAP, Devine Interventions,
New York City; Thomas Fleming, CEAP,
Lowell Police Department,
Chelmsford, Massachusetts; and Jim
Nestor, CEAP, New Jersey State Police,
Somerville, New Jersey. Mike Popp,
CSW, CAC, CEAP, Program Director for
the Lower Hudson Valley EAP served
as moderator.

The panel explained that rates of
suicide for law enforcement officials
are rising, and EAPs face a great chal-
lenge in communicating effectively
about the positive effects of EAP inter-

ventions. Jim Nestor offered to share
with EAPA members a notebook on
standard operating procedures for EAPs
in law enforcement, which have been
particularly effective in his own prac-
tice.

"The Managed Care System and the
Law Enforcement Client" was pre-
sented by Henry ). Madamba, M.Ed.,
Captain of Police, Atlantic City Police
Department, Atlantic City, New Jersey,
and was moderated by Lawrence
Coyle, CSW, CAC, CEAP, Director, EAP
of the Hudson Valley, Kingston, New
York. According to Dr. Madamba, all
police officers suffer some form of
trauma after working seven or more
years on the force. He said an effec-
tive way for EAPs to reach law officers
was to show up for role call.

The fourth labor session, "Labor
Assistance Professionals -Past, Present,
and Future - Working Together" high-
lighted the many successes unions
have achieved on behalf of its mem-
bers. For example,~ack Dempsey, CPS,
CEAP, and Director, Allied Trades As-
sistance Program, explained that the
unions launched a massive campaign
about drug and alcohol testing for their
members. The key message was: Test-
ing is a tool, not a weapon, an ap-
proach that turned out to be highly
successful. The panel also included
Brian Cairney, CAC, CEAP, UAP TWU
Local #100, Chairperson of the New
York City LAP Chapter and Mickey
McKay, CEAP, EAP/Stress Coordinator
of the Fire Department Local Union
#718.

The fifth session, "The Pros and
Cons of Drug Testing," was presented
by Bill Ostiguy, CADAC, CAS, CEAP,
EAP Coordinator for the Boston Fire
Department Local Union #718; and
John Cavanaugh, CAS, CEAP, Execu-
tive Director of the Massachusetts State
Carpenters Assistance Program.

Awards for outstanding Labor EAP
contributions were given during the
Labor Luncheon on Monday, June 13.
Jack Hennessy, CEAP, former EAPA
president, (known then as ALMACA),

Pictured here are (front) Joe Murray, CEAP,
LAP Award winner; Jack Hennessy, CEAP,
Edward J. Small Award winner; and (back)
Jack McCabe, EAPA Labor Committee Chair-
man; Vince Dowling, LAP Award winner;
Mike Popp, CEAP, Labor Chair for the confer-
ence and luncheon moderator; and Ted
Mapes, CEAP Transport Workers Union,
Eastern Region Labor representative.

and Director Emeritus of the Interna-
tional Longshoremen's EAP, received
the Edward ~. Small Award, given an-
nually to an outstanding union mem-
ber in the Eastern Region. Vince
Dowling, CEAP, CAC, and current
director of the International Long-
shoremen's Association, and Joe
Murray, CEAP, and member of the Lo-
cal Union #147 Tunnel Workers (Sand-
hogs) in New York City, received the
Labor Assistance Professionals Award
for their outstanding contributions in
union EAPs.

Guest speaker was the Honorable
New York State Assemblyman Ron
Tocci, president of the Local 106 La-
borers Union. Tocci has been a pro-
ponent of the EAP movement since
1976.

Mike Popp, CEAP, CWS, CAC,
NACII, served as Labor Chair for the
District I Conference and moderator of
the Labor Luncheon.

The luncheon received full partici-
pation and, once again, included fife
and drum accompaniment by Tom
Johnston, retired Westchester County
police officer; AI Murran, and John
Scanlon, retired Yonkers firefighter. C~
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CERTIFICATION UPDATE

By Phil Flench, CEAP
Director of Certification

The most recent meeting of the Em-
ployeeAssistance Certification Commis-
sion (EACC) took place July 8-10, 1994,
in North Carolina. EACC Chairperson,
John Burke, led the meeting, which re-
sulted in the following items of interest
to CEAPs and those interested in becom-
ing CEAPs.

CEAP Examination Preparation

The EACC offers some advice to those
either taking the CEAP exam for the first
time or those who will recertify for three
years by taking the exam prior to current
CEAP expiration: Please do not be con-
fused by any classes called "certification
examination preparation classes." There
are no prerequisites for taking the CEAP
exam.

Although these classes may serve as
a good introduction to the EAP field, and
may supplement a candidate's personal
review, they do not have a direct rela-
tionship to the CEAP examination. Be-
cause the CEAP credential requires
on-the-job experience, CEAP exam can-
didates are encouraged to rely on their
own knowledge gained solely by EAP job
experience, rather than rely on external
sources of information.
"CEAP exam preparation classes" are

not part of the CEAP exam, and state-
ments made about the CEAP exam at
such classes or by the instructors are not
officially sanctioned by the EACC.
CEAP exams are updated regularly

and are reviewed by the EACC for con-
tentindependent of review classes. The
EACC Candidate Handbook and the
EACC Certification Guide include infor-
mation about a recommended bibliog-
raphyand anoutline ofthe six core areas
of EAP practice, which can aid a candi-
date in their own review process.

If the CEAP exam requirements are
unclear from any information you have
heard or may have read, please contact
the EACC.directly for clarification.

