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PRESIDENT'S MESSAGE

Spirit of Cooperation and Professionalisr~n in EAPA Board
by George E Cobbs, Jr., CEAP, EAPA President

'have many reasons to be happy as I write
my column this month, and I know you
will share in my enthusiasm when you

hear of the progress EAPA members and staff
are making on several fronts.

First, the Seattle Chapter is making great
strides in preparing for the 24th Annual
EAPA Conference this fall. On. pages 16-17
of this issue, you'll read descriptions of the
various tracks that will be available to our
members.

I'm also very happy about' the develop-
ment of the first nationwide roster of CEAPs
who plan to offer their services as substance
abuse professionals (SAPS). Members and
staff have been working at a breakneck pace
to make this information available just as the
DOT market is about to open to small busi-
nesses. The timing and level of cooperation
just couldn't be better, and we all welcome
the roster as another revenue opportunity for
the Association.

My greatest source of pride, however,
stems from the Board of Directors meeting
this past April. IYs becoming increasingly
clear that EAPA members have selected an
outstanding group of people.•to serve the
needs of the Association through 1997. An
unusual spirit of cooperation and profession-
alism-was evident, particularly as the Board
reviewed several tough issues.

For example, the Exchange is a valuable
membgrship service, but it'also consumes a
great deal'• of Association revenue. As EAPA

Vote for
1995 Regional
Directors and
1995 Annual
Awar Winners
(see pages 18.19)

grows and as the general public becomes
more and more aware of what we do, the
need for public relations and other types of
communication become more and more
evident. After weighing the pluses and
minuses of various approaches, the Board
chose to reduce the number of Exchange
issues, while increasing the size of each
issue. For fiscal year 1996 only Quly 1995-
June 1996), EAPA will publish six issues.of
the Exchange. Each issue will be 50 percent
larger,. however, so EAPA members will get
basically the same amount of information
but fewer times during the year. This is a
cost-saving measure for one year only.

Another One-Year Decision

The Board also considered the benefits
and risks of holding a Public Policy
Conference during 1996, and decided to
postpone having this meeting until 1997.
While attendees are generally enthusiastic
about the sessions and the Capitol Hill expe-
rience, the conference has been a financial
liability for the Association. Only 27 percent
of our chapters have participated in recent
years. If each chapter sent at least one repre-
sentative, we could definitely make this con-
ferente successful and cost-effective. This,
too, is a decision that will be revisited in one
year after EAPA regains its full financial
strength. If you have ;any comments about
either of these Board decisions, I'd welcome
your letters or phone calls.

The EACC and the Liaison Subcommittee
from the Board of Directors had a productive
meeting on the issue of adding or not adding
an academic degree requirement to the
CEAP credential. There's another meeting
planned in the near future to continue this
productive dialogue.

On the Financial Front

Once again, the Board heard a financial
report filled with good news. The third quar-
terfinancial report has been completed, and
it appears that the deficit has been reduced
by one-third, and possibly more, of its origi-

nal amount. Our goal of becoming deficit-
free is now clearly in sight. Our success has
come from developing a realistic budget and
allocating funds only for those projects that
have been Board-approved. I'd also like to
repeat that this Board has had to make some
hard, and, at times, unwelcome decisions.
But these decisions had to be made if the
Association wanted to enjoy financial stabil-
ityagain. (sincerely hope all EAPA members
will appreciate and support these decisions.

In closing, I want to commend our
Oklahoma City Chapter members and all
those employee assistance professionals
who made such courageous efforts during
their moment of crisis. You can read more
about that on pages 30-31 of this issue. ►~



A Message from the
Exchange Advisory Committee
This past April, the EAPA Board of

Directors voted fio reduce the number
of issues of the Exchange to be pub-

lished during FY 1996. For the next year, the
magazine will be published bi-monthly; the
next issue will be dated July/August.

Although this decision was not advocat-
ed by the Advisory Committee, we do sup-
port the Board's decision as a temporary,
cost-saving measure. Printing costs invari-
ably account for the largest expenditure in
our budget. By going. to press fewer times,
we stand to save a significant amount of
money.

To ease the impact of this decision, the
Board has agreed that each issue during FY
1996 will be 50 percent larger. By so doing,
the overall volume of information offered to
members will only. be reduced by approxi-
mately 15 percent.

Some members have applauded this
decision, others have been very disappoint-
ed. Whatever your opinions, we welcome

EXECUTIVE OFFICERS

George E. Cobbs President
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them in writing so that we may carefully
consider what to do for the next fiscal year.

One very positive effect of this decision
will be to allow more time for. our
Communications Director to lead us in
other types of communication. Public rela-
tions, media relations, public information—
all are part of an effective communication
program. EAPA is frequently consulted by
the media, resulting in more exposure and
more opportunities for our growing
Association. We will also benefit as EAPA
extends its opinions and leadership through
relationships with other associations .and
corporations.

Once again, we look forward to hearing
from you about the Exchange.

Jim Carpenter, Chair,
Exchange Advisory Committee

See page 29 for a complete list of names
and telephone numbers for committee
members. ~

Walter Reichman Chairperson
Employee Assistance

Certification Commission
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FROM THE COO

N HQ Seekin New Training
Opportunity or Chapters
by Sylvia Straub, Chief Operating OfficerThis past spring was an exciting time

for EAPA, a time characterized by a
number of opportunities and not a

few challenges. The Secretary's Report (see
page 28-29) details some of the tough deci-
sions resulting from the April 29=30, 1995,
meeting of the EAPA Board of Directors.
Among them were the decisions to cut back
to six issues of the Exchange for one year
and to postpone the Public Policy
Conference for one year. These temporary
reductions will enable EAPA to eliminate the
deficit more quickly and will help normalize
very heavy staff workloads. I have men-
tioned several times in this column and else-
where the skill, hard work, and dedication of
the staff, which the Board recognized at its
meeting with a motion. (Special thanks to
Linda Sturdivant who recognized staff in her
own way with a pizza luncheon in May.)

Athird quarter report was presented at the
April Board meeting. It showed that we have
acquired $1.836 million in revenue to date
and that we have incurred expenditures of
$1.571 (figure includes unpaid bills from the
previous fiscal year). Our prognosis is that by
the end of this fiscal year, we will have halt-
ed the growth of our deficit and eliminated a
portion of it. The audit report to be produced
after the close of the present fiscal year, June
30, 1995, will present an accurate picture of
our progress. That report will be printed in
the Exchange and will be available to anyone
requesting it.

In the meanwhile, three more chapters
have made or pledged contributions, which
will help us accelerate the rate at which. our
deficit is eliminated. The Greater Detroit
Chapter has donated $2,000, and the Santa
Clara, California, chapter has donated
$1,000 to the national organization. Many
thanks to these chapters for this wonderful
support.

New Training Opportunity

In May, the national organization seized
an opportunity which we hope will be of
benefit to the chapters. The Depression
Awareness, Recognition, and Treatment
Worksite Program of the Washington
Business Group on Health and the National

Institute of Mental Health prepared a train-
ing program entitled "In Good Company." It
was unveiled in April and I, along with other
staff and some EAPA members, attended the
meeting at which it was presented.

The target audience for these materials is
the employee assistance professional, and
those in attendance were eager to hear what
EAPA could do to disseminate the materials.
We responded that the best possible network
was through our 95 chapters and explained
that a grant proposal was being prepared by
Kay Springer and Ashley Harris. The propos-
al requests funds to cover the costs of training
for one designated chapter representative
who would receive free training, the kit of
materials, breakfast and lunch, and one
nights lodging. The training would take
place in Seattle just prior to the annual con-
ference. In return, the chapter and the desig-
nated representative would agree to conduct
at least one training for chapter members
within a year's time. We will inform all chap-
ters of the outcome of our proposal.

New EAPA Publication

More than 500 member CEAPs have
applied to be on the SAP Roster, which is an
addendum to the Directory of Employee
Assistance Professional Consultants. A second
edition of the SAP Roster will be available this
summer, so if you missed the first one, you
can still get in on the second edition. Please
contact Sheila MacDonald or Ashley Harris at
EAPA Headquarters for further information.

Traveling Time

May turned out to be a very busy month.
In addition to attending the introduction of
"In. Good Company," I was an invited guest
at the symposium on "Violence in the
Workplace," sponsored by the U.S. Postal
Service. As this issue was going to press,
had just returned from a retreat of the Pacific
Region chapter presidents and the California
Public Policy Conference. It was a pleasure
meeting so many of our Pacific Region lead-
ers and learning of the issues of importance
to them, particularly the issue of managed
care, its effects on members in that region,

~_
i

and some of the measures being considered
to position the employee assistance field
within this environment. Special thanks to
Debbie Marsala, Pacific Region director,
and Cathy Tappan, the region's legislative
and public policy representative to EAPA's
Legislative and Public Policy Committee, for
their wonderFul hospitality.

In the next issue, I'll report on my visits
later in May with the Northern Illinois and
Virginia chapters, as well as with the United
Kingdom Chapter President Richard
Hopkins. Richard was kind enough to meet
with me when I had personal business in
London at the end of May.

EAPANET

Finally, EAPA is on Internet and at no
cost to the Association. EAPA belongs to
COHRMA (Council of Human Resources
Management Associations), a coalition of
associations. A COHRMA member, Michael
Forrest, executive director of the College
Placement Council, Inc., offered each
COHRMA member a page on his associa-
tion's Internet site and provided a day of
training for staff persons from each member
association. The Internet address for
EAPA's page is Browse the Web
"http:\\www.jobwe.org" You should reach
the home page for the Council of Human
Resources Management Associations. We
already have some association information
on our Internet page, and our plan is to con-
tinue to publicize current meetings, CEAP
test dates, training, publications availability,
etc. in this way. Because of this develop-
ment, the staff has begun its exploration of E-
mail. Presently, we do not have the comput-
erequipment to access E-mail.

Because of present budgetary constraints,
and the Association's other project priorities
requiring financial resources, we are seeking
donations of computer equipment that will
enable us to serve members more effective-
ly through technologies such as Internet.
Anyone interested in donating computer
equipment to EAPA may contact Mary
Schmidt or me at the National office.



LETTERS TO THE EDITOR

Who Better Than
EA Professionals?

'f I ever wondered if people read what
wrote, I now have the answer. Recent
quotes from me in the April 1995 issue of

Drugs in the Workplace triggered a variety
of responses, which let me know that my
colleagues are indeed paying attention to
what I say.

The issue that spurred discussion was: Is
there a conflict of interest when an EA profes-
sional performs substance abuse professional
(SAP) duties?

stated that there could indeed be con-
flict between the two roles. I believe the EA
professional has traditionally managed a
twofold role of employee advocate as well
as management advisor. Because EA profes-
sionals are privy to problems that are never
communicated to employers, employees
often view the EA program as a "white haY'
operation. SAPS, on the other hand, may
eventually be seen as working for the
employers as "enforcers," facilitating entry
into treatment but having different reporting
relationships, sponsorship, and account-
ability than EA professionals.

The SAP role is new and has yet to be

Education is the Key

'am writing in response to the February
1995 article "An Educational
Requirement for Certification? (page

19)." As a graduate student preparing to
become a professional counselor, and as a
prior Certified Chemical Dependency
Counselor, I felt compelled to share my per-
ceptions. The most basic question is about
education and its value.

Employee assistance programming is a
necessary and vital component of a suc-
cessful business operation. As companies
are downsizing and maximizing resources,
it is imperative that every company retain
qualified and productive employees.
Efficiency is the goal. To attain this efficien-
cy, employers need to consider the wellness
of their employees. Family problems, mari-
tal difficulties, substance abuse, physical
and/or emotional illness, stress, financial
concerns, etc., all impact productivity. The
issues to be addressed by a quality EA pro-

defined. Until that definition is made clear-
er through the eyes of experience, we
should not close our eyes to the possibility
of conflict for those who assume the
CEAP/SAP role.

For example, testing does have a deter-
rent effect, and the DOT program will bring
to the surface some drug and alcohol-relat-
ed problems that might otherwise have
remained hidden. But most EA professionals
believe that employer drug and alcohol pro-
grams should focus on prevention and
deterrence, NOT detection and apprehen-
sion.

Another area of potential difficulty is
determining level of care requirements that
may be disputed by the managed care com-
pany. The employee may be unable to
return to work until he or she complies with
the SAP treatment prescription, but the
managed care company may refuse the
employee access to that treatment. Does
this mean that EA professionals should not
provide SAP services? No, but this does
mean that we must be very clear about our
boundaries and find ways to communicate
the impact of these different roles to our
individual and company clients.

Having said that, I'd like to reiterate that
EA professionals are the best candidates to

fessional are far more comprehensive than
any single issue, such as substance abuse.

In his article, Walter Reichman referred
to the heritage of the profession of EA pro-
grams. "Recovering people helped others
who were suffering when degreed people
and professionals were unable to." I chal-
lenge this viewpoint by reiterating that EA
professionals must address multiple issues,
not just substance abuse.

From personal experience, I compare
the Certified Employee Assistance
Professional to the Certified Chemical
Dependency Counselor (CCDC). For a
number of years, I was a Certified
Alcoholism Counselor, and eventually
became a Certified Chemical Dependency
Counselor. During my tenure as a CCDC,
believed I was providing more than ade-
quate service to my clientele. However,
now realize the limitations of my "exper-
tise." One could argue that I was qualified
to deal with a very specific issue—chemical
dependency. But, was I qualified to address
the correlated and/or unrelated problems?

help corporations implement the new
Department of Transportation (DOT) regula-
tions. For the past 20 years, EA profession-
als have provided assessment and referral
services in an occupational setting. Our
work experience has given us a better
understanding about the challenges of
worksite programs than any other profes-
sional group.

CEAPs are, of course, ideally suited to
serving as SAPS, provided they have the
necessary clinical experience in diagnosis
and treatment of drug and alcohol-related
disorders. CEAPs have experience in six
important subject areas:
1. Work organizations
2. Human resources management
3. EA program policy and administration
4. EA program direct services
5. Chemical dependency and other

addictions
6. Personal and psychological problems

In short, I agree with my colleagues that
few groups are better placed or more expe-
rienced to deal with these issues than
CEAPs and EA professionals. But I urge con-
tinuing discussion and examination of the
potential for conflict for those who wish to
be CEAPs/SAPs.
Tamara Cagney, CEAP

What has moved me toward this realiza-
tion? EDUCATION!

Perhaps having reached the same con-
clusion, fewer CEAPs are recertifying each
year. Experience is valuable, but not ade-
quate. Does experience teach ethics, tech-
niques, laws of confidentiality, the role of
values, lifespan development, family sys-
tems theory, etc.? No, these core issues can
only be learned through extensive training
and education. Experience can supplement,
not supplant, the knowledge base acquired
by attending an accredited university pro-
gram. ALicensed Professional Counselor has
the training, education, and experience that
EA professionals need to be concerned
about.

Mr. Reichman stated, "that the value of
our profession does not lie within the cre-
dential but in the people who practice it. The
commitment of its practitioners could never
be duplicated by any academic degree." For
me, "commitment' implies the awareness,
appreciation, and attainment of further edu-

Continued on page 8

JUNE 1995 EAPA EXCHANGE



.~ ~ \ I \ ~

.- \ . I

oving from a cottage industry to a
diversified and integrated market-
place calls for mental health and

ibstance abuse providers to think of them-
~Ives as business persons and to market
;gressively.
A quick review of market development

ends helps explain why private practices
red to stay alert to regional and local devel-
~ments, know their competitors and cus-
mers (realizing that their roles can shift),
id take marketing seriously. Here's why:
Private practice is not dead. In fact, the

isiness of delivering clinical services is in
fast lane and won't be turning back.

anaged care is no longer the outside force
anging how you do business. Rather, suc-
ssful practitioners are incorporating the
nciples of managed care into the delivery
their services through contracts with
rve-out firms, large HMOs, community
~ntal health centers, primary care physi-
ins, employers, school systems, govern-
~nt agencies —and even with self-pay
bents.
The product that you sell — psy-
otherapy, chemical dependency treat-
rnt, or EAP services —will not be
Hugh. Providers must also begin to sell
vice. That means access and availability
a schedule that meets the needs of the
lent and employer, not the provider.
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by Gail M. Tuttle

The behavioral health carve-out market
is unstable. The reason is that entrepreneur-
ial providers, who have formed multidisci-
plinary groups and developed outcomes
measurement and internal case manage-
mentsystems, have learned to manage care.
Employers are questioning why they're pay-
ing twice for services that managed care
firms are transferring —along with the risks
— to group practices.

It takes a scorecard to tell the competi-
tors and customers apart. Facilities and
managed care firms are buying group prac-
tices in a reach for outpatient dollars. That
development can dry up referral sources, or
open the door for new niche markets to
help build a continuum of care. It becomes
critical that providers look at new layers of
service delivery in order to identify target
markets.

Medicaid waivers allowing managed
care firms and large group pracfices to
contract for public sector clients and gov-
ernment dollars will draw a sicker popula-
tion. Providers will no longer be able to
market to and treat amiddle-class client
covered by employer benefits. On a posi-
tive note, however, providers who haven't
been able to treat Medicaid clients because
of licensure restrictions will see more flexi-
bility under at-risk contracts that allow
cost-effective treatment decisions.

