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INVEST IN YOUR EMPLOYEE ASSISTANCE CAREER

The California School of Professional Psychology provides graduate education in
organizational and clinical psychology to increase career options and flexibility

Innovative Programs Include:

Full-time and part-time coursework
Broad-based systems approach to education

•Latest psychological research on workplace issues
•Internships integrated during coursework
•Preparation for psychology licensure
• EAP design, implementation and evaluation
•Organizational consultation and research
• Training in organizational and individual

assessment

Degree Training Options:

•Dual PhD Program in Clinical and Industrial/Organizational
Psychology
• Doctoral degrees in Organizational Psychology
•Masters degrees in Organizational Psychology and Behavior
•Specialized Education in:

- EAP Design and Management
- Health Promotion in the Workplace
- Organizational Systems in Healthcare
- Alternative Dispute Resolution/Conflict Management

•Doctoral Respecialization inOrganizational or Clinical Psychology

For more information, call (800) 457-1273 or e-mail us at admissions@mail.cspp.edu or visit us at www.cspp.edu
(SPP is an accredited non-profit organization
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Concerned About the Risi~ of INorkpl - olence?

Since 1980, the Crisis Prevention Institute (CPI) has been
training professionals like you in ways to successfully
manage agitated, hostile —even physically violent
individuals. As the worldwide leader in workplace
violence prevention, over 1.5 million professionals have
participated in our training programs.

Training Backed by Results.
CPI's violence prevention training programs have been
proven to be effective. In a recent survey where over
1,000 organizations that use CPI's training responded:

`O~/0 reported a

77/0 reported

7g% reported
98% reported a

Training Options That Meet Your Needs and
Your Budget.

CPI offers training programs in over 80 U.S. and Canadian
cities, customized on-site training and videotape training
programs. CPI also offers domestic violence training
resources, plus consulting services including assessment,
training and technical assistance. We'd be happy to work
with you to determine the training option that best
meets your organization's needs and budget.

To receive a fr¢¢ Resource Catalog or to speak with a
knowledgeable Training Support Specialist, please call us at
1-800-558-8976 or fill out this coupon and mail or fax it to us.

Name

Organization

Organization address

City

Title

State Zip code
305

~~ Crisis Prevention Institute, Inc. 3315-K North 124th Street •Brookfield, WI 53005 • 1-800-558-8976 •FAX 1-414-783-5906 • E-mail: cpi@execpc.com
° Visit CPI's Violence Prevention Resource Center on the World Wide W¢b http:llwww.¢x¢cpc.com/~ cpi
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Front Desk Exchan e
This month's message is from Jim Wrich, chairman ADVISORY COMMITTEE 1997of the EAPA Exchange Advisory Committee.

Legislation and Public Policy-
James T. Wrich, Chairman

Chicago, ~~
The Doors to Our EAP Future

312-362-9500

Tamara Cagney, CEAP

As EAPA members, we are well aware of the distinctive role that our Pleasanton, CA

Association has played in setting standards for the EAP field. Through the leader-
510-426-9681

ship of our Standards Committee and other vital groups, EAPA has successfully
Jim Carpenter

advocated for measures that have protected the best practices in employee assis- Detroit, MI
tance. Many of us, however, are not so well-informed about the impact of state 313-926-5513
and federal legislation on our work. There has never been a more important time

for each member to become active in understanding and supporting legislation Elena B. Carr, CEAP
that will affect our jobs and the EAP field. Falls Church, VA

703-207-8546
This issue of the EAPA Exchange has been developed to give each EAPA mem-

ber acurrent look at key legislative and public policy efforts. For example, on David L. Coles, CEAP

page 10 EAPA President-Elect Greg DeLapp has written an informative piece on Houston, TX

Luchy Stores, amuch-misunderstood court case that involved an EAP. Be sure to 713-676-3540

read this article from start to finish. On page 16, Senator Paul Wellstone describes
his program to support the Substance Abuse Treatment Parity Act of 1997, and on

Joseph J. Kraus, CEAP

page 18, you will read about the EAPA North Carolina Chapter's efforts to get EA
Oak Creek, WI
414-768-2465

professionals licensed in their state. If your state is heading towards licensure,

don't miss this article. On page 20, Legislative and Public Policy Director Sheila Tim McGinnis, CEAP
Macdonald and EAPA Legislative Intern Joe Gentile explain how drug-free work- Toletlo, OH
place (DFWP) legislation has been opening doors for EA professionals. As an 419-470=5130
exclusive service to EAPA members, they have developed astate-by-state chart
outlining DFWP legislation. You won't find this information anywhere else. Nelen N/cGlynn

St. Louis, MO

On behalf of the EAPA Exchange Advisory Committee, I am looking forward 314-768-3830

to 1998 as an even greater opportunity to share key information about vital news
for EA professionals and their clients. Our 1998 Editorial Calendar, published on Tom PBSCO, CEAP

page 44, will give you a brief idea of tie main topics we want to cover. If you
Southfield, MI
313-225-8608

would like to contribute an article to our award-winning magazine, please contact

Kay Springer, our EAPA Exchange editor, at 703-522-6272. Crystal Haymen Simms
Newark, DE 19808
302-764-1374

Sincerely,

Kay Springer
EAPA Headquarters

C~',~~~'L 703-522-6272

Jim Wrich, Chairman Coming in the next issue:
EAPA Exchange Addiction in the Workplace
Advisory Committee

About the Cover: Fort McHenry—
One of many beautiful, historic sites

to see in Baltimore, site of the
26th Annual Conference.
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Su ndown M Ranch
Established 1968

The oldest i°esidential alcohol and dJ°ug addiction t~°eatment centef° in the state of Washington

We get Results Affordable Experienced
Our independent outcome Our costs are the most rea- Sundown M Ranch has been
studies show 68-72% of sonable in the nation. A 21- in operation since March
these individuals completing day inpatient ADULT stay is 1968.Over 45,000 adults and
treatment are still clean and $2730 or $130 per day. A 28- adolescents afflicted with the
sober after the first year. day inpatient ADOLES- disease of alcoholism and

CENT stay is $4060 or $145 drug addiction have been led
per day. These prices include back to sober, productive