The passing score for the December,
1994 CEAP exam is 180 correct out of
250 multiple choice questions. Old
EAPA publications still circulating may
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New EACC Officers

New EACC Officers were elected
(terms begin November 1994):
EACC Chairperson - Dr. Walter
Reichman, CEAP, Baruch College,
New York City
Vice-Chairperson - Examinations:
Paul Hufnagle, CEAP, Tulane School
of Social Work, New Orleans, LA
Vice-Chairperson - Recertification:
Elizabeth Thorpe, CEAP, PPC,
Chapel Hill, NC
Treasurer - Richard Bollaert, CEAP,
UAW-GM, Warren, MI
Code of Conduct Chairperson -
Diane Mcllwain, CEAP, EAP Con-
sultant/Counselor, Thornhill,
Ontario, Canada
Marketing Chairperson -Dan Ansel,
CEAP, Bethesda Behavioral Health
Services, Cincinnati, OH

include old information about the CEAP
exam rules and passing score. Individu-
als interested in securing current infor-
mation on the rules for the CEAP exam
should call EACC/EAPAto obtain current
publications and feel free to check with
the Director of Certification from time to
time.

Recertification by PDHs and
PDH Approval

New post-approval methods of earn-
ing Professional Development Hours
(PDHs) have been approved for current
CEAPs. Twelve PDHs may be awarded
fora "refereed" article (reviewed by an
advisory panel for article content and
references) published in a journal or pe-
riodical on EAP-related information be-
yond basic principles. Six PDHs may be
awarded for "non-refereed" articles (not
reviewed by an advisory panel).

Documentation must include a copy
of the published manuscript and, if pos-
sible, evidence that the journal is refer-
eed. The EACC reserves the right to
evaluate the article and the journal or

periodical prior to awarding PDHs. This
policy is effective for any article pub-
lished on or after~uly 9, 1994.

The EACC has also developed post-
approval PDH guidelines for course work
taken. by CEAPs at accredited colleges
and universities. The CEAP must pro-
vide proof of quality education before
gaining approval of these PDHs. The best
way of assuring quality in higher educa-
tion is college/university accreditation.

Therefore, the following clarification
to the existing policy on PDH approval
was adopted: "PDHs may be awarded if
the col lege/university is accredited by an
agency recognized by the U.S. Dept. of
Education, the Council on Postsecondary
Accreditation (COPA), or a comparable
agency in another country." The EACC
will determine such applicability and
approve the course work for PDHs.

These additions to CEAP recertifica-
tion will appear in subsequent editions
of the EACC Recertification Guide.

For those CEAPs recertifying 11/18/94:
You should have received the recertifi-
cationapplication, the log developed for
registry of PDHs, and details on what
individual requirements you need to re-
certify. If you have not received this in-
formation, please notify the EACC
directly.

EACC Communication Plan

Before any future improvements or
changes of any significance will take
place with the CEAP credential, the EACC
will discuss their research and informa-
tion openly with all concerned CEAPs,
EAPA Chapters or EAPA members. For
this reason, a communication plan, in-
cludingarticles in the CEAP Update, Ex-
change magazine, and EAPA Chapter
Newsletter, has been developed. (See
page 32-33 of this issue for the first ar-
ticle.) In the meantime, please feel free
to call or write us with your comments
or questions. Also, for anyone attending
the EAPAAnnual Conference in Novem-
ber, you are invited to come to the EACC
Open Meeting to discuss any certifica-
tion issue with the EACC. ►~



INTERNATIONAL NEWS

UNEMPLOYMENT:
Europe's Most Costly Problem
by Sally Lipscomb

Last April, I had an unexpected op-
portunity tosit in on aconference, which
stretched my understanding of both the
U.S. and European labor markets. The
topic was "Growth and Employment in
Europe and North America: European
and American Perspectives," The con-
ference was held in Oud Turnhout, Bel-
gium, and was sponsored by the U.S.
Mission to the European Communities
and the European Commission. The con-
ference was organized by the Rand Cor-
poration.

The invitation was a gracious response
from Stuart Eizenstat, the new U.S. Am-
bassador tothe European Union (EU), to
whom I had just written a letter. Having
read that he was planning a series of con-
ferences on employment issues with the
EU, I suggested that he may want to in-
clude EAPs as a topic. Once at the con-
ference, I learned that European
economists perceive Europe's. major
problem as unemployment, and are not
currently as interested in learning new
ways to take care of the employed.

With unemployment ranging from 7%
in the Netherlands to over 24% in Spain,
Europe is being forced to look at its work
disincentives—the guarantees of a rea-
sonableincome without a job. And with
health insurance gaps as wel I as increas-
ing homelessness and crime, the U.S. is
being forced to examine a more uniform
degree of social security for all, even the
employed.

U.S. the Envy of Europe

During the last 20 years, the good
news for the U.S. is that we have devel-
oped more jobs, an achievement which
is the envy of Europe. )ob development
in Europe during the same period has
been almost flat. The little existing
growth has been predominantly in the
public sector, which doesn't bode well
for productivity. The bad news, accord-
ing to Barry Bosworth, senior fellow at
The Brookings Institution, is that Europe's
unemployed I ive better, for the short and

long term, than the majority of Ameri-
cans employed full-time in low-wage
jobs, often without benefits.

One small example of the European
style of living well is the attitude toward
vacations. Here in Belgium, the unem-
ployedare dismissed from regular check-
ins at the unemployment office for a full
month each year while they take their
vacation. The employed, bylaw, receive
at minimum a one-month pay bonus ev-
eryyear to assist with vacation and holi-
day costs.

The Good News and the Bad News

A U.S. citizen has ten times the
chances of unemployment of a European,
but a European's unemployment will last
ten times as long.

There are many factors associated
with this statistic. One is job mobility,
which, unlike in the U.S., is quite lim-
ited in Europe. Despite the stated goals
of the EU, an unemployed worker still
can't move easily to other employment
in the EU. The unemployed European is
restricted by language, lack of transfer-
ability of social benefits, such as unem-
ploymentand compensation and pension
plans; and, finally, being a part of a cul-
ture that lives a lifetime in one house,
close to family and friends.

Another factor cited in long-term un-
employment is the lack of flexibility in
the European employment structure. The
countries with the most rigid wage struc-
tures, mandated social benefits, and gen-
erous amounts of severance and notice
seem to be those with the highest per-
centage of long-term unemployed.
Spain, Italy, Ireland, and Belgium rank
at the top of both categories.