Think in Terms of Business
Opportunities

The first step toward marketing for suc-
cess is for providers to view these changes
as business opportunities. And that requires
a shift in mindset to thinking not only as a
clinician, but also as a business person. That
means thinking in terms of a paycheck, rec-
ognizing that having the highest quality ser-
vices on the block won't bring in a dollar
unless purchasers are aware of those ser-
vices —and, more importantly, of the cost
savings those benefits can represent to the
company paying the bill.

IYs the provider's job to help the employ-
er or managed care firm make the connec-
tion between what you do and what they
need. That means listening first to learn the
customer's needs before you begin to sell
your clinical products. Sometimes a minor
tweak in packaging and presentation will
make the same clinical service attractive if
presented in the context of the employer or
managed care organization buyer's needs.

Develop a Business Mindset

What you can sell will vary widely by
geographic area and the level of managed
care activity already in place. Marketing in
rural areas calls for partnering with school



systems, community mental health centers,
and primary care physicians. Inner city
providers, on the other hand, are being
pressed to deliver access and affordability
for an increasing number of sicker patients
covered under capitated contracts. The
response has been more group therapy and
a new sensitivity to ethnic, racial, and cul-
tural needs in developing service products.

Most providers have been reluctant to
think of what they do as a business. "I
haven't found a psychotherapist yet who
isn't filing an income tax return reporting
the money they make offering services,"
says Samuel Mayhugh, president of
BehavioralCare, anational managed care
firm. "But many still don't want to think of
their services as what produces their pay-
checks."

Increasingly, good clinicians who can't
make the shift to a business mindset are find-
ing solutions by partnering with someone
who can, or buying those services from a
Management Services Organization (MSO),
or Provider Hospital Organization (PHO).

The Bottom Line:
Documenting the Benefits

Regardless of how you make your busi-
ness connection, the key selling point in any
market will be the ability to prove and doc-
ument the results of clinical treatment. And
the proof needs to be in a form that buyers
can use to justify the purchase of care.
Employers and benefits managers are look-
ing for hard and fast numbers showing that
your care represents a savings in the med-
ical benefits dollar by keeping workers on
the job, keeping dependents in school, and
reducing workers' compensation premiums
through Drug Free Workplace and other
preventative programs. It simply isn't
enough to sell the fact that the employee's
needs are being met. Value must be proven
by translating behavioral health services to
the payers' needs.

EA professionals, in general, are more
attuned to this new criterion on through their
presence at the worksite. Stil I, many providers
are overlooking opportunities to join with
employers who need someone to help them
comply with Department of Transportation
drug testing regulations, Americans with
Disabilities Act requirements, and state Drug
Free Workplace programs.

Know Your Community

Responding to those changes as market-
ingopportunities calls for providers to move
back into the community for two important
reasons: (a) to become aware of referral

sources as a way to create a broader range
of services without inflating your prices, and
(b) to represent yourselves as business own-
ers with a seat at the benefits design table.

When planning your marketing tech-
niques, think in terms of clinical products
designed for sale. Too often I hear from
providers who develop a new service, run
some flyers off on the copier, and wonder
why they aren't seeing new referrals.
Usually, iYs because they've put the cart
before the horse.

The key is to first go into the community
or employer markeC to identify needs and
then look at how your clinical services
might be adapted to meet those needs.
Listen before you try to sell.

New clients include community mental
health centers, school systems, employers,

"...the key selling
point in any market
will be the ability
to prove and
document the
results of clinical
treatments. "

insurers, business coalitions, regional
alliances, managed Medicaid programs,
and hospitals. A quick list of what those
clients are buying includes: In-home care;
business consulting services; and expanded
EAP services that deal with life issues
including elder care, child care, and legal
services.

Offer What Clients Want

Increasingly, managed care firms are
contracting with group practices to staff
hospital diversion and triage programs. If
they don't provide 24-hour service, they at
least remain on-call until 10 p.m. They're
looking for value add-ons, including trans-
portation to guarantee that clients will show
up for treatment and stay on medication, or
allow adolescents to stay in school and
make it to partial treatment.

Selling those kinds of products —
work-smart programs, evening partials, out-
patient detoxification, substance abuse
rehab programs, short-term crisis interven-
tion halfway houses — doesn't appeal to all
providers.

In running. down the list of what sells,
more often that not, the responses I hear
most often are: "I don't want to do that.
don't want my beeper going off at 2 a.m.
don't like. working with kids. I've created a
therapeutic atmosphere in my office 'and
don't want to leave it." ThaYs a fair choice.
But providers need to recognize that pur-
chasers are asking for one-stop shopping
with easy access. Providers cannot sell
themselves in isolation. Rather they need to
ask what employers, third-party payers,
government contractors, and even self-pay
patients will buy and how they wanted it
delivered — if they want to stay in business.

Successful marketing also depends on
knowing exactly what it costs for you to
deliver a service. IYs important to do it
faster, better, and cheaper —all the while
making the employer look good while sav-
ing money. Effective outcomes measure-
ments become the bottom line for providers
when describing your track record to poten-
tial clients.

Aim for a Balanced Practice

The most successful private practitioners
are those who achieve a balanced practice
mix, that is, an income base divided among
managed care contract referrals, govern-
ment contract work, special case rate pack-
ages, and self-pay. With managed care pan-
elsexpected to shrink overall by up to 20%
over the next two to three years, it is impor-
tant that providers identify the companies
where they have solid referral relationships
and spend time partnering with those firms.

Examples of how providers are diversifying
their practice mix for stability include the
following:

• A large California staff model group
practice with 31 providers and a net-
work of 150 contract providers draws
90 percent of its business from man-
aged care. The providers are working
harder for less money to serve 350,000
capitated lives. The group has a goal of
shifting 20% of its total client business
to group psychotherapy to increase
efficiency and reduce clinician hours.

• A Michigan group practice increased
contract and self-pay business oppor-
tunities by marketing a package of
behavioral health, social and financial
services to seniors. By using communi-
ty agency staffers as consultants,
staffing tables at senior centers, work-
ing with .doctors and lawyers, they
developed a rich specialty referral net-
work.
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15 Ways to Build a Niche
for Your Business

1. Build name recognition. Don't
assume that referral sources know
about you or what you do. Providers
are going back to tried-and-true pub-
lic speaking and freebie workshops
to establish themselves in even heavy
managed care communities. Having
a client ask for you by name can
open an otherwise closed network
panel.

2. Set yourself apart. Take a hard look at
your clinical specialties. Review your
background and define what you do
'well. Consider adding one thing to
your practice that no one else in your
geographic area is offering.

3. Set up alternative levels of care. Be
creative. Ask chemical dependency
facilities what outpatient services
they need. What about mobile out-
reach or evening programs? Can you
use their facility for a partial pro-
gram?

4. Know the players. Who are the man-
aged care companies doing business
in your area? Which employers do
they contract with? Which employers
are self-insured and willing to con-
tractdirectly with provider groups?

5. Practice business skills. Do you
know how to measure the cost of
your services?

6. Use outcomes data. Measure your
client/patient satisfaction. Show buy-
ers that you are willing to measure
your services and that your practice
has proven results.

7. 'Take a hard look at your marketing
materials. Do they highlight specialty
services that an employer or man-
aged care firm might buy separately?
Consider a marketing package that
can be easily tailored to various
clients. Use inserts that can be
changed inexpensively to target
employers, managed care, traditional
referral sources, primary care physi-
cians, and private pay clients.

8. Know your community resources. Be
willing to offer competent group
therapy and to step-down to commu-
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nity 
support programs.

9. Put someone in charge of managed
care business. Train a case manager
within the practice to handle rela-
tionships with managed care firms
and to provide immediate feedback
on patients in treatment.

10. Join a Chamber of Commerce.
Volunteer to serve on an insurance or
health care committee as a way to
win a seat at the benefits table. Offer
your services as a resource for
employers in designing programs to
comply with the Drug Free
Workplace Act, workers' cgmpensa-
tion guidelines, and the Americans
with Disabilities Act.

11. Invite potential clients in. Set aside
one day each week to order box
lunches and invite a managed care
firm, local hospital, psychiatric facili-
ty, or employer to visit your practice
and listen closely to hear what they
do, and what they need.

12. Rethink your program's pricing
strategies. Select two or three ser-
vices as "products" and attach com-
petitive case rate or other package
prices.

13. Gather more information. Ask a
friend who works for a major
employer to help set up a "focus"
group with interested employees to
provide feedback on one of your
products. Take in box lunches and
ask do you need this? How much
would you pay? How many sessions
would you commit to? Would you be
interested in the service if it were
offered at the worksite?

14. Think access. Take the show on the
road and be willing to provide care
in affordable blocks of sessions in
schools, in doctor's offices, at work-
sites.

15. Talk to other professionals about their
needs. Cross refer with your lawyer, doc-
toi; or investment broker. Be willing to
identify client needs for other profession-
al services and make referrals.

• A psychologist in solo practice moved
her office to a physical therapy and
rehab clinic. She successfully sells to
managed care by emphasizing her
work with pain patients. "IYs much
easier to sell services to an insurance
company if you're part of a multi-disci-
plinary team," she said.

The same approach works for a
Phoenix counselor who opened an
office in a professional complex with a
dentist and physical therapist. They're
designing a capitated product for treat-
ing facial pain.

• An Oakland, California, psychologist
convinced a managed care firm to
work with him to measure the treat-
ment outcomes when patients are
matched with providers based on
culture, ethnic, racial, or religious

preference.

• In Texas, a group practice developed a
business that handles after-hours calls
for other providers, giving them the
appearance of seamless delivery with-
out full-time staffing costs.

Gayle M, Tuttle is executive editor of
Practice Strategies, a monthly business pub-
lication for multi-disciplinary behavioral
healthcare providers. She is a recognized
national speaker and expert on managed
healthcare trends and marketing and prac-
tice issues for clinicians. For a sample copy

of Practice Strategies, call9}9-553-0637, or
fax your request to 919-553-4584.

Education
Continued from page 5

cation, training, and skill building.
understand the opposition of EAPA

members to an educational requirement.
Such a requirement challenges the niche of
expertise claimed by the CEAP. Similarly, the
CAC or CCDC will protect their niche of
expertise. Nonetheless, employers are doing
a disservice to their employees when they
are not providing the most qualified, experi-
enced, and well-trained professional. A
company's decision to hire a licensed coun-
selor is truly a step in the right direction!

Sincerely,
Barbara Elking
501 West Plum Street
Coldwater, Ohio 45828



mong the emerging roles for
employee assistance professionals
in the workplace is the responsi-

bility for strategic planning. The subject
of that planning effort may be the employ-
er, union, the employee assistance pro-
gram itself, or a combination thereof. In
all of these examples, the skills required
for the planning task may be available
from a specially trained employee assis-
tance professional.

Just what is strategic planning? It is
simply the development of goals, objec-
tives, and tactics that support the organi-
zation's mission. An organization's strate-
gic planning approach provides both
direction as well as flexibility to achieve
the organization's mission. There can be
no strategic planning, however, without
an organizational mission statement.

Many organizations avoid strategic
planning. Why? Because planning often
appears tedious and unrewarding and, by
the time a plan is developed for one set of
circumstances, those circumstances have
likely changed. Planning takes time, is
risky, detracts from "action" tasks at hand,
and often is obsolete before completion.
So why do it?

Critical issues, that is, global eco-
nomic conditions, emerging communica-
tions technology, legislation and regula-
tions, competition, human resources man-
agement, profitability, etc., facing U.S.
business and unions today will not go
away if ignored! The more issues that
exist and the faster they change, the more
vital is the planning process.

Work In Nrogress

A strategic plan is never finished; it is
always in progress. But that does not
mean that an organization must spend for-
ever writing its plan. Strategic planning

ra e ~c annin
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can be accomplished in short bursts,
focusing upon goals over the next three
months (not years). Organizations must
remain flexible to respond to changing
external and internal conditions. Plans for
the next three years are often unrealistic!

Unfortunately, many of the plans
developed by businesses, unions, and EA
professionals never become reality. The
strategic plan is printed, bound, and set on
the shelf. You can beat the law of aver-
ages that this will happen to you by:

Involving those responsible for imple-
menting the plan in the planning
process;
Prioritizing the actions in the plan;
and
Organizing internal resources to sup-
port the plan.

There are many models for conduct-
ing strategic planning sessions. Many of
them incorporate the following features:

• Data is accurately analyzed, resulting
in information, then wisdom, which
is critical to the planning process;

• All issues/concerns are raised and
addressed by the planning team;

• Observable/behavioral goals, objec-
tives, and tactics are established to
address each issue/concern;

• Action timelines are reached by con-
sensus and implemented by appropri-
ate staff;

• Accountability is maintained by the
strategic planning team.

The development of a strategic plan
requires the planning team to reach con-
sensus on clearly defined problems(s), to
(a) thoroughly explore internal as well as
external capabilities and liabilities for
addressing these problem(s); (b) commit to

implement the action plans(s); and (c)
hold the organization accountable for
results.

The How-tos

How can the EA professional step
into this role of facilitator? The employee
assistance professional has always applied
a problem-solving process to address his
or her clients' concerns/issues. Pursuing
background data, interviewing key con-
tact persons, considering the strengths as
well as liabilities of these clients and their
support systems, developing a shared
vision of the expected outcome(s), setting
action plans for resolution, and monitor-
ing adherence to the plans are typical
functions that EA practitioners apply with
individuals and groups.

The transition to strategic planning by
EA professionals requires a working
knowledge of professional theories and
common techniques utilized in this arena.
It requires experience with task group
leadership; the ability to work with a mul-
tidisciplinary, cross-functional workplace
group; and the skill to manage the plan-
ning process through a set of peaks and
lows as energy expands and diminishes
over time. The strategic planning process
is best served by EA professionals who
have experienced the process in their own
companies!

There are always frustrations in
implementing a strategic plan. Not all
goals will be achieved. But those that are
will give credence to the positive effect of
strategic planning. This is a rapidly emerg-
ing arena of organizational development
that holds promise for specially trained EA
professionals. i~

Sandra Turner, CEAP, is Immediate Prof
President of EAPA and National Account
Manager at MEDCO/PPC inPPC in Ohio.
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by Tamara Cagney, CEAP

Psychosclerosis is "hardening of the
attitudes" and it can be a deadly dis-
ease for EA professionals of the 1990s!

Now is the time to think about doing things
a new way. We are marketing in a new envi-
ronment. Managed care has changed our
world and the world of those who purchase
our services. The impact of the Department
of Transportation (DOT) alcohol and drug
regulations is still increasing. To compete in
today's environment your organization must
be flexible and results-oriented.

Today more than ever, EA professionals
need to clearly identify their markets and
their products. EA professionals and sub-
stance abuse professional services are pur-
chased by employers, insurers, and EA pro-
fessionals themselves. The way employers
select contractors or services is similar, no
matter what the product is. They want:

The least number of vendors to deal with
(one stop shopping);
Teamsmanship;
Products customized to their unique
requirements;
Agreed upon criteria for assessing success;
Competitive prices.

We go through the same process in
reaction to change as our customers do. But
we hope we are ahead of the curve. Let's
take managed care and the DOT regulations
as examples. In ~n area of new market pen-
etration we see classic examples of denial
from our col leagues as well as our customers
— "The good old days." "It won't affect me."
"I'll just stick to my knitting."

Managed Care

Young markets, those with fairly recent
market penetration, are characterized by
resistance, anger, blaming, and complain-
ing. We have all certainly heard quite a bit
of evidence of this stage. But the process
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continues. More and more employers opt for
managed care. EA professionals cannot refer
to providers who are not empaneled. The
employee is told one thing by managed care
but another by the EA professional.

We have heard EA professionals say
that managed care will go away and that
they will just ignore it. Their companies
have carved out mental health and chemical
dependency services and contracted
through the benefits department with no
coordination with the EA professional.
Private providers have also tried to close
their eyes to managed care, but their referral
sources are drying up. They market to EA
professionals, but EA professionals can only
refer to panel providers. They talk about sur-
viving on full fee, self-pay clients, but so do
a lot of their colleagues. In reality, only 20
percent of the insured population remains
unmanaged in some areas of the country.

Labor unions argue that they negotiated
for freedom of choice and self-determined
access to inpatient care, but they are being
told that the level of care determinations will
be made based on medical necessity.

Treatment providers and private practi-
tioners have all experienced rage, if not
anger, at the changes brought about by man-
aged care. We see vitriolic articles about
"mangled care." Professional association
leaders are attacked for embracing the
changes and alternately attacked for appear-
ing to acquiesce. Splitting takes place, pit-
tingthe EA professional against the managed
care company with the troubled employee
in the middle. Managed care is pictured as
the force of darkness and spawn of the devi I.

DOT Regulations

Only 20 percent of the employees
affected by the new DOT regulations will be
under the 1995 implementation. The
remaining 80 percent will fall under the reg-
ulations in 1996, But smaller companies are

not preparing themselves. Trade associations
are not preparing training or literature. EA
professionals and private practitioners are
still unclear about the SAP role and regula-
tions. Treatment programs are not modifying
their programs or their marketing. These are
examples of denial in a new marketplace.