s,~ psychiatric and medical con- lives by our dedicated, well-
~~~~~-~~ { sultation, family counseling trained professional staff.

%~~~ and family room and board.
Treatment is covered by
most insurances/managed
health care.
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President's
Pa e
A~ E~~i~~ ~~~ ~z Be~i~~z~~
by Don Magruder, CEAP ooN

ne year ago, we were
preparing to mark the
25th anniversary of a
dream come true. And

what a celebration it was! We were
honored and gratified to have past
presidents, o[ficers, members, and
guests with us to remind us of the
challenges we faced and the moun-
tains we climbed to bring employee
assistance into the work world. As we
celebrate the culmination of another
year together in this Association, it is
fitting that we, once again, review the
highlights of the past year and give
careful thought to our directions for
1998.

We learned a lot about ourselves
in 1997. We learned that we could
become financially strong again and
that we would strengthen our commu-
nications through a new exhibit and a
new web site and an award for excel-
lence to our Association magazine.
We've seen recognition for the CEAP
credential increase. We've seen our
EAPA influence spread through state
legislatures throughout the U.S. and in
countries throughout the world.

We also learned, with the assis-
tance of a professional membership
recruiting service—Marketing General,
Inc.—that our members, who come to
us from diverse fields, consider EAPA
their second or third choice for mem-
bership. In other words, the social
workers and psychologists and psychi-
atrists belong to an organization sup-
porting their first profession before
joining the EAP Association. Is this
good news? Only if we know how to
deal with it. In other words, it's not
only Avis who needs to "try harder."
So does EAPA.

And that's what I hope we can

4 • EAPA EXCHANGE • November~December 1991

accomplish in 1998. By setting our
sights on trying harder and being bet-
ter, we can boost our membership and
our Association presence throughout
the world. What will this effort entail?

Define, Protect, and
Enhance

Before we can define what we need to
improve, we need to identify what we
do well. As with any association, we
exist to serve. EAPA serves to define,
protect, and enhance the EAP profes-
sion.

Our main function as EA profes-
sionals is to make our workplace as
effective and healthy as possible by
employing the best practices of
employee assistance. Our main func-
tion as EAPA members is to work to
make these best practices known and
recognized in all workplaces through-
out the world. We do this by working
together on issues we identify together.
The concept is very simple but power-
ful: first, we must change ourselves
before we can help others understand
the need to change.

This concept has much earlier ori-
gins. Those of us who have been in
EAPA since the early days know that
many of the first EA professionals got
into this work as part of a 12-step pro-
gram. The basic premise of those 12
steps was very similar: we must
change ourselves before we could help
others change. This a very important
message—one that holds the key to
helping EAPA soar as an association. If
we believe in employee assistance,
then we must incorporate those same
practices into our own lives, then into
our workplaces, and then into our
own Association. We must, as the say-
ing goes, "work our program."

The EAPA Program—Step 1

I'd like to propose that we set our
sights on creating an EAP Association
"program" that will help us live what
we work for.

I hope I have already sowed the
seeds for this growth. For example,
when our labor members challenged a
1997 decision by the Board, we
entered into some very serious discus-
sions. I do not believe that EAPA, or
any association composed of volun-
teers, should be the focus of boycotts.
But when I hear even one member say
that he or she does not feel valued or
included or responded to, I do believe
there is a problem. And for that rea-
son, Iresponded by supporting the
need to find a solution to that prob-
lem. Ibelieve we created a viable solu-
tion with the addition of a labor/other
member segments manager position,
scheduled to come on board at EAPA
headquarters in January 1998.

In 1998, we must work our EAPA
program to make ourselves stronger as
an Association and as a global influ-
ence for the benefit of employee assis-
tance. There are many external chal-
lenges we face and, as I mentioned
them earlier, several of them are
described in this magazine. Some of
these issues—managed care, for exam-
ple—have posed serious threats to the
EAP profession. Our greatest strength
will come from working together to
face these challenges.

But no external threats are more
serious than those we face internally.
We are 26 years young and still strug-
gling to unite within our profession.
No one is doing this to us. We are
doing it to ourselves.

continued on page 7



Here's a case management system
that frees You from the drudgery
and repetition of paperwork.
Medcomp, leader in EAP case management systems,
created EAP Caseware specifically to meet the needs
of internal and external EAPs. EAP Caseware allows you
to prepare client records, develop referral resource lists,
compile case and clinical notes, track outcomes and
non-client services, prepare EAP and management
reports. In short, EAP Caseware handle's almost all your
administrative problems, freeing you for creative work.

EAP Caseware is Windows-based for single user or net-
worked systems. Itis compatible with Microsoft Access.

Call 719-575-9662 for a free demo disk, or to learn
how Medcomp can customize a system for your EAP.
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From the
COO
It's Beep ~ Good re v:.. ~~~
l~extre~v~ Will Be Evev~ Bettev~
by Sylvia Straub, Chief Operating Officer

his year has been a successful
and eventful one for EAPA on
several fronts. Among other
things, EAPA has developed

important new documents and prod-
ucts, increased its membership and
welcomed new chapters, reached out
to members of other allied associa-
tions, won awards, advanced techno-
logically, and expanded public policy
efforts.

The new EAPA Standards are
included in your conference proceed-
ings. Conference proceedings are pro-
vided to attendees this year for the
first time in four years; they were
funded from the Fiscal Year 1997 sur-
plus (7/1/96 - .6/30/97). Also included
in the proceedings are EAPAs revised
Code of Ethics and the EACC's newly
revised Code of Conduct. These docu-
ments represent major contributions
to the profession and to the
Association, and we are all indebted to
the members of the Standards and
Ethics Committees and to the EACC's
Code of Conduct Committee.

Another of EAPA's impressive
accomplishments during this past year
is the design and production of EAPAs
new exhibit booth and its presence at
major national association conferences,
including those of the Society for
Human Resources Management,
American Psychological Association,
National Association of Social
Workers, Behavioral Healthcare
Tomorrow, the Benefits Management
Forum and Expo, and the National
Managed Health Care Congress—
West. The booth and exhibit fees were
funded by Eli Lilly and Company as
part of the Depression in the
Workplace Campaign. One panel of
the booth carries information about

6 • EAPA EXCHANGE • November~December 1991

the campaign's Employee Telephone
Assistance Program.

EAPA also launched a web site this
summer—www. eap-association. com—
that is loaded with information and
links to other groups. It is updated
weekly, and we receive about 10,000
"hits" a month. Jeff Durkin is our
"web master," and if you have names
of organizations to which EAPAs site
should be linked, please contact Jeff
via phone, fax, or e-mail (eapoffman
@aol.com)

We have also published a 1997
provider's guide that lists EAPA mem-
bers who are available to companies as
consultants and contractors for EA ser-
vices. And at this time we are racing
to complete publication of the fourth
edition of the EAP Law Desh Booh, by
Sandra Nye, and hope to have it avail-
able for the conference. A new CEAP
lapel pin will also be available–at a
special conference price – in the EAPA
bookstore.

Responding to members' requests,
EAPA has made additional new train-
ing opportunities available prior the
conference; they include day-long
workshops on marketing and proving
the effectiveness of EA services, risk
and disability management, and
work family issues. The Education and
Training Committee has worked hard
to determine the training needs of
members and to identify top profes-
sionals for the workshops.

In 1997, we have welcomed the
South African and the South Texas
Chapters. Membership is at its highest
level in four years, and in 1998, we
will be working with the chapters to
increase it even more.

The EAP Association Exchange mag-
azine has won a prestigious award,

SYLVIA STRAUB
Chief Operating Officer

and thanks to the diligent efforts of
Editor Kay Springer and the Exchange
Advisory Committee, the magazine
continually searches out and publishes
cutting edge articles about the field. In
this issue, check out the Lucky Stores
Fact Sheet on pages 10-15 (you can
also download it from our web site);
this superb piece provides members
and their companies with invaluable
information about supervisory refer-
rals. Advertising sales for both the
Exchange and the conference program
are up thanks to EAPA's new
Advertising Manager Marilyn
Lowrance.

EAPA members have reason to be
proud of their Association. At the
same time, we should all be aware of
the challenges facing us and of the
need for us all to work together to
meet them. Licensure is a major
undertaking for any chapter or group
of chapters, as our members in
Tennessee and North Carolina will tell
you. At the present time, chapters in
12 states are in varying stages of push-
ing for licensure, and several chapters
in other states are considering it seri-
ously. Achieving licensure will be a
major endeavor for EAPA chapters
well into the twenty-first century.

Dealing with our own diversity is
one of our greatest challenges.
Members come to the employee assis-
tance field from labor; from a number
of disciplines, including social work,
psychology, and others; and from dif-
ferent parts of the U.S. and the world.
We are not at all unique in this regard;
most professional associations have
diverse memberships. What successful
associations have in common is that
members respect each other, and they
respect the very diversity that adds



strength ~o their profession. These
associations and their members keep
their eye on ehe ball—thus helping

their members improve their ability co

provide the highest possible quality of

service to [heir clients.
This past year has been a good

one, and if we keep our eye on the

ball, there's no reason thaC 1998 can't
be even better. I'd like eo take this
opporcunicy co chanlc each member of
EAPA's superb staff for their dedicated
service to the Association and its
members. Our dedication co the
Association and to you, its members,
steins from ow' pride and respect for
you and the work you do co improve
the lives of others.

I'd also like to thank members of
those chapters that I had the opportu-
nity to visit this year and for whose
hospitality and kindness I am very
graceful –the South African Chapter,
the Britannic Chapter, the Northern
Illinois Chapter, the Southern Wisconsin
Chapter, and the North and South
George Chapters.

Best wishes to all EAPA members
for a healthy and happy 1998! Q

Atlantic Health System's full range
of Behavioral Health Programs can

help this
em to ee

i

et ac tog ,,~ 5/ F

-~ bus~ess.

An employee's behavioral or substance abuse problem can lead to
excessive downtime and decreased productivity.

Atlantic Health System offers a complete continuum of treatment for issues
including family stress, substance abuse, depression
and anxiety. Evening and weekend
appointments available, For more ~,o~la ntieinformation, call 1.88~Z47.1400.

HEALTH S Y S T E M

Morristown Memorial Hospital ~ Overlook Hospital, Summit
Mountainside Hospital, Montclair/Glen Ridge •The General Hospital Center at Passaic
www.AtlanticHealth.org Affiliates: Chilton Memorial Hospital •Newton Memorial Hospital

EAPA EXTRACTS NEWS TO AND FROM EAPA MEMBERS
Looking for the index of all articles published

in the EAPA Exchange during FY 97? It will appear

in the January/February 1998 issue. We apologize

for any inconvenience this may have caused.

If you are one of the people who would like to con-

tact Gary Solomon, author of The Motion Picture

Prescription: Watch This Movie and Call Me in the

Morning, who described his technique in a 1996

issue of the EAPA Exchange, his business phone

number is 503-255-4990.

The EYnployee Assistance Program Management Letter

is conducting its second annual EAP salary and

benefits survey. No names will appear in the

results, which should provide an in-depth view of

the salaries earned by U.S. EA professionals. If

you are interested in sharing your own salary

information, please contact Beth-Ann Kerber,

Editor, Employee Assistance Program Management

Letter, 3100 Highway 138, Wall Township, NJ

07719-1442; (phone) 732-681-1133; (fax) 888-329-

6242; (e-mail) mcic@themcic.com, or

75673.624@compuserve.com

IMPORTANP CHANGE FOR MAY 1998 CEAP EXAM CANDI-

DATES: The EACC has approved an extended timeline

in the advisement requirements for May 1998 exam

candidates only. May 1998 CEAP exam candidates

begin their advisement process no later than

January 1, 1998, rather than at least six months

in advance of the exam application. The 24 hours

of advisement must be completed prior to apply-

ing for the eaxam, but may be begun as late as

January 1, 1998.

Presidents Page

conti~uied from page 4

In 1998, let's work an EAPA "program," whose first princi-

ple is to recognize chae diverse though our interests and

backgrounds are, we have snore in common than we have

recognized. Our common bond is [hat we believe in ehe

benefits of helping people through employee assistance.

This belief is what draws us together as an Association and

it must be the foundation of our future efforts.

We have much work [o do in 1998 to share ehis vision

with chose who need to lrnow. And we need to work togeth-

er [o make i[ happen. Let's make 1998 a new dawn for the

voice and role of employee assistance. Let's make a new

beginning in 1998. Next issue: The next step. Q
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Keynote Speaker to Address

~N

e
by Michelle Overstreet, EAPQ T v~ tarv~

n November 16, EAPA will proudly welcome W. Mitchell
as keynote speaker for the 1997 EAPA Annual
Conference. As a man who would not be defeated,
Mitchell is a motivational speaker who delivers a pow-

erful message to his audience about taking responsibility for
change. By sharing details of his own personal experiences,
Mitchell will describe how he developed his own unique
understanding of how to deal successfully with change.

Having overcome two life-threatening and life-chang-
ing accidents, Mitchell will explain the significance of bat-
tling the odds. In fact, the title of his newest book—It's Not
What Happens to You–It's What You Do About It—also
describes his philosophy on life.

Mitchell has faced many of life's challenges. He served
in the U.S. Marine Corps and worked as a gripman on the
San Francisco cable cars. The former major of Crested
Butte, Colorado, Mitchell was recognized for his business
success. In 1975, he put thousands of people to work when
he co-founded Vermont Castings, Inc. With courage and a
positive spirit, Mitchell overcame the effects of a fiery
motorcycle accident, which left 65 percent of his body
burned, and an airplane crash, which took away his ability
to walk. Today, Mitchell can be seen on public and com-
mercial television throughout North America and interna-
tionally.

Mitchell has been awarded the Council of Peers Award
for Excellence by the National Speakers Association, which
is the highest recognition in professional speaking. He has
also earned an executive master's degree in public adminis-
tration from the University of Colorado. Mitchell, who
maintains residences in California and Hawaii, has offices in
Colorado and Australia.

Mitchell is a man with a mission. And though we face
many challenges in our own lives, Mitchell will instill in us
the desire to be a winner, no matter where life leads us.

Stop by the 1997 EAPA Resource Center Bookstore in the Exhibit Hall to:

Review more than 80 titles specially selected for E4 professionals •Gather free brochures and other literature
Preview video titles •Purchase specialty items with the EAPA logo

fi ^ EAPA EXCHANGE • November~December 1991



ANNOUNCING:

T e ~ m o ee
i tan LawAss s ce
Des Boo

by Sandra Nye, JD, MSW

COMING IN 1998

Publisher by the EAP Association

You've read bits and pieces about employee assistance
legal issues in various magazines. Now get the complete
picture under one cover.

The Employee Assistance Law Desk Book, written by
Attorney Sandra Nye, the nationally known expert in
employee assistance legal issues, will soon be available
through the EAP Association. If your company offers
employee assistance, you MUST have this book.

The Employee Assistance Law Desk Book features:

• 600+ pages of information in convenient,
easy-to-comprehend Q&A format

• A customized notebook (for easy updates as
laws change)

• A comprehensive description of employee
assistance legal issues

• Dozens of case studies
• Appendices describing essential legal cases

Sandra Nye received her JD from De Paul University
College of Law in 1982 and her MSW from Loyola
University School of Social Work in 1974. Ms. Nye is
principal of the Chicago law firm of Nye and
Associates, Ltd., concentrating in law related to human
service delivery and family law. She is author of three
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Or in the ear of your customers, sales-
people and hottest prospects. We have
over 15,000 union made promotional
items including logoed sportswear,
advertising specialties, plaques &
awards, and executive gifts. Every one is
proudly made in the U.S.A., would look
great with your logo and is perfect for:

Customerlclient acquisition.

Customerlclient retention.

Conference, sales meeting aid
special event give-sways.

Sales contest incentives.

As the official supplier of all EAPA
logoed merchandise, we have over
15,000 ideas to help you attract and
keep more business. Call us today and
let us put those ideas to work for you.

Stam Promotional Marketing
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ri er iscri m i na ion. ~
wsu~ s .

by Greg DeLapp, CEAP
President-Elect, Employee Assistance Professionals Association

n a recent Americans with Disabilities Act (ADA) employ-
ment discrimination case —Holihan v Lucky Stores, Inc.
— a federal appeals court held that a supermarket employ-
ee could use the fact that an employer had strongly encour-

aged him to seek counseling through the company's employee
assistance program (EAP) to try to prove Chat the employer
regarded him as having a disabling mental condition.
Discrimination by an employer against an employee he regards
as disabled in this way is unlawful under the ADA.

Although the Lucky Stores case does not represent any
change in the law—under the ADA employees have always
been able to use every hind of evidence tending to show that
their employer regarded them as disabled—and although it
does not mean that EAP referrals can trigger discrimination
lawsuits, it is the first case in which an aggrieved employee has
tried to use an employer's referral to an EAP against him in
court. Yet to the extent that the employer found itself in court
because of that referral, its risk could have been substantially
reduced had it been careful to make its EAP referrals not on the
basis of a conclusion that the employee "needed counseling"—
something that might suggest a conclusion that he had a men-
tal or emotional disorder—but solely on the basis that the
employee was having a workplace productivity problem. Under
the standards of the Employee Assistance Professionals
Association (EAPA), this has always been the only proper basis
upon which supervisors should make EAP referrals. An
employee assistance (EA) professional's role is to generate solu-
tions to workplace productivity problems; the provision of clin-
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ical counseling and psychotherapy is not among the EAP core
services provided by such an EA professional.

Lucky Stores thus should serve as a cautionary tale for
employers and EA professionals, that is, a warning to take care
about the basis on which they make EAP ~~eferrals and the
method they use for making such referrals. We at EAPA have
decided to take the opportunity provided by the case to develop
a fact sheet that describes the Lucky Stores case and gives
some common sense tips for reducing the risk that EAP refer-
rals will be used against employers with EAPs. And of course,
our fact sheet also reminds employers that using an EAP which
can help resolve workplace productivity problems—whatever
their source—without terminating the employee involved, can

reduce litigation and other costs. By comparison with EAP
referrals, doing nothing in the face of a workplace productivity
problem could leave an employer liable in negligence for the
consec{uences. And simply firing employees who appear to be
troubled could lead to litigation in any event, and will almost
certainly impose unintended costs as a result of reduced
employee morale, security, and loyalty as well as an increase in
employee alienation.

Finally, EAPA is also committed to participation in any
subsequent ADA case that involves a supervisor's referral of an
employee to an EAP in order to make sure that the role of the
EAP is understood. Additionally, it is in our interest to make
clear that the use of proper supervisory referrals to EAPs will
not ordinarily be relevant to claims, under the ADA, that an
employer "regarded" his or her employee as disabled.



.......................................................................... E~CECUTIVE SUMMARY..........................................................................

In Luchy Stores, an employee who had demonstrated
aberrational on-the-job behavior and who was ultimately
fired from his job claimed he was discriminated against on
the basis that his employer "regarded" him as disabled.
Under the ADA it is unlawful to discriminate against an

employee on the basis of a perceived disability, whether or

not that employee is actually "disabled." The employee
introduced a variety of evidence to demonstrate that his
employer regarded him as disabled, including evidence
that his employer had "strongly encouraged [him] to seek
counseling through [the employer's] EAP." He also intro-
duced other evidence that supported his view, including
evidence that the company had received several doctors'
reports about the employee. The United States Court of
Appeals for the Ninth Circuit held not that the employee
had proven his case, or even that the referral to the EAP
standing alone could have demonstrated sufficiently that
the employer perceived the employee as disabled, but that
the evidence he had produced, including the evidence of
the referral to the EAP, was sufficient that a jury should be
permitted to decide whether the employer in fact regarded
him as disabled.

Meaning of the Case

The case does not represent a change in the law Any
action that suggests that an employer regards an
employee as disabled can be used against the employer
in an ADA action. This includes firing the employee,
sending the employee to a doctor, or, if it is done in a
way that indicates that the employer believes the
employee to have a mental or emotional condition,
referring the employee to something like an EAP.
The risk can be reduced by adopting common sense
measures. Take steps to ensure supervisory referrals are
made, and are understood to be made, on the basis of
workplace productivity problems and not on the basis
of some conclusion about the cause of those problems.
Such conclusions are ordinarily beyond the expertise of
supervisors, and they are not a necessary part of utiliz-
ing the services of an EAP.
The ruling offers employers and EA professionals an