Belgium has a current unemployment
rate of 13% with more than two-thirds
of those, the long-term unemployed. In
this country, salaries and severance pay

are legally tied to age, education, and
experience in the same position. So, an
older worker could not work for less,
even if he wanted to, and thus will prob-
ably be discriminated against in many
jobs.

It's painfully clear that these expen-
sive structures of high job security are
overpriced on the world market. A Ger-
man employer paying 84% of gross sal-
ary in added non-wage costs can't
compete with employers in eastern Eu-
rope, much less Asia. (Contrast the Ger-
man worker's cost of 46-48 Deutch
marks per hour with that of a Hungarian
or Polish worker's 2-3 Deutch marks per
hour. So, the rigid job structure creates
a vicious circle, in which uncompetitive
employers are forced to let go of more
workers who enter a comfortable unem-
ployment system with work disincen-
tives.

One disincentive is unemployment
pay. In Europe, depending on where you
live and what you earn, you have the
possibility of achieving a high percent-
age (up to 80%) of your former salary for
months, even years, while unemployed.
This high unemployment pay translates
to increased welfare costs which must
then be paid by increasing already high
employment taxes, thus further reducing
many companies' chances of survival.
The vicious circle thus becomes a down-
ward spiral.

With nearly 18 million out of work
and the problem expected to worsen, it
will be interesting to see what the EU
does to address this problem. And I am
going to continue to try and talk with
them about EAPs.

Sally Lipscomb joined her husband in
Belgium when he took a work assign-
ment there in 1992. She is currently
consulting about EAPs with European
and American companies. She can be
reached atAve. J. Charlotte 13, 8-1330
Rixensart, Belgium. ~~
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CONFERENCES AND WORKSHOPS

EACC PDH-Approved Conferences and
Workshops

(Note: Additional lists of current con-
ferences and workshops appeared in the
August 1994 Exchange issue.)

Employee Assistance Resources of Ari-
zona, September 2 in Phoenix, "Combating
Burnout," 1 hr.; contact Joan Gale, 602-506-
7030.

Arizona Brief Therapy Institute, Septem-
ber 3 in Mesa, "Brief Therapy with Adoles-
cents," 6 hrs.; November S in Mesa, "Brief
Therapy with Depression," 6 hrs.; Decem-
ber 3 in Mesa, "Brief Therapy with Resistant
Clients," 6 hrs.; contact Curtis Walling, 602-
450-4202.

Enhance EAP. The following sessions will
be held in Alexandria, VA: September 7,
"counseling HIV+ Clients in the EAP," 1 hr.;
September 14, "Diagnosing ADD/ADHD in
the EAP," 1 hr.; September 21, "Referring EAP
Clients to Mediation, " 1 hr.;contact
Lawrence Uman, 703-379-3293.

Columbia River EAPA Chapter, Septem-
ber 9 in Portland, OR, "EAP Roes and Re-
sponsibilities in Workplace Prevention
Issues," 1 hr.; contact Lynn McClenahan,
503-249-3561.

Institute for Behavioral Healthcare, Sep-
tember 10-14 in Washington, D.C. more
than 60 workshops approved for PDH cred-
its. Call Pamela Haston, 415-851-6739.

Orange County EAPA Chapter, Septem-
ber 16 in Orange, CA, "Cultural Diversity
in the Workplace: How EAPs Must Re-
spond," 1 hr.; contact Marcus Dayhoff, 714-
533-5701.

Summit Ridge, September 22 in
Lawrenceville, GA, "Focus on Attention-
Deicit Hyeractivity Disorder," 6 hrs.; con-
tact Paula Martin, 404-822-2200, ext. 2241

Mental Health Association of Summit
County, Inc., September 22 in Uniontown,
OH, "Violence in the Workplace: When the
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Unthinkable Happens," 6 hrs.; contact
Rudolph Libertini, 216-923-0688.

EAPA Crossroads Chapter, September 22
in Pleasanton, CA, "Strategic Planning for
the Future: EAPs Response to Public Policy
Issues," 1.5 hrs.; contact Lorraine Gordon,
510-838-2035.

Onslow County Area Program, Septem-
ber 21-23 in Wrightsville Beach,
NC:"Suicide Assessment," 1.5 hrs.; Violence
in the Workplace," 3 hrs.; "Managed Health
Care's Responsibility to EAPs in Area Pro-
grams," 1.5 hrs.; "Assessing the Angry
Adult," 1.5 hrs.; "EAP Clients and Religious-
Based Treatment: Spirituality and Psycho-
therapy," 1.5 hrs.; "EAP Clients and
Religious-Based Treatment: Spirituality and
Substance Abuse," 1.5 hrs.; "National Trends
in Health Care Reform and EAP," 1.5 hrs.;
"The Role and Relationship of the EAP in a
Union Setting," 1.5 hrs.; "Federal Depart-
ment of Transportation Drug Testing," 1.5
hrs.; "North Carolina Drug-Free Workplace
Alliance and Supporting Legislation," 1 hr.;
"Pharmacology and Psychotropic Drugs,"
1.5 hrs.; contact Vicki Harrington, 919-355-
903 5.

Network for Empowering Women
(NEW), September 23 in Arlington, VA:
"Opening Our Hearts/The Key to Self-Em-
powerment," 1 hr.; "Dancing with Our Shad-
ows," 1 hr.; "Anger: Facing the Fire," 1 hr.

September 24 in Arlington, VA: "Hon-
esty," 1 hr.; "Creating Safe Space," 1 hr.;
"Men's Wounds: The Myth of Male Power,"
1 hr.; "Women's Wounds," 1 hr.; "Emotional
Support," 1 hr.; "The Power of Commit-
ment," 1 hr.; "How We Can Communicate,"
1 hr.

September 25 in Arlington, VA: "Why
the Sexes Are the Way They Are—And What
We Can Do About It," 1 hr.

For information about all sessions, con-
tact Riki Robbins Jones, P.O. Box 22213,
Alexandria, VA 22304.