Another example of resistance to the
DOT regulations is a memo distributed by
one union at a major transit operation. The
memo advised employees to refuse to
accept copies of the policies and procedures
for the newly implemented DOT drug test-
ing program even though management
intended to proceed with implementation.
Employees had already received a warning
letter about non-compliance. Another exam-
ple of this resistance has occurred in some
managed care companies. When approach-
ed about the DOT regulations and their
plans, the companies reply, "We don't have
any of those employees as members."

As new ways of doing things infiltrate
our workplaces and the market is estab-
lished, people begin to explore the possibil-
ities. Those with entrepreneurial spirit leap
out ahead. It is a time of creativity, explo-
ration, and learning new skills. This is where
we are today in relation to managed care
and the SAP responsibilities under the DOT
regulations. While some EA professionals
are still resisting the changes, and suffering
from bouts of psychosclerosis, many more
are responding to the market forces, design-
ing new products, and marketing in new and
different ways.

For example, a group trademarked as
the substance abuse professional network is
organizing nationwide. This group of Bay
Area treatment providers has met for almost
a year and has published a local SAP direc-
tory. They are redesigning their programs to
include atwo-week education/values clarifi-
cation program for individuals who test pos-
itive but do not yield evidence of addiction.
Substance abuse assessment centers are



being created by CEAPs and SAPS and mar-
keted to medical review officers and labs as
well as transit and trucking .firms. Grou~~
practices, formed in response to managed
care, are marketing their services as SAPS
and trainers. Training packages are being
designed to meet supervisor and employee
education requirements.

EAPA has developed a training module
for DOT training to be used in the local
chapters, and EAPA co-produced the What
You Need to Know about the DOT Alcohol
and Drug Rules video series with Buckley
Productions. EAPA is also adding a SAP
directory addendum to the Directory of
Employee Assistance Program Consultants.

In the managed care arena, EA profes-
sionals have joint ventures with managed
care firms. Well-known EA professionals
have joined managed care firms and have
raised the quality of EA services offered.
Other managed care firms are working with
internal EA professionals who do the assess-
ment and determine the initial level of care
within the EA program. Some EA programs
provide case management for all of the
chemical dependency cases even though
the risk is held by the managed care com-
pany.

In a mature market,. the focus is on
teamwork, not division. Organizations look
for vendors who will focus on moving for-
ward cooperatively. Shared goals will be
identified and built upon. In our field, as in
any other market driven field, purchasers
are looking for vendors who understand
their goals, their focus, and their concerns.

Smart EA professionals, .like anyone
else in business, are always looking for new
ways to reach new clients. The recent
changes in our work world offer unlimited
marketing possibilities. But to capitalize on
these opportunities, we must remember that
change is a process and that we are just as
affected by the stages as our clients. We do
not have to abandon the core technologies
that make an EA program a valuable service
but we do have to continually identify new
products, new markets, and the creative
way to reach them.

Tamara Cagney, CEAP is executive direc-
tor of Behavioral Health Quest in
Pleasanton, CA. She can be reached at 510-
464-6441.

index to Advertisers
Library of Congress ........................ 13

Mercy Medical Center .................... 29

Motivision ........................................ 3

Buckley Productions.......... Cover 3&4

I~

n erna
~ ~.

by Jeffrey P. Christie and David L. Coles

inosaurs roamed the Earth during
the Mesozoic era. They were the
dominant life form from about 60 to

200 million years ago. However, events and
circumstances worked to bring about their
ultimate extinction. Unless internal EA pro-
grams take a lesson from the dinosaur and
adapt to current events and circumstances,
they, too, might find themselves on the list of
extinct species.

Internal EA professionals must do three
things to survive in this era of corporate
downsizing and outsourcing of all but core
business functions.

First, they must begin thinking outside of
the box.

Second, they must ensure that their spon-
soring company understands that the EA pro-
gram is a core business function that is more
valuable as an internal program.

And, third, they must become as savvy
about marketing their services as are their
external counterparts.

Thinking outside of the box — mindset
expansion —will probably be the most diffi-
cult of these three survival strategies to
adopt. Stripped of the bells and whistles,
internal EA programs have historically
offered client assessment, referral, and fol-
low-up, together with tightly focused (limit-
ed) management consultation services. That
situation is analogous to hospital emergency
room personnel who patiently wait to react
to business that rolls in on a stretcher.

To survive today and flourish into the next
century, internal EA programs will have to
offer new and expanded proactive services
to ensure that business keeps rolling in.
Therefore, when not otherwise engaged in
assessments and referrals, follow-up, or man-
agement consultations, internal EA programs
need to be working diligently to develop and

implement non-traditional services. This is
especially true for such bottom line-affecting
services as assessing and counseling candi-
dates for overseas employment, overseeing
the mental health and substance abuse work
of the company's managed care vendor, sub-
stance abuse policy development, and ben-
efits design.

Understanding the Differences

The second thing that internal EAP profes-
sionals must do to survive is to help their
sponsoring company understand that the EA
program, a core business function, is more
valuable as an internal program. This requires
that the EA professional clearly understand
the distinctjon between client and customer.
EA program clients are the end users of the
services —the people on the other end of the
crisis line. The customer —the person paying
the bills — is the EA program's sponsoring
company or its medical plan.

To survive, internal EA professionals must
do more than provide exemplary service to
clients. They must also do those things that
strengthen the linkages with other operating
units within the sponsoring company. In
other words, the internal EA program staff
need to be proactively making sure that its
customers —the people who decide
whether the EA program remains internal or
is outsourced — understand the value of
keeping the EAP an internal program.
Examples of this value include knowing the
intricacies of the corporate culture, being
able to respond immediately and for an
extended duration to crises, and being avail-
able to interact frequently and informally
with managers and supervisors who may
need something short of a _major. manage-
ment consultation.
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Succes~f u I Trac Followk~s to
Here are some ideas you can implement to keep your internal EA program

from becoming fossil tracks in your company's historical record.

1 Make sure your EA program reports to
♦the highest possible level within your

company. The EA professional needs access
to the top-level decision makers and to be
seen by others as a critical corporate func-
tion.

2Establish an in-house EA program
t advisory committee of key corporate

and business unit personnel within your
company. The EA professional can then
receive valuable needs analysis input from
its customers.

3Join forces with your company's man-
~ agement development efforts, by offer-

ing EA professional's extensive behavioral
and organizational development expertise to
the personnel selection and development
process.

4Become an active player on your
t company's crisis response team so the

EA professional can be part of the proactive,
first-response efforts to critical situations.

The final survival strategy is for internal
EA professionals to become as expert at sell-
ing their services as they are at delivering
those services, an area where internal EA
professionals have historically fallen short.
This means making the same good use of
posters, training opportunities, and slick
brochures as do external EAPs.

A big advantage that internal EA practi-
tioners have, however, is that they are
employees of the sponsoring company. As
such, they have the opportunity to establish
and nurture a network of informal relation-
ships that are critical for successful program
marketing. Dropping by a manager's office
(stroll-around marketing) to chat about how
a proposed new EA program might benefit
the manager's department is a very powerful
marketing tool.

Internal EA programs are not the domi-
nant life form in the employee assistance
field. In fact, it is estimated that fewer than
15 percent of EA practitioners are working in
internal programs, down from a high of 85
percent in the 1970s. This trend does not
have to result ultimately in the extinction of
internal EA programs. Rather, if internal EA
programs adapt, and do so rapidly, this era
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~Work to secure a seat for the EA pro-
~ fessional on influential company advi-

sory committees, such as drug policy, dis-
ability management, and employee benefits.
EAP input can be part of the policy forma-
tion and implementation process.

6Regularly collect and circulate maga-
~ zine articles on subjects of interest to

influential company managers. Especially
choose articles on how EA professionals can
help them increase the success of their
departments.

~Make sure that key company person-
~ nel have your pager and/or cellular

telephone number, so they'll have confi-
dence they can reach you when emergen-
cies or special needs arise.

Q Offer to help your company's employ-
V~ ee benefits department with oversee-
ing the mental health and substance abuse
work of your company's managed care ven-
dor (or better yet, completely handle it).

of corporate downsizing and outsourcing
can find the internal program being classed
as a core business function well into the next
century.

Jeffrey P. Christie, LMSW, CEAP, and
David L. Coles, CEAP, work in the Employee
Assistance Program of Brown &Root, Inc., a
worldwide engineering, construction, and
maintenance company. Christie is the com-
pany's EAP director and president of the
EAPA Houston Chapter. Coles is the senior
EAP coordinator and member of the
Exchange Editorial Advisory Committee. For
further information, call them at 713-676-
3540.
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MANAGED CARE

~Provide after-action reports to senior
~ managers (maintaining appropriate

' client confidentiality), so they can stay
abreast of how the EA program supports the
company's mission.

OVolunteer EA staff members to
~ assist the corporate training efforts,

so EAP-related material is taught by the most
EAP-knowledgeable people and so the EA
professional is not inadvertently left out of
corporate training efforts.

Provide topical, highly focused
♦training on a variety of subjects of

interest to employees, subjects such as per-
sonal budgeting and financial management,
reducing stress, maintaining healthy rela-
tionships, and child rearing.

~Develop a comprehensive year-
~ round EA program marketing plan

that makes use of technology enhancements.
For example, send welcoming E-mail to new
hires and develop EAP-related sign-on bill-
boards for the company's computer network.

EAPA Staff
Voice mail

Need to talk to an EAPA staff mem-
ber? You can leave a message 24
hours a day through these voice
mail numbers (area code 703):

Clayton, Sheree 715-6780
Cooley, Joni 715-6797
Durand, Ruben 715-6784
Durkin, Jeff 715-6783
Harris, Ashley 715-6796
Harp, Diane 715-6785
Lee, Juanita 715-6786
Macdonald, Sheila 715-6788
Maupin, Ruth 715-6789
Miller, Ellen 715-6790
Schmidt, Mary 715-6791
Springer, Kay 715-6792
Straub, Sylvia 715-6794



ow o rea
e or ou
ou r n erna

by Joseph J. Kraus, CEAP

When communicating the effec-
tiveness of an organization's EA
program, it is imperative to

deliver the information in ways that the
organization can hear and understand.
Even if you have the best factual and empir-
ical EA program studies that would dazzle
your peers, the studies would fall hopeless-
ly on deaf corporate ears if the company did
not understand EA program language. To
survive in the corporate arena, it is vital to
talk their language, and not wait for them to
learn ours.

How to Listen Effectively

For example, before offering EA program
information, stop for a moment to consider if
that information is in the local organization-
al language. You can HEAR how the organi-
zation talks by READING the internal com-
munication papers, memos, electronic mail,
etc. Look for topics that were discussed and
incorporated into the organizations' fabric,
such as preventative maintenance.

Listen for local buzz words or sayings to
include, such as product value added, cus-
tomerdriven, quality is job one, the mark of
excellence, to name a few. Do not overdo it
in this area, however, or you may sound too
much like a television commercial.

The most important element in keeping
an EA program viable to the organization is
to keep the program visible. (By being visi-
ble Imean that the EA program is interwo-
ven into the corporate fabric of the organi-
zation, not just advertised through posters or
a posted 1-800-EAP number!)

The EAP Resource Network

Delco Electronics Milwaukee Operations
has been keeping the EA program visible

through the EAP Resource Network, which
recruits volunteers who have used the EAP
at one time or another and who want to
offer their services. Resource Network
members have experienced treatment and
recovery for a one year period. They have
made progress in their treatment and are
continuing to seek further growth in their
particular area of concern (i.e. divorce,
becoming a stepparent, drugs, alcohol, eat-
ing disorders, etc.).

The goal of our EA program is to have a
resource person, both hourly and salaried,
in every department, on every shift, and in
every location. The volunteers offer:

1. To be available to be "hooked up" with
an employee (with the proper release
and consent) and to take breaks, lunch-
es, or act as a temporary sponsor or
friend who understands at the worksite.

2. To promote the EA program in all aspects
of the environment.

This latter area has been the key in keep-
ingour EA program visible in areas that were
not always accessible to the EA profession-
al—areas such as closed door meetings, on-
the-road contacts with other salespeople,
and collective bargaining sessions.

Without the goals of spreading the word
about the EA program and searching for new
ways to show, not just tell, the organization
about the successes of the program, Delco's
EAP would have traveled. the way of the
Model T Ford, serving its purpose at the
time, invoking past memories but not serv-
ingthe needs of the new and ever-changing
world, visible only if you look for it.

Joseph J. Kraus, CE,~IP, is EAP coordinator,
Delco Electronics, UAW Local 43$ in Oak
Creek, Wl. i~!

EAPAMembers
Send in your news to the

Exchange

Attention: EAPA Members

Received any special awards? Made any

special presentations? Have any chap-

ter news you'd lilce to shat°e? Send it to

the EKChange. We lone to run your phu-

tos and announcements. Keep your mem-

hers informed and help the industry

grow by leltting others Iciiouu what's new

.....................................................................

Send all items to Editor, EAPA Exchange,

2101 Wilson Boulevard, Suite 500,

Arlington, VA 22201

The Employee Relations Specialist provides
counseling to supervisors and Library officials
based on expert knowledge of chemical depen-
dency and behavioral/medical problems to
assist them in early recognition and referral of
employees to Employee Assistance Program.
Counsels staff members on work performance,
leave, interpersonal difficulties, financial
concerns, fitnessfor-duty, and medical determi-
nations related to employability and disability
retirement.

Applicants need Vacancy Announcement
#50782 and application form available from
The Library of Congress, Human Resources
Operations Office,101 Independence Avenue,
SE, LM-107, Washington, D.C. 20540.2295; or
by calling the Library's Hotline at (202)
707-4315 or the Employment Office at
(202) 707-5627 or A147.

All applications and required materials must be
RECEIVED at the address above by close of

business June 30, 1995. Postmarks are
~ ~ o ~ not acceptable as receipt.

•~

THE LIBRA(?Y QF
~N~...•,' CONGRESS

The Library of Congress is an EEO/AA
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NEW MARKETS FOR SAPS

ttention: All EA professionals! Here's
an opportunity to expand your client
list. On February 15, 1994, the U.S.

Department of Transportation (DOT) issued
new regulations calling for alcohol and drug
testing for safety-sensitive transportation
workers. These regulations apply to 8.1 mil-
lion employees, and 7.3 million of them are
commercial drivers license (CDL) holders.
Examples include people in your communi-
ty who drive home heating oil trucks,
garbage trucks, tow trucks, furniture trucks,
dump trucks, cement trucks, construction
equipment, tankers, city buses, school
buses, or any driver of a double axle vehicle.
On January 1, 1995, the rules became

effective for public and private organizations
with 50 or more covered transportation
workers (20 percent of the total); on January
1, 1996, the rules will become effective for
organizations with fewer than 50 covered
workers (80 percent of the market).

The DOT regulations apply to all drivers
who hold CDLs and drive:

• Vehicles weighing more than 26,000
pounds;

• DOT placarded vehicles subject to haz-
ardous material regulations;

• Vehicles designed to transport more than
15 passengers.

Because thousands of businesses as well
as state, county, and local governments are
now subject to these DOT rules for the first
time, EA professionals have an opportunity
to meet an immediate need and establish
working relationships with new customers.
Employees from covered organizations need
your services to help them understand the
new regulations and develop polices that
will ensure compliance.
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by Richard F. Buckley

The Role of the EA Professional

While DOT has provided affected busi-
nesses with the new regulations, weeding
through them is not a simple task. The DOT
regulations are long and complex, weighing in
at more than 480 pages. EA professionals who
can offer their knowledge of the regulations,
their commitment to community safety, and
their expertise in the field of drug and alcohol
abuse should have no trouble breaking into
the commercial transportation market.

Some companies will already have pro-
cedures in place for drug and alcohol test-
ing. Show these companies that you can
help them modify and update their existing
policies to comply with the new regulations.

EAPA member James M. Oher, managing
director of a Chappaqua, New York-based
human resources and benefits consulting
group, points out, "Those companies that
have little in place have an enormous
amount of work to do to fulfill their legal
responsibilities. The new regulations require
that employers develop a written policy for
drug and alcohol testing. They must set up
operational mechanisms for education and
testing interventions and services. Clear and
concise procedures, protocols, and record-
keeping are imperative because the services
and programs documentation must be avail-
able for internal peer audits as well as by
government agencies."

Employers will also need substance abuse
professional (SAP) services by certified employ-
ee assistance professionals (CEAPs) who are
qualified under the DOT rules. Let these com-
panies know that you, as an EA professional,
can provide them with resources and assist
them in developing a policy that will bring
them into compliance with the regulations.

Talk the Language of Business

As you make your business contacts,
show them that you understand their inter-
ests and concerns. Talk to them about "the
silent profit killers," such as absenteeism,
loss of productivity, accidents, increased
medical and benefit claims, and theft of
plant equipment.

Take this opportunity to educate your
clients. Remind them that where there is
substance abuse:

• Accidents on the job occur three to four
times more often and accidents off the job
occur four to six times more often.

• 65 percent of on-the-job accidents are
due to drug or alcohol use.

• Alcohol is involved in 40 percent of
industrial fatalities.