opportunity to set their houses in order. It is recom-
mended that companies review all EAP materials, poli-
cies, and supervisor training on the proper circum-
stances and procedures for making an EAP referral.
The case should not discourage employers from using
EAPs. Indeed, EAPs may well reduce the overall costs of
litigation an employer faces by reducing the number of
adverse employment decisions, by increasing the sense
of employee security and loyalty, and perhaps by reduc-
ing the risk of liability for negligence when there are
consequences of an employer's failure to address work-
place productivity problems.
The ruling provides an opportunity for the EA profes-
sion to educate EA professionals, labor, employers, and

1'

the public about the workplace, productivity focus, and
non-therapeutic functions of EAPs.

Recommendations for Employers
and EA Professionals

Although the Luchy Stores fact sheet does not offer legal
advice, it does make many common-sense suggestions for
employers, union leaders, and EA professionals. It encour-
ages them to:
• Make sure employers, supervisors, union stewards, and

employees all understand that EAP referrals are to be
made on the basis of workplace productivity problems,
and that they do not depend upon and should not be
made upon the basis of conclusions about the cause of
any such problems,

• Make sure that these individuals all know that EAPs try
to generate solutions to workplace productivity prob-
lems that may derive from any cause, and that their
function is not clinical counseling or psychotherapy,
but the resolution of workplace productivity problems;

• Train supervisors in the appropriate circumstances for a
proper EAP referral and the appropriate language to be
used when making such a referral;

• Make sure that all contracts, agreements, policies, and
materials relating to supervisory referrals to EAPs pro-
ceed upon this understanding of the EAPs' traditional
workplace role in addressing productivity issues and of
the nature of EAP core services;

• If the EAP offers services beyond the traditional scope of
EAP practice, such as clinical counseling or psychother-
apy, make clear that supervisors making initial referrals
will not be doing so on the basis of any conclusion about
the employee's need for such services, but solely upon
the basis of a workplace productivity problem;

• Make clear that the rules for supervisory referral apply
uniformly, regardless of the apparent cause of any
workplace productivity problem, and across the board
to all of the organization's employees; and

• Avoid using therapeutic terms in relation to EAPs and
EA professionals; rather, use terminology that describes
more accurately the EAPs' role in addressing productiv-
ity problems.

Employee Assistance Professionals
Association Actions

The Association will increase activities to educate the
EA profession, work organizations, the legal system, and
the public on the nature of EAP services and supervisory
referrals to EAPs. It will also work to make sure that courts
ruling on ADA issues understand the proper role of the EA
professional and that a proper supervisory referral to an
EAP will not ordinarily be useful as evidence that an
employer regarded his or her employee as "disabled" with-
in the meaning of that law
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EMPLOYEE ASSISTANCE PROFESSIONALS ASSOCIATION

Fact Sheet on The Americans With Disabilities Act and
Employer Referrals to the Employee Assistance Program

The United States Ninth Circuit Court of Appeals in San
Francisco recently decided a case under the Americans with
Disabilities Act (ADA) which involved, among other things,
the referral of an employee by his supervisor to an EAP.
Although this case, Holihan v. Luchy Stores, Inc., does not rep-
resent any change in the ADA as it applies to EAPs or to the
employers who use them, it serves as a reminder that an
employee could, in some circumstances, point to an employ-
er's action in referring him to an EAP, like so many other
actions that an employer may take, in claiming chat he has
been discriminated against. While that risk is quite remote,
Luchy Stores presents an opportunity for EA professionals
and employers to review both the procedures and the cir-
cumstances under which employer referrals to EAPs are
made, to ensure that employers do not unnecessarily expose
themselves to such claims. Proper EAP referrals and the use
of proper procedures for making those referrals should suf-
fice in most circumstances to limit any risk that an employ-
ee will be able to use such a referral against his or her
employer.

In Luchy Stores, an employee who was ultimately fired
from his job claimed he was discriminated against on the
basis that his employer "regarded" him as disabled. Under
the ADA it is unlawful to discriminate against an employee
on the basis of a perceived disability, whether or not that
employee is actually "disabled." An employee who believes
that an employer discriminated against him or her on this
basis is permitted to put before a court any fact that tends
to demonstrate that the employer regarded the employee as
disabled. If there are sufficient facts to show that an employ-
er so regarded the employee, and to show that the employ-
ee was discriminated against on that basis, the employee
can obtain a trial on the ADA claim. This doesn't mean the
employee will win the suit. He or she will have to prove to
the judge or jury that the employer did regard the employ-
ee as disabled, that this was the basis upon which the
adverse job action was taken, and that the employee could,
at least with reasonable accommodation, have performed
the job that was lost.

The employee in the Luchy Stores case, who had
demonstrated aberrational on-the job behavior, introduced
a variety of evidence to demonstrate that his employer
regarded him as disabled, including evidence that his
employer had "strongly encouraged [him] to seek counsel-
ing through [the employer's] EAP." He also introduced
other evidence that supported his view, including evidence
that the company had received several doctors' reports
about the employee. The Court of Appeals held not that the
employee had proven his case or even that the referral to
the EAP standing alone could have demonstrated suffi-
ciently that the employer perceived the employee as dis-
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abled but that the evidence he had produced, including the
evidence of the referral to the EAP, was sufficient that a jury
should be permitted to decide whether the employer in fact
regarded him as disabled.

Luchy Stores is the first decision of a federal court to
state explicitly that a referral to an EAP could in certain cir-
cumstances be used as a piece of evidence that an employer
regarded an employee as disabled within the meaning of the
ADA. The decision, however, amounts to nothing more than
the routine application of the rules for demonstrating liabil-
ity under the ADA to the particular circumstances of the
case that was before the court. Luchy Stores means that a sug-
gestion that an employee who is unable to perform his or
her job "seek counseling," will be treated like any action that
suggests an employee's job performance may be suffering

because of a mental or emotional condition. Such actions
are not limited to referrals to EAPs, or doctors, or psy-
chotherapists. They could include any action taken in
response to behavioral problems on the job, including sus-
pension or firing. Indeed, such adverse job actions might be
much more likely to give rise to a claim of discrimination on
the basis of a perceived disability.

That referral to a helping professional may be used in
this way may seem unfair. It may seem that a person should
not be able to use against you an action you took to encour-
age that person to seek help. But as the law is now written,
it is possible that an employer's acknowledgment of an
employee's mental or physical condition, even in a con-

structive way, could prove troublesome down-the road.
This, however, need not discourage employers from

making EAP referrals. A proper referral to an EAP, unlike the
referral in Luchy Stores, at least as it was described by the
court, need not and should not be based on any conclusion
by a supervisor about an employee's mental or physical
health. Proper training, something that is important if the
EA profession is to maintain uniformly high standards,
should reduce the risk that an EAP referral could be used,
as in Luchy Stores, as evidence that an employer regarded an
employee as "disabled." And of course there is some risk in
the other direction. Employers who actually have knowl-
edge of an employee's mental or emotional disorder may be
held liable for the consequences if they fail to take action.
Indeed, EAPs may well reduce the overall costs of litigation
an employer faces by reducing the number of adverse
employment decisions (and therefore the number of
aggrieved employees), by increasing the sense of employee
security and loyalty (by attempting to resolve workplace
productivity problems instead of abandoning employees),
and by reducing the risk of employer liability for negligence
when there are consequences of an employer's failure to
address workplace productivity problems.



Employers should promulgate materials for employees
that make clear that a proper EAP referral is not prompted
by any conclusion on the part of the employer about an

employee's mental or physical health, but by the supervi-

sor's awareness of workplace productivity problems. EA

professionals are not, in their role as EAPs, psychothera-

pists to whom employees who are considered to have emo-

tional problems are to be sent. Rather, they provide a wide
range of approaches to address workplace productivity
problems. Supervisors should be trained both in the cir-
cumstances that should appropriately trigger an EAP referral,
and in the language that should appropriately be used in
making an EAP referral. The clearer the EAP's role is made
both to employees and supervisors, the greater use can be

made of EA services and the lower the risk that an EAP
referral may be used to demonstrate chat an employer
regarded an employee as disabled.

Employers should also consult their attorneys and,
with their assistance, promulgate clear guidelines for
employees and supervisors indicating the circumstances in
which referral to an EAP is appropriate, the method by
which such referral should be made, and the meaning of
any such referral. EA professionals should also support the
ADA and encourage employers to employ otherwise quali-
fied individuals with disabilities, and, where necessary, to
provide the "reasonable accommodation" for employees
with physical and mental disabilities that is required by
that law.

....................................................................... QUESTIONS &ANSWERS ....................................................

Q: What does the Americans With Disabilities Acc do?

A: The Americans With Disabilities Act (ADA) prohibits
employers with 15 or more employees from taking adverse
employment actions against qualified individuals who are
disabled, or who are "regarded" as disabled, on the basis of
their disabilities (or their perceived disabilities). A "quali-
fied" individual is one who, with or without "reasonable
accommodation," can perform the essential functions of the
job he or she seeks or holds.

A person is considered "disabled" for purposes of the
ADA if he or she has "a physical or mental impairment that
substantially limits one or more of the major life activities,"
and also if the employer "regards]" him or her "as having
such an impairment."

Q: What did the Court of Appeals hold in Holihan v. Luchy
Stores?

A: In Luchy Stores, the United States Court of Appeals for
the Ninth Circuit held that evidence that a supervisor
"strongly encouraged" an employee who was behaving
aberrationally "to seek counseling through [the company's]
EAP" could be used by the employee—after he was ulti-
mately terminated and brought suit against the employer
under the ADA—as one piece of evidence in his attempt to
demonstrate that the company "regarded [the employee] as
suffering from a disabling mental condition that substan-
Cially limited his ability to work." .

Q: Is the Luchy Stores decision now a statement of the law
in the entire United States?

A: No. Each United States Court of Appeals has jurisdiction
over a particular geographical region. The Luchy Stores deci-
sion describes the law only as it applies in the Western
states of Alaska, Arizona, California, Idaho, Montana,
Nevada, Oregon, Washington, and Hawaii, as well as the

territory of Guam. The basic principle underlying the deci-
sion, however, that an employer cannot discriminate
against someone it regards as disabled, is the law through-
out the United States. Any court faced with an ADA case
alleging such discrimination will have to decide whether
the facts alleged are sufficient to require a trial on the ques-
tion of whether the employer regarded the employee as dis-
abled. But until now, no other federal Court of Appeals has
ever even faced a claim that referral to an EAP should be
taken into account in deciding a claim under the ADA.

Q: What exactly did the Court of Appeals say in Luchy

Stores?

A: The Ninth Circuit's Luchy Stores decision says:
[The employer] Lucky [Stores] called [its employ-

ee] Holihan into two separate meetings to discuss his
aberrational behavior. At one of these meetings, Lucky
[Stores] District Manager Church asked Holihan if he
was having any "problems;" at the other, Church
strongly encouraged Holihan to seek counseling
through Lucky [Stores'] EAP. Lucky [Stores] also
received several doctors' reports of Drs. Strickler [a
psychologist to whom Holihan was referred by the
EAP] and Cramer [who treated Holihan in connection
with a worker's compensation claim]. From these facts,
a reasonable jury could infer that Lucky [Stores]
regarded Holihan as suffering from a disabling mental
condition that substantially limited his ability to work.

Q: Does Luchy Stores mean that a supervisor's referral of an

employee to an EAP alone may give rise to employer liabil-

ity under the ADA?

A: No. The Court did not hold that an employer can be
held liable for referring an employee to an EAP. First, it held
only that an employee against whom an adverse employ-
ment decision was taken could, in circumstances where there
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is other evidence that might indicate that the employer might
have concluded that that employee was disabled, rely on a
referral to "seeh counseling through" an EAP as further evi-
dence that the employer regarded the employee as dis-
abled. Second, even if a jury were to conclude in an ADA
case, based on a body of evidence that happened to include
a referral to an EAP for counseling like the one at issue in
Lucky Stores, that an employer regarded an individual as
disabled, there would still be no liability under the ADA
unless (a) the employer took adverse action on the basis of that
disability, and (b) the employee could, despite the disabili-
ty, with or without reasonable accommodations, still per-
form the essential functions of his or her job.

Q: Will it ordinarily be possible to use supervisor referral
to an EAP to show that an employer "regards" his employ-
ee as disabled?

A: No. The supervisor's role when making a proper EAP
referral is limited. This is because EAPs are designed to
address workplace productivity problems. While an employ-
ee's initial consultations) with an EAP may ultimately result
in referral by the EAP to a mental health professional for eval-
uation, diagnosis, and treatment, the basis for supervisor
referral to an EAP should be the presence of a workplace pro-
ductivityproblem. Referral of an employee to an EAP does not
require a supervisor to make any determination about any
possible underlying medical or mental health cause of the
workplace productivity problem. The supervisor need not
and should not make any determination about the employ-
ee's mental or physical health, or his or her need for treat-
ment or counseling for any alleged mental or physical con-
dition before referring the employee to the EAP. Not only are
such determinations beyond the proper scope of a supervi-
sor's function in making an EAP referral, they are ordinarily
beyond the scope of a supervisor's expertise.

By the same token, because of the nature of the initial
evaluation that is provided by an EAP in response to a
supervisor's referral, that referral should almost never
demonstrate that the supervisor regarded the employee as
disabled. Although some EA professionals are also
licensed therapists, traditional EAPs are not designed to
provide diagnosis or treatment for mental or emotional
conditions during the initial evaluation that is undertak-
en in response to supervisor referrals. They try to gener-
ate solutions to workplace productivity issues that may
derive from any cause, whether or not it is related to a
mental or emotional problem. They use techniques, such
as problem identification, constructive confrontation,
employee motivation, and other types of nonclinical
short-term intervention. Whether resolution of a work-
place productivity problem would be served by evalua-
tion, diagnosis, and treatment by a mental health profes-
sional—either a third-party therapist or a therapist

employed by the EAP—is something that is determined by
the EA professional and the employee in the course of
their consultation. Supervisors therefore do not properly
refer employees—as the supervisor in Luchy Stores appar-
ently did—to EAPs "for counseling." A diagnostic determi-
nation of whether an employee has a mental or emotion-
al condition that requires counseling is beyond the scope
of practice of an EA professional when providing core EA
services during an initial consultation in response to a
supervisor referral. A conclusion by the supervisor that an
employee requires such a determination therefore should
not be made as a precondition to a proper supervisor
referral to an EAP.`

Any broader reading, in the future by the courts, of the
significance of routine, properly made supervisory EAP
referrals could only be based on a misunderstanding of the
function performed by EAPs and EA professionals. EAPA
will work to ensure that routine referrals of EAPs are prop-
erly understood by courts, and that courts do not mistaken-
lybelieve that routine, properly made referrals to EAPs ordi-
narily imply any conclusion about the mental health of the
employee. To this end, EAPA intends to participate in any
future litigation in which an employee seeks to use a routine
EAP referral to make out a claim under the ADA. If neces-
sary, EAPA will seek from Congress an amendment to the
ADA to make clear that routine EAP referrals cannot sup-
port aconclusion that the employee is regarded as disabled.

Q: Are there circumstances in which supervisor referral to
an EAP could properly be used to show that an employer
regarded an employee as disabled within the meaning of
the ADA?

A: There may be unusual circumstances in a particular case—
as there appear to have been in Lucky Stores—in which a
referral to an EAP is made in circumstances or in a manner
that could show that this was the employer's understanding
of the employee's condition. Such a referral, like any other
employment action taken in such circumstances, could be used
to demonstrate that the employer regarded the employee as
disabled.

Q: How can an employer reduce the risk that supervisor
referrals of employees to an EAP will be used against it in
an ADA suit?

A: This fact sheet is not intended to give legal advice. The
circumstances of each employer and each EAP will be dif-
ferent, and each one must consult his or her attorney to
determine the best way to protect themselves from legal lia-
bility. Nonetheless, common sense tells us that there are
some steps employers can take to reduce the risk that EAP
referrals will be used against them in an ADA lawsuit,
including: (1) training supervisors; (2) educating employees;

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

' Some EA professionals have counseling or other advanced human services degrees and some oller more than the traditional, nonclinical assessment, short-term

problem resolution and referral services. Nonetheless, these EA professionals should always draw a clear line between the initial evaluation that is the appropri-

ate response to a supervisor referral, and more in-depth counseling activity that might be undertaken subsequently as a result of that evaluation.
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and (3) amending all printed materials concerning EAPs to
clarify (a) the circumstances in which an EAP referral is
actually appropriate; (b) the meaning and purpose of such
a referral; and (c) that such referrals will be made uniform-
ly where circumstances warrant them.

Employers, in consultation with their attorneys,
should prepare materials for employees and supervisors
describing the proper circumstances for making a referral
to an EAP, and train supervisors in the proper circum-
stances and methods for making such referrals.

Employer materials should clarify that supervisors will
refer employees to the EAP to address workplace produc-
tivity problems, that such referrals are to be made without
regard to the possible cause of these problems, and that
supervisors need not and should not make suppositions or
determinations about the causes of workplace productivity
problems, their employees' mental or physical health, or
their need for treatment for mental or physical illnesses or
conditions. The supervisory referral is made to an EAP to
determine what if any problem exists and how best to
respond to it.

It is very important that supervisors be trained to use
language in making EAP referrals that is consistent with the
supervisors' own role in making EAP referrals and with the
role of the EAP. Since inappropriate language could imply a
conclusion about an employee's mental or emotional
health, supervisors should never suggest that they are refer-
ring employees with workplace productivity problems to
the EAP for clinical "counseling" or "therapy" or to receive
"help" for a mental or emotional problem, even though in
the generic sense, EAPs may indeed "counsel" employees
about how to deal with various difficulties in the work-
place. Some SAPS do "counsel" groups of employees and
individuals during critical incident stress debriefings
(CISDs). The use of the word "counsel" in this crisis con-
text is sufficiently distinct from the use of the word when
talking about an individual who may have a mental or emo-
tional problem requiring clinical treatment, and its contin-
ued use in the crisis context is not likely to increase in any
substantial way the risk to the employer in some subse-
quent ADA suit.

EAPs that specifically provide alcohol and drug pro-
grams as part of their services may have special considera-
tions in determining how to deal with the ADA. The ADA
permits employers to take adverse employment actions on
the basis that an employee used or was under the influence
of alcohol or drugs at the workplace, or was engaged in the
use of illegal drugs even outside the workplace. A supervi-
sor's conclusion that an employee had used or was under
the influence of alcohol or drugs, or that he or she was
engaged in the use of illegal drugs outside the workplace,
and that he or she should therefore see an EAP, thus will
not present the same issues as a conclusion that an employ-
ee has a mental or emotional illness. On the other hand, a
conclusion that an employee is an alcoholic who is drinhing
outside the worhplace, or has a problem arising from the use of
legal prescription drugs outside the workplace, may essentially
amount to a conclusion about that employee's mental or

emotional condition. A referral on the basis of such a con-
clusion will present more substantial risks under the ADA
than a referral on the basis of a simple conclusion that the
employee has a workplace productivity problem.

As to other employer materials regarding EAPs, these
should clarify that EA professionals do not, in initial con-
sultations in response to supervisor referrals, provide diag-
nosis or treatment of mental and emotional conditions, and
that EAP referrals consequently should not and will not be