Hyland Training Institute/St. Anthony's
Medical Center. The fol lowing sessions wi
be held in St. Louis: September 23, "The
Self of the Therapist," 5 hrs.; October 7, "Life
for the Better," 5 hrs.; October 14, "Solu-
tion Oriented Counseling," 5 hrs.; October
21, "The Cognitive Therapy of Substance
Abuse," 5 hrs.; "Remembrance and Mourn-
ing," 5 hrs.; "Clinical and Legal Implications
with High-Risk Patients," 5 hrs.; contact
Gwyn Harvey, 314-525-7200, ext. 7212.

Walter Scanlon Management/Intercare.
The following sessions will be held in New
York City: September 23, "Spirituality and
Psychotherapy," 2 hrs.; October 28, "Dis-
ease Concept v. Family Systems," 2 hrs.;
December 2, "Women and Chemical De-
pendency," 2 hrs.; January 27, 1995, "Psy-
chopharmacology: WhaYs New in CD," 2
hrs.; February 24, 1995, "Men and Chemi-
cal Dependency Treatment," 2 hrs.; contact
Tanya, 212-532-0303.

Patrick Conlin, September 26 in North
Hollywood, CA, "Data-Based Outcome
Evaluation in EA Settings," 5 hrs.; contact
Patrick Conlin, 818-302-5633.

Northeast Regional Managed Health
Care Congress, September 26-28 in New
York. More than 20 workshops approved for
PDH credits. Contact Pamela Thompson,
617-487-6700.

San Fernando Valley EAPA Chapter,
October 4 at Granada Hills, CA, "What's
New in Stress Reduction Techniques," 1 hr.;
contact Maureen Cardiff, 818-701-2011.

MacNeal Hospital, October 7 in Berwyn,
IL, "Internal Family Systems," 1 hr.; contact
Mary Brandenburg, 708-795-3517.

Employee Assistance Resources Net-
work, October 11 in Marietta, OH, "HIV and
EAP," 2 hrs.; contact Pamela Wells Exline,
614-454-1266, ext. 74.

AEAPP, October 12 in Washington, D.C.,
"Anger and Violence: Cognitive Behavioral
and Short-Term Strategies," 1.5 hrs.; contact
Joan Bellsey, 202-232-6679. C~?



REGIONS AND CHAPTERS

Lights! Cameras! Police!

After presentingtheirwork-
shop at EAPA's 22nd annual
conference at the Disneyland
Hotel in Anaheim, EAPA
members Mike Popp and
Kevin Barrett were invited to
spend the day on the set of
NYPD Blue, at Fox Studios.
Dennis Franz, a.k.a. Andy
Sipowicz, was a more than
cordial host. And when the
actors on the set found out
there were two former New
York City police officers on
the set, they rolled out the red
carpet.
"We were excited about

being in their presence, but the actors
were mesmerized by our real-life war
stories as wel I. IYs an experience we'I
never forget," said Mike.

South Wisconsin Chapter
Conference a Success

Best conference yet! Wel I run, pro-
fessional! Well worth the time and
money! These were just a few of the
comments made by participants of the
5th annual Southern Wisconsin Chap-
ter Conference held at the Grand Ho-
tel in Milwaukee on June 23 and 24.

Mike Popp, CSW, CEAP, CAC,
NCACII, served as a New York City po-
lice officer in the 41st precinct, Fort
Apache, the Bronx, from 1968 to 1975.

(Pictured here are Tom Koller, conference co-
chair; Karol Rose, keynote speaker; and
Marianne Skrobiak, Southern Wisconsin
Chapter president.)

Karol Rose, MA, M.Ed., a Principal
at Kwasha Lipton, a benefits consult-
ingfirm, was the keynote speaker. She
spoke to the conference theme, "EAP
2000: Balancing Needs of Individuals
and Organizations." Twenty-five differ-
ent workshops were presented and of-
fered atotal of 9 PDHs.

Neither personal emergencies nor
changes in employment status for many

of the conference planners
detracted from the overall
success of the conference.
"I'd like to applaud the ef-

~~ forts of many chapter
members who rallied to
pick up the pieces. There

a ~' was a real spirit of coop-
eration," said Marianne
Skrobiak, CEAP, chapter
president.

~' The team effort drew 25
exhibitors and 190 partici-
pants from Minnesota,

~~ Iowa, Illinois, North Da-
kota, and Wisconsin. According to
Marianne, "During these challenging

Kevin Barrett (L) and Mike Popp
(R) with Dennis Franz.

He is now program director
of the Lower Hudson Valley
Building and Construction
Trades EAP, in Yorktown
Heights, New York.

Kevin Barrett, MA, CEAP,
retired as a Westchester
County police lieutenant in
1992, after 22 years of ser-

vice. He is now a professor and ad-
ministrator of the Criminal Justice
Program at the Palomar College in San
Marcos, California.

times, it is becoming increasingly im-
portantthat we network to support one
another. Southern Wisconsin Chapter
has found a medium that provides just
that opportunity. We are already seek-
ing alocation for June 1995."

EAP Member Featured in New
Video

Joan Gale, CEAP, president of the
Employee Assistance Resources of Ari-
zona Chapter, participated in the cre-
ation of anew video, "Dying to Work,"
a six-part series about violence in the
workplace. The project, produced in
cooperation with Arizona Chapter of
the National Safety Council, interviews
"experts from the areas of human re-
sources, personnel management, secu-
rity, employee assistance, law
enforcement, and the legal profession."
Developed by MediaWorks in Tempe,
Arizona, "Dying to Work" will be
reviewed by the EAPAA-V Committee
in an upcoming issue of the
Exchange. ~~
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VIDEO
REVIEWS

SUBJECT: Downsizing

Title: Change in the
Workplace: Life After
Downsizing

►Reviewer Comments
Good employee education video
which addresses feelings and coping
skills for survivors of downsizing. Thor-
ough presentation with specific recom-
mendations. Could use more vignettes
to make it more interesting, rather than
only didactic form. Good for Human
Resources Departments and appropri-
ate for EAP to put together a workplace
downsizing. Note: Only part 1 of the
2-part series was reviewed. Series also
includes a video for supervisors and a
comprehensive guide.