Inform your clients that substance abuse
results in an estimated cost to employers
exceeding $100 billion annually. The bot-
tom line: Compliance with the DOT testing
regulations is the law and compliance can
increase company profits.

Sell Your Expertise

As you market your services, show your
clients that you are familiar with the new
DOT regulations. Let them know that you
understand the requirements for testing pro-
cedures, how to set up contracts with testing
facilities, and how to maintain confidentiali-
ry and reporting procedures. As an EA pro-
fessional, you can help your clients prepare
for possible DOT audits, thereby reducing
the risk of DOT fines, which vary by agency
but could cost as much as $10,000 a day. As
an EAPA member, you have access to



resources and learning tools, available
through your national headquarters; that will
help your clients understand the regulations
and develop a customized policy of compli-
ance.

Breaking into the Market

Begin your marketing by identifying the
relevant national, state, and local organiza-
tions, both private and public, that employ
CDL holders and use covered transportation
vehicles. (See chart to the right.) The best
place to find them is in your local phone
book.

Start with the Government Pages in the
beginning of the book. There you can find
an Easy Reference List identifying which
departments have city, county, state, and
federal offices. Look for offices such as Risk
Management/Loss Control Services, Safety
Department, Department of Transportation,
and Department of Public Works. Call and
ask if these offices have workers who are
affected by the new DOT regulations. Turn
to the Yellow Pages and look under headings
such as Business and Trade Associations and
Organizations, Labor Organizations, and
Labor Relations Consultants. Don't forget
Trucking, Truck Driving Instruction, Truck
Renting and Leasing, and Truck Repairing
and Service. These should also be fertile
industries for marketing your services.
Identify local firms that belong to the
National Private Truck Council, government
agencies that oversee the operation of cov-
ered vehicles, and local public and private
school bus companies.

As you research, remember to look at
the big picture to help you identify all the
players. Talk to the companies that sell and
service trucks. Find out who their cus-
tomers are. And don't forget the individu-
als who provide professional services to
trucking companies, such as lawyers,
accountants, insurance agents, and
bankers. These professionals can be valu-
able players in your marketing plan. Their
marketing skills are polished and they are
in the position to act as your advocate to
their clients.

Some of your oldest contacts may be
your most valuable. Network with health
care professionals you have worked with in
the past —medical review officers (MROs),
HMOs, managed health care providers, hos-
pitals, and alcohol and drug treatment
providers, both residential and outpatient.
Find out what they know about the new
DOT regulations and who they are working
with. Point out that you are knowledgeable
in this area and can provide them with
expert advice.

Programs and Services

Once you have identified your clients,
present them with specific ways that you can
help them, such as the following:

• Let them know you can help plan the
implementation of a substance abuse pro-
gram and facilitate the random drug test-
ing process or find the appropriate facility
to do that. Above all, give them the assur-
ance that you are the expert in this field
and can help their company increase their
profits.

• Offer to be a luncheon speaker for their
group or association and/or create a work-
shop that will provide them with the
guidelines and resources available from
the national EAPA offices. Team up with
insurance companies, alcohol and drug
testing companies, lawyers, and other
professionals who can sponsor a work-
shop for you.

• Let companies know that you can offer
the 60 minutes of alcohol training and 60
minutes of drug training mandated by
DOT for supervisors.

• Offer to write an article explaining DOT
rules for their company newsletter or use
their newsletter to run an ad for your ser-
vices.

• Qevelop a one-page flyer that you can
mail or hand out to potential clients. In

this flyer, introduce the new DOT regula-
tions, outline the services you offer, and
emphasize the benefits of an employee
assistance program as a component of a
strategic business plan. Above all,
describe how professional EA services can
save business owners money. Keep the
flyer simple and to the point.

Organizations employing CDL holders
offer EA professionals exciting new markets,
new challenges, and opportunities. As you
explore this market, remember to think cre-
atively —look at the. big picture, team up
with other professionals who service this
market, let business owners know you
understand their bottom line, and present
yourself as the expert with the knowledge
and skills to increase your clients' profits.

References for this article are available
from the author.
Richard F. Buckley is president of Buckley
Productions, Inc., and producer of the
What You Need to Knaw about the DOT
Alcohol and. Drug Testing Rules video
series, which was developed jointly with
EAP.S. Buckley Productions and EAPA are
currently developing 

a 

new video and
handbook for the substance abuse profes-
sional (SAP). For further information, con-
tact him at 415-383-2009; (fax) 415-383-
5031.

PRIVATE INDUSTRY FLEETS —Private fleets are operated by companies whose primary business is not
trucking. Telephone companies, manufacturers, retailers, and service businesses may operate their own
fleets either for convenience, lower transportation costs, management control, or because delivery per-
sonnel are the key sales contacts with customers. Private fleets represent the largest number of locations
and vehicles, but they can be difficult to reach.

PRIVATE-TYPE FLEETS—Private-type fleets are asub-group of private fleets. They are institutional busi-
nesses or public entities that operate in the public interest and need trucks to do it.
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Ruch New is in
ual Conference

The countdown has begun! The 24th Annual Conference in Seattle is
less than six months away. The Planning Committee has worked hard to develop

an agenda that will both challenge and dazzle, so please plan to be there.

Conference participants will have the opportunity to reach new heights of

professionalism and to reaffirm the position and role of EA programs within the

workplaces of the 90s. As you will read below, the Track Chairs have chosen

workshops that offer new and exciting information in a variety of areas.

External lack

The 1995 External Track will have confer-
ence participants "SLEEPLESS IN SEATTLE!"
The workshops have been chosen for their
diversify, innovation, and challenge.

As business and industry continue to
change and redefine the corporate philoso-
phy, the "work contract' as we once knew it
no longer exists. EA professionals have always
risen to the challenge presented and continue
to do so in today's environment.

It is our hope that the External Track will
enhance and add to your existing knowledge
by re-addressing such issues as "To De Brief or
Not To De Brief," and to pursue new frontiers
such as "Eldercare and the Future of EAPs."

Here's just a tempting preview of the top-
icsto be presented:

• "Conflict Management Training for the
Trainer"

• "An EAP Partnership With Multiple
Beneficiaries"

• "Leadership: The EAP Imperative"
• "A Little EAP That Could - Managing To

Care, Contain Costs, and Cooperate In An
Alliance of Employer, Insurer, And EAP"
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This year's conference will truly encour-
age you to "reach new heights" as you and
your colleagues are invigorated by opportu-
nities that are unfolding for the external EA
professional. It will prove to be a memorable
experience!

Barbara Balcer, External Track Chair

Internal 1~ack
Seattle is the _place, November is the

time, and the Internal Track program is
where you'll want to be. This year's program
is full of "hot' issues in the employee assis-
tance field.
We start off with a new pre-conference

session on team-building in organizations
through the use of Myers-Briggs Type
Inventory. This is a special pre-registration
workshop open to the first 35 applicants.
Register for this one early!

With the conference in full swing, EA pro-
fessionals from around the country will be
discussing confidentiality...ethics...medica-
tion... managed care...diversity...new roles
for EA practice through organizational devel-
opment...and much more. There are skill-
building programs, panel discussions, and

experiential workshops for the seasoned pro-
fessional as well as those new to the field.

Workshops you won't want to miss
include:

• Confrontations with Confidentiality
• Enhancing the Value of EAPs through

Sound Ethical Practice
• How EAP Managed Care Adds Value
• Trying to Keep the Customer Satisfied
• EAPs and Organizational Development
• Partnering with Managed Care
• Dealing with the Anger Dyscontrol

Worker in the Workplace

Come and be a part of this dynamic hap-
pening. See you in Seattle!

Debbie Frank, Internal Track Chair

TreatmentBehavioral
Health ilracic

Consistent with the new look of the for-
mer Treatment Track, you can expect to see
presentations that represent the diverse role
that EA programs and professionals play
within the practice arena at this year's con- ,
ference. The Treatment/Behavioral Health

~~
s



Track will familiarize participants with some
of the broader new approaches that have
evolved in the various treatment arenas
while re-emphasizing some of the core skill-
based approaches that have been proven
over time.

"Brief Therapy Approaches with Problem
Drinkers" will introduce participants to
the principles and practices of brief, solu-
tion-oriented counseling with problem
drinkers. This a highly individualized,
positively oriented approach, which has
been shown to promote wellness beliefs
while effectively addressing problem
drinking behavior. This approach
encourages practitioners to utilize client
strengths, simple treatment goals, and
acceptance of change to produce suc-
cessful outcomes in the client.
"Snow White's Path: Women and
Addiction" uses a relational model to
explore the developmental process that
contributes to the problem of addiction
in women. There are various ways that
our culture contributes to and compli-
cates the addiction process for women.
This workshop considers these influences
and provides information and skills to
sensitize EA persons treating female
clients for addictive problems.
"Psycho-Spiritual Approaches In
Treatment" explores another critical
pathway in the addictive process.
Traditional 12-step approaches empha-
size that addiction is a physical, emo-
tional, and spiritual disorder. This work-
shop considers the latter dimension. It
offers a new paradigm for healing and
promoting resilience in affected clients.
"Healing Through Feeling" highlights
resolving old wounds with an approach
that employs a traditional practice from
the Lakota Way of Life. Founded on the
traditional Native American Indian belief
that all of the necessary lessons of life are
within the medicine wheel and other
sacred circles, this workshop uses the
Song of the Drum as a way towards heal-
ing in work with children, youth, and
adults in all cultures.

In addition to the workshops highlighted
above, sessions highlighting the work of the
EAP in managed care arenas, crisis interven-
tion, workplace violence, and assessing and
treating panic/anxiety disorders are planned.
The goal of the 1995 Treatment/Behavioral
Health Track will be to better equip the EA
professional to function effectively in the
fast-moving and ever-changing treatment
areas among varying populations.

Michael Dusoe, Treatment/Behavioral
Health Track Chair

Labor Track

This year, the labor track takes a look at how
labor is responding to the changing needs in
the American workplace. The workshops
have been chosen to provide an in-depth
look at some of the most pressing issues for
the 90s, issues that represent ways in which
labor is moving and reaching new heights of
its own. You won't want to miss these excit-
ing presentations. Topics to be offered are:
• An update on the DOT regulations: A

three-hour workshop providing an in-
depth look at what the regulations say,
how to implement them, and how they
affect labor.

• Diversity of service delivery by member
assistance programs (MAPS): Will illus-

trate the diversity of approaches used
within MAPS. I will give a history of
labor's efforts and the effectiveness of
their program. Future initiatives will also
be discussed.
Critical Incident Debriefing: Will feature
United Auto Workers'(UAW) response to
the Oklahoma City bombing. This work-
shop will discuss the role the UAW
played in helping victims survive the
aftermath of this terrible tragedy.
Enhancing the value of the EA program: A
proactive union MAP response to
Department of Transportation (DOT)
employer mandates. This workshop will
take an in-depth look at how labor is
responding to the DOT regulations and
their vital role in establishing safe,
healthy workplaces.

• Enhancing EA program value through
labor involvement: This presentation will
outline how the effectiveness of wall-
established EA program services can be
enhanced by supporting the involvement
of labor linkages. The discussion will
include the role of labor in preserving the
value of work in an environment of
downsizing and benefits restructuring.

Be sure to attend these exciting workshops
as well as the others offered within the labor
track. We also invite everyone to attend the
Labor Luncheon to hear a dynamic presen-
tation by Brian McWilliams, president,
International Longshoremen's and Ware-
housemen's Union. See you there!

Joe Murray, Labor Chair

Research 

lack

There is excitement in the air! The EAPA
National Conference being held in pic-
turesque Seattle, Washington, is definitely
the place to be. What to do upon your
arrival is another matter. A suggestion for
conference attendees is to engross them-
selves in the menu of seminars in the
Research Track, offering a whole range of
professional seminars that will satisfy the
appetites of most anyone. Specials for the
week are the following selections:

Monday's Special

• "Perceived Value of EAPs to the
Business World: Benefits, Costs, and
Managed Behavioral Health Care"

Tuesday's Special

• "Vanishing Jobs: An EAP Dilemma"

Wednesday's Special

• "Indexing EAPs That Provide Family
Violence Services in the Workplace"

Thursday's Special

• "Reasons and Resources: An EAP
Practice-Based Research Model"

Wow, what a week and only the daily
specials were mentioned!

You can count on hearing other timely
sessions on EA programs and- work/family
programs, program evaluation, job conflict
resolution, supervisory intervention with
troubled workers, and others. In addition,
Harvard School of Public Health researcher
Nancy Isaac will present results of a survey
on the corporate response to domestic vio-
lence. Plan to be there. I'll see you in Seattle!
Jim Hardeman, Labor Chair.
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1995 Officers

he Board of Directors is seeking
nominations for five regional direc-
tor positions on the EAPA Board of

Directors.. Regional Directors are nomi-
nated from among their regional EAPA
members. All new officers will assume
office in November 1995.

Criteria for Nomination

Regional Directors: All nominees shall
have been members for at least three
years; all nominees must be voting mem-
bers of the Association; all nominees shall
have the CEAP credential; it is recom-
mended that candidates for regional direc-
tors have served as a chapter president;
each nominee must be a resident of the
region he/she represents; all nominees
must have demonstrated a commitment to
the Association through service at the
local, regional, and/or national level; elec-
tion to the Board carries with it a respon-

sibility and commitment to attend sched-
uled meetings. All nominees must be will-
ing to contribute actively of time and tal-
ent to the objectives of EAPA.

Nominations Procedure

The Nominating Committee consists of your
existing regional directors. Nominations for
office are to be submitted in writing and
should reflect: The candidate's recognized
leadership role; the candidate's prior participa-
tion in EAPA; reasons why you feel the candi-
date is qualified; assurance that the candidate
will assume responsibility for unbudgeted
expenses. EAPA only pays airfare and lodging
and meals as applicable to attendance respon-
sibilities, for each Board meeting.

Nominations Evaluation

Two names will be placed on the ballot for
each position. The Nominating Commit-
tee will evaluate all nominations based on
the four areas outlined above.

Timelines

The deadline for submitting nominations
is July 21. The Nominating Committee
convenes in August. All voting members
must be current members of EAPA by
September 1 to qualify to vote. The ballots
will be mailed out no later than
September 15, 1995. Ballots will be
mailed only to voting members of the five
regions. Ballots must be returned to EAPA
by October 14. New officers will be
installed at the EAPA Annual Conference
in Boston.

EAPA POSITION DESCRIPTION

Regional Directors (Canadian, Mid-
Atlantic, North Central, Pacific, and
Southwest): Serves as liaison between
his/her region and the Board of Directors;
presides over the activities of the region;
reviews all applications for chapter status;
and performs such other functions as shall
be required by the Board of Directors.

.................................................................................................................................................................................................................................................................... .

JOIN IN THE TWO-HOUR TELECONFERENCE

The EAP's Response to Critical Incidents in the INorl(pl ace
10:00 A.M. - 12:00 NOON, EASTERN TIME

B~°oa~lcctst from the Distric2l Conference • Jzr.ly 72, 1995 • BcrlCi»~.oj•e, Mu~r°yda~a~l

How to Participate in the Teleconference

• Unscrambled • In the clear • On KU band •
Over Galaxy 7 satellite • 91 degrees west longitude •
Downlink frequency 11780 •Audio frequency 6.8.

The program will be announced to 45 Social Security
Administration downlink sites. The following federal agencies
also plan to be part of this national program: U.S. Customs
Service, Department of Veterans Affairs, Internal Revenue
Service, U.S. Department of Agriculture, Food and Drug
Administration, U.S. Postal Service, U.S. Information
Agency,Housing and Urban Development, Secret Service.
Local broadcasts will be sponsored by Chambers of Commerce,
some EAPA chapters, and local Community Partnerships.
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Program

'• 10:00 a.m. - 10:30 a.m.-Introduction by Elaine Johnson, Director, Center for
E Substance Prevention

Keynote Presentation: The Honorable Janet Reno, U.S. Attorney General

10:30 a.m. - 12:00 noon—Panel on Workplace Critical Incidents, Mark
Braverman, Ph.D., moderator

Panel:

• George Everly, Ph.D., CEO, International Critical Incident Stress
Foundation

• Jana Carey, J.D., Attorney-at-Law, Baltimore, MD

• John Wagner, Coordinator, Mediation and Conciliation Service,
Washington, D.C.

• David Alexander, AFL-CIO, Washington, D.C.

• Paul Hoover, MHS, CEAP, Manager, U.S. Air Employee Assistance
Program, Pittsburgh, PA

For more information, call Jim O'Hair at 410-765-4887 or
Debra Kordek (Social Security Administration) 410-965-1042.



• •

ominat~ons
en or
ua vvar s

ach year, EAPA recognizes the con-
tributions of its members through a
variety of awards presented at the

EAPA Annual Conference to be held in
1995 in Seattle, November 12-15. The
EAPA Board of Directors is inviting mem-
bers to make nominations for these
awards. Members are requested to submit
names, for any or all awards listed below,
to their regional directors no later than
July 31, 1995. Call EAPA at 703-522-6272
if you are not sure whom to contact. The
focus and criteria for each award is
detailed below:

Ross Von Wiegand Award

Recognizes a joint labor/management
program. Nominees should be employee
assistance programs that are jointly
administered and are models of success.
The award will be presented to one labor
and one management representative of
the program. Nominations should be
made in writing and should include:

• A history of the program;
• Examples of challenges and successes;

and
• Examples of unique services offered

through joint labor/management
participation.