made on the basis of a conclusion that an employee "needs
counseling." In this regard, these materials should include
a clear description of the services provided by the EAP.
When the EAP provides services beyond the traditional
scope of EAP practice, it will be important not only for the
EAP itself to have a distinct demarcation between the core
EAP services provided in initial consultations, and services
that could be characterized as clinical, such as counseling
or psychotherapy, but for the employer's materials to clear-
ly describe that demarcation.

EAPs and employers should also review, in consulta-
tion with their attorneys, all contracts, memoranda of
understanding, and other documents that describe the
EAP's role and the employer's use of the EAP, to ensure
they are consistent with this understanding of the EAP's
workplace role and of the services they provide. Equal
scrutiny must be given to existing training manuals and
descriptive materials for employees to avoid suggestions
that EAPs provide counseling or clinical treatment in
response to supervisory referrals, or that supervisors will or
should identify the cause of a workplace productivity prob-
lem before making an EAP referral. Such materials should
avoid terms suggestive of clinical treatment, such as per-
sonal or emotional "problems," EAP "counseling," or the
provision of "therapy." An EA professional should not be
referred to as "EA counselor," but as an EA professional, an
EA coordinator, an EA specialist, an EA productivity con-
sultant, or other neutral title.

EAPA Responses

Q: What action is EAPA taking to assure employers,
employees, and the EA profession that the provision of EA
services for the resolution of workplace productivity prob-
lems is not disrupted by the Luchy Stores decision?

A: EAPA will, through its Resource Center, education and
training programs, and publications, continue to educate
the public, employers, union stewards, the press, and
members of the legal profession about the nature of EAP
core services and the support EAPs provide to employers
and employees in resolving problems related to workplace
productivity.

EAPA is also committed to seeking an authoritative
judicial and, if necessary, legislative ,interpretation of the
ADA that will make clear that the use of proper supervisory
referrals to EAPs will not ordinarily be relevant to claims
under the ADA that an employer "regarded" his or her
employee as disabled. Q
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Th~Fia ht fer

by The Honorable Paul Wellstone (D-MN), U.S. Senate

r too long, the problem of substance abuse has
been viewed as a moral issue, rather than a disease,
and has been surrounded by a cloak of secrecy.
People who have this disease are often ashamed to

admit their problem for fear they will be seen as admitting
a character weakness. We all have seen portrayals of alco-
holics and addicts that are intended to be humorous or
derogatory, painting pictures that only reinforce biases
against people who have problems with substance abuse.
Can you imagine this type of portrayal of someone who has
a cardiac problem, or who happens to carry a gene that pre-
disposes them to diabetes? We forget that drug or alcohol
abusers can be the person next door or sitting next to us on
a plane. In fact, most of us have family members and/or
friends who suffer from the disease of addiction.

We can fully document the many problems associated
with substance abuse, but we have done precious little to
treat or prevent these problems. I am proud to have intro-
duced legislation, in conjunction with my House colleague,
Rep. Jim Ramstad (R-MN), which we hope will punch
through the prejudice that surrounds all aspects of this dis-
ease. The Substance Abuse Treatment Parity Act of 1997, if
enacted, will make a significant first step towards ensuring
that those suffering from addiction to drugs and/or alcohol
can get the treatment needed to help save their lives.

Similar to the Mental Health Parity Act (MHPA) that
was signed into law last year, this measure will provide for
nondiscriminatory health insurance coverage of substance
abuse treatment services by private health insurers. The
legislation will ensure that they pay for substance abuse
treatment services at the same level that they pay for treat-
ment of other diseases. It does not require that substance
abuse benefits be part of a health benefits package, but
establishes a requirement for parity in coverage for those
plans that offer substance abuse coverage.

Startling Statistics

The statistics concerning substance abuse are startling
and the human toll is staggering. More than 10 percent of
Americans suffer from alcohol or drug dependence and the
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percentage of our nation's children using hard drugs con-
tinues to rise at an alarming rate. A recent Scientific
American article (December 1996) reports that excessive
alcohol consumption is estimated to cause more than
100,000 deaths each year-24 percent from drunken dri-
ving, 11 percent from homicides, and 8 percent from sui-
cides. Alcohol contributes to cancers of the esophagus, lar-
ynx, and oral cavity, accounting for 17 percent of deaths; it
is directly linked to other ailments such as cirrhosis of the
liver, accounting for 18 percent of deaths.

Alcohol and other drugs contribute to other problems
as well. Addictive substances have the potential for destroy-
ing those who are addicted, their families, and their other
relationships. Ina 1993 report to Congress on Alcohol and
Health, the Secretary of Health and Human Services stated
that "alcohol is associated with a substantial proportion of
human violence, and perpetrators are often under the influ-
ence of alcohol." There are high rates of alcohol and other
drug involvement in domestic violence and child abuse.
For example, in 1987, 64 percent of all reported child
abuse and neglect cases in the City of New York were relat-
ed to alcohol and other drug abuse. With respect to domes-
tic violence, a study of more than 2,000 American couples
demonstrated that rates of domestic violence were almost
15 times higher in households where husbands were often
drunk, as compared to those households in which they
were never drunk. We know that more than 40 percent of
motor vehicle crash fatalities are alcohol-related, and that
many of the alcohol drinkers involved in these crashes have
had long-standing problems with alcohol abuse. It is esti-
mated that more than 25 percent of emergency room visits
maybe alcohol-related, and that alcohol and other drug use
accounts for at least 40 percent of hospital admissions.

Face of Substance Abuse

Beyond the statistics is the very human face of substance
abuse. I would like to share a story about citizens who have
gone through chemical dependency treatment and turned
their lives around. They are living proof that treatment
works, yet their case also illustrates the pressing need to



address the financial toll that substance abuse and treat-
ment extracts from the American family.

A husband and wife in Virginia thought they were liv-
ing the American dream with their three children. Then
their son, who was in the seventh grade, started using drugs
and by the ninth grade, he was addicted. He became
involved with a gang and was expelled from school. They
didn't think their son, their marriage, or the family could
survive the ordeal intact. It's now five treatment centers later
and their son recently celebrated two and one half years of
sobriety. They sold their house, however, to pay for treat-
ment—and now they rent. They liquidated their 401Ks and
have no savings left. The mother's professional career was
derailed. She says that as they now face their retirement
years, it's as if they never saved, never achieved, never
worked hard all their lives. While they don't regret a dollar
of the money spent on treatment to save their child's life,
they find something terribly wrong with their predicament.

The primary problem with substance abuse treatment is
that even if it's available and accessible, it's often unafford-
able. Many health plans simply do not pay for treatmenC for
substance abuse at the same rate at which they pay for treat-
ment of other diseases, if they pay at all. It only seems logi-
cal to pay for treatment of substance abuse as a means of
decreasing costs for the related diseases and life disasters.

7Yeatment Is aCost-Effective Investment

The Substance Abuse and Mental Health Services
Administration (SAMHSA) has provided the following
examples of some of the healthcare costs associated with
substance abuse:
• On average, untreated alcoholics incur general health-

care costs that are at least 100 percent higher than those
of the nonalcoholic. In the 12 months before treatment,
costs related to the alcoholic are close to 300 percent
higher than for a nonalcoholic.

• More than five percent (221,000) of the four million
women who give birth each year use illicit drugs during
their pregnancy.

SAMHSA also offers statistics showing that proper
long-term healthcare and treatment for substance abusers
can reduce overall healthcare expenditures. For example:

Substance abuse treatment reduces (1) overall hospital
admission rates by at least 38 percent; and (2) hospital
admissions for drug overdose by 58 percent, among those
who had been treated.

Some states also have reported reaping cost savings by
providing substance abuse treatment. The state Alcohol
and Other Drug Authority in Minnesota, for one, has
reported that, for chemical dependency clients, the state
has saved approximately $22 million in annual healthcare
costs by providing treatment.

If enacted, the Substance Abuse Treatment Parity Act
would have a minimal impact on employers' insurance pre-
miums. Areport released recently by the actuarial firm of
Milliman and Robertson found that this legislation would

raise employers' premiums by less than one percent.
It is apparent from just these few examples that sub-

stance abuse treatment works and can help reduce health-
care costs and other costs to society. This bill is designed to
help decrease the problem of substance abuse and its con-
sequences. We can't afford not to provide this coverage.

Key Provisions of the Legislation

The Wellstone/Ramstad Substance Abuse Treatment
Parity Act,' introduced September 4, 1997, would provide
for nondiscriminatory coverage of substance abuse treat-
ment services by private health insurers. It does not require
that substance abuse benefits be part of a health benefits
package, but establishes a requirement for parity in cover-
age for those plans that offer substance abuse treatment
coverage.

Unlike the MHPA of 1996, the bill includes several pro-
hibitions: Insurers would be prohibited from establishing
caps, co-payments, deductibles, and day and visit limits
that differ from those that are described for other covered
illnesses.

Covered substance abuse services include: (1) inpatient
treatment, including detoxification; (2) non-hospital resi-
dential treatment; (3) outpatient treatment, including
screening and assessment; medication management; indi-
vidual, group, and family counseling; and relapse preven-
tion; and (4) prevention services, including health educa-
tion and individual and group counseling to encourage the
reduction of risk factors for substance abuse.

To allay congressional fears of large cost increases—like
the Mental Health Parity Act adopted by Congress last
year—the Substance Abuse Parity bill contains a trigger
mechanism stating that if the law causes insurance costs to
increase more than one percent a year, then the parity
requirement would not apply. Similarly, small business
employers (with 50 or fewer employees) are exempt from
the requirements.

(Note: The Employee Assistance Professionals Association has
sent an Action Alert to their membership calling on them to
write and mahe telephone calls in support of both the Senate bill,
S#1147, and companion House bill HR 2409. The September
issue of the EAPA Legislative and Public Policy Department
Newsletter carries a detailed story on this measure. EAPA is
participating in a coalition that strongly supports enactment of
the proposal.) Q

for further information contact Senator Paul
D. Wellstone (D-MN) at 202-224-5641;
(e-mail) senatorQwellstone.senate.gov

November~December 1991 • EAPA EXCHANGE • 11



■

m o ee ssistancep Y
ro esslona s oar

by Patrice Alexander, Ph. D., CEAP

orth Carolina has created the nation's second
board of employee assistance (EA) profession-
als. The law (HB 779, 1995) creating the board
and providing for EA professional licensure

became effective on January 1, 1997, after ratification by
the General Assembly in 1995 and the Senate in 1996.
Four years ago, Tennessee had become the first state to
have an EA professional licensure board when it enacted an
EA professional licensure law.

The North Carolina Board will oversee the implemen-
tation of North Carolina's law providing for the voluntary
licensure of the EA professional title. Initially to be
licensed, a professional must be a certified employee assis-
tance professional (CEAP). After January 1, 2000, those
who are not grandfathered will be required to have a mas-
ter's degree in human resources or a related field. (A volun-
lary licensure law means that those who are not licensed
may not say they are licensed EA professionals [LEAPS].

The EAPA North Carolina Chapter had very clear rea-
sons for seeking licensure. If they did not take action to
have their own definitions and requirements written into
law, there was a very good chance they would fall under
another professional group's aegis. In fact, professional
counselors recently had enacted their own licensure law
and, citing its definitions, were insisting that EA profes-
sionals be licensed as professional counselors if they want-
ed to continue to practice in the state. EA professionals
objected and immediately recognized that the only defense
for the EAP profession was to have its own definitions and
requirements written into law as well. To that end, the
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North Carolina Chapter organized, drafted language, intro-
duced abill to provide for EA licensure and an EA
Professionals Board, and succeeded in having it passed.

Codification and Oversight of the Board

The North Carolina EA professional licensure board is
located in the Substance Abuse Section of the North
Carolina Department of Health and Human Services
(DHHS) where its work will be supported by Roy
Sonovick, CEAP, the EAP branch chief who heads the sec-
tion, and his secretary, Jo Yarborough. (Sonovick chairs
EAPAs National Legislative and Public Policy Committee.)

For administrative purposes, the North Carolina
statute defines the EA professional board as an independent
agency with staff support from DHHS. The board is thus
considered a state agency and, as such, is not required to
incorporate, obtain a tax identification number, or develop
bylaws. Also, because of its agency status, the board is cov-
ered and protected by the state's official immunity, can
obtain legal services from the Attorney General's office
(paying for them at about $75 per hour), and can use the
State Treasury to handle its financial accounts.

State-agency status does not exempt the new entity
from all oversight, however. Board policies. and procedures
must be codified in a set of administrative rules that are
subject to approval by both the Administrative Rules
Commission and the General Assembly's Legislative
Oversight Commission. North Carolina board members are
now in the process of drawing up the rules, which must be
completed by January 1, 1998. They must also be pub-



lished—with the public given 30 days to comment—and
read at an open hearing. (All meetings of the board are sub-
ject to the state's Open Meetings Law, with advance notice
of each meeting given to the Secretary of State.) The
General Assembly will have another opportunity to review
the rules before they take effect.

Appointments to the Board

The Governor appoints the five-member North
Carolina Board of Employee Assistance Professionals. To
this end, Gov Jim Hunt asked the EAPA North Carolina
Chapter to submit a list of 15 names that could be used in
making the appointments. Due to election year delays and
a backlog in the Office of Boards and Commissions, how-
ever, board members were not appointed until July 1997.

The five members and their workplace affiliations are:
Patrice Alexander (Champion International Corporation);
Midgie Brawley (First Union Bank); Joe Coulter (Duke
Energy Corporation); Ron Mangum (Motorola Corpora-
tion); and Jim Scarborough (North Carolina Substance
Abuse Certification Board). Since licensure is based on the
CEAP credential, the first four are all CEAPs and also are
members of EAPA; the statute requires that the fifth mem-
ber come from outside the EA field.

Board Duties

The board's first meeting was held on July 28. After
electing officers—Alexander as chair, Brawley as secre-
tary—the members plunged into the surprisingly numer-
ous and complex steps needed to set up shop. The new
board's first task has been to develop a set of temporary
rules, under which it can begin conducting its business. Six
duties are involved:
• Approve educational programs and establish and pre-

scribe curricula and .minimum standards for training
required to prepare persons for licensure and licensure
renewal;

• Adopt rules governing the issuance, renewal, suspen-
sion, and revocation of licenses;

• Issue the licenses;
• Establish minimum standards governing the activities

and operations of licensed EA professionals;
• Set and collect fees;
• Assess civil penalties.

The board plans to have the license application process
in place by January 1.

Next Steps

To meet the January deadline, the North Carolina licen-
sure board will need to accomplish a great deal over the
next two months. Since the board is required by law to be
self-funding from fees, and none has yet been collected, the
Substance Abuse Section of the Department of Health and
Human Services and the EAPA North Carolina Chapter are
providing start-up money. Meetings are currently being

held monthly; when the operation is fully underway, they
will be held on a quarterly basis.

As the board proceeds toward issuing its first license,
the North Carolina Chapter is funding a marketing effort to
promote the Licensed Employee Assistance Professional
(LEAP) credential to the business community and other
employers. The focus of the message: LEAP is an indicator
of the quality of professional services and employers should
look for quality service.

For additional information on the EA professional
licensure laws and/or licensure boards, contact: in North
Carolina, Patrice Alexander (919-533-6191) or Roy
Sonovick (919-733-4555); in Tennessee, Mary Ann Quirk,
member, Tennessee Board of Employee Assistance
Professionals (615-269-0980). Q

Patrice Alexander, Ph.O., CEAP, LPC Board
Eligible, is the Health and Family Services
Manager at Champion International
Corporation, Roanoke Rapids, North
Carolina. She currently chairs the North
Carolina Board of EA Professionals and is
a member of the EAPA National Legislative
and Public Policy Committee.
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by Sheila Macdonald, EAPA Director of Legislation and
Public Policy, and Joe Gentile, EAPA Legal Research Intern

or years, EAPs, which are cited in federal drug-free
workplace (DFWP) rules, have been an integral

part of federal DFWP programs. State govern-

men[s, finally recognizing the success of agency-
wide anti-substance abuse initiatives for federal workers,
contractors, and grantees, have begun to wake up and fol-

low suit. DFWP bills now being enacted or introduced in

the states copycat the federal program, citing EAPs as
resources to be listed in DPWP programs and, in some
cases, requiring their use. Herein lie opportunities for EA
professionals either, co offer services under existing state

programs or to support the enactment of more laws that

require their services.

Model State Anti-Drug Laws

Thanks to a White House Commission on Model Stale
Drug Laws—a presidentially appointed group that pub-
lished 42 anti-drug model laws—there are four DFWP

models that have become the building blocks of compre-

hensive stale DFWP models. Before going out of business
in 1993, [he Commission set up the National Alliance on

Model State Drug Laws (National Alliance) to proinoce pas-

sage of DFWP bills and ocher anti-drug models in the state

legislatures. The National Alliance has been highly success-

ful in supporting passage of these models, including at least

10 DFWP laws or rules. In 1997 an additional five DFWP

bills were introduced. (See below for more detail.)

National Alliance and EAPA Chapters
Promote Model Laws

EAPA chapters and the National Alliance have been
working together to promote passage of these state DFWP
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measures and other anti-drug proposals, including an.

EAPA-developed model EA professionals licensure model.

In some instances, EAPA chapters are piggybacking licen-

sure proposals on DFWP initiatives. (See accompanying

charts that detail state DFWP enactments and introductions

along with swnmaries of legislative provisions, pages 23-

24.) Most of these DFWP proposals cite or require use of

EAPs in DFWP programs.

Workers' Compensation (WC) Premium
Reduction Incentive

The state DFWP bills also have added a critical new

element as an incentive to companies to institute DFWP

programs: They offer substantial reductions in workers'
compensation (WC) insurance premium payments. This
approach has caught the eye and suppore of the business

community. The increasing interest in state passage of

DFWP laws can be directly linked [o the premium reduc-

tion idea. Businesses like the chance of reducing WC insur-

ance premium cows and will institute DFWP programs that

ineec the requirements to achieve the savings. Once the

bills are passed, EA professionals have the opportunity to

manage c{ualifying DFWP programs that will allow compa-

nies to achieve the desired reductions.

State DFWP/WC Insurance Premium
Reduction Laws/Rules

To date, as mentioned above, nine states are lrnown to
have passed DFWP/WC insurance premium reduction bills
and one state has issued rules. As the accompanying chart
shows, Washington is the only state that requires compa-
nies with DPWP programs to contract with. EAPs co be eli-



Bible to receive a reduction. In most of the other eight
state DFWP laws, however, EAPs are only mentioned,
usually as part of a resource list the company is required
to maintain. For the most part, EAPs are not mandatory
elements. Even in these non-mandatory states, the use of
EAPs is being encouraged because the reductions are sub-
stantial enough to ensure that companies comply. The
Ohio DFWP rule rec{uires companies to offer treatment
assistance. EAPs in states currently without DFWP/WC
insurance premium reduction bills are encouraged to pur-
sue this path and push for EAPs to be included as a
mandatory element.
............................................................

DPWP/WC Insurance Premium Reduction
Bills Introduced in 7 997

In the five states with bills introduced but not yet passed,
EAPs assume a greater importance. The Massachusetts bill
would require companies to have EAPs in order to be eligi-
ble to receive a reduction. Legislation in Illinois and New
York requires that employers with more than a certain num-
ber of employees (50 in Illinois and 200 in New York) have
an EAP. Texas legislation requires a resource file of EAP
providers; Louisiana's legislation would require EAPs to be
listed as an option.

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

State-by State Summary of DFWPIWC
Insurance Premium Reduction Bills

Enacted Laws and Rules

Florida enacted a DFWP/WC insurance premium reduc-

tion bill in 1990 that provides for a five percent reduction
in workers' compensation if the employer sets up a
DFWP. The law requires notice, education, and proce-
dural requirements for testing for drugs and alcohol, but
no EAP listing.

Georgia enacted a DFWP/WC insurance premium reduc-
tion bill (HB 811) in 1993 which, after amendment in

1997, provides for a WC insurance premium reduction