Content Rating: 95
Comprehensive ............................ 92
Direct........................................... 96
Timely........................................ 100
Accurate ...................................... 96
Informative ................................... 96
Credible ....................................... 96
Presentation ................................. 92

Year of First Release: 1994
Length: Part 1:27 minutes; Part 2:18
minutes
Format: VHS
Cost: $425 to purchase 2-part series;
$25 to preview.
Preview cost can be applied toward
purchase.
Order: FLI Learning Systems, Inc.

P.O. Box 2233
Princeton, NJ 08543-2233
(609)466-9000
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SUBJECT: Workplace Violence

Title: Violence: Reducing Your
Risk

► Reviewer Comments
Good employee education video
which focuses on improving personal
safety and decreasing the odds of be-
coming avictim of robbery or other
kinds of violence. Good transition from
personal safety to workplace safety. A
variety of examples are presented
throughout video, which holds the
viewer's attention. Video could be
used effectively by Human Resources
and Security Departments, as well as
for general violence workshops.

Content Rating: 89
Comprehensive ............................ 88
Direct........................................... 88
Timely .......................................... 96
Accurate ...................................... 92
Informative ................................... 88
Credible ....................................... 88
Presentation ................................. 84

Year of First Release: 1994
Length: 28 minutes
Format: VHS
Cost: $625 to purchase; $165 to rent
for 5 days.
Order: Kline's Media Mart

286 Westview Terrace
Arlington, TX 76013
(81 7)274-4166

SUBJECT: Workplace Violence

Title: Workplace Violence:
First Line of Defense

►Reviewer Comments
Powerful presentation. Video is very re-
alistic in terms of one type of problem,
but lacks balance regarding many types
of problems. Good for specific issue of
serious, physical workplace violence and
how supervisors should address it. Man-
agement steps are very effective -good
video for supervisor training, threat as-
sessment and threat management. EAP
was only briefly mentioned one time.

Content Rating: 86
Comprehensive ............................ 76
Direct........................................... 92
Timely.......................................... 96
Accurate ...................................... 88
Informative ................................... 80
Credible ....................................... 84
Presentation ..................................84

Year of First Release: 1994
Length: 30 minutes
Format: VHS
Cost: $695 to purchase; $195 to rent
for 5 days.
Rental cost can be applied toward pur-
chase.
Order: Excellence in Training

Corporation (Etc.)
11358 Aurora Avenue
Des Moines, IA 50322-7907
(800)747-6569

SUBJECT: Workplace Violence

Title: Workplace Violence:
Recognizing &Diffusing
Aggressive Behavior

► Revviewer Comments
Video identifies factors in workplace
violence through vignettes. Vignettes
are a little dramatic, but get the point
across. Includes a good mix of white
collar/blue collar scenarios. Video pro-
vides agood list of warning signs and
interventions. Calmly done, this video
offers specific techniques for coping
with dangerous situations. Good for
supervisor training. Concern: The
warning signs are presented as a pro-
file, which could cause the viewer (su-
pervisor) to overreact.

Content Rating: 85
Comprehensive ............................ 88
Direct........................................... 96
Timely.......................................... 96
Accurate ...................................... 84
Informative ................................... 84
Credible ....................................... 72
Presentation ................................. 76
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Year of First Release: 1994
Length: 26 minutes
Format: VHS
Cost: $495 to purchase; Video is part
of a 3-videotape series on workplace
violence (10%discount if you order 2
videos; 15%discount if you order all
3).
Order: AIMS Media

9710 Desoto Avenue
Chatsworth, CA 91311-4409
(800)367-2467

SUBJECT: Anger

Title: Why Are You So Angry?

► Reviewer Comments
Video looks at causes and effects of
anger and constructive ways of cop-
ing with it. Nicely presented in a be-
lievable fashion. People can identify
with the various scenarios, which is the
first step toward awareness. Once
aware, people can work toward man-
aging their anger. Especially good for
employee education.

Content Rating: 94
Comprehensive ............................ 92
Direct........................................... 92
Timely.......................................... 92
Accurate ...................................... 96
Informative ................................... 96
Credible ....................................... 96
Presentation ................................. 92

Year of First Release: 1994
Length: 33 minutes
Format: VHS
Cost: $395 to purchase; $75 to rent for
5 days.
Rental cost can be applied toward pur-
chase.
Order: corVision

1359 Barclay Blvd.
Buffalo Grove, IL 60089
(708)537-3100

SUBJECT: Workplace Violence

Title: A Report to
Management: Understanding
and Preventing Workplace
Violence

REPORT TO MANAGEMENT

Understanding &Preventing
Workplace Violence

Narrated by
Efrem Zimbalist,Jr.

Produced by
Gregory Orr

The Offenders

Reviewer Comments
Four-hour video presentation broken
into eight different topics. Includes
good actual footage with real work-
place violence perpetrators and vic-
tims. Very comprehensive and detailed
presentation. Appropriate for manag-
ers, Human Resources, Security per-
sonnel, legal and company
administrators. Video is very thorough
and perhaps too involved for employee
presentations though individual sec-
tions are workable for particular em-
ployee groups. Video is particularly
useful to EAPs in setting up workplace
violence initiatives. Program guided
by an advisory board including Kraft
General Foods, Pfizer, Target Stores and
Walt Disney Company.