EAPA Member of the Year Award

Presented to the EAPA member who has
made contributions to the EA field
throughout his or her career. Nominee
must be a current member of EAPA for at
least five (5) years. All chapters and mem-
bers are eligible to submit nominations.
Nominations should be made in writing
and should include details of:

• Contributions to EAPA at the region-
al/district level;

• Contributions to EAPA at the
national/international level;

• Contributions to the field of employee
assistance programming;

• Number of years in the EA field;
• Number of years as an EAPA member;

and
• Current employment.

EAPA Special Recognition

Awarded to individuals or programs who
have made special contributions to the
field and/or EAPA throughout the last year.
Nominees must be EAPA members. All
chapters are eligible to submit nomina-
tions. Nominations should be made in
writing and include descriptions of:

• Contributions to EAPA at the local
chapter level;

• Contributions to EAPA at the region-
al/district level;

• Contributions to EAPA at the
national/international level;

•Number of years in the EA field;
• Number of years as an EAPA member;
• Current employment; and
• Impact of the nominee's special contri-

nUt~ons.

Humanitarian Award

Awarded to individuals, chapters, or
employee assistance programs for service
to the community outside the course of
normal EA program business. All members
and chapters are eligible to make nomina-
tions. Nominations should be submitted in
writing and include detailed service con-
tributions as well as impact of service, and
a contact person.

The John J. Hennessy Award

C EAP
Liability
Insurance
Available
EAPA has a new underwriter
(CIGNA Property and Casualty
Company) for the CEAP liability
policy that was cancelled by the
existing underwriter (Scotsdale)
because of lack of participation.

For more information on acquiring
this type of insurance, contact
Thomas E. Van Wagner at 21
Maple Avenue, P.O. Box 5710,
Bay Shore, NY 11706; (phone)
516-666-1588. You will find the
forms for professional liability
insurance and CEAP liability
insurance starting on page 233 of
your Member Resource Directory.
As of now, you can still use these
forms when applying for insur-
ance. Please note, there has
been a change in fees.

Did You
Know?
The 1995 Member Resources
Directory is packed with lots of
helpful information. Before you
put it on the shelf, take a look at
pages iii - Index. You will find
lots of helpful information about
EAPA in this manual.

Honors the person who exemplifies labor
leadership in the EA program field. All ~~
nominations should be made through the
Labor Committee. Contact Labor Chair
Ted Mapes at 212-397-8858 for nomina- •ASSOCIATION

tion criteria.
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Why EAPs are a Valuable Comr~nodity

by Mary Murck, M. Ed., CEAP and John Kamp, Ph. D.

Employee assistance professionals
know from experience that stress,
burnout, and personal problems con-

tribute to poor employee performance. They
also know that a healthy workforce can pos-
itively affect the company's bottom line. EA
professionals can now support that anecdo-
tal wisdom with strong data.

The St. Paul Fire &Marine Insurance
Company conducted a landmark study,
known as "American Workers Under
Pressure," of on-the-job and off-the-job
stress factors faced by workers. From August
1989 to April 1992, the study surveyed
nearly 28,000 workers representing 215
diverse organizations. These workers all
completed The St. Paul's employee survey,
the Human Factors Inventory (HFI), as part
of a process developed by our company to
help client organizations identify and
address psychological and behavioral risks
in the workforce.

The HFI is an employee survey that is
uniquely consistent with the EA program
approach. It goes beyond the typical
employee attitude survey by measuring not
only key work climate factors, but also vital
off-the-job issues, such as personal life
stress and lifestyle behaviors, all of which
impact employee performance. We exam-
ined the relationships between three broad
categories of "human risk factors" -- work
stressors, personal life stressors, and
lifestyle risks -- and three categories of cru-
cial workforce outcomes: job burnout,
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employee health problems, and organiza-
tional performance problems (accidents,
turnover, poor productivity, etc.).

Findings

1. Stress at work is strongly related to
employee burnout and health and perfor-
mance problems. Our study included HFI
measures of eight workplace factors that
commonly put employees under stress:
Workload, Challenge, Employee Involve-
ment (lack of challenge and involvement
being stressful), Supervision, Teamwork,
Compensation, Fairness (of personnel prac-
tices), and Change. We then correlated these
measures with measures of job burnout,
health problems, and performance prob-
lems, also taken from the HFI.

For each of the eight different work stress
factors, higher stress levels were experi-
enced by employees with greater burnout
and poorer health and performance. Poor
teamwork and ineffective supervision also
showed a particularly strong impact.

To cast these findings in more specific
terms, we divided our sample into "best,"
••moderate," and "worst" thirds in terms of
their perceived Teamwork. In the worst
Teamwork group, 33% reported frequently
experiencing headaches on the job, com-
pared to only 12% of the best Teamwork
group. Fully 71 % of the worst Teamwork
group reported that productivity could be a

lot better, compared to 40% of the group
reporting good Teamwork.

A comparable analysis of the Supervision
measure showed that 52% of those reporting
the worst supervision felt burned out on their
job, compared to 25% of those reporting the
best supervision. Also, 76% of the worst
Supervision group reported that co-workers
frequently talk about leaving, compared to
46% of the best Supervision group.

2. Troubled employees manifest signs of
performance problems. The F IFI includes
12 items asking about various personal life
problems an employee may have experi-
enced over the past year, including prob-
lems with relationships, dependent care,
finances, illness or death of a loved one,
emotions, etc. To study the impact of per-
sonal problems on performance and health
outcomes, we identified the 10% of
employees in our sample with the highest
overall level of personal problems (the
"troubled" group) and compared them with
the remaining, "non-troubled" 90%. Figure
1 shows what we found.

These findings demonstrate that employ-
eeswith serious personal difficulties have far
more absenteeism and health problems.
They also suffer higher levels of job burnout,
with its associated lower productivity and
greater potential for mistakes and for
turnover. Clearly, employee personal prob-
lems have a big impact on the organization-
al bottom line.



Figure 1

Employees

Fatigued during the workday

Frequently absent due to illness

Have serious back pain
In poor health

Have trouble concentrating at work
Feel "burned out" on the job
Often think about quitting

3. Problems in an employee's personal life
caused by the current job was their-single
most potent off-the-job stressor. This item
was more strongly related to employee
burnout and health and performance prob-
lemsthan any of the other HFI items tapping
personal life problems. This information sug-
gests that some workers become caught in a
downward spiral of work and home life
problems—problems on the job create prob-
lems at home, which in turn are taken back
to work, and so on.

4. Balance enhances employee morale,
health, and performance. We found that
maintaining a healthy balance between
work and personal life was the most impor-
tant among six health and lifestyle factors -
balance, time management, exercise, health
exams, weight, and drinking - in terms of
predicting the three major workforce out-
comes. Employees in our sample with the
most balanced lives showed far less burnout
and far fewer health and performance prob-
lems than those with the least balance.

Implications for Organizations

The American Workers Under Pressure
study shows clearly that a broad array of work
stress factors are associated with employee
burnout and health and performance prob-
lems. Practical strategies for organizations
managing work stress factors are:

1. Assess sources of stress. Before you can
begin to "stamp out stress" in yourwork-
place, you must identify who is under stress
and why. The only way to accurately assess
levels and sources of work stress is by asking
workers themselves, using exit interviews,
focus groups led by outside consultants, or
surveys. In particular, employee surveys
such as the Human Factors Inventory used
in this study provide an objective and eco-
nomical method of pinpointing causes of
stress and highly stressed groups.

"Troubled" "Non-troubled"

42 
°/a

21 
°/a

35% 18
°/a

34% 17%

21 % 9%

58% 36%

54% 38%

40% 19%

2. Improve stressful conditions. After using
assessment to identify stress "hot spots," the
organization must go to work to make posi-
tive changes. Jobs may need to be modified,
training provided, communication enhanc-
ed, or interpersonal relationships improved.
Rectifying anxiety-producing job conditions
may seem a monumental challenge, and
indeed it is. However, if management fails to
accept that challenge, it's highly unlikely
that these problems will resolve themselves.
Further, keeping a lid on work stress is not a
••one shot deal." There must be an ongoing
interplay between assessing and addressing
issues.

3. Provide stress management training.
Even the most effective efforts are not going
to succeed in eliminating all workplace
stress. Employees can learn to cope better
with remaining stress. Stress management
training programs teach employees to cope
through relaxation, time management, exer-
cise, positive self-talk, and other means.
Recommended approaches for managing
employees' personal life stress are:

A. Reducing work stress. One of the
most striking findings of this study was that
job-related personal life problems were the
most potent among a vast array of personal
life stressors in terms of their impact on
burnout, health, and performance. The mea-
sures just described for addressing work
stress can in turn also lower levels of per-
sonal life stress.

B. Providing family-friendly policies.
Flex time, job sharing, cafeteria style bene-
fits, help with dependent care, and other
such policies allow employees to live more
trouble-free lives away from work.

C. Promoting balance. As our research
has shown, employees able to balance their
work commitments with a fulfilling life away
from work have better morale, health, and
even job performance. Employers can help
promote this kind of balance by maintaining
reasonable working hours, setting family-

friendly policies, and providing and promot-
ing off-the-job recreational activities. In
addition, we regularly recommend to our
clients that they either institute an EA pro-
gram or evaluate their current EA program
and upgrade it if appropriate. As we're all
aware, EA programs provide a tremendous
avenue for resolving both on-the-job and
off-the-job issues that negatively impact per-
formance, safety, and health.

Implications for EA Professionals

EA professionals can use the American
Workers Under Pressure results to substanti-
ate the importance of their work. Top man-
agementoften is more inclined to respond to
hard data than to anecdotal evidence. The
fact that EA professionals intuitively or expe-
rientially know that worker stress and
lifestyle issues are vitally important is not as
effective as hard data, provided in this study.

Our results also highlight why an organi-
zation and its EA program can benefit from
an employee survey. Conducting an
employee survey can give an organization
the information to help direct EA program
efforts for marketing and intervention. In the
area of marketing, EA professionals can
direct employee awareness flyers, educa-
tion, posters, etc. to areas of greatest
employee concern. In terms of intervention,
the knowledge that certain issues affect the
workplace can help EA program counselors
anticipate employee problem trends and
prepare resources to help them more efFec-
tively. An organization can use employee
survey data to address problems at a much
earlier stage -- before they negatively affect
the workplace. In the language of Total
Quality Management, the employee survey
measurement process allows organizations
to address problems "upstream" that is,
before costly problems result. Cost effective-
ness and cost containment for an organiza-
tion are benefits of a stable, healthier work-
force.

Mary E Murck, M.Ed., CEAP, is an
account services specialist in Human
Factors Services for St Paul Fire and Marine
Insurance Company. She specializes in men-
tal health, EA programs, workplace crises,
and substance abuse.

John Kamp, Ph.D., is director of Human
Factors Services. An organizational psychol-
ogist, John specializes in assessment and
intervention methods for promoting employ-
ee performance, safety, and health.
—To obtain a copy of the full American

Workers Under Pressure report, write to:
AWUP, Human Factors Services (EAPA

6/95), 385 Washington Street MC505E, St.
Paul, MN, 55102.
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EAPA KEEPS ON GROWING!
In March 1995, the following people became new EAP Association members, joining 7,000 other individuals who are working
for the best standards in employee assistance programs:

Agunloye, Beatrice British Columbia
Kalamazoo, MI Canada

Allen, Karen
Lawrence, MA

Ankton, James
Grand Blanc, MI

Appleby, William
Fernandina Beach,
FL

Arnold, Audrey
Marion, IN

Bacher, Bryan
Largo, FL

Baer, Barbara
Kansas Ciry, MO

Baker, Carol
Carrollton, GA

Bell, Clyde
Saginaw, MI

Berte, Edward
Cincinnati, OH

Besenski, Maria
Saskakoon,
Canada

Linda Betts
Millsboro, DE

Biderman, Ronald
Hartford, CT

Bird, David
Flint MI

Blackson, Jill
Westland, MI

Bogardus, Tobey
Corpus Christi, TX

Boyle, Joseph
Eden Prarie, MN

Bratspis, Ned
Newhall, CA

Britell, Jane
Olympia, WA

Brown, Robert
Bedford, IN

Burks, Jack
Flint, MI

Callahan, Kathryn
Cortlandt Manor,
NY

Caples, Bill
Flint, MI

Carrisales, Rita
Sandusky, OH

Chase, James
Indianapolis, IN
Check, Elizabeth
Chicago, IL

Childress, Georgia
Bowling Green, KY

Clark, Dessye-Dee
Seattle, WA
Clark,ludi
New Westminster,

Clinkscales, Ann
Indianapolis, IN

Collier, Joe
Jacksonville, FL

Contrada, Anthony
Louisville, CO

Cooke, Cathy
Johnson City, TN

Cornelius, Karen
Nashville, TN

Cosby, Jim
Wilmington, DE

Craig, Ray
Flint, MI

Cubel, Gregg
Tuscaloosa, AL

Dalrymple, Jackie
Philadelphia, PA

Davis, Wendall
Fitzgerald, GA

Davis, Ingrid
Lansing MI

De Lane, David
Marina del Rey,
CA

De Marco, Audrey
Buffalo, NY

Demetrak, Edward
West Bloomfield,
MI

Dent, Harry
Lansing, MI

Detwiler, Russell
Wichita Falls, TX

Dodd, Dave
Waterford, MI

Donston, Ray
Santa Fe Springs,
CA

Dowling, Kathleen
Smithfield, KY

Dudley, Steve
Toledo, OH

Dumars, Gregory
Adrian, MI

Dunbar, Patricia
Red Oak, IA

Eaton, Carylee
Portland, OR

Eckler, Elson
BuKalo, NY

Ester, Boyd
Flint MI

Fairall, Debra
Lighthouse Point
FL

Fordyce, Linda
Little Rock, AR
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Freeland, Gary
Pontiac, MI

Fuller, Marilyn
Indianapolis, IN

Gaffin, Larry
Seattle, WA

Galbraith, Joe
Houston, TX

Goldsmith, Linda
New York, NY

Gore, Bill
Ypsilanti, MI

Greene, Margarete
Miami, FL

Griggs, Anna
St Simons Island,
GA

Gruden, Robert
Martinsburg WV

Grundy, Carol
Oak Creek, WI

Haba, Vincent
East Brunswick, Nl

Hahn, Eric
Tacoma, WA

Hakes, Patricia
Austin, TX

Hamrick, Theresa
Seattle, WA

Hansen,lohnni
Torrance, CA

Hargrove, Elaine
Olathe, KS

Harrell, Susan
Lithonia, GA

Harris, Gloria
San Diego, CA

Harris-Smith,
Beatrice
Detroit, MI

Hartnett, Frank
Hollidaysburg, PA

Harvey, Nancy
Jasper, GA

Hegedus, Frank
Minneapolis, MN

Herkner, Kay
Sandusky, OH

Hewitt, Paul
Lyndhurst OH

Hines, Thomas
Milwaukee, WI

Hnatiuk, Natalie
Westland, MI

Hoche', Tanya
Richmond, VA

Horwitz, Lori
Orange, CA

Ickes, Art
Commerce, CA

Ivice, Lin Mc Aninch, James Mc Gee, Michael
Highland Park, IL Leechbur~ PA Auburn Hills, MI

Jones, Dqn Mc Cauley, McGill, Patricia
Austin, TX Leonard Chicago, IL

Jones, Nichole
Anniston, AL

Mc Hale, Thomas
Cleveland, OH Mc Clain, David Flint MI

Kaczorowski, John
Wentzville, MO

Mermis, William
Buffalo, NY Mc Clure, Mary Tempe, AZ

Kalcheim, Sid
Beth
King of Prussia, PA Merril, Alice

Tarzana, CA
...........................................................

Rockville, MD

Kay, Marsey
Denver, CO

Kelly, Tim
Muncie, IN

Kelly, Maureen
Chicago, IL

Kenyon, Tom
Bristol, CT

Kesling, Eric
Pontiac, MI

King, Francis
New York, NY

King, Helen
Chicago, IL

King, Judy
Cordova, TN

Knowles, Carolyn
New Orleans, LA

Krupka, Lewis
Guilderland, NY

Lafty, Walter
Philadelphia, PA

Landis, Carol
Saginaw, MI

Le Gros, Trish
Lynnwood, WA

Lechien, Valerie
Muncie, IN

Lester, Robert
Seattle, WA

Lowery, Beverly
Columbus, OH

Lund, Maria
Columbia, SC

Lutkitz, Elaine
San Francisco, CA

Maciejewski,loe
Belleville, MI

Mack, John
Jacksonville, FL

Mackey, Melinda
Bingham Farms,
MI

Mannion, Michele
Norte Dame, IN

May, Claudette
San Diego, CA

Mazza, Lewis
North Tarrytown,
NY

Michalek, Mike hook forWarren, MI
more newMiller, Nancy

Upper Montclair, EAPA

"' members
Miller, Mark in the nextSanta Clara, CA

M;,,S, Sa„Y issue of the
Detroit MI

....................................