of not less than seven and one half percent if the employ-
er sets up a DFWP. The law requires that an employer

create a written policy statement, perform substance
abuse testing, maintain a resource list of EA providers, pro-

vide for employee education and supervisor training, and
adhere to confidentiality standards. This law is in effect
for four years.

In 1995, Alabama enacted a DFWP/WC insurance pre-
mium reduction bill (SB 406), which provides for a five
percent workers' compensation reduction if the employ-
er sets up a DFWP. Alabama's requirements are similar to
Georgia's. This law will continue for a period not to
exceed four years.

In 1996, Washington enacted SB 5516, which provides
for a premium discount on workers' compensation of up
to five percent to employers who establish a DFWP. To
qualify for the discount, the employer is required to have:
healthcare insurance, a written substance abuse policy, an
employee assistance program, supervisory training,
employee education, drug and alcohol testing, and treat-
ment with atwo-year continuing care component. The
law makes EAPs mandatory for employers who wish to
receive the discount; the law sunsets after five years.
Already issued rules implementing the law refer to the EAP
core technology and have other best practice requirements.

In 1996, Tennessee enacted a DFWP/WC insurance pre-

mium reduction bill, which provides for a five percent
reduction in WC premiums if the employer sets up a
DFWP. The requirements for a DFWP include a written

policy statement, a resource list of EAPs and other local

drug and alcohol rehabilitation programs, and drug and

alcohol testing.

In 1997, Mississippi enacted a DFWP/WC insurance pre-
mium reduction bill (SB 2811), which provides for a five
percent reduction in workers' compensation if the
employer sets up a DFWP. The requirements for establish-
ing a DFWP are similar to Georgia's and Alabama's;.

Hawaii enacted (on April 14, 1997) a DFWP/WC insur-
ance premium reduction bill (HB 1870), which requires
insurance carriers to offer a discount of at least five per-
cent on WC insurance rates when the employer has an
effective safety and health program.

South Carolina enacted (in June 1997) a DFWP/WC
insurance premium reduction bill (H 3945), which pro-
vides for a five percent WC insurance premium reduction
if the employer sets up a DFWP. The criteria for.the drug
prevention plan will be certified by the Department of
Workers' Compensation and will include a written policy
and employee notification of the plan. The employer also
must establish a random substance abuse testing pro-
gram; any information obtained would be confidential.
The program will encourage employees to seek help.

Virginia enacted (on March 15, 1997) HB 2673 to pro-
vide .a premium discount on workers' compensation of
up to five percent to employers who institute DFWPs.
The DFWP programs must satisfy the criteria established
by the insurance carriers. The law is in effect for four
years.

Continued on next page.
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State-by-State Summary of DFWP/WC Insurance Premium Reduction Bills continued

Ohio: In 1997, Ohio's State Bureau of Workers'
Compensation issued. a rule that provides for afive-year
phased-in WC insurance premium reduction that can rise
as high as 20 percent. During the first year, a company
receives a six percent reduction for establishing a written
policy statement, annual, employee training, annual super-
visor training, and drug. and alcohol testing (pre-employ-
ment, post-accident, reasonable suspicion, follow-up). In
the second year, the discount rises to 12 percent if the com-
pany adds random testing for 25 percent of its employees,
makes provisions for treatment assistance, and implements
the first five steps of the bureau's 10-step business plan. In
the third year, the discount rises to 15 percent if the com-
pany implements random testing for 50 percent of its
workers, offers healthcare coverage for chemical dependen-
cy, and puts the remaining five steps of the 10-step business
plan into effect. In the fourth year, the discount rises to 20
percent; in the fifth year; and for those who are eligible, the
discount stays at 20 percent. Companies with an existing
DFWP program in place. are not eligible for the fifth year of

the reduction; the reduction sunsets for such companies
after four years. Only companies without such a program
in place when the state rules become effective are eligible to
receive the discount during the fifth year.

In early April, the Ohio Department of Alcohol and
Drug Addiction Services (ODADAS) issued a notice of a
July 1 deadline for signing up to be listed as a technical
assistance advisor (for example, a person who can provide
DFWP services) for companies wanting to establish quali-
fying DFWP programs. EA professionals who provide
DFWP services and vvho are interested in being listed
should contact either the ODADAS, 614-466-0124, or the

Bureau of Workers' Compensation DFWP information line,
800-644-6292, to ensure their inclusion on this list.

Legislation Awaiting Action or Not
Enacted in 7 997

New York: In 1997, a DFWP/WC insurance premium
reduction bill (HB 3875) was introduced in the New York
Assembly; it is currently in the Assembly Codes Committee.
The bill world allow a 5 percent WC insurance premium
reduction for a company that had a DFWP program certi-

fied by the state's Department of Health. Requirements for a
DFWP would include: (1) a written notice and policy state-
ment; (2) drug testing; (3) a resource list of employee assis-
tance providers; * (4) employee education; (5) supervisor
training; and (6) confidentiality standards.
(* Employers with more than 200 employees would be required
to have an EAP to receive' the reduction).

Texas: In 1997, a DFWP/WC insurance premium reduc-
tion bill (SB 41) was introduced in the Texas Senate; it died
without being reported from the Senate's Economic
Development Committee. The proposal would have
required a five percent discount in WC insurance premi-
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ums for any employer who obtained a certificate of a
DFWP from the Texas Workers' Compensation
Commission. Requirements for a DFWP would have
included: (1) maintaining a resource file of EAP providers; (2)
informing employees and new hires monthly about the avail-
ability of such programs; and (3) providing an annual educa-
tion course to assist employees in identifying problems. EA

professionals will have an opportunity to promote this bill

the next time the legislature meets in the 1999.

Louisiana: In 1997, a DFWP/WC insurance premium

reduction bill (HB 754), was introduced and sent to the

House Labor and Industrial Relations Committee; it died
without a hearing. The proposal would have provided for a

10 percent WC insurance premium reduction. To be eligi-
ble, an employer must have implemented a DFWP program

with: (1) a written policy statement; (2) either an EAP a con-

tract with a licensed external EAP, or a resource file of available
service area EAPs and other program service providers*; (3)
annual employee education; (4) annual supervisor training;

and (5) substance abuse testing. The bill had numerous refer-

ences to and a definition of EAPs; it would encourage use of such
programs. The measure is expected to be reintroduced in

1999. This DFWP measure also implies the need for EA
professionals in Louisiana to enact EA licensure legislation.

(* Employers with more than 50 employees are required to have
a contract with an EAP or some other substance abuse rehabilita-
tion group.)

Illinois: In 1997, a DFWP/WC insurance premium reduc-
tion bill (HB 2034) was introduced in the Illinois General

Assembly and sent to the House Rules Committee: The bill
is not expected to be reported from committee. This opens
an opportunity for the EA profession to get behind the
measure; the proposal also could provide alead-in for
encouraging EA professionals in the state to introduce EA

licensure legislation.
The proposal would require a five percent discount in

WC insurance premiums for any employer who obtains a
certification by the Industrial Commission as having a
DFWP program. To qualify for certification, the employer
must have a written policy statement, drug and alcohol
testing, a list of EAPs, and local drug rehabilitation pro-
grams; the employer must also comply with confidentiality
standards.

In 1997, Massachusetts introduced a DFWP/WC insurance
premium reduction bill (SB 59), which would provide for a
five percent reduction in workers' compensation if the
employer sets up a DFWP. To qualify, the DFWP program
would have to have a written policy statement, drug and/or
alcohol testing, an employee assistance program, employee
education, and supervisor training. The MA law would man-
date EAPs for DFWP programs to c(ualify for the five percent
discount. It has athree-year sunset provision (meaning the
law would go out of existence if not extended). Q
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Validating the EAP Philosophy:
Lister~ing to Satisfaction Surveys

STEVEN M. HARRIS, PH.D.
Texas TeclG University

Abstract

Dc,spite the iultn[ive sense pt~f ~ortla by [lte IiAP j~hl-

losopFi~~ thcif l~cciltJty ii~c(r~~icl«al~~ arczlce,/'or cr {rccr/thy rigor/c

force---E~t professio~~als are fared u~i/h the ch«lle~i,~c of

j~roi~in~~t lhrs~ u~~sertioia. ThLc research ii~i~e.rtigcrfe.t~ w~kctlicrr or

not clicrits~nli,ef«ctiort ,s~iu~i~eys rear lie ~~seft~l i~t i~alid~Ui~ig t/~e

E/1P ~~Irilo,soph~~. Nlosf Isil prgje,s.ri<~nct/s collect IhLs r~tfor-

~r~alion but ~rr~y not b~ usi~~g it to its,/i~ll~stj~otcr~trcd. fl fnul-

rip[c ~e ressrat /~~-oceclr~re, usn~g dc~tci collected from sutls-

fc~ction sru~vcys. >>c~lidcttes thrc[/~osi[ive per,so~rul experie~tces

~a~ith cur L?AP ~n~ry predict inaproi-entciit in the enr~~lo~~ee'.s~

t~~ork: li/~z. Desplle tlti.c %indifi,> L'APs ni~e encorrrcrnc~l to clo

more that rel~~ t~~~nu .scr[is/~rclio~t sttr~i~ev clat~r to vul~c(ate the

/AP plillo.snph ~~. 'l his ~~tq~e~~ liigltlf,, hfs~,sa~;~ge,sfinn,r ctr~d rec-

ont~ncr~clafiona~ fbr' %~rt~u~c re,sc~cn~c/i.

Introduction

Few would deny that the EAP philosophy makes intuitive

sense. IC seems logical to assui~ze that the mentally and emotional-

ly well-adjusted individual is a productive and valuable member of

any work force. EA professionals consider this philosophy as the

backbone of their reason i'or existence. Despite the int~iitive sense

this philosophy makes, ~A professionals are increasingly faced

with the challenge of empirically substantiating the claim that liav-

ing an EAP is a good business decision and that employees who

use the EAP are better off in both their personal an<i work lives'.

Statement of the Problem

Although many understand the need to confirm empirically

the EAP philosophy, rel~itively few EAPs employ a strict research

regime to show improvement in clients' lives z. Furthermore, few

are showing that improvement in one's personallife actually trans-

lates into an observed or measurable improvement in the work-

place (thaC is, better relationships with coworkers and supervisors,

more enjoymenC, fulfillment, productivity, etc.). Despite the lack

of research, many EA professionals do collect satisfaction stiirvey

data. These surveys perform at least Chree functions. First, they

provide a forum for client feedback. Second, they may increase the

clienC's respect for the EAP, which is ~tictively searching for ways

to improve the service. Third, they provide valuable inform~tioil

for the service provider'. These questionnaires are typically used

to show client companies' utilization rates and often pcovicte brief

narrative Cestimonials regarding the benefiC of the EAP in the

clients' lives. Considering that many EAPs are already collecting

satisfacCion data, is it possible for these surveys to provide an ~ccu-

r~te or reliaUle measure of how a client's personal and work life

may have been affected by visiCing yin EAP?

Self-report satisfacCion q~iestionnaires administered by the

very institution being evaluated may present threats to the reliabil-

ity and validity oi' the results°. For exlmple, some researchers
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believe that those who fill out satisfactiai surveys are typically per-

sons at polar extremes. Usually, only the very satisfiedsand some-

times the very dissatisfied fill out and return these ii~st~•uments.

Because of this, iC is often not accurate to generalize this informa-

tion as representative of the total population served. Additionally,

threats Yo construct validity may arise due to bias iii the wording of

the questions on the survey. Customer satisfaction questionnaires,

in an attempt to be brief so as to maximize retain potential, typi-

callyrequest specific and s~ibjeckive information instead of trying to

assess more objective criteria regarding experiences with dle ser-

vice. Furthermore, in an EAP setCing, social desirability bias may

exist, depending on whether or ~~ot the participant believes that the

instrument is confidential, rind that answering truthfully will noC

lead to any negative consequences, such as jeopardizing one's

employment status.
Satisfaction surveys do have some inherent flaws, but for

many EAPs they represent the extent to which research and data

collection is conducted. IP this is the case, what c1n be said about

the information gener~ited from a client satisfaction survey? Can

it, in any way, validlte the EAP philosophy?

Methodology

HELP People, ahospital-based internal EAP with multiple

external contracts located in Syracuse, New York, collected client

satisfacrion surveys from October 1995 to July 1996. Surveys

were sent to every client of record during this ten-month period.

The surveys were to remain anonymous and contained questions

designed to assess tl~e clienC's experience with the BAP office

staff and counselor, the client's beliefs regarding how using the

EAP affected his/her personal and work life, as well as how refer-

ral resources were experienced.

Sample

A tot~il of 1,277 people used the EAP service between

October 1995 1i1d July 1996. Of this group, only 738 were either

employees or relatives of an employee seeking assistance and pre-

senting in person to the EAP office. The remaining 53) peiso~~s of

recard consisted of employees or relatives who contacted the EAP

by phone for simple phone consultation or were supervisors con-

su(ting about particullr employees. Neither supe~visoiy ilor phone

consiiltatioi~ clients received the standard client satisfacCion sur-

vey because these calls were typically anonymous (phone consult)

or did clot involve the individull in need of direct clinic~il services

(supervisory consult). In all, 83 of the 738 surveys were reCurned.

Therefore, the response rate for returned slnveys was 11 percent.

The questions on the survey did not request any identifying

demographic information; therefore iC was impossible to say who

responded. However, of the population surveyed, the two majori-

ty age groups were 36 to 45 yelrs old (n=274) and 26 to 35 years

old (n=244). Women comprised 59 percent of the overall popula-

tion (n=435 of N=738). Neither ethnic nor racial identity infor-

mation was collected. The three most prevalent presenting prob-

lems were: 1) rel~itionship problems (n=247), 2) emotional prob-



Table 1

Regression Analysis of Counselor Effectiveness and the EAP Impact on Life
on Respondents' EAP Impact on Work/Job Scores

Variable b SE Beta

EAP Impact on life .726 .1333 .599*

Counselor Ei'feceiveness .096 .136 .077

(Constant) -3.036 2.333

F= 21.43.p < .0001. Multiple R = .639 R 2 = .409

*p < .0001

lens (n=172), Ind 3) family problems (n=122). Only 77 people
reported coning to the EAP Co work on issues related to their jobs
or careers.

Measures

Three scales made up the measures used in the data analysis.
Each scored high on tests of reliabiliCy; the Co~mselor
Effectiveness Scale (n=81, alpha =.83), Impact on Life Scale
(n=74, alpha =.86), and Impact on Work/Job Scale (n=71, <ilpl~a
=94). The Counselor Effectiveness Scale consists of three ques-
tions that assess how the client perceived Che counselor's uncter-
standing of the problem, ability to offer alternative ways of look-
ing pit Che problem, and Che counselor's ability to offer techniques
to handle the problem.

The Impact on Life Scale consists of fo~u~ questions designed to
assess how the client perceived the EAP affecting leis/her life. Clients
indicated the degree to which they felt better, fe1C more confident in
making decisions, saw their problems in a i~ew light, and tl~e degree
to which family members noticed a positive change in them.

The Impact on Work/Job Scale consists of three questions.
Clients indicated the degree to which their parCicipation at the
EAP helped them concentrate on work more than on their prob-
lems while at work. They also indicated the degree to which they
felt they performed their job beCCer and how relationships with
coworkers had improved as a result of bei~lg at the EAP.

Data Analysis

Two conditions dictate the analysis of this data: 1) the liinit-
ed information provided by the cuseomer satisfaction survey, and
2) the problem statement o~itlined at the beginning of this <locu-
ment. Specifically, c<in satisfaction s~irveys validate an underlying
ass~unption of EA professionals: th1C improvement in one's per-
sonal life translaCes to improvement in one's work life?
Considering the limitations, data analysis was confined to n~ea-
sures of cenCral tendency as well as a multiple regression. Tl~e
indepenclenC variables for the regression were tl~e scores fi•on~ the
Co~inselor Effectiveness a~~d Impact o~~ Life Scales. The dependent
variable came from the scores on the Impact on Work/Job Scale.

Results

Most of the people who returned the survey had a positive
response to their experience with tl~e EAP. For example, regarcl-
ing the client's initial contact with Che EAP, not one respondent

was less than somewhat satisfied. The range of possible scores
was 4 to 15, with higher scores indicating more satisfaction. The
mean score was (3.85 (SD, 1.34) and the obseiroed scores ranged
from 11 to 15, with the majority of respondents (98 percent) being
either satisfied or very satisfied (50 percenC responded with the
highest possible score). Another example of participants' positive
experie~~ce wiCh the EAP is indicated by the 'fact that 86 percent
of respondents agreed or strongly agreed that they would recom-
mencl the EAP to coworkers. Overall, respondents reported a
Favorable experience with the EAP. This finding is consistent
with the concern expressed by those who critique satisfaction sur-
vey research by suggesting that perhaps only the very satisfied fill
out satisfaction q~iestionnaires, thereby skewing the information
and coinpi•omising the vaticliCy of the instrument"~s. Very few
respondents reported neg~itive experiences with the EAP.

The results of the multiple regression are presented in Table 1.
The explained variance can be attributed direcCly to the respon-
dents' beliefs about how the EAP had positively impacted their
lives while their reports of counselor effectiveness yielded a non-
significant effect for the model. The independent v1i•iables were
the Counselor E{fectiveness and the Impact on Lite Scales.
Higher scores on e~ich of these scales indicate either greater per-
ceived co~inselor effectiveness, or greater perceived impact on
one's life, respecCively. The significant results suggest that those
who had experienced positive changes in their personal lives as a
res~ilC oi' participating in tl~e EAP also experienced positive
changes in their work lives. Specifically, the survey results indi-
cate Chit SAP c(iei~Ys believed they were able Co concenCrate more
on work than on their problems while at work. Additionally, they
believed chat they perfoi•mecl their jobs better and that they expe-
rienced improvement in their relationships with coworkers since
coming to the EAP. These findings suggest Chit customer satis-
facCion siuveys can be helpful to EA professionals wl~o ire seek-
in~ to validate the EAP philosophy.

Discussion and Recommendations

One central limitation of this study was the low response
rate. With only an 11 percent response rite, iC is lard to say with
confidence that the findings are accurate or reflect the experience
of every (or even most) EF:P client(s). Additionally, an over-
whelming il~ajority of tale respondents were either satisfied or
very satisfied with their EAP experience. As one of the EAP
coanselors, Cl1e author knows that not every client was satisfied
with die service. It is hard to imagine that employees inaudated to
attend the EAP 1'or work performance reasons, or family members
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forced Co go to the EAP for personal re~soi~s h1d overwhelmingly
positive experiences. Satisfaction surveys from these clients may

not have been returned. Despite the inherent limitations of satis-

faction surveys end the poor response rate, the data do suggest a

relationship between improved work performance, improvement
in the employee's personll life, and saCisfaction with the EAP.

These two factors—low response rate and minimal represen-
tltion of dissatisfied EAP clients—may be extremely helpful in
showing EA professionals some of the problems associated with
conducting outcome research. Consequently, they m2y point the
way ~A professionals need to head to begin conducting meaniug-
ful outcome studies.

Although Che data support the EAP philosophy, or show that
improvemeilC in one's personal life seems to be a good predictor

oi' improvement in one's work life, the limitations of this st~idy
merit addition~il comment. One conclusion researchers and prac-
titioners c1n draw from Chese resLilts is that there is a need for

more ~iccurate o~itcome studies in the EAP world. In a sense, EA

professionals need to back up their claims YhaC having an EAP is

good for businesses as well as individuals. In an effort to provide

some direction, the following paragraphs outline suggestions,

considerations, a»d recommendations iar future EAP outcome

research.

Specific Designs

Reliable and valid research results are mosC often obtained

when the data collection and 1nllysis are guided by a specific

design or a solid conceptualizaCioil o~P what needs to be studied'.

The design should follow a particular conceptualization. This

would call for a strong theoretical orientation to guide the form~i-

tion o~f research questions and the structure of the daCa collection.

The satisi'action swvey used in this project w~is limited in how

helpful it could be in answering the research question due to the

fact that it was created for a different ptu•pose. It was designed as

a confidential instrument and requested no personal demographic

information. Furthermore, the questions m1y lave been leading as

opposed to more objective measures. In the future, it would be

helpful to know more about who is using the SAP anci how the

experiences or effectiveness of the SAP change based on gender,

race, employment history, or occupation.

Perhaps the introduction of more experimental or qu~si-

experimental designs that utilize random assignment of cases and

control groups could help control for tl~e effects of extraneous

variables". Employing apre- and post-testing procedure could

help identify specific effects of the EAP on a client's life. Another

important dimension to assess is the effecCiveness of the EAP over

time. Longitudinal studies may contribute to ow• ~inderstanding of

what iuteivcutions last the longest anci which fade most quickly.

Multirnethod ~ircrl Multificceted Designs

There is nothing wrong with survey research per se; howev-

er, one should consider Che unidimensioilality of self-re~orC sur-

vey research. It only tips into one iirformation so~irce. A m~ilti-

inethod design that employs self-report dat~ti as well as inCerviews

with other employees, family members, and employers may pro-

vide amore accur~ite pict~ire of the impact of the EAP on the life

of Che individual anct the individual's conseque»t impact on the

workplace. Additionally, having access to records of employment

productivity, absenteeism, relationships with coworkers, and

other job-specific inform~ition m1y ii7crease the usefulness of Use