Content Rating: 96
Comprehensive .......................... 100
Direct........................................... 92
Timely ........................................ 100
Accurate .................................... 100
Informative ................................... 96
Credible ..................................... 100
Presentation ................................. 84

Year of First Release: 1994
Length: 4 hours (Preview copy avail-
able)
Format: VHS
Cost: $1275 to EAPA members; $1 750
to non-members.
Order: Video Distribution

3727 W. Magnolia Blvd.,
Suite 162
Burbank, CA 91510-7711
(818)760-6546

SUBJECT: Workplace Violence

Title: Workplace Violence: The
Risk From Within

~ Reviewer Comments
Excellent video that provides a com-
prehensive look at violence and how
it impacts the workplace. Wonderful
presentation of the general problem,
warning and danger signs, and steps
supervisors can take to reduce the risk
of workplace violence. Video pro-
motes EAPs. Especially good for man-
agement and supervisory training.

Content Rating: 93
Comprehensive ............................ 90
Direct........................................... 95
Timely.......................................... 95
Accurate...................................... 93
Informative ................................... 93
Credible ....................................... 93
Presentation ................................. 92
Year of First Release: 1993
Length: 24 minutes
Format: VHS
Cost: $525 to purchase.
Order: Commonwealth Films, Inc.

223 Commonwealth Avenue
Boston, MA 02116
(61 7) 262-5634

DATES: November 18-21

LOCATION: Boston Sheraton

THEME: Lets Have a Revolution

Annual Business Meeting

EAPA's Annual Business Meeting
will be held at the Boston Sheraton
on Friday, November 18, from 5:15
to 6:30 p.m. Agenda items may be
proposed at the request of the Board
of Directors or by written request of
at least 10% of the voting members;
such request needs to be received
by EAPA at least 60 days prior to the
Annual Business Meeting.

1 ~ ~~

5 TLC Residential, Inc.
10 Motivision
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by Jack Santa-Barbara, Ph.D., C. Psych.

The North American Free
Trade Agreement (NAFTA),
initiated in 1994, has cre-

ated anenormous trading bloc to
rival that of the European com-
munity and the export giants of
the Far East. Canada's involve-
ment in NAFTA came quickly on
the heels of its Free Trade Agree-
ment (FTA) with the United States
in 1989. These agreements saw
the reduction of trade barriers be-
tweenthe countries involved, and
the creation of dispute resolution
mechanisms, to facilitate the free
flow of goods and services across
the borders of member countries.

NAFTA has been touted as
North America's answer to the
globalization of trade, whereby
natural trading partners band together
in competition against rival trading
blocs. The agreement reinforces the
values inherent in a free market
economy on a global scale.

NAFTA's Broader Implications

NAFTA proponents have argued that
such globalization of trade is essential
to continued economic growth through
increased global competition. The
large trade bloc, being created by
NAFTA, is expected to provide raw
materials, large labor and capital pools,
and an enormous home market within
the bloc, thus helping companies be
competitive on a global scale so that
growth can also occur through exports
outside the bloc.

NAFTA proponents identify eco-
nomic growth and job creation as its
goals. They recognize that growth
through global competition may re-
quire restructuring of regional and na-
tional economies, and acknowledge
that there will be winners and losers.
But the overall impact is expected to
be positive.
The agreement also has its detrac-

tors. The FTA and NAFTA debaters
have been most vociferous in Canada,
and there are still forces within Canada
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who are advocating NAFTA's termina-
tion. These anti-NAFTA groups argue
that the agreement is more than a trade
agreement, and, in fact, involves some
loss of sovereignty for Canada. The
trade aspect of the agreement is viewed
as primarily benefitting a relatively few
trans-national corporations, at the ex-
pense of regional or local businesses
and communities.

In Canada, the sovereignty issue is
discussed in terms of promoting cer-
tain national goals by restricting vari-
ousgovernment levels from intervening
in the economy. Canada has a much
stronger tradition of this government
action than the U.S., and many Cana-
diansbelieve they are better off for this
approach to social policy and regional
development.

In short, the NAFTA debate contin-
ues in Canada. What is clear is that
the economic and social uncertainties
created by the implementation of
NAFTA are stressful for many Canadi-
ans. This situation is likely to continue
as more components of the agreement
are implemented over time.

Impact to Date

The immediate impact on Ca-
nadian EAPs from the FTA imple-
mented in 1989 was two-fold:

1. Some EAP accounts were lost
because the Canadian operations
shut down and moved to the U.S.,
or simply shut down because they
were no longer considered com-
petitive;

2. The uncertainties caused by
these shutdowns, along with sig-
nificant downsizing in many Ca-
nadianoperations—toprepare for
increased competition—led to
higherthan usual utilization rates.
The traditional 5%utilization rate
increased to 8% - 9% without sig-

nificant promotion, and today re-
mains in the 7% - 8% range.

In addition, many Canadian EAPs
experienced an increase in the num-
ber of clients with severe problems.
Personal and family problems were the
two most frequent presenting prob-
lems, particularly financial problems
and family violence, although there are
no reliable national statistics to support
the latter. Substance abuse was still
relatively low, and workplace problems
showed no major change.

Reactingto global competition, vari-
ous levels of Canadian government
have cut costs in some public sector
programs, resulting in fewer dollars for
EAPs. Several school boards, munici-
palities,and hospitals across the coun-
try have cancelled existing EAPs or
delayed implementation because of
these budget cuts.

Despite these setbacks, Canadian
EAP growth has continued to be very
strong in recent years. Employers seem
to understand that the increased de-
mandsfrom global competition require
support to help workers remain pro-
ductive. And, as the economy shifts
from an industrial to a knowledge-
based focus, there is a greater appre-



ciation of the negative effects of stress
on the enthusiasm and creativity of
knowledge-based employees.

Crossing the Border

An inevitable question arising out
of NAFTA is whether Canadian and
U.S. EAP providers will cross borders
and set up operations. To date, there
has been very little direct cross-border
activity by providers from either coun-
try. For U.S. providers, Canada repre-
sents avery small market, with few,
large, U.S.-scale employers to entice
them.

Furthermore, the merging of U.S.
EAPs with managed care has meant
continued business opportunities
which are far more attractive. The

Canadian cultural mosaic is also very
different from that in the U.S. For ex-
ample, many of the larger Canadian
operations have employees in Quebec
where the provision of bilingual EAP
services is essential.