Exchange.
...............................

U.S. Postal Service Hosts
Workplace Violence Forum
On April 1, 8, the U.S. Postal

Service sponsored Work-
place Violence Forum '95:
Prevention Strategies, focusing
on six prevention strategies the
Postal Service instituted to help
eliminate violence in the work-
place. The Forum was attended
by EAPA members, COO Sylvia
Straub, postal executives, man-
agers, and professional staff in
human resources and labor
relations.

According to Postmaster
General Marvin Runyon, who
addressed the forum, "...We
have developed one of the most
effective employee assistance
programs in the nation, making a
legion of trained counselors
available to provide advice and
support to postal employees and
their families. Together with
leaders from our employee

groups, we have created a
Committee on Workplace
Behavior, which meets regularly
to discuss issues and work out
SOI UtIO1lS.~~

The 1995 forum included
information about six prevention
strategies: The selection of new
postal employees, security in
their facilities, the overall policy
on violence, workplace climate,
a support system for postal
employees, and separation pro-
cedures.

In 1994, the National Institute
for Occupational Safety and
Health (NIOSH) reported that the
risk to postal employees as likely
victims of workplace violence is
overstated. NIOSH said the risk
of death for the Postal Service's
729,000 employees is 2.5 times
less than that of all workers
nationwide.

EAPA COO Sylvia Straub joined Dale Masi, CEAP, and U.S. Postal
Service officials for lunch during the 1995 workplace violence forum.



CONFEREIV~ES &WORKSHOPS
EACC-Approved Conferences and
Workshops

EAPA Greater Toledo Chapter
June 15 in Bowling Green,
"Stress Management," 2 hrs.
Contact Rick Hoernemann,
1-800-422-5338.

Rutgers University Center of
Alcohol Studies
June 18-30 in New Brunswick,
12 workshops approved for 1-20 hrs.
Contact Gail Milgram, 908-445-4317.

University of Utah School on Alcoholism
and Other Drug Dependencies
June 19 in Salt Lake City, 5 workshops
approved for 1-19.5 hrs.
Contact Candace Bibby, 619-340-2440.

EAPA Pittsburgh Chapter
June 20 in Pittsburgh, "Domestic
Violence: Victim and Perpetrator's
Perspectives," 2 hrs. Contact Sandra
Edgar, 412-236-4244.

Haymarket House First Annual Summer
Institute on Addictions
June 27-29 at Concordia College,
30 workshops approved for 1-2 hrs.
Contact Leo Miller, 312-348-1817.

EAPA Sacramento Chapter
June 28 in Sacramento, "Vision for the
Future," 1 hr.; July 26 in Sacramento,
"Promoting and Assisting Small
Business," 1 hr.; August 23 in
Sacramento, "Helping Your Client
Walk Through the Divorce/
Custody/Support Minefield," 1 hr.
Contact Suzanne Cahill, 916-448-7818.

EAPA San Fernando Valley Chapter
July 11 in Granada Hills, "The Not So
Young and Restless Adults with
ADHD," 1 hr.
Contact Maureen Cardiff, 818-225-8221.

EAPA North Central Wisconsin Chapter
July 12 in Green Bay, "Client Satisfaction
Surveys," 1.5 hrs.
Contact Donald Finger, 715-847-2812.

Rutgers University Center
of Alcohol Studies
July 16 - 21 in New Brunswick, 12 work-
shops approved for 1.5 - 10 hrs.
Contact Gail Milgram, 908-445-4317.

INTERNATIONAL NEWS

EAPA Louisiana Chapter
July 28 in New Orleans, "EAP
Foundations" Series: Part I-Legal Issues
for the EA Professional," 2 hrs.; August 25
in New Orleans, "EAP Foundations"
Series: Part II -Ethics and EA
Professionals
Contact Wilhelmina Hooper,
504-257-1260.

The Ohio State University FASAP
July 31 - August 4 in Columbus, 37
workshops approved for 1-9.5 credits
Contact Shirley Funt, 614-292-8571.

University of California Continuing
Education Division, The University of
Manitoba, the The Addictions
Foundation of Manitoba
August 14 in the University of Manitoba,
15 workshops approved for 1-6 hrs.
Contact Warren Otto, 204-474-6037.

EAPA Western Canada Chapter
August 17 in Western Vancouver,
"Violence in the Workplace," 3 hrs.
Contact George Grant 604-985-7337.

EAPA Standards Subcommittee Addresses International Guidelines
by Sally Lipscomb, EAPA International Director

uestion: What do the following
professionals have in common—a
psychiatrist in Sweden, a social

worke 'n Trinidad, a nurse in Jamaica, a
psychologist in Mexico, a social worker in
the Republic of Ireland, and a psychologist
in New South Wales?

Answer: They are all interested in defin-
ing quality EA programs!

The individuals mentioned above are
part of a 16-member group that has begun
communicating across date and timelines
through some very interesting conference
calls on quality international EA program-
ming, The group serves as a subcommittee
of the EAPA Standards Committee. Its goal is
to encourage the development of quality EA
programs/services through developing
guidelines that are acceptable and applica-
ble in a variety of international cultures and
settings. Membership on the committee is
international and representative of EAPA's

worldwide membership. In fact, valuing the
strength of diverse views from around the
world, the subcommittee includes just two
U.S. EAPA members—Brenda Blair of Texas
and AI Salazar of Oklahoma.

Ken Burgess, EAP manager of ALCOA,
chairs the group, with process facilitation by
Dr. Tony Stile, ALCOA medical consultant,
and myself. The group is planning to present
the draft program/services guidelines to the
EAPA Board of Directors at the November
1995 Board meeting. With representatives
of the group, EAPA's International
Committee will host a discussion about the
draft guidelines and the process used to
develop them at the EAPA meeting in
Seattle. The subcommittee is looking for-
ward to sharing not only the results of the
effort, but also to talking about lessons
learned from the intercultural experience
with other EAPA members. We're hoping to
see as many representatives as possible of

this hard-working subcommittee in Seattle!

Members of the EAPA Standards
Subcommittee on International Guidelines:

• D.A. (Rik) Bijl, M.A., The Netherlands
• Brenda Blair, M.B.A., CEAP, U.S.A.
• John E. Burns, Ph.D., CEAP, Brazil
• Jorge Cherbosque, Ph.D., Mexico
• Pepe Cherbosque, Ph.D., Mexico
• Marcia Forbes, R.N., Jamaica
• Stephen Galliano, psychologist, U.K.
• Rosaleen Geraghty, Republic of Ireland
• )orgen Herlofson, M.D., Sweden
• Vaughn Mosher, M.H.S., CEAP, Bermuda
• Roger Peters, Ph.D., Australia
• Lionel Remy, M.Sc., CEAP,

Trinidad/Tobago
• Alfred Salazar, R.H., CEAP, U.S.
• Michael Sargeant, M.D., Australia
• Aroon Shah, M.Ed., CEAP, Canada
• E.L.H.M. (Erik) Van de Loo, Ph.D., The

Netherlands
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PUBLIC POLICY

EAPA's Fifth Annual Public Policy Conference
by Sheila Macdonald, Director of Legislation and Public PolicyEAPA's Fifth Annual Public Policy

Conference, held March 19-21, 1995,
brought employee assistance profes-

sionals from across the country to
Washington, D.C. to learn about public pol-
icy issues facing the profession, to develop
skills in presenting those issues to elected
officials, and to make presentations in per-
son on Capitol Hill.
On the first day, sessions were devoted to

the legislative process, post-November 1994
politics, and how to make clear and forceful
presentations to both Democratic and
Republican lawmakers. Participants were
encouraged to activate Chapter Legislative
and Public Policy Committees and to per-
suade more EAPA members to become
engaged in the policy process at both feder-
al and state levels of government. Through
well-coordinated grassroots networks the
profession will be able to present its views in
an effective fashion.

A second day of presentations provided
attendees with up-to-date information on
the major issues confronting the profession,
and focused on the concerns that must be
resolved in the legislative arena. They also
have a number of subjects on which policy
positions are being developed. Among the
topics covered were:

1. State licensure of EA professionals

• Issue: The importance of having licen-
sure based on national certification cri-
teria as established by EAPA's
Employee Assistance Certification
Commission (EACC).

• Issue: The need for continuing evalua-
tion of the existing educational require-
ments for certified EA professionals
(CEAPs).

2. 1995 National Drug Control Strategy

• Issue: Need for opposition to proposed
cutbacks in funds for anti-substance
abuse programs in welfare reform,
Supplemental Security Income (SSI),
Medicaid and Medicare, budget rescis-
sions, and in Fiscal Year 1996, (FY96)
general budget measures.

3. FY 96 Federal Budget (for the fiscal year
beginning October 1, 1995)
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Issue: Need to oppose proposed cuts in
funds for the Substance Abuse and
Mental Health Services Administration
(SAMHSA), [the agency which, among
other activities, provides funding for
mental health and substance abuse
treatment and care], project demonstra-
tion grants, and start-up funds for EA
consortia.

Issue: Need to assure that substance
abuse and mental health programs con-
tinue to receive funding as SAMHSA
converts from a system of line-item fed-
eral funding to sending money in the
form of block grants to the states; such
a change means that much more atten-
tion will need to be paid to those state
agencies that determine the availability
of funds for substance abuse and men-
tal health programs.

4. Healthcare Reform, National/State

Staff from the major health committees
on Capitol Hill made it clear that they
expected no major national healthcare
reform package in the 104th (1995-96)
Congress.

• Issue: EAPA's state chapters need to fol-
low healthcare reform proposals in
state legislatures to assure that:

(a) standard benefit packages provide
coverage for treatment and care of substance
abuse and mental health disorders; and,

(b) reform bills include state tax credits or
state health premium reductions for busi-
nesses that provide prevention, wellness,
and EA programs to their employees.

5. Confidentiality of EA records

A former Hill staffer, who is also a lead-
ing expert on records confidentiality, report-
ed that currently there is no real confiden-
tiality for most personal records in the
United States; he indicated that legislation
has been proposed to increase the protec-
tion of health records, and that EA records, if
so desired, could possibly be included in
national legislation.

• Issue: Need to develop a position on
confidentiality of EA records and
decide if such a provision should be
included in proposed legislation that

would provide confidentiality for insur-
anceand other health provider records.

6. Tax Credits\Premium Incentives for EA
Programs

During the debate on healthcare reform
in the 103rd Congress(1993-94), EAPA sup-
ported reductions in health premiums for
businesses that had wellness or EA pro-
grams; it also supported tax credits to pro-
vide incentives for businesses to provide
these programs.

• Issue: Need for EAPA to support these
types of incentives for wellness, pre-
vention, and EA programs in both fed-
eral and state legislation.

Reports were provided by Department of
Labor (DOL), Drug Enforcement Admin-
istration (DEA), and the White House's
Office of National Drug Control Policy
(ONDCP) staff and outside experts on
these departments' workplace substance
abuse programs.

Issue: Need to support continued feder-
al funding for these workplace-based
programs.

On the final day of the conference, EA
professionals were briefed and then headed
to Capitol Hill, some alone to meet with
members of Congress they already knew,
others in groups to talk to senators and staff
from their states about the profession's
issues. After the Hill visits, a "report-back"
session was held.

In general, the EAPA message was well-
received by a new Congress that is commit-
ted to budget cutting and cost control for fed-
eral expenditures. Members and their staff
took great interest in the healthcare cost-cut-
ting potential of EA programs and were
receptive to the idea of tax credits or health
premium reductions as incentives for estab-
lishing EA programs. Offices from both sides
of the aisle confirmed that no major health-
care reform was on the horizon in the next
two years. EA professionals were encouraged
to make known their views on the need for
continued federal support for substance
abuse and mental health programs.

The traditional Capitol Hill reception,
held in conjunction with EAPA's Pu61ic

Continued on page 29



DOT UPDATE

Still Waiting for DOT's SAP Guidelines
by Sheila Macdonald, Director of Legislation and Public Policy

EAPA's Legislative and Public Policy
Department has kept in close touch
with the U.S. Department of

Transportation (DOT) in hopes of obtaining
the first copy of the expected 20-page guide-
lines for substance abuse professionals
(SAPs). As of late May, the guidelines have
been completed; however, differences of
opinion among the DOT's six transportation
modes have kept the document from being
issued.

Meeting Set with DOT

Rick Buckley, producer of the EAPA-
sponsored DOT training videos, and EAPA
have agreed to another joint ventur~an
SAP video and workbook. By the time you
read this, we will have met with DOT offi-
cials to be sure the script meets the expect-
ed guidelines. Pending approval by the
Education and Training Committee, the SAP
materials will be ready for sale by July.

EAPA's National SAP Roster
Nears Publication

EAPA's national SAP listing of Certified
Employee Assistance Professionals (CEAPs)
and other professionals who have assessed
themselves as qualified and able to provide
SAP services to companies and small busi-
nesses is on target for amid-June publication
date. More than 500 names are expected to
be listed state-by-state. The roster will be
included as an addendum to EAPA's
Directory of Employee Assistance Program
Consultants. Both documents will be sold as
a package for $19.00. (Call EAPA's Resource
Center to place your order: 703-522-6272.)

Plans for More DOT Training
Workshops

As business opportunities related to the
DOT-testing rules have become more evi-
dent, EA professionals and CEAPs have
asked for additional all-day DOT training
workshops. In order to provide this service
to members, EAPA has scheduled a training

C

workshop on November 11, 1995, at the
Annual Conference in Seattle. EAPA also is
taking action to support chapter-level efforts
to present workshops in the regions.

DOT Continues to Issue Rule
Changes/Revisions

On March 13, 1995, DOT Secretary
Pena said that the department will ask
Congress to repeal the "pre-employment
alcohol test requirement for transportation
industries," including commercial drivers
license (CDL) drivers, as well as public tran-

... EAPA has
Scheduled a training
workshop on
November 71, 7 995,
at the Annual
Conference in
Seattle.

sit, aviation, and railroad employees. On
May 8, DOT issued a second press release
suspending the pre-employment testing
rules indefinitely or until Congress approves
a repeal; the notice of suspension was pub-
lished in the FR of May 10, 1995. The repeal
would save these modes an estimated $28
million in annual costs.

In March and April, DOT proposed more
changes to its testing rules in March and
April 1995 Federal Registers (FR):

March 13: The Federal Highway
Administration (FHWA) published a final
rule that would require trucking companies
to prepare an annual summary of alcohol
and drug test results only on demand; previ-
ously, all companies would have had to file
annual reports. Additionally, the rule repub-
lishes FHWA MIS reporting forms for truck-

ing firms; portions of these forms were omit-
ted from the templates published on
2/1 S/94.

March 16: As reported in the May
Exchange, the FHWA has published a list of
"Conforming Products for Evidential Breath
Testing Devices."

April 3: The Substance Abuse and
Mental Health Services Administration
(SAMHSA) published its monthly notice of
laboratories certified to meet Mandatory
Guidelines for Federal Workplace Drug
Testing Programs.

April 19: This rule, issued by the Office
of the Secretary, DOT, updates 2/15/94 and
8/19/94 rules regarding a new Federal Drug
Testing Custody and Control Form; the
revised rule makes clear that "this form is
authorized for use only in Federal employee
testing programs and for testing conducted
under DOT operating administrations (six
transportation modes); the form is not autho-
rized for use in any other type of drug testing
program;' also, the form will accommodate
both split and single specimen collections;
instructions for use accompany the form;
effective date for use of revised form: June 1,
1995.

April 19: The federal Railroad
Administration (FRA) amended procedures
for "Post-Accident Toxicological Testing"
and conforms its post-accident alcohol and
drug testing procedures to those changes;
the FRA also announced that its new "post-
accident shipping boxes" are available for
distribution to railroads.

April 20: This rule, issued by the Office
of the Secretary, DOT, provides for the use of
certain "non-evidential breath and saliva
testing devices for alcohol screening tests in
DOT-mandated testing programs;" effective
date: May 22, 1995.

EAPA will reproduce the above rules in
their entirety; these and other rule changes
published in the FR between February 15,
1995 and June 14, 1995 will be compiled
in an EAPA DOT Packet Number 2, along
with other items, and will be sold through
EAPA's Resource Center beginning in late
June.
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ON THE LABOR FRONT

EAP Services + H&H Services Dept.
= Better Labor Union Benefits Fund
by George Maltezos, M.A., CADC

Recognizing the need to provide a
comprehensive, cost-effective pro-
gram of mental health and substance

abuse benefits to its members, the
International Brotherhood of Electrical
Workers (IBEW) Union Local 701 of Lisle,
Illinois, initiated a new Members Assistance
Program (MAP). MAP, which was started in
1987, is now entering its ninth year of oper-
ation and stands as a model of the positive
results achieved when labor and manage-
ment acknowledge that job performance is
affected by a variety of physical and person-
al issues.

In the past, mental health and substance
abuse benefits were covered under the
Major Medical portion of the health and
welfare plan,'~a'system which was not only
expensive but also had questionable effec-
tiveness. Often, crisis situations were reme-
died by members searching the yellow
pages for help, or through the television
media. Care was not always received in the
most appropriate setting and little or no fol-
low-up was provided.