i'indings~. Industry-specific co~lcerns should also be considered.

For example, <lo ficefigllCers experience different stressors than

muses? How are Chey both ciiffereut from legal secretaries? Does

4 •EMPLOYEE ASSISTANCE RESEARCH SUPPLEMENT

the iusCr~iment in a particular study consider the very different
working enviromnents of the participants?

The suggestions in the paragraphs above should be consid-

ered a stlrting place. They should noC be considered tha end-all of

gti~esCions necessary to ask to create a solid study. Also, study

designers sho~ild remember that every research study leas flaws..

The key to conciucCing more solid r~seFirdi is clelrly to concepl~i-

alize what needs to be studied or observed, and select instruments
and measiu~es capable of ctescribiilg the phenome»ou in question.

Conclusion

This project began with the author's hope Co identify the ben-

efiCs o~f using customer s~tis~Paction surveys to validate the impor-

tance of EAPs and to show the impact that attendance at an EAP

m1y have on both the personal anti work life of the employee. The

findings do support, in part, the EAP philosophy. It appears as

tho~igh people who believe their personal lives have benefited by

EAP plrticipa[ion also indicate positive changes in Cheir work

lives. However, as EA professionals, we should i~ot be content

with the res~ilts of a single sCudy based solely on customer satis-

facYion surveys. This research should be consi<tered ~s a spring-

board for future EAP research.

One thing the findings do wonderfully is poinC to the impor-

tance of 1i1d need for more structured outcome studies in the EAP

world. Despite the helpful information satisfaction surveys may

provide client companies abort us~lge and client satisfaction, and

even though they can help us see an empirical connection between

our personal and work lives, they may not necessarily be the most

reliable indicators of program benefit. More involved and well-

thought-out research is needed to further validate ~inct confirm the

acctn~acy of the EAP philosophy.
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P~ercepticans a►f Supervisors a~°°~d
ar~agers of an Internal Employee

Assistance Program

KIRK C. HARLOW, DR. P.H.
University of Floustort - Cleui• Lake

BacKground

The use oi' customer satisfaction surveys is a common prac-
tice ~imong Employee Assistance Programs (EAPs). There is,
however, only limited published litei•aC~ire presenting tine results
of surveys of s~ipeivisois ~md managers. Few sttiidies examine the
effects of different factors such as previous use of the EAP or

knowledge of EAP services on perceptions of the value of the
EAP.

Several studies Have suggested a link between kuowleclge or
awareness aP the EAP and utilization. Googins aid KurCz~ fo~md
thaC absence of knowledge of how to use the Ef1P was a major
barrier Co rise among supervisors. Oher' found that ease of access
to the EAP services raced pis the second mosC important factor of
six factors affecting Duman resource managers' decisions to use

the EAP. Knowledge of the EAP also has been found to affect use

among tt~e general employee population. Knowledge of seiroices

was fo~ind to be related to Che use of the EAP in a study of tele-
phone company employees2. A survey of police officers revealed

that those who had seen the EAP policy and/or had EAP training

rated the need for the EAP higher than those who lacked such

information'. In a survey of EAP directors'', knowledge of the
EAP also was identified as contributing to decisions Co use the
EAP.

A perception of confidentiality also has been revealed as a
primlry factor associated wiCh attitudes ~ toward tl~e EAP. In

Ohei's 1993 sCudy of human resource managers, confidenCiality

was ranked as Che most important factor• affecting the decision to

use the EAP. Several other• studies have linked the importance of
program coi~fidenCiality to favorable attitudes toward tl~e EAPz'`•S.

Evidence also suggests that attitudes toward the effectiveness

o~f Che EAP were related to its use. Googins acid Kurtz found that

nonrefei•i•ing supe~roisors tended to see the EAP as less helpf~il

dean those who h1d referred employees. Perk' foLind that respon-

dents who di<t not perceive a need for the EAP were 11so those

who haci not used the EAP. The s~iccess of the EAP was rlted sig-
nificantly higher among police officers wl~o hact used Che EAP'.

Several other factors have been found Yo be related Co atCi-
tudes tow<u•d the EAP~. Supervisors who have been with the com-
pany longer hive been round more likely to refer than others have.
In acidiCion, supervisors who interacCed with other supervisors

about problem employees or who knew employees outside their
span o'f control (that is, those who were part of a "network of
informaCion exchange") were more likely to refer than their col-
leagues.

P~erpose of This Study

The p~irpose of this study was to examine supervisor and
manager attitudes toward the BAI'. While previous studies lave
focused on factors that di1'ferenCiate rise a~1d nonuse aP the ~EAP`',
the primary aim of this study was to identify factors that may
affect the perception of the effectiveness of the GAP. Based on

existing research, tl~e relaCionships of variables within five differ-
ent factors to the perceived efi'ectiveness of tl~e EAP were exam-
i~1ed. These included:

1. Positiai — supervisory level and length of service in the oiga-
nization

2. Iniarmatioii exchange —flow of information between the
EAP and supervisor/manager and percepCion of confideutial-
ity

3. Knowledge of the EAP — knowledge of how eo use the EAP

and perceived need i'or additional information and training
4. Use — exCent to which the supervisor has lead some level of

contact with the EAP

5. Others' use — awareness of other supervisors or employees
who have used the services of the EAP

Description of the EAP

The EAP in this st~idy was an internal program with X11 employee
assistance counselors employed directly by the organiz~ltion.

About 65,000 employees and their dependents were eligible for

the EAP's services. Approximately 45 EAP counselors were

located at work sites throughout the United States. A full range of

EAP services was provided, including assessment and referral,

supervisory cons~ilCation, and training. In addition, the EAP

administered a managed care network, and a~ithorization for Creat-
ment through the EAP resulted in lower co-payments.

Method

D1ta for the sCudy were gathered using 1 c~istomec satisfac-
tion s~irvey distributed to all supervisors and managers from f'iz•st-
line supervisors up dlrough the next five salary grades, as well as

all plant managers. A single mailing to 5,673 supervisors/man-

agers was used. With 2,958 surveys ret~irned, the response rate

was 52.1 percent.

The survey was divided into several different secCions

designed Co g~Cher information for the study. The domain of EAP

effectiveness consisted of seven items including: effect of ehe

EAP on claims costs, resolving organizational problems, impi•ov-

ing productivity, improving safety, improving employee morale,

creating a more efPeccive work force, anci improving behavioral

healCh q•eatment. Respondents were asked to indicate the e1'Pec-

tiveness of tl~e EAP wiCh respect Co each statement rising ~ five-

poinY scale ranging from "very ivefPecCive" to "very effective." A
five-point scale ranging from "strongly agree" to "strongly dis-

~gr•ee" was used for• items about perceptions of coni'i<ienYiality>
information flow between the EAP and ehe supervisor, need i'or

Graining or f~irther information abotiit the Et1P, ai d knowledge
about use o~I' Che EAP. "Yes/no" items were used to find out abo~~t
the respondents' type of contact with and services from the EAP,
and Co assess if responde~its knew s~ipervisors or employees who
haci received assistance from dle EAP. Use of the EAP was cl~s-
sified into three categories:
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Table 1
Frequency Distribution of Effectiveness of EAP

Very Ineffective Ineffective Neither Effective Very Effective

Count °~o Count % Count % Count % Count

Reduce Claims Cott 57 2.96 132 6.85 371 19.24 )78 50.73 3J0 20.33

Resolve Organization

Problems

98 4.71 308 14.81 640 30.77 810 3A94 224 IQ77

Improve Productivity 53 2.2) l83 7.89 419 18.07 1231 53.08 433 18.67

[mprove Safety 6R 3.66 248 13.35 858 46.20 SRS 31.50 )8 5.28

Improve Employee Morale 86 3.67 288 1230 642 27.41 1044 44.58 282 12.04

Create Morc Effective

Work Force

60 2.52 196 A.24 536 22.53 1247 52.42 340 14.29

Improve Behavioral

Health "Ileatment

48 2.13 120 5.32 279 12.36 1 199 53.12 61 I 27.07

1. Direct use - participation in either work gro~ip or employee

consultation, or employee i•e~I'erral oi• critical incident debrief-

ing
2. Indirect use -some contact with Che EAP through seminar or

other EAP activity, but no direct use

3. No use - no contact oP <my type with the EAY. In addition,

information was gathered about the respondents' length o~f

service with the organization, gender, and supervisory level

(first line or above).

Results

As noted previously, seven different indicators of EAP el'fec-

tiveness were ~issessecL The frequency distributions o'P the EAP's

effectiveness with respect to each indicator <u•e presented iu Table

1. In ge~leral, the table reveals a very positive perception of the

EAP across the indicators. Ouly one indicator-improve safety-

had Less than 50 percent of the respondents iildicaYing below

effective. Further, all aP the indicata•s h<id less than 2U percent of

the respondents rating the EAP ineffective or very ineffective.

In oi•cler to examine what factors were associated with ratings

of EAP effectiveness, Spelrman correlations were run on 13 vari-

ables comprising the five faceors identified in this study. Since all

seven of the effectiveness indicators were fo~iild to be highly

inCercorrelatecl, they were combined addieively into a single v~iri-

able for the p~u•pose of this analysis. The results ace presented in

Table 2. As Table 2 revells, all 13 varilbles had stltistical(y sig-

nificant correlations with the effectiveness variable. In other

words, rise of Che EAP as ~i supervisor, knowing a supervisor or

employee who used the SAP, wanting more information oc traii~-

ing, knowing how to describe the EAP, and a belief thaC informa-

Yiou exchange with the EAP is appropriate are all positively ~isso-

ciated with a perception of EAP effectiveness.

In addition, female respondents as well as those with posi-

tions above first-line supervisor tended to rate the EAP as more

effective. Those with more Yenure on the job, However, eende<t to

be less likely to rate the EAP as effecCive. Finally, wiChin the

knowledge factor, the res~ilts were on both ends of the spectrum.

On Che one hand, those who wanted more information or h~aining

were inclined Co rate the EAP's effectiveness higher Chan those
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who did not. On the other hand, those who believed they could

clesccibe the EAP services llso rated iCS effectiveness more hight-

ly then those who did not.

In order to provide a more complete model of how the five

factors relayed to effectiveness ratings, a stepwise regression

au~lysis was completed. Within the knowledge factor, the two

items on inform~ition an<t training as well as the two items on

describing anti explaining the EAP were each combined ldditive-

ly into single variables. Each seC of two variables was fo~md to be

highly intercorrelated.

The results of Che stepwise regression are presented in Table 3.

The model reveals results similar to those in the correlation, indi-

caCing that knowing others who have used Che EAP, .wanting or

having knowledge of the EAP, and perceiving appropriate infoi•-

mation exchange all relate to perceived EAP effectiveness. In

aclditio», it also shows higher Level s~ipervisoi;s and those with less

job ten~ire saw the EAP as more effective

One factor, use of the EAP, was excluded from the model.

Since the ca~relation results above indicate there is an Association

between use and effectiveness, these resulCS suggest thaC when

other factors are included, Lise of the EAP is not a significant fac-

eor. More concretely, this suggests that supervisors' attitudes

toward the EAP ai•e shaped by experiences other than direct use

(for example, knowing others who ]lave used the EAP). The two

ocher variaUles not included in the model-gender anct co~~fiden-

tiality policy-were barely excluded since both were nearly sig-

nificlnt at the .OS level.

Discussion

The results of this study should be inteipretecl cautiously for

several reasons. Fist, like most s~u•veys, the respondents were

self-selected. As such, the attitudes reflecCeci may have ~t bias tied

to a willingness to complete the survey. Second, tills was a survey

of supervisors wiCllin one organization with an internal EAP. The

attitudes apply to that context, Ind may not be applied validly to

other contexts.

The consiseency of the findings with other studies, however,

does lend credence to tl~e res~ilts. The importa~lce of knowing oth-

ers who have used the EAP-what Googins and KurCz° called



Table 2
Spearman Correlation Coefficients with Quality Indicator

Factor/Survey Item Spearman Correlation Significance

Use
Level of EAP use .200 .000

Other's Use

Know employees who have sought counseling .233 .000
Know supervisors/mantigers who have used
EAP for consulting or training .252 .000

Knowledge of SAP

Would like more information . (Q1 ,ppp
Wo~ild like more traini~~g .170 .000
Describe EAP consultation services .282 .000
Explain how to use the EAP to supervisor .287 ,Opp

Information Exchange

EAP communicates appropriately with sLipeivisors or manlgers .353 .OUO
EAP protects confidentillity .362 .000
EAP co~~fidentiality policy allows man~gemenC [o

receive needed information .332 .000

Position

Job category .131 .000
Length of time with organization -.097 .001
Gender .114 .000

Table 3
Multiple Linear Regression Coefficients with Quality Indicator as Dependent Variable

Adjusted RSquare= .261

Factors/Survey Items Included in Model Coefficient Significance

Other's Use

Know employees who hive sought counseling 1.55 .009
Know supervisors/managers who have used
EAP for consulting or traini»g 1.2 t .030

Knowledge of EAP

Would like more information aild training .58 .000
Describe end explain EAP coi~s~iltation services .53 .000

Information Exchange

EAP communicates appropriately with supervisors or managers 1.05 .000
EAP protects confidentiality .86 .000

Position

Job category 1.29 .000
Lengeh of time with organization -.65 .001

Survey Items Not Included in Model

Use
Level of EAP use -.O1 .833

Information exchange
EAP confidentiality policy allows management to
receive needed ini'orm~tion .07 .053

Position
Gender .06 .051

EMPLOYEE ASSISTANCE RESEARCH SUPPLEMENT • 7



"network"—is clearly associated with perception of efi'ectiveiless.

This result points o~it the importance of encouraging supervisors

to talk among themselves about EAP use and Yheir experiences.

Including experienced supervisors as parC o~P the EAP training

team ~ti1d supervisors as EAP colches may also strengthen the

EAP.

The results also reveal two important aspects of EAP kuowl-

edge related to perceived effectiveness. First is the desire for more

information or training. What this may mein simply is Chat super-

visors want co (earl more ~ibout those things they believe ace

worthwhile. But the second factor, perception o{' knowledge of the

EAP, suggests that those who are confi<Ie~1t ii1 their knowledge

tend Co see file EAP as more effecCive. This finding suggests the

importance of training in cre~iting ~i positive view of the EAP.

Finally, there ~ is a reLatiousllip between a posiCive view of

s~ipei•visor/EAP information exchange Ind perceived effective-

ness. It is imporCai~t to note that both comm~mication between the

EAP ailcl siiperviso~s anti EAP ca~1'identiality were included. Ii1

other words, the results suggest Chat supervisors end man~igei•s

value not only receiving information Prom Yl1e SAP, but also con-

fidentiality as a part of an effective EAP. Indeed, the results

knowing that may indicate the need to clarify the limits of corrFi-

dentiality and the policy of information exchange with supervi-

sors.

In sum, this study points out the importance of the EAP's

interaction wiCh supervisors as_ a parC of enhancing its perceived

effectiveness, Since factors other thin actual use of the EAP influ-

enced perception of the EAP, this st~idy shows the potential con-

tribution of training and communication in the work setCing.

8 •EMPLOYEE ASSISTANCE RESEARCH SUPPLEMENT
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NY
A 3875 

In
5%

Requires companies to have written notice and policy statement, drug testing,
Only required for

Assembly
an EAP ar an external EAP provider*, a posting of EA providers, employee edu-

employers with
Codes

cafion, supervisor training, and confidentiality standards
more than 200

Comm.
*Employers with more than 200 employees required to have an EAP

employees, oth-
erwise simply an
option

TX
SB 41

Died in Econ. 
5%

Requires maintaining a resource file of providers of EAPs, informing employees
No, but specifi-

Devel. Comm.
of such programs, and providing an annual education course

tally requires a
resource file of
providers of EAPs

LA
HB 754 

Died in
10%

Requires: written policy statement; either an EAP, a contract with a licensed
No, but stated

Comm.
external EAP provider, or a resource file of available service area EAPs and other

as an option
program service providers*; annual employee education; annual supervisor
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or other SA treatment group

IL
HB 2034 

In Labor
5%

Requires written policy statement, A&D testing, list of EAPs and local drug reha-
No

and
bilitation programs, and confidentiality standards

Commerce
Comm.

MA
SB 59

5%
Requires a written policy statement, A&D tesfing, an EAP, employee education,
and supervisor training
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Public
PaliCY

tiU~y Seed State Lice~s~v~e of EA Pv~ofessio~~zls?

fter completing my first year. as chair of [he
National Legislative and Public Policy (Ld~PP)
Committee, there is no question in my mind
that our employee assistance (EA) profession

must move steadily and strongly across the 50 states to seek
and pass legislation that will provide licensure for the EA
professional. We must work diligently to provide for our-
selves the same type of recognition and professional status
that other helping professionals have achieved through the
state licensing process. Social workers; psychologists; mar-
riage, family, and child counselors; professional counselors,
alcohol and drug counselors—all have traveled this road to
achieve an identity in law and to assure professional quali-
fication for their practitioners.

From my new national perspective, I have gained
immense respect for our profession, its diversity, its critical
workplace function, the marketplace pressures on all of us—
individuals and companies alike—and the breadth of opin-
ions about how we as a group should prepare for a future no
one can predict. The health care/managed behavioral health-
care field is changing rapidly. EAPs and EA professionals are
being bounced from place to place. As businesses diversify
and redefine, the rules and regulations governing them also
change. As long as EAPs are without definition, we, too, are
subject to regulations, interpretation, and categorization by
others. Our identity remains constantly at risk.

In such unstable conditions, EA professionals should
seek a port in the storm. While we might not be able to
change what is happening outside our profession, we cer-
tainly can change what is going on inside.

Most EAPA chapters currently find the subject of licen-
sure on their agendas. Some EAPA members and chapters are
reluctant; some are taking cautious, first steps; still others are
leaping into the legislative fray. Although I have reached cer-
tain conclusions about the need for licensure, this article is
not intended to judge whether change or status quo for our
profession is good or bad. Nor is it intended to suggest what
each EA professional or EAPA chapter must decide. The arti-
cle simply expresses, from my perspective, four major rea-
sons why EA professional licensure is important.

First, a paraphrase of an old adage — "Don't let others
do to you what you wouldn't want done to you" — epito-
mizes the status of the profession in the current healthcare
market. EAPs are being buffeted by price squeezes, buy-
outs, and reorganization. Professionals providing services
to individuals, no matter the business structure, are equal-
ly unstable and jockeying for market presence. As LAPP

by Roy Sonovick, CEAP

department research clearly shows, other professionals are
trying, primarily through state licensure proposals, to
define themselves by writing into law definitions of their
normal scope of practice. These definitions can be used to
require those who carry out these practices, unless other-
wise excluded, to obtain another professional group's licen-
sure. If EA professionals sit back and let this happen, the
old adage will not have been heeded. Other forces, other
interests will dictate how you will be licensed (there have
already been court cases against EAPs) and what you will
practice. This if the first major reason for EA licensure. If
we are defined in law, we will be doing it our way.

The second reason for our own licensure is connected
to the first. When other professional groups enact licensure
laws with scope of practice defined, they also provide
exemptions for other licensed professionals to pursue their
own normal practice, even if that practice includes activities
of the other group. With licensure, it would be much easier
to have the EA profession included as an exempt group.

A third critical reason for supporting state licensure is
to achieve confidentiality for EA professional records in the
courts (federal and state) and from third parties. The June
1996 U.S. Supreme Court ruling—Jaffee vRedmond —pro-
vides absolute confidentiality of psychotherapists' records–
that is, records of licensed psychiatrists, psychologists, and
social workers–in federal courts. This ruling opens the door
for EA professionals to obtain the same privilege in federal
courts in a future case, if we are licensed.

Finally, since the EAPA Board of Directors position
encourages all states to base any licensure legislation on the
EACC's national certification of EA professionals (CEAP)
credential, licensure would secure national recognition of
the CEAP.

Enactment of state EA professional licensure laws will
allow us to place in statutes four elements essential to pro-
tecting the profession:
• Definition of an EAP
• Description of scope of practice of the EAP core

technology
• Requirements for EA records confidentiality
• Licensure based on the CEAP

Once we are defined in statute, it becomes difficult for
others to infringe on our meaning and purpose. This would
put the EA professionals at the wheel and in charge of what
the EA profession means and where it is heading.

Roy Sonovick, CEAP, is chairman of the national-level EAPA Legislative
and Public Policy Committee.
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by Edie Milligan, CFP CLU, AFC
n a 1995 survey of corporate human resource executives by Cambridge
Human Resource Group, 32 percent ranked the toll on productivity caused by
personal financial problems as the most pressing, overlooked workplace issue.
Personal financial problems can cause a range of behaviors that can nega-

tively impact employers and result in extremely high costs. Approximately 10
percent of the work force are affected by financial problems that impact their
productivity. Most people will experience a financial challenge at some point in
their lives, but this group will bring their stress to work.

The employer experiences losses from time the employee spends on the
clock worrying about or dealing with the problems, lost materials, retraining
expenses, poor production quality, poor workplace morale, loss of customers,
increased mental health and medical claims, and increased job stress.