Also on the list of reasons why there
are so few cross-border EAP activities
are a sense of nationalism on the part
of Canadian companies, and a realiza-
tion by both Canadian and U.S.-owned
companies in Canada that Canadian
society and workers are different from
those in the U.S. When dealing with
personal issues that often arise in EAPs,
these differences are important.

The majority of cross-border activi-
ties todate tend to be cooperative ones
where, for example, a U.S. provider
subcontracts with a Canadian provider

Photo courtesy
of the
Canadian Embassy.

to serve the Canadian-based employ-
ees of the U.S. provider's corporate
customer. The reverse also occurs.

With strong, continued growth for
both U.S. and Canadian providers
within their own borders, cross-border
expansion is unlikely to be a top prior-
ity. If this strong growth slows down,
the attractiveness of expanded market
opportunities would change. Rather
than NAFTA, the key to competitive
cross-border EAP activities is more
ikely to be the expansion plans of spe-
cific providers.

U.S. and Canadian EAPs have simi-
lar historical roots and continue to
share many similarities. Over time,
some differences are emerging. For

EAPs and NAFTA
continued on page 39

Why the C~n~di~ns Fought Against NAFTA
Canada was recently rated by the United Nation's Human

Development Index (an alternative to the GNP as a measure of
the quality of life for a nation's citizens) as the most desirable
country in which to live. In Canadian circles, there are fears that
focusing on a free market, global economy will lead to cost-
cutting social and health programs to enhance global competi-
tiveness. Pro-NAFTA forces argue that such cost-cutting is only
temporary. They argue that economic growth will pay for the
social and health care programs of the future.

Many Canadians have been concerned that NAFTA would
lead to a political and social union. Although Canada and the
U.S. have many similarities, there are numerous differences which
affect one's quality of life and, in turn, EAP issues. The potential
erosion of jobs, to areas where labor costs are much cheaper,
and social programs, including health care, would create a very
different Canadian society.

Canada currently has lower rates of violence, crime, infant
mortality, drug abuse, legal incarceration, and economic dispar-
ity than the U.S. As a more egalitarian society than either the

U.S. or Mexico, Canada has more to lose from a "survival of the
fittest" approach to global trade.

And unlike the European Union, NAFTA has explicitly ex-
cluded asocial Charter, which, in the European case, is designed
to raise social standards for all member countries, rather than
reduce all to the lowest common denominator. Any changes in
social conditions, if they occur, would be in addition to any im-
pact of job loss or dislocation, which advocates of NAFTA ac-
knowledge is inevitable.

If the dire predictions of the anti-NAFTA advocates occur, stress
levels of Canadian workers are likely to remain high. Higher
crime rates, more violence, greater economic disparity, and so-
cial conflict between the haves and have Hots will mean contin-
ued stress, even for the winners. If the pro-NAFTA forces are
correct, the uncertainties caused by the restructuring of the
economy will also create additional stresses for workers and so-
ciety as awhole. Whatever the outcome, the need for EAPs will
remain high.
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PUBLIC POLICY COLUMN

by Glenda C. Booth

Health Care Reform Heads to
House and Senate

As th is Exchange issue goes to press,
both the full U.S. House and Senate
are preparing to consider health care
reform, using new bills crafted by
House Majority Leader Richard
Gephardt (D-MO) and Senate Major-
ity Leader George Mitchell (D-ME).
These bills, unnumbered as this article
goes to press, incorporate some provi-
sions of the Clinton proposal and vari-
ous provisions of bills approved by
several committees of both houses.
Congressional leaders hope to com-
plete consideration in August. In Sep-
tember, a joint House-Senate
conference committee will reconcile
differences and develop a final bill that
will go to President Clinton for signa-
ture.

Because final bill language is being
written, many details are unavailable
at this writing. And because the origi-
nal Clinton bill was more than 1500
gages long, it is impossible to address
every facet of the legislation in this
space. This article briefly highlights the
major features of the Gephardt and
Mitchell bills of interest to EAPA mem-
bers, based on summaries of the bills.

Common Provisions

Both bills "promise" universal health
insurance for every American,
Gephardt by 1999 and Mitchell by
2002. Both bills reform insurance
marketing practices. For example, in-
surers will be barred from refusing to
insure those with pre-existing condi-
tions. Both bills require insurers to of-
fer aprescribed minimum benefits
package, including, for example, hos-
pital services, clinical preventive ser-
vices, mental illness and substance
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abuse services, and outpatient prescrip-
tiondrugs. Under both bills, individu-
als would have a limited choice of
plans and some choice of physicians.
Both bills emphasize preventive ser-
vices.

Employer Mandate

The key controversy at this time is
the so-called "employer mandate," a
requirement that employers contribute
to employees' health insurance. The
Gephardt bill requires all employersto
pay at least 80% of their employees'
health insurance. The Mitchell bill
would "trigger" an employer mandate
requirement in the year 2002 if 95%
of Americans do not have health in-
surance. At that time, employers with
25 or more employees would be re-
quired to pay half the cost of employ-
ees' insurance premiums. In lieu of
true, short-term employer mandates,
Senator Mitchell's bill is premised on
the goal of making insurance available
to most Americans through a series of
insurance reforms and subsidies prior
to 2002.

~Vorksite Promotion Incentives

Incorporating provisions from the
Senate Finance Committee bill, the
Mitchell bill requires the Secretary of
the U.S. Department of Health and
Human Services (HHS) to develop cer-
tification criteria for workplace
wellness programs and authorizes any
health insurance plan to offer a pre-
mium discount not to exceed 10% to
employers who maintain certified
wellness programs.

Details on Congressman GephardYs
bill are not available.

Mental Health and Substance
Abuse Benefits

Congressman Gephardt's approach
provides "comprehensive" mental
health and substance abuse benefits,
specifying in the law the inclusion of
60 annual hospital days, 120 annual
days of nonhospital residential care,
and 90 days of outpatient intensive
community services.