The trustees of Local 701 decided to find
an alternative—a different kind of program
using the managed care approach. The
trustees of the plan were seeking a way to
reach members with an offer of confidential,
comprehensive, and economical care.
Through the MAP, they developed a set of
standards and criteria by which to select and
develop a network of qualified providers
serving the geographic area covered by the
Health and Welfare Fund.

Using this new strategy, a comprehensive
program was designed to ensure that eligible
members and their families received ser-
vices. MAP is equipped to deal with a myri-
ad of common problem areas, such as alco-
hol and drug abuse, stress and anxiety,
depression, violence, and suicidal thinking,
and many more worker-impairment issues.

The principles of proactive intervention
that have made the MAP successful and
cost-effective led to a 1994 program propos-
al to address physical and mental health
care problems that go beyond the scope of
the Welfare Funds's current MAP. The pro-
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gram, designated the Health and Human
Services Department (HHSD), will address
financial or emotional problems that direct-
ly or indirectly inhibit the member's ability
to enjoy the secure and healthy retirement,
which is the object of the Pension Plan. For
example, such problems as total or perma-
nent disability raise both Welfare and
Pension Fund issues of what to do when a
medical problem progresses into forced
retirement. Also an issue is applying for
Social Security Benefits and for Medicare
(including the coordination of benefits issues
raised for the Welfare Fund by Medicare eli-
gibility).

The HHSD will clinically evaluate indi-
viduals during pre-retirement counseling
sessions. Where potential problems are
detected, the HHSD will then refer the indi-
vidual to the MAP or to outside sources for
intervention. To maximize the security and
enjoyment realized by the retiree from his
accumulated pension benefit(s), the HHSD
is prepared to ask the following questions:

1. Is the decision to retire being made for
the right reasons?

The decision to retire may be related
to reasons or problems that will not be
solved by retirement, and can be expect-
ed to create conditions requiring medical
treatment or counseling for: (a) a treat-
able physical problem; (b) marital dishar-
mony, including financial issues or impo-
tence; (c) temporary outside stresses,
including occupational stress.

2. Is the decision to retire founded on unre-
alistic expectations?

If expectations are unreasonable, anxiety,
loneliness or depression, suicidal tenden-
cies, or other undesirable behaviors
could increase health care costs.

3. Has the prospective retiree adequately
explored all the related financial issues?

Examples of financial issues to con-
sider include: (a) amount/availability/
application process for Social. Security
benefits; (b) status of personal invest-

ments, including existing debt; (c)
tax investment issues, including the avail-
ability of professional advice, during the
retirement.
The HHSD will address problems

encountered during the post-retirement peri-
od, problems that presently are not
addressed by any of the union or fringe ben-
efit funds resources, such as assistance with
living skills/health awareness, health well-
ness programs, mental health issues, and the
ability to identify potential danger signals in
retirees and/or their dependents. Examples
of such signals include depression, mental
confusion, self-isolation, and other mental
health issues.

The HHSD is cost-effective because it
expands the fringe benefits fund's collective
ability to maximize member satisfaction by
making most efficient use of both health care
and retirement benefits. Fringe benefits costs
will be reduced as certain activities and
expenses are shifted from the fringe benefit
fund to existing organizations with resources
outside of the fringe benefit funds.
Opportunities will arise to negotiate group
discounts for certain goods and services on
behalf of retired union members.

The MAP, currently functioning under
the auspices of the Welfare Fund, cost
effectively maximizes the use of health care
benefit expenditures by providing early
intervention for treatment and containment
of chemical abuse and other illnesses that
result in expensive chronic treatment
and/or disability.

The HHSD is administrated by the MAP
Director to ensure that member needs relat-
ed to all phases of fringe benefits are provid-
ed. The value of fringe benefits is enhanced
by making existing benefits structures more
aware and more responsive for potential
intervention at appropriate times during the
member life cycle, and by increasing exist-
ing MAP efficiency.

C. Michael Becker, Ph, D,, also con-
tributed to this article.



CERTIFICATION UPDATE

Certification Process Booming with
More Than 500 Applicants
by Joni Reed Cooley, EACC Certification Director

Phenomenal—this word best describes
the response in applications for the
May CEAP Examination. Certification

is booming, with more than 500 applicants
for the May 1995 CEAP exam. This is by far
the largest group of applicants that EAPA has
processed since 1988, compared to typical
groups in the last few years of approximate-
ly 200 to 30b each.

One might hypothesize that this surge in
certification is impacted by the Department
of Transportation substance abuse profes-
sional (SAP) requirements, as well as the
growing recognition of the value of the
CEAP credential within the EA field. Many of
these exam applicants are recertifying, and
we are also currently processing other recer-
tifications through PDHs.

Many thanks to Tamara Cagney, CEAP,
who spent a week at EAPA verifying the
exam applications before my arrival so that
we could process the unexpected overload
more quickly. Also, a hearty thank you to
Muriel Gray, CEAP, who provided much-
needed assistance in PDH approval during
the last few months.

Maintenance Fee Billing Change

The EACC voted at their January meeting
to revise the CEAP Maintenance Fee billing
procedure. Maintenance Fee billing will
now be invoiced only once for the entire
three- or five-year certification period.
Thus, instead of three or five invoices over as
many years, CEAPS will receive one invoice
during the first year of re-certification, which
will pay for the full three- or five-year term.
This simplified process will help hold down
the costs of maintaining the certification
process. It will also ease a CEAP's concerns
about whether he or she is current with their
membership fees at the time of certification.
Many thanks to those suggesting the change.

The Maintenance Fees themselves
remain the same: $30 per year for EAPA
members or $40 per year for non-EAPA
members. Each Maintenance Fee invoice
will indicate the total due for the full certifi-
cation period, plus any past due amounts.
The Maintenance Fees help underwrite the
costs of the certification program, including

examination development, ethics com-
plaints, approval of professional develop-
ment hours, publications, and other neces-
sary activities.

EACC July Meeting

The Employee Assistance Certification
Commission (EACC) will hold its summer
meeting, July 12-16. ALCOA has graciously
offered the use of its JAMALCO Qamaica
Aluminum Company) meeting housing
facilities in Jamaica for the July meeting,
thanks to Ken Burgess, CEAP, EACC
Commissioner. Due to the housing and
meeting space donation, this EACC meeting
will cost less than a typical meeting. ALCOA
is also hosting the meals for the
Commissioners at amuch-reduced price for
further savings.

Lest anyone wonder if this is a "junket'
for the EACC, the reality is that the EACC
will be meeting for long, full days, as you
can see by the following schedule. After the
Commissioners arrive on the evening of
Wednesday, July 12, the first meeting will
be held from 8:00 p.m. to 10:00 p.m., with
opening remarks by George Cobbs, CEAP,
EAPA Board President; Walter Reichman,
CEAP, EACC Chair; and Sylvia Straub,
EAPA COO.

The Commissioners will meet from 8:30 -
noon on Thursday and Friday, and a presen-
tation on EA programs in Jamaica and the
Caribbean will be provided by the JAMALCO
EAP and the UAWU (University and Allied
Workers Union) at noon, Thursday. EACC
meetings will resume from 1:00 p.m. to 5:30
p.m., Thursday and Friday, and a special
reception will be held Friday evening. The
EACC Committees will also meet Thursday
evening from 8:00 p.m. to 10:00 p.m.

On Saturday, the Commissioners will
meet from 8:30 a.m. to 1:00 p.m., and then
tour the island in the afternoon. Meetings
will again resume Saturday evening from
7:00 p.m. to 10:00 p.m., and the group will
depart Sunday morning at 9:00 a.m.

During these meetings, the EACC will
review the total certification process, from
verification of exam applicant information to
PDH approval to appeals. The EACC will

also consider the issue of an educational
and/or training equivalent requirement as
qualification for the CEAP exam, in addition
to other business items.

The objective for reviewing these areas is
to streamline the processes when possible,
while maintaining the integrity and consis-
tency ofthe policies. And, in light of changes
within the EA field as well as reductions in
national headquarters certification staff, all
procedures should be re-evaluated.

The location of the July meeting has also
afforded us a special opportunity to expand
our international EAPA connections. Prior to
the EACC meetings, George Cobbs, Ken
Burgess, and Sylvia Straub will meet with
representatives from 75 Jamaican businesses
to discuss the importance of EA programs.
They will also inaugurate the establishment
of a new EAPA Chapter in Jamaica, and we
are pleased to welcome their participation.
(Details of the event were described in the
May 1995 issue.)

EACC/Board Efforts

An EACC subcommittee met with a sub-
committee of the EAPA Board on April 28 in
Baltimore, prior to the EAPA Board meeting.
The meeting's purpose was to share the
EACC's concerns about certification issues
and to solidify the Board's support in these
issues. The meeting was productive and
heartening. Ideas proposed included anoth-
er meeting to discuss certification standards
with CEAPs with varying viewpoints, and a
survey to ascertain the value of the CEAP
credential to EA professionals and those
employing EA professionals.

In conclusion, I am very pleased to be on
board with EAPA as Certification Director.
definitely "hit the ground running" with the
unexpectedly large group of exam applicants
as I began in April, and it has been very inter-
esting to view the certification process from
inside the Association. I appreciate the
patience of all those who were impacted by
my learning curve, as there are many details
to master. I have enjoyed talking with so
many CEAPs and potential CEAPs thus far,
and I look forward to working with many
more CEAPs in the future.
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April 1995
by Carole A. Stevenson, CEAP

ne of my duties as Secretary is to
report to the members the issues
discussed at each Board of

Directors meeting. In the past, this informa-
tion has been available through the Board
minutes. Our new plan is to publish this
information as soon after the meeting as pos-
sible in the Exchange.

Before I begin my report, I want to set the
scene we encountered during the meeting. It
was a cold, damp, and rainy weekend in late
April. The Maritime Institute was selected as
the location to meet/eat/sleep. The gates
closed at 11:00 pm. Only a few east coast
attendees had transportation (not that there
was anyplace to go).

George Cobbs is a benevolent taskmas-
ter. We met from 8:00 a.m. until 9:00 p.m.,
Saturday and half a day on Sunday. The
agenda was very full and all issues were
addressed.

Finances

The majority of our time was spent on
finances. Treasurer Linda Sturdivant
reviewed the names of the Finance
Committee members for the Board. She
expressed the Committee's confidence in
Chief Operating Officer Sylvia Straub's
excellent fiscal management ability.
Financial software is now in place at the
national office. Financial Reporting Director
Sheree Clayton explained that the financial
software is strongly increasing efficiency.
Sylvia Straub explained the fiscal year 1996
budget, line by line. By the end of )une
1995, the expectation is that chapter reim-
bursement of dues shall be current.

am aware that foremost in the minds of
the members is the question: Are we making
progress regarding our finances? The short
answer is YES! The long answer is that dur-
ing this term of financial austerity there will
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be some belt-tightening. Another piece of
the deficit reduction plan, expenditure
reduction policy approved by the Board is
that unbudgeted expenditures will not be
approved. Our outstanding debt, in excess
of $300,000, has been decreased by almost
half.

The Finance Committee recommended
(and the Board approved) that the Exchange
be published six times in the next fiscal year,
rather than 11 times. (Concern was
expressed because the Exchange is the most
visible form of contact between the
Association and its members.) This plan will
last for one year only. And each issue will be
50 percent larger. This change will reduce
costs and improve quality by giving Director
of Communications Kay Springer more time
for research, interviews, press releases, and
other functions.

Another approved recommendation was
that EAPA will no longer sponsor
events/training/etc. that does not show a
profit. For example, the Legislative and
Public Policy Conference will not be held in
1996. The Legislative and Public Policy
Committee will review the impact of this
cutback and report to the Board next April.
In the future, any District Conference that
does not show a profit will be charged the
remaining expenditures. The final formula is
$5,000 base fee plus losses, plus national's
expenses.

The issue of program accreditation by
The Council on Accreditation of
Rehabilitation Facilities (CARE) was present-
ed by the Accreditation Committee Chair
Debra Reynolds. At this time, the Board will
be having a conference call with CARE in
June to clarify the roles and interventions of
this endeavor.

The Board also spent some time on
strategic planning with the aid of an outside
facilitator.

The role of the Immediate Past President
as a voting member of the Executive
Committee was brought into question. The
Board agreed that at this time, the role has
not been sufficiently tested in its value to the
Board. Therefore, at the April 1996 Board
meeting, the role of the Immediate Past
President will be reviewed for its effective-
ness. Any decision regarding this role and
made at the April 1996 Board meeting will
take effect at the November 1996 Board
meeting. The Board further agreed that until
then, no further actions are necessary.

The Transition Committee will stay in
effect until November 1995. The Board
agreed that the work of the Transition
Committee is still valid.

Reports

George Cobbs presented the following
points from the Presidents Report:

• The mood among the chapters in general
is positive. Chapters now feel national
headquarters is working for them. The
Pacific Northwest Chapter is most enthu-
siastic about the upcoming Annual
Conference to be held in Seattle.

• Jayne Kiel, Consultants Committee Chair,
has resigned her position for personal rea-
sons. George Cobbs (following the Board
meeting) has appointed Jim Printup as the
new chairman. He also reported that the
Native American Chapter is doing very
well. They recently held their conference
and were able to include Canadian tribes.

• The American Red Cross is impressed
with our resources. They have invited
EAPA to join with them in providing ser-
vices in disaster situations.

• The President asked those chapters who
have a critical incident stress debriefing
team to advise the Regional Directors.



And if the chapter is listed in the white
pages of the local telephone directory,
please advise the Regional Directors.
Greg De Lapp presented the Vice

President's report. The site selection team
consists of the Regional Directors and the
Labor Director. Concern has been raised
over how sites are chosen and why sites are
changed. Changes can be potentially devas-
tating to the Association. After careful delib-
erations, it was agreed that a specific policy
will be implemented in selecting sites.

Don Magruder presented the President-
Elect's report. The Ethics Committee will
review the Association guidelines. The
Ethics Committee would like to see an Ethics
Advisory column in the Exchange.

Carole Stevenson presented the
Secretary's report. Any committee requesting
funds should be aware that no requests for
money were accepted. All Committee
reports were distributed to the Board.

Sandra Turner presented the Immediate
Past Presidents report.( She discussed a pos-
sible connection with the American Bar
Association.

Sylvia Straub presented the Chief
Operating Officer's report. In an effort to
keep our hardworking staff refreshed, the
Board voted not to allow stafF to accumulate
in excess of 30 days of vacation time. They
have to use it or lose it. The staff at national
EAPA has gone from 22 to 14 persons. The
14 are exceptionally hard working and com-
mitted to EAPA's goals.

The Regional Directors presented reports
on their regions. It is apparent that YOU the
member drive the Association and continue
to do so by making your needs and issues
known through your chapter officers to
Regional Directors. Throughout the
Association, the Regional Directors reported
that new chapters are forming, new mem-
bers are joining, and new and creative
fundraising activities are being developed.

Rick Wall presented the Internal
Director's report. Work continues on the
confidentiality brochure.

Ted Mapes presented the Labor
Director's report. Ted discussed issues rele-
vant to Labor and the interactions within the
Association.

Ying Gee presented the Diversity
Director's report. She would like a list of
chapters that have Ethnic Diversity
Committees. Chapters are asked to forward
this information to her.

Walter Reichman presented the EACC
report. The EACC is looking into changing
the testing process. One recommendation
was to use computers to administer the
exam. The EACC continues to address ways
of increasing the value of the CEAP creden-

tial. EACC is planning a meeting in New
York City to address the issues of the educa-
tional requirements for becoming a CEAP.
Following this meeting, the decisions made
by the Committee will then be forwarded to
current CEAPs and their responses will be
invited.

Many Thanks

This was a very exciting Board meeting.
We worked very hard and well together.
This is a tough two years financially, but our
Association will profit in the future as a
result of the Board's commitment to you,
the member.

The Board would like to tale this oppor-
tunity to EXPRESS OUR APPRECIATION TO
THE ENTIRE STAFF FOR THEIR SELFLESS
EFFORTS, COMMITMENT TO EXCEL-
LENCE, DEDICATION, AND SUPPORT OF
EAPAAND ITS GOALS. PLEASE CONSIDER
THIS MESSAGE A STANDING 'OVATION
FROM THE ENTIRE BOARD OF DIREC-
TORS.

As Secretary, it is my privilege to submit
this report. I recognize that, at times, it may
be difficult because it is easy to shoot the
messenger. It is with gratitude to the Board
that I am able to provide this report.

Respectfully Submitted,
Carole A. Stevensen, CEAP Secretary

Public Policy
Continued from page 24

Policy Conference, took place at a his-
toric political gathering spot, the Monocle
Restaurant. Rep. Nancy Pelosi, an outspo-
ken member of Congress who represents
EAPA President George Cobbs' district in
the San Francisco area, gave afired-up talk
about the need for EA professionals to con-
tinue to support programs that help people
restore their lives, maintain their families,
and increase their workplace productivity.
Those in attendance were enthusiastic
about her positions and impressed with
her strength of conviction on topics of cen-
tral importance to the EA profession.

The conference was a success by any
measure. Participants could see that .by
working together, EA professionals can
raise the visibility of the profession and
bring support to legislation that is favor-
able to its growth and continuing success
in the American workplace.