Almost any current measurement of financial problems of U.S. workers will
show that the incidence of these problems is at an all-time high and on the rise.
Personal bankruptcies will top 1.1 million in 1996. Credit card delinquency
rates are soaring. And problem gambling is expected to affect more than five
percent of the population in 1997.

Most individuals will define their situation as acute as in "Everything was
fine until the car broke down." (Ask yourself how many individuals receive their
first DUI the first time they drank too much.)

To simplify this problem, compare this situation with that of alcohol-depen-
dent workers 25 years ago. When EA professionals took their place as work-
place intervention specialists and found treatment as well as other alternatives
to firings, the alcoholic workers received humane treatment.

The only difference between an alcoholic and someone with chronic finan-
cial problems is the abused substance. (And many previous alcoholics are finan-
cial abusers.) Without effective treatment, a recovering alcoholic can resume
"self-medicating" his or her underlying emotional concerns with the escape that
comes from compulsive shopping, gambling, or going into debt.

Others prone to adopt these patterns are adult children of alcoholics and sur-
vivors of abuse (both child and spousal.) Financial problems also accompany
many emotional concerns such as depression, obsessive-compulsive behavior,
impulse control disorders, and marital problems.

The enabling behavior of the family members, friends, and coworkers can
likewise be compared. And much of the enabling, relative to financial behavior,
is seen as acceptable: complimenting new clothing and cars, lending money in
a pinch, giving someone a hand when they're down, and offering advances in
salaries.

In fact, many corporate cultures actually enhance the behavior. (Imagine a
workplace with a bar on the premises!) Many corporations encourage and
enable this behavior through fancy dress codes, football pools, payroll deduc-
tions for consumption items, and other practices.

Sometimes EA professionals add to the difficulty by denying that there is a



problem, minimizing the issue, or avoiding it entirely.
Just as alcoholism is not about thirst, chronic financial

problems are not about income.

The Employee Assistance Response

Even though studies have shown that between 10 per-
cent and 28 percent of employees find that financial con-
cerns cause them stress in the workplace, many fewer
employees turn to the, EAP for assistance. Most EA profes-
sionals would say that a one half percent utilization rate
would be high. Statistics are difficult to find because most
programs combine financial problems with legal problems
(a bias that may be leading to inappropriate treatment.) In
one employer-based financial counseling setting where
emergency funds are available to those in need, the EAP
utilization rate is close to 8 percent.

EAP responses include:
• on-site education programs
• in-house specialists
• training for all in-house counselors
• referral to external specialists
• referral to mental health counselors
• referral to community service agencies
• referral to 12-step and support groups
• referral to pro-raters (aka credit counselors)
• referral to bankruptcy attorneys.

Little research has verified the relative effectiveness of
these approaches. Most studies have looked at isolated
companies and have reported general satisfaction with
whatever approach was being used. It is possible that due
to the lack of attention to these problems in society, any
intervention was welcome and therefore reduced the
employee's stress level.

Most external EAP contractors have education and cre-
dentials in psychology and social work. Finding a curricu-
lum in these fields that addresses personal finance topics is
like looking for the Wizard of Oz. You may find one after a
long effort, but it will be disappointing.

When EA professionals become comfortable with
financial assessments, they recognize that a person with a
budget surplus and excessive debts is one of the likeliest
candidates to have an untreated addiction. The money has
to be going somewhere.

Community Resources

Because of lack of training and general discomfort in
helping clients with financial problems, EA professionals
often look elsewhere for solutions. For many internal EAPs
who are only funded to do assessment and referral, the lack
of community-funded agencies or insurance-paid programs
has left few choices. For external EA professionals, the
choices may be somewhat greater, but not well known.

Few licenses exist for those who are not insurance
agents or stock brokers, and the highest credentialed pro-

fessionals in the field of personal finance hold one of sever-

al designations. The American College of Life Underwriting

offers the Chartered Life Underwriter (CLU) and Chartered

Financial Consultant (ChFC) credentials. The Certified
Financial Planner Board of Standards offers the Certified
Financial Planner (CFP) credential. Both organizations also
offer master's degrees. There are also registries for the top
financial planners in the country. None of these designa-
tions gives assurance that the practitioner can or will
address financial problems or the behavioral concerns that
accompany them.

A relatively new designation, called the Accredited
Financial Counselor (AFC), is offered by the Association for
Financial Planning and Counseling Education, which does
a good job of testing for awareness of financial problems
and their solutions. Even though counseling techniques are
introduced, behavioral concerns need to be covered more
fully.

The National Foundation for Consumer Credit trains
its member staff in the area of credit problems. Their mem-
bers are the local Consumer Credit Counseling Service
(CCCS) offices around the country. CCCS was started by
creditors concerned about the delinquent accounts of their
customers. As the largest network of pro-raters, they now
have growing national competition. The industry provides
a service known as pro-rating, where the debtor pays the
service a monthly amount, which is disbursed to the cred-
itors in a pro-rated fashion. The service is free to the debtor
because the creditor pays a percentage of the money col-
lected.

The amount of available behavioral counseling varies
from company to company. Few licensed counselors work
for these firms.

Bankruptcy attorneys are also a resource for addressing
financial concerns. It is important, however, to know that a
person can graduate from law school and pass the bar with-
out having had even one course in bankruptcy law. Despite
that training, there is no requirement to understand the
accompanying financial and emotional stressors. Since the
most powerful tool available to bankruptcy attorneys to
deal with financial problems is the bankruptcy code, every
client is likely to look potentially bankrupt. The emotional,
financial, and lifestyle consequences of bankruptcy are usu-
ally not discussed. Once in a bankruptcy repayment plan
under Chapter 13, the debtor may be required to complete
personal finance training.

While pro-rating from a credit counseling firm or a
bankruptcy trustee does provide immediate relief from the
stress of mounting debts, it may not provide any long-term
behavioral benefits. Relapse is high with both interven-
tions. Credit counseling firms emphasize the appropriate
"use" of credit, not the abstinence from debt.

The definition of abstinence from debt is still being
debated. Abstinence from the abuse of money is a more dif-
ficult concept to discuss. It is important to remember that
individuals can be embroiled in financial problems without
having used consumer credit accounts or having accumu-
laced debts dischargeable by bankruptcy.
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Finding a Solution

EA professionals offer the most probable solution co

[he financial problems of America's work force. To be suc-

cessful we must use the necessary skills co help employees

attack ai d conquer their problem.

First, EA professionals must expose this plague [he

same fervor chat exposed alcoholism as a disease with a

cure. Helping employers realize that this new "drug" is

being thrust upon workers, causing them to endanger their

health, their families, and their jobs, will allow resources co

be directed to this problem.

Second, the same sort of understanding that tells us

that t1•eatment For alcoholism is much more than locking

ehe liquor cabinet will reveal thaC cuCCing up credit cards ar

just malting Che debt go away is not [he solution. It inay

relieve the pressure today, Uut the real problem has not

been addressed.

Third, mental health counselors have [he ability co

treat these problems but may not know it. If they can learn

co see financial problems through a chemical dependency

model, they can ereat more effectively. Partnering with

financial specialists who understand the emotional chal-

lenges can also matte treatment successful.

Given [he rising tide of financial problems among

workers and an increasing awareness of their employers of

the impact on productivity, it is time for EA professionals to

use the skills they have perfected in the area of chemical

dependency interventions to attack this problem head on.

By supporting n~eatmenc plans that combine both compe-

tent behavioral counseling with financial expertise, EA pro-

fessionals can help the employee Find both immediate relief

and long-term behavioral change. In addition., [he employ-

er will enjoy a more stable workforce, lower costs, higher

productivity, and a greater appreciation for the work of

their EAP. Q

References are available from ~~11e aut}1oi:

Ellie Milligan, CFP, CLU, AFC, is president of Keeping Track, Inc., a
financial counseling firm in Columbus, Ohio, that oflers solution-
based telephone counseling for U. S, and Canadian individuals with
/financial problems.

EAP Coordinator
Family Service Agency seeks full-time Employee
Assistance Services Coordinator with strong
marketing, communication, organizational, and
clinical skills to assist with administration, market-
ing, and delivery of employee assistance services.
Excellent benefits. Salary commensurate with

experience. EOE. Resumes only to: Neal Forster,
Family Centers, Inc., P.O. Box 7550, Greenwich,
CT 06836-7550 or fax to (203) 862-9296.

FINALLY! Two new videos 1~0 lnfroduce employees and supervisors i+~ EAP!

EAP Today: ORIENTATION • EAP Today: SUPERVISOR TRAINING
Our EAP customers spoke, and we listened. Working with one of the leading producers of EAP videos,
Performance Resource Press is pleased to introduce two videos that you'll want to make a standard
part of your EAP library, EAP Today. Orientation gives viewers the basics of the EAP—who iYs for, how
it works and why IYs available, Actual client success stories (using actors to protect confidentiality)
inspire viewers to use the EAP, EAP Today: Supervisor Tralning helps supervisors overcome their five
biggest fears in referring an employee to the EAP, Both videos can be used regardless of the program
model—internal, external or integrated. They can also be used In marketing EAP services,

$149.00 EACH—TWO VIDEOS FOR ONLY $249.00 SAVE $49.00
EAP Today: Orientation, Bem #VF430D • EAP Today: Supervisor ltninln~, Item #VF431 D •1Vvo-video set, Item #VF432D

ITEM
NUMBER QUANTITY

ITEM
PRICE

TOTAL
PRICE

ORDER SUBTOTAL
TAX: Michigan orders: Add 6%sales tax
Canadian orders. Add 7% GST or 15% HST

SHIPPING AND HANDLING
Orders up to $499.99 ........... 7%
Over $500 ............................ 5%

Canada, Hawaii, AJaslw: Add 15 % of ceder total (a
minhwm charge of $5.00 appllesJ. Other counhles
please call a FAX fa shipping charges.

ORDER TOTAL (PAY IN U.S. FUNDS)
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MAIL ORDER FORM TO: PERFORMANCE RESOURCE PRESS
1270 Rankin Dr., Suite F, Troy, MI 48083-2843
FAX. 1-800-499-5718 or CALL 1-800-453-7733

METHOD OF PAYMENT: Charge, Check or Purchase Order
(You MUST attach purchase order)

Visa MasterCard (circle one)

Card Number Expiration

Name on Card

Signature

City State/Prov. _SIP/Postal Code

FAX
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1998 EAPA MEMBER RESOURCE DIRECTORY

ADVERTISEMENT RATESa e,. e ......................................
Be available daily to EAPA members through space advertising.

Publication Date: February 1998.
Deadline for your space ad: December 29, 1 997.

8,000 copies printed.

A great way for chapters to market themselves to members!

SPECIAL RATES FOR EAPA CHAPTERS!

ADVERTISING RATES

FULLPAGE ....................a...........$1,20~

1/Z PAGE HORIZONTAL ONLY ........$6S0

1/S PAGE VERTICAL ONLY ..............$35~

1 /4 PAGE CHAPTERS ONLY ............$Z50

INSIDECOVERS ..........................$1500

DIMENSIONS

FULL PAGE &

INSIDECOVERS ..................7"W x9.5"D

1 /S PAGE ........7"W x4.5"D ~horizontal~

1 /4 PAGE ....3.333"W x4.5"D ~verti~ai)

"` 1 /2 & 1 /4 page ads must have a border.

Black and white ads only.

Directory trim size: 8-1/8" x 10-11/16"

Paid ads are located in the front of the directory (in a
section identified as Advertisements), and on the inside
front and back covers.

Please print.

ADVERTISING RULES

1. You must be a member of EAP~.
adverflse in this publication.

Z.Ads mus+ be submiHed on 3 1 /
disk with hard ropy attached.

3. Type of software used for ad emu.
identified ~~ dis{~~ ~~ong ~rtonth ~7a~ ~~
company.

4. EAPA reserves the right to re jest E
advertising that does not conform ~w i~
in conflict with Association standards
or the purpose of the publications.

S.Advertisers assume liability for all
content of advertisement printed.

6.If type or decorative border will not
reproduce satisfactorily, EAPA reserves
the right to correct the problem at
the advertiser's expense or not print
the ad.

ORDER CORM

NAME COMPANY NAME

ADDRESS CITY STATE/PROVINCE ZIP COUNTRY

DAY TELEPHONE FAX NUMBER E-MAIL

AMOUNT ENCLOSED AD ENCLOSED

Mail to: EAPA, Membership Department, 2101 Wilson Blvd., Suite 500, Arlington, Virginia 22201-3062

s
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n September 1994, one of the largest groups of EA professionals in New
York City was downsized to municipal EAP centralized services, and other
long-time internal EAPs were moved to a managed care model in which
the EAP role had been diminished. In making these decisions, the human

resources (HR) and benefits managers had not recognized the full value of the
EAP. It became clear that the future position of EAPs would depend on forg-
ing acollaborative relationship with this group.

To this end, the EAPA New York City Chapter organized an ad hoc work-
ing committee, called the Committee 2000, whose mission was to assess and
analyze trends in the fields of employee assistance and human resources so
that providers and managers could become better prepared to address the.
needs of the twenty-first century work force. In particular, the Committee
sought to determine whether EAP services, as they are currently being deliv-
ered, match up with what HR professionals identify as the present and future
needs of their workers.

The Committees objectives were:
• to survey EA professionals to define who they were—in terms of education,

training, credentials, scope of work, job priorities—and what services they
delivered;

• to survey HR and benefits professionals for their views on what services
EAPs were providing, whether EAPs were meeting the needs of their work
force, and whether any gaps in services existed;

• to provide a forum for HR and benefits professionals to explore directions
for optimizing the potential of tomorrow's work force; and

• to demonstrate the application of EAP expertise to address
these needs.
The first two objectives—surveying both EA professionals

and HR/benefits professionals— were accomplished in the first
phase of a two-year study conducted by the EAPA New York
City Chapter. Chapter members contacted several hundred pro-
fessionals from human resources and benefits; labor; large inter-
nal EAPs; external EAPs; managed care companies; govern-
ment; the academic, corporate, and public sectors; and practi-
tioners from the treatment community. The findings from the

first phase of this study were reported at the twenty-fifth Annual EAPA
Conference last November.

Having basic insights into what HR professionals considered as desired
EAP services, the EAPA New York City Chapter completed the final phase of

by Eugene Messinger, its study by convening a symposium of leaders in the HR and benefits profes-

ACSW SAP Sion for the purpose of exploring the following questions:
• What will be the human resources needs of organizations in the twenty-first

century?,
• What will be the personal needs of employees in the twenty-first century?,

and
• What obstacles are keeping those needs from being met? (The symposium

was also designed to demonstrate how EAP expertise can address these
needs.)

Human resources and benefits representatives from organizations, includ-
ing American Express; GHI; Johnson ~ Higgins; MTA New York City Transit;
Paterson, Belknap, Webb ~ Tyler;.Showtime Networks; St. Lukes-Roosevelt
Hospital; Towers Perrin; Value Behavioral Health; and others, attended the
November symposium. The collaborative findings of the attendees, synthe-
sized from roundtable discussions and breakout group meetings, offer invalu-
able insight for the EA profession to develop EAP services that will meet the
needs of workers in the coming decades. A summary of the participants' find-
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ings is outlined below (The information they presented
was consistent with a number of qualitative and quantita-
tive research studies conducted by the American Society for
Training and Development and several private business
organizations.)

Human Resources Needs of

Organizations in the 7~nrenty-First Century

Symposium participants considered the following

needs to be the most pressing human resources concerns
for tomorrow's work force:
• Training Skills and Training Enhancement: A critical

organizational need was the strengthening of training

and mentoring programs and the enhancement of

employees and HR workers technical skills. An example

of the importance of mentoring was offered by HR rep-

resentatives of law firms, who explained that while they

faced high drop-out rates
from newly recruited attor-
neys, they had great difficulty
finding partners to mentor
them. Here, the EAP's historic
role of providing mentoring
training can be employed.
Obstacles to improving men-
toring programs and to pro-
viding technical training were
similar: cost, lack of senior
management support, lack of
incentives to participants.
The organizational view of
the value of mentoring would
have to be changed.

• The Need for Workforce
Flexibility: Organizations undergoing reorganization, re-
engineering, and/or downsizing need a work force that
can adapt to such changes; yet the emotional impact of
such changes on the individual can lead to staff resis-
tance. Cost was a big issue as well as lack of senior man-
agement support. This was seen as an excellent oppor-
tunity for EAPs to intervene with change clinics dealing
with downsizing and reorganization. With their exten-
sive experience with alcoholism counseling, EA profes-
sionals can be particularly effective working with denial-
based issues such as these.

• Work/Family Relationships: Focusing on childcare and
eldercare, this was the only category that arose as both
an organizational need and a personal need of employ-
ees. An example of how HR becomes the focal point for
work family issues that may not be acknowledged are
snow days when schools close and children are home.
HR gets trapped in situations where workers and super-
visors responsible for major projects require temporary
absences from work to care for their children. The pri-
mary obstacles to meeting HR and personal needs are:
an inability to quantify related costs, limited career
opportunities on the Mommy track, lack of senior man-

agement recognition of this problem, lack of creative
solutions, and gender bias. HR recognizes this is a com-
plex issue likely to become more so in the future and
seeks a comprehensive service that could unburden the
work force, one that could provide a range of specialized
expertise.
Organizational Values: work force trust, motivation, and
satisfaction: HR representatives agreed that, in meeting
short-term goals, senior management was focused exclu-
sively on cost-cutting and ignored long-term issues such
as employee trust. The key obstacles to securing these
goals were lack of senior management support, igno-
rance of what creates employee satisfaction, no call for
employee input in development of organizational goals,
overall lack of job security, and inability of employees to
trust. EAPs can help develop trust in an organization by
providing wellness programs to demonstrate to employ-
ees that employers do care about them and by providing

supervisor sensitivity training to
enhance communication.
•Embracing Diversity: HR per-
sonnel see a pressing need for
greater understanding of the dif-
ferences among people and
making the existence of a diverse
work force a positive company
attribute. Obstacles to be over-
come were fear of what is differ-
ent and the association of diver-
sity with racism. Cultural diver-
sity will increase exponentially
as more minority workers with
multi-cultural backgrounds
enter the U.S. work. force. Their
needs must be addressed. EA

professionals can provide considerable input in this area
because they routinely deal with the tensions produced
by biases and prejudice in the workplace.

HR pev~sonnel see ~z
pv~essin~ need fo~~v~ec~tev~
unc~erst~ndin~ of the

differences ~zynon~ people
end yvc~zkin~ the existence
of ~z ~ivev~se ivov~k fov~ce
a positive co~vcpc~ny

~zttv~ibute.

Personal Needs of Employees in the
Next Century

Symposium participants regarded the following issues
as the most important personal needs of employees in the
coming century:
• Balance Between Work and Personal Life: The three

most prominent needs of employees involve childcare,
eldercare, and alternative/flexible work schedules as a
means of addressing a wide range of related personal
needs. The obstacles to meeting these needs include eco-
nomic issues and limits of collective bargaining agree-
ments, time constraints, lack of available flex time, con-
cern over potential impact on the organization, gender
issues, and lack of support systems.

• Career/Development Opportunities: The three most
important needs were worker training, alternative work
environments, and skills training. HR's main objectives
in this area involve the ability to retain the employees
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who remain after downsizing and to optimize their out-
put. To prevent employees from leaving and to avoid the
expense and inefficiencies of retraining, HR sees the
need to provide career growth opportunities within the
organization. Anticipated obstacles to this are: time,
costs, motivation, information, and validation. Training
programs would have considerable impact in this area,
which is an EAP hallmark.
Job Stability and Security: The influence of outside fac-
tors is the source of major obstacles to job security, such
as market factors, collective bargaining agreemenes,
downsizing, gender/age issues, and the need to acquire
new job skills. To have full employment on a broad
scale, with little to no unemployment, requires a greater
collaboration between employers and a work force more
willing and/or motivated to be retrained or relocated. EA
professionals can work with those in transition to allevi-
ate the emotional impact of dislocation and to enable job
seekers to adapt their skills to remain marketable.
Influence on Decision Making: Employees need respon-
sibility, recognition, and empowerment from manage-
ment. The obstacles preventing the fulfillment of these
needs include lack of trust, paucity of information, poor
communication, lack of motivation, and unwillingness
of management to give up controUpower. Employees
feel considerably more alienated from their jobs than
they have in the past; they feel they have become invisi-
ble objects. EAP clinicians hear everyday how demeaned
and resentful employees feel when issues important to