Senator Mitchell's bill requires in-
clusion of a category called "mental
illness and substance abuse services"
in standard benefits packages. Unlike
the Gephardt bi I I, the extent of services
would be determined by a National
Health Benefits Board. The bill directs
the Board to "seek parity" with other
services (that is, the same copayments,
coinsurance, and deductibles) and
specifies that if the Board cannot "ini-
tially design a benefits package with
parity, it is permitted to place limits,
first on hospitalizations and subse-
quently on outpatient psychotherapy
for adults."

Anti-Discrimination Against
Providers

Congressman Gephardt's bill pro-
vides that no provider who "is quali-
fied under the terms of a health plan
offered by a carrier and willing to ac-
ceptthe plan's operating terms, includ-
ing, but not limited to, its schedule of
fees, covered expenses, and quality
standards, could be denied the oppor-
tunity to participate in that plan. Noth-
ing would prevent a carrier from
instituting credentialing criteria, requir-
ing fee discounts, matching the avail-
ability of health care providers to the
needs of the patients enrolled in the
plan, or establishing any other measure
designed to maintain quality or con-
trol costs." In addition, plans are re-



quired to offer contracts to all "essen-
tialcommunity providers," who would
be determined by HHS standards.

The Mitchell bill prohibits a provider
network from discriminating against
providers on the basis of their profes-
sion as long as a state authorizes the
profession to provide the covered ser-
vices.

Privacy

Protection of the privacy of con-
sumer medical records is likely to be
in both bills. When the House takes
up the Gephardt bil I, consumer privacy
provisions, as approved by the House
Committee on Government Opera-
tions, are likely to be adopted. These
measures establish rules designed to
protect individual confidentiality, limit
disclosure of protected information,
and ensure consumers the right to in-
spect, correct, and obtain a copy of
their medical records.

Senator Mitchell's legislation pro-
hibits "inappropriate disclosures" and
would punish unlawful disclosures.
Individuals would be assured of the
right to inspect, get copies, and make
corrections or changes to their own
records. Patients would also be given
the right to limit disclosure of certain
information.

More information on these bills will
be provided in future issues of the Ex-
change.

Glenda C. Booth was formerly a
Legislative Director in the U.S. House
of Representatives. Cdr

EAPs and NAFTA
from page 11

example, Canadian EAPs tend to have
a stronger, direct counseling compo-
nent, compared to the assessment/re-
ferral focus in the U.S. Whatever
similarities and differences exist, or are
likely to develop, processes like
NAFTA are likely to stimulate more
discussion about broad issues of in-
terest to EAP providers across North
America.

Preparing for the Future

EAP standards of practice, certifi-
cation of EAP practitioners, accredi-
tation of providers or programs, and
lobbying governments at various lev-
els are just some of the broad issues
that providers across Canada and the
U.S. are already addressing. Many
Canadian practitioners have taken
their CEAP certification, a few provid-
ers have undergone accreditation by
the Employee Assistance Society of
North America (EASNA), and govern-
ments have been lobbied with respect
to taxation of EAP services and the
legislative definition of what consti-
tutes an EAP as it relates to drug test-
ing in the transportation industry.
Many of these changes were u nder-

wayprior to NAFTA, although the per-
ception of a North American market
emphasized by NAFTA likely facili-
tatedtheir development. This attitude
or perspective that we all live and op-
erate in a North American market,
rather than solely within our national
borders, is perhaps one of the more
subtle but forceful effects of NAFTA.

There is clearly real merit in the
U.S. and Canadian EAP communities
learning from each other and joining
forces to self-regulate, lobby govern-
ments, and provide services. I do not
believe we needed NAFTA to do this,
and I hope the push toward a North
American market will not allow us to
gloss over significant social and cul-
tural issues that make EAPs, and life
in general, so enriching and interest-
i ng.

Jack Santa-Barbara, Ph. D.,
C. Psych., is Chairman and CEO of
CHC -The EAP Specialists, a national
Canadian provider located in Ontario.

NFOTRACTS
from page 29

testing laws, a directory of contacts,
and a summary of states which restrict
random testing. Cost is $95; order from
the Institute for aDrug-Free Workplace,
1301 K Street, N.W., East Tower, Suite
1010, Washington, D.C. 20005.

$3 Million Available to Reduce
Smoking in Families

The Robert Wood Johnson Founda-
tionwill make available $3 million to-
ward the development of innovative
approaches to assist childbearing
women to quit smoking and remain
smoke free. Smoking is the most im-
portant preventable cause of low
birthweight babies in the United States.
Approximately $3 million will be
awarded for as many as 15 two-year
projects. Award amounts will vary, but
are expected to average $200,000 each
over the two-year period.

Those interested in applying for the
program should mail a brief letter of
intent to H. Pennington Whiteside, )r.,
deputy director, Smoke-Free Families,
National Program Office, Department
of Obstetrics and Gynecology, Univer-
sity of Alabama at Birmingham, AL
35233-7333. Deadline for proposals
is October 24, 1994. C~

Program Managers Forum

A special half-day session will be
held in Boston on November 17,
1994, from 8:00 - 12:30 p.m., for
all internal EAP Program Managers.
This program will include a keynote
presentation by Dr. James Fox,
Uean of Northeastern University's
School of Criminology on Work-
place Violence. Dr. Fox is the au-
thor of several books regarding
violence and has appeared on
ABC's 20/20 and Phil Donohue
among other public forums. Fol-
lowing Dr. Fox's session, the attend-
ees will participate in a one-hour
working session facilitated by Kevin
King of Boeing Aircraft Corporation
EAP. The purpose of this session
will be to develop key ingredients
to workplace threat-of-violence
policies. For more information call
Kelly Ransom, 703-522-6272.
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'~.~ New Video on ~c
DOT Alcohol ~ ~-~ oo

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?

If you, or your organization, need to know more, watch and listen
to Donna Smith, Acting Assistant Director, Department ofTransportation,
under whose guidance the rules were developed. The "What You Need to
Know About the 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

q —' -' 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.
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