1995 Exchange
Advisor
Commi~tee
CHAIR
Jim Carpenter, CEAP
313-926-5331

Tamara Cagney, CEAP
51.0-462-6441

David Coles, CEAP
713-676-3540

Roslyn M. Heise, LCSW, CEAP
303-861-7064

Joseph J. Kraus, CEAP
414-768-2465

Greg Mack
313-317-4776

Helen McGlynn, CEAP
314-768-3830

Tom Pasco, Ph.D., CEAP
810-948-8404

Sandra Schiff, CE~AP
810-773-2300

Crystal Haymen Simms, CEAP
302-656-8308

Employee Assistance
Program Coordinator
Mercy Medical Center has an excellent
opportunity for an experienced EAP pro-
fessional to serve as Coordinator of
Western Employee Assistance Services..
The position is full-time and involves
hands-on counseling and assessment
functions as well as marketing and coor-
dination of EAP operations involving 5
professional counselors. The successful
candidate will have a strong commitment
to the mission of Mercy, be an MSW or
MA with certification as LCSW or LPC,
and have at least 3 years experience in an
active EAP setting. EAP certification
and/or experience as a substance abuse
professional is preferred. Supervisory
experience and familiarity with managed
care environments is desirable.
Mercy is a 125-bed regional referral cen-
ter serving Southwest Colorado,
Northwest New Mexico, Northeast
Arizona, and Southeast Utah. We offer a
professional challenge, .competitive
salary, and excellent benefit package.
Located in the beautiful San Juan
Mountains of Southwest Colorado,
Durango is a year-round outdoor recre-
ation-oriented resort community. Contact
Pat Stelter, Human Resources, (303) 382-
1472 or write/fax Hannan Resources
Department, Mercy Medical Center, 375
E. Park Avenue, Durango, Colorado
81301. Fax: (303) 382-1045. EOE/
Handicapped Accessible.
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Senef its f rom Employee Assistance

oments after the Oklahoma Ciry
bombing incident on April 19, EA
counselors and related organiza-

tions around the country were setting care-
fully prepared crisis plans into motion.

Oklahoma State Response

The Oklahoma State Capital Complex is
about one mile away from the Alfred P.
Murrah federal building, yet Bob Stevens,
employee assistance coordinator for the
State of Oklahoma Office of Personnel
Management (OPM), felt the tremendous
force of the explosion. Within minutes, he
received a call from a Department of
Agriculture staff member advising him of the
bombing.

Stevens, who coordinates the state gov-
ernmenYs EA program efforts, worked in
conjunction with other EAPA members: Rob
Lewis; Nancy Graham, CEAP; Curtis Gilley;
and Dagmar Howell. Stevens informed
Janice Wadkins, assistant administrator of
Employee Relations Services of OPM, of the
immediate need for a crisis briefing.
Oklahoma Governor Frank Keating approv-
ed the request and authorized state EA pro-
fessionals to move forward with their plans.

Stevens and his staff quickly prepared
instructional flyers, telephoned other agen-
cies, set up a hotline, and gathered support
from other sources in the community.

In a recent interview with the Exchange,
Stevens noted that the initial briefing ses-
sions concentrated on teaching strategies for
coping with the extraordinary level of stress
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by Kay Springer

the various state agency personnel were
experiencing. "Eight state agencies were
affected," said Stevens. "Several state
employees working in the Murrah Building
were killed; hundreds were injured."

The briefing team advised agency direc-
tors, personnel managers, and especially
supervisors of the need to be supportive of
one another during the various phases of
recovery. They were told to watch for signs
of shock, anxiety, memory loss, irritability,
and sensitivity. "Most important of all," said
Stevens, we told them that severe emotional
impact may not show up until later—as little
as six to seven days or as much as six to ten
weeks after the incident."

Stevens noted that offers for help came in
from all over the country. "I even got a call
from someone from Tennessee," said
Stevens. Despite the need for immediate
employee assistance, state officials did not
feel that the bombing incident exceeded the
limits they could manage on their own.

The Federal Level Response

While state-level employees were mov-
ing plans into place, afederal-level response
team was also forming. Within one hour of
the bomb blast, Dr. George Everly, Jr., Ph.D.,
director of the Critical Incident Stress
Foundation in Ellicott City, Maryland,
received a call on the 24-hour hotline, and
immediately began offering telephone con-
sultation, particularly for the many law
enforcement authorities.

Through a special 24-hour hotline, the

Foundation provides access to more than
300 specially trained critical incident stress
debriefing (CISD) teams in eight countries.
The teams help emergency personnel who
are having uncomfortable stress reactions
cope with the extraordinary events they are
facing.

On Day 2, a CISD team, formed from
volunteer from nearby states, arrived in
Oklahoma City and began making initial
assessments and conferred with Everly's staff
about how to structure a formal assessment.

On Days 3 and 4, a team from the
Foundation began providing CIS services to
the emergency medical providers. By
Sunday, Day 4, a second team, composed of
four members, went into Oklahoma City to
begin planning for follow-up intervention.

According to Everly, "We were conduct-
ing two processes. On Day 1, we were per-
forming crisis intervention. On Day 2 and
thereafter, we began the post-crisis mainte-
nance." By mid-May, Everly was planning to
be in Oklahoma City himself.

Dr. Everly said he and his staff anticipat-
ed two major challenges expressed by vic-
tims so far:

1. Concern for the psychological after-
math of children recovering from the
bombing;

2. Difficulty understanding how or why
Americans would be terrorizing
Americans.

In the second point, Dr. Everly noted that
he had seen similar feelings expressed from
the people in Kuwait who had great difficul-



EAPA member Lee Allard, CEAP, provided this photo of the Alfred P. Murrah federal building, which
has since been demolished.

ty trying to understand why someone, par-
ticularly someone of their own faith, would
want to terrorize them.

This particular kind of trauma indicated
severe feelings of violation and were consid-
ered very serious. Dr. Everly.said there will
be no quick recovery for those Oklahoma
City victims who experience the same diffi-
culry of comprehension.

EAPA Members on the Scene

While Everly was on the phone, a spe-
cialized crisis response team from VMC
Behavioral Healthcare Services was arriving
in Oklahoma to provide counseling to their
clients' employees and family members

affected by this tragic event.
VMC counselors worked with employ-

ees of the U.S. Postal Service, several feder-
al agencies, including U.S. Courts System,
the Department of Agriculture, the Federal
Crops Administration, the Defense Contract
Audit Agency, the Corporation for National
Services, and the Federal Railroad
Administration, in addition to several other
corporate clients.

VMC President Mary Vasquez, Ph.D.,
said, "All of VMC's counselors have been
trained in crisis response protocol, with spe-
cialized teams ready to respond to critical
incidents across the country."

Most members of the EAPA Oklahoma
City Chapter were in their offices during the

District I Conference to Feature
Teleconference on Critical Incidents
The 1995 District I Conference in Baltimore, Maryland, will feature none-day, nafion-
allybroadcast program on "Workplace Response to Critical Incidents" for July 12. The
program will be broadcast by satellite to locations throughout the United States and is
expected to include a presentation by Attorney General Janet Reno, who will explain
the link between crime, violence, and the use of drugs and alcohol. She will, in turn,
show how these things impact U.S. business.
A panel of nationally known experts, including Dr. George Everly, director of the
International Critical Incident Stress Foundation, will discuss specific events that have
the potential to be devastating to business and other work organizations. The one-day
program will include 12 workshops to help attendees address critical incidents in their
workplaces. For additional information about this and other programs at the District l
EAPA Conference, call Conference Chair Jim O'Hair at 410-765-4887.

Wanted:
A Grief Helper
Needed: A strong, deep person, wise
enough to allow me to grieve in the
depth of who I am, and strong enough
to hear my pain without turning away.
One who is

• not too close because then you
couldn't help me to see;

• not too objective.because then you
may not care;

• not too aloof because then you
couldn't hug me;

•, not too caring because I'd be tempt-
ed to let you live my life for me.

need someone who believes that
the sun will rise again, but who does
not fear my darkness, or my walk
through the night.

need someone who can point out
the rocks in my way without making
me a child by carrying me over them.

need someone who can stand in
thunder and watch the lightening and
believe, no matter how heavy the tor-
rent, that a rainbow will follow.

Anonymous, Oklahoma City, 1.995

explosion. Tom O'Brien, LEAP, was presi-
dent of the Oklahoma City Chapter at that
time as well as director of the Employee
Assistance Program for the Norman Alcohol
Information Center. In the weeks after the
bombing, O'Brien joined with three co-
workers who are also EAPA members—
Mary Ann Dale, Orren Dale, and July
Blackburn—to offer their services for the
benefit of the community. These EAPA mem-
bers offered information on critical incident
stress, the various stages of grief, the transi-
tion of healing, and other topics to members
of the Oklahoma City community.

Since the bombing, the chapter has con-
ducted regular meetings and has begun
developing information about the experi-
ence that could benefit other EAPA mem-
bers. O'Brien says this is an ongoing effort,
and the information will be released through
EAPA national headquarters as soon as pos-
sible.

O'Brien noted, "We really appreciated
the many offers for help from other EA pro-
fessionals throughout the U.S. We found
ourselves feeling a little helpless because we
just didn't know what we needed."
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VIDEO REVIEWS

Two-part series

I. The Savage Cycle

►Reviewer Comments

Addresses the feelings and motivations of
both the victims and perpetrators; treats both
parties with understanding, not blame.
Shows intergenerational aspects of child-
hood abuse and the effects on children. It is
well-paced with effective music and real-life
characters. Extremely useful for EAP presen-
tationsthat often use the cycle of violence to
illustrate the abuse process, or for EA profes-
sional training.

Content Rating: 87

Comprehensive ........................................82
Direct........................................................89
Timely......................................................89
Accurate....................................................90
Informative................................................89
Credible....................................................89
Presentation ..............................................83

II. The Savage Man

► Reviewer Comments

Emphasizes that domestic abuse is a
crime. Powerfully shows the perspective of
the abuser and takes on manipulation and
control as central issues. Discusses the
addictive nature of domestic violence and
the co-dependency of the spouse who stays.
Discusses treatment and the difficulties of
finding a cure. Useful in treating male per-
petrators and showing the positive impact of
arrest.

Content Rating: t3a

Comprehensive ........................................89
Direct........................................................89
Timely......................................................89
Accurate ....................................................88
Informative ................................................88
Credible....................................................89
Presentation ..............................................82

Year of First Release: 1992
Length; 30 minutes each
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Format: VHS
Cost: $198 each; Discussion and Study
Guides Included
Order:
Intermedia
1300 Dexter Ave.
Seattle, WA 98109
(800) 553-8336
(800) 553-1655 FAX

Escape The. Abuse:
Part 2 of a 2 part series.

~ Reviewer Comments

Good overview of current laws and the
abuser's rights. Excellent to show to battered
women; a good, practical, how-to film for
escaping. A good variety of ethnic groups
are represented. May be more appropriate
for public television or women's groups.

Content Rating: 91

Comprehensive ........................................94
Direct........................................................89
Timely......................................................96
Accurate....................................................94
Informative ................................................88
Credible....................................................95
Presentation ..............................................82

Year of First Release: 1995
Length: 20 minutes
Format: VHS
Cost: $219
Order:
Intermedia
1300 Dexter Ave.
Seattle, WA 98109
(800) 553-8336
(800) 553-1655 FAX

First Responset A Team
Approach To Workplace
Trauma

~ Reviewer Comments

Very good, comprehensive presentation
on how to establish a response plan, orga-
nize acrisis management team, and help
employees recover from a traumatic inci-

dent. Provides rationale on the importance
of developing a trauma response team and
tips for good management behavior during
and after a crisis. Somewhat over-acted, but
good information.

Content Rating: 88

Comprehensive ........................................89
Direct........................................................85
Timely......................................................93
Accurate ..................................................89
Informative .............:................................93
Credible ....................................................93
Presentation ..............................................77

Year of First Release: 1995
Length: 29 minutes
Format: VHS
Cost: $695, $195 5-day rental
Order:
Excellence In Training Corporation
11358 Aurora Ave.
Des Moines, IA 50322
(800) 747-6569
(515) 276-9476

Defusing Workplace Trauma:
How to Avoid Violence in
the Workplace

~ Reviewer Comments

An excellent audio tape on responding to
workplace trauma. The training comes on
audio tapes, which would allow for use dur-
ing commuting time or on a loan basis. The
set includes a very helpful guidebook with
information on psychological and sociologi-
cal profiles, prevention activities, trauma
response plan, case studies, and other valu-
able information.

Year of First Release: 1993
Length: 4 tapes, 60 minutes each
Format: Audio tape
Cost: $195
Order:
National Trauma Services
3554 Front Street
San Diego, CA 92103
(619) 296-2811
(800) 398-2811
(619) 296-2880 FAX



The Complete What You Need to Know about
fhe DOT Alcohol and Drug Rules Series

Video I (42 minutes) -What You Need to
know: Executive briefing: Introduces
employers to their DOT-regulated responsi-
bilities through an interview with Donna
Smith, Ph.D., former Assistant Director of
the U.S. Department of Transportation,
under whose guidance the rules were
developed. Since the series was developed,
Dr. Smith, a leading expert on DOT regula-
tions, has left DOT to devote her time to
explaining the new regulations to corporate
audiences.

Additional materials:
• 56-page What You Need to Know:
DOT Alcohol and Drug Rules
Handbook for Employees (See Charla
Parker's comments at the left to read
what a DOT official had to say about
the quality of this material.)

• Employer's Compliance Checldist

Cost of 3-piece package: $99.95

Video 11 (52 minutes) -What Supervisors
Need to Know about DOT Alcohol and
Drug Rules -Alcohol Supplement: The new
DOT regulations require a minimum of 60
minutes of alcohol training for all supervi-
sors of safety-sensitive employees. This
package meets all the education require-
ments. The video is divided into three parts:

(1) An overview of the rules by Donna
Smith, Ph.D.;

(2) Five action scenarios, based on types of
testing, to stimulate supervisor aware-
ness of what rules require;

(3) A presentation on the effects of low-level
alcohol use on job performance. (Many
EAPA members have said this presenta-
tion by Tamara Cagney is outstanding.)

Additional materials:
• 64-page Leader's Guide with sample

agreements and a certificate of partici-
pation.

• 56-page What You. Need to Know:
DOT Alcohol and Drug Rules
Handbook for Employees

Cost of 3-piece package

Video III (60 minutes) - What
Supervisors Need to Know:
Information (a train-the-trainer pro-
gram): Highlights the most important
training elements required by DOT for
supervisors. Addresses general sub-
stanceabuse program information nec-
essary for an effective substance abuse
program. Explains how not enforcing a
substance abuse policy jeopardizes the
company as well as public and
employee safety.

Video IV (60 minutes) -What Supervisors
Need to Know: Application: Features in-
depth training on how to handle employees
who appear to be under the influence of
alcohol or any of the five prohibited drugs.
Re-creates 11 case scenarios explaining
exactly how, when, and why to confront
employees, using the four steps of construc-
tive confrontation. Most trainers select the
4-5 most appropriate scenarios to do their
training. (Some EAPA members have said
these case scenarios male this the' most
valuable video in the series.)

Additional materials:
• 60-page Leader's Training Guide
• 96-page Supervisor Training Manual,

which includes a binder, sample poli-
cies, and a certificate of completion

• 56-page What You Need to Know:
DOT Alcohol and Drug Rules
Handbook for Employees

Cost of 5-piece package: $179

Video V (42 minutes) - What Safety-
Sensitive Employees and Drivers Need to
Know about the New DOT Testing Rules:
Covers the most commonly asked questions
about the alcohol and drug rules and
explains how to recognize alcohol and drug
abuse. Video has three parts:

(1) A brief review of DOT alcohol and drug
rules by Donna Smith, Ph.D.;
(2) An explanation of the impact of the new
alcohol testing rules in the workplace by
Tamara Cagney, CEAP;
(3) A presentation by safety expert Bruce
Wilkinson on the five prohibited drugs,
signs, and symptoms of drug abuse, and
why we need to keep our workplace drug
and alcohol free.

Additional materials:
• 10-page Instructor's Guide;
• 56-page What You Need to Know:.
DOT Alcohol and Drug Rules
Handbook for Employees.

Cost of 3-piece package: $99.95

For more information, call EAPA, 703-
522-6272. To order, contact Buckley
Productions, 415-383-2009; (fax) 415-
383-5031.



SUBSTANCE ABUSE PROFESSIONAL
•~ ~ •~ ~•

VIDEO TRAINING PROGRAM

Program includes a video and self-paced workbook.

Some of the areas covered:
♦ SAP Qualifications
♦ DOT Regulations Affecting SAPs
♦ SAP Program Implementation Process
♦ Testing Protocols
♦ Employee Record Confidentiality
♦ Assessment, Referral, Return-to-Duty, &Follow-Up
♦ Risk Management/Loss Control Issues
♦ Marketing of Services: Internal/External

For more information, contact: BPI /Buckley Productions, Inc.

102 E Blithedale Ave Mill Valley, CA 94941 phone 415.383.2009 fax 415.383.5031

FAP
• ASSOCIATION

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