~~~ r~~ ~~ ~J~ ~,~J
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them are ignored. It takes so little to make people feel
important—even something like a suggestion box can
be extremely powerful. Should one of those suggestions
be implemented, every member of the organization feels
empowered and proud. This is consistent with the focus
of EAP counseling, which helps individuals take respon-
sibility for their problems and find solutions.

Moving Forward

The results of the symposium with leaders in the HR
and benefits field provided a clear picture of what they per-
ceive to be the most critical needs of their organizations
and of their employees. The symposium also yielded what
they regard as the most essential and enduring value for

EAPs. With elimination of training departments and tighter

budgets for other services, EAPs can step in to offer a great
variety of services, from training programs of all kinds to
supervisor training, to performance appraisal, to cultural

diversity sensitivity training. These roles and more will

define EAPs as we move into the twenty-first century. ~

Eugene Messinger, ACSW, SAP, is
chairman of the Committee 2000 at the
New York Chapter and program coordina-
tor ofthe Heights Recovery Center at the
Counseling Service EDNY. He can be
reached at 212-717-1303.

Hduanced training in:

Critical Incident
Stress, Traunna

and Crisis
Presented by

Gerald W. Lewis, Ph.D~
consultant, trainer and author ofo

Critical Incident Stress and
Trauma in the Workalace

Jan 26, 27, 1998 Ft. Lauderdale, FL
Rpr 2, 3, 1998 Boston (Newton), MR

13 PDH/CEUs
Registration fee: $275,00

(includes copy of book)

For registration information:
COMPRSS

1290 Worcester Rd, Framingham, MR 91702
(808) 649-6228 or compass 1 @gis.net



EAPA's 7TH ANNUAL PUBLIC POLICY CONFERENCE

AND PRECONFERENCE CONFIDENTIALITY TRAINING

(PPC98): APRi~ 1 9-21 , 1 998;

(PRE-CONFERENCE) TRAINING: SATURDAY, APRIL 1 8, 1 998

HOLIDAY INN ON CAPIT❑L HILL, WASHINGTON, D.C.

BECOME INVOLVED IN EAPA'S FEDERAL AND STATE

LEGISLATIVE INITIATIVES - PPC98 •

PRE-C❑NFERENCE TRAINING: LEARN HOW TO PROTECT YOUR

EAP RECORDS • PREPARE TO DEAL WITH THE MOST CHALLENC,ING EAP

LEGISLATIVE ISSUES • LEARN WHY WE MUST PRESS FOR LICENSLJRE,

THE BENEFITS AND RISKS OF DOING SO, AND THE HARD LESSONS

TO BE LEARNED FROM THE EFFORT S❑ FAR.
..............................................................................................................................

DAY 1 SATURDAY
FOUR DAYS PAC KE D
W ITF—! EDUCATIONAL EAPA National Confidentiality Training Course

ACTIVITIES AND National Legislative Committee Meeting

NEWS YOU CAN USE Networking Opportunities
Self-Help Groups

THE ISSUES: DAY Z: SUNDAY

STAT E : EA L I C E N S U R E AND
Keynote Address -

°°A Time for Action: Legislative Challenges for EAPs"
DRUG -FREE W a R K P L A C E Three Intensive Sessions on Licensure

FEDERAL' PARITY i N Roll Call of the States - state-by-state reading of current legislative situations

INSURANCE COVERAGE FOR
DAY 3: MONDAY

SUBSTANCE ABUSE AND

MENTAL HEALTH • Federal Developments You Must Understand: "ERISA/COBRA, Welfare Reform, Other"
• Distinguished Outside Speakers Other State Issues and Challenges to Your Practice

FEDERAL: PROSPECTS Fo R .Other State Issues and Challenges to Your EAP Practice
GOVERNMENT FU N D I N C, D F • Invited: Second Lady Tipper Gore, to discuss the Administration's Mental Health
N I H AND S A M H S A and Substance Abuse Plans/Projections

• Invited: Senator Paul Wellstone (D-MN) on Substance Abuse Parity; Secretary of
FEDERAL/STATE : EA Labor Alexis Herman on Employee Issues
DEFINITIONS IN HEALTH

LAws D,4Y 4: TUESDAY

FEDERAL/STATE : E A Democracy at Work: Personal Visits to "the Hill" - To Tell Congressional Leaders What
R E C O R D S' C o N F I D E N T I A L I TY They Need to Know About Our Profession and Our Concerns

BE AN EAPA LEADER: 51GN UP NOW! SEE REGISTRATION FORM ON NEXT PAGE.



EA PA 7TH ANNUAL

PUBLIC POLICY C~N~ERENCE

AP~~L 19-21, 1998
PRECONFERENCE TRAINING •APRIL 1 8

LAST NAME FIRST NAME

CREDENTIALS

TITLE EAPA MEMBER ID

COMPANY AFFILIATION

ADDRESS

CITY STATE ZIP

PHONE FAX

NICKNAME

❑ Please check here if you require special services

Pre-Conference National Confidentiality Training
Course Registration/Fees (April 18)

(Includes comprehensive training workbook, refreshments,
and lunch)

11/1/97 - 2/18/98 2/19/98 -3/18/98
❑ Member

Course Only $248.00 $273.00
❑ Non-Member

Course Only $295.00 $320.00

PPC98 Registration/Fees (April 12-21)

(Includes materials; Sunday/Monday lunches; continental

breakfasts, Hill reception, refreshments)

11/1/97 - 2/18/98 2/19/98 - 3/18/98

❑ Member $224.00 $249.00

❑ Non-Member $274.00 $299.00

Packages: PPC98 Plus National Training Course
Registration/Fees (April 19-21)

(Includes all items listed for the training and PPC 98)

11/1/97 - 2/18/98 2/19/98 -3/18/98
❑ Member Conference

& Training Package $450.00 $499.00

❑ Non-Member Conference
& Training Package $545.00 $595.00
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Conference Registration Fee $

National Training Course Fee $

Conference &Training Package Fee $

Total Due $

PAYMENT INFORMATION

Payment is due with registration form. Please write or type

registrants name on the check. Make checks payable to EAPA

PPC98 Conference. Or charge the following credit card:

❑ Visa ❑Master Card ❑American Express

CARD NUMBER EXP. DATE

SIGNATURE OF CARD HOLDER

CARD HOLDERS NAME (PLEASE PRINT)

CANCELLATIONS

Cancellations must be in writing and received before March

19, 1998 or they are not refundable. All cancellations are

subject to a $50 administrative fee. EAPA reserves the right to

cancel training courses due to lack of attendance.

By Mail: 2101 Wilson Blvd, #500, Arlington, VA 22201

Tel: 703/522-6272

By Fax: 703/522-4585

HOTEL INFORMATION &HOTEL REGISTRATON DEADLINE

Holiday Inn on Capitol Hill

DEADLINE: MARCH 18, 1998

415 New Jersey Avenue, NW

Washington, DC 20001

TEL: 202/638-1616 •FAX: 202/638-0707

Reservations: 1-800-638-1116

*Rates: $133.00 Single $143.00 Double

*Hotel room subject to 13% Sales Tax and $1.50 per room per night

Hotel Occupancy Tax.

Office Use Only

Date Recd.

Check No.

Amt. Of Check _

Total

Entered by



Are you u~-to-date on the new state Drug-Free Workplace legislation?

Designed to meet new state drug-free workplace legis- ArP you ready?

lation that, in a growing number of states, can reduce
workers compensation premiums. ~v Washington

Ohio
This program for supervisors and employees will qualify ;; Tennesee
employers who meet the other requirements for the :; Florida
discounts.With this program you can assist employers in V Georgia
implementing and maintaining a program. ~, Alaska

See for yourself how using these new short video segments . , , now o ffer
and worl<bool<s with updated information and resources discounts for
can benefit you, the employer and the employee. workers comp

and more are
pending!

Call for state information and a no-charge preview.

..............................................................................................................................
The EAP Association Exchange Statement of Ownership, Management, and Circulation

Required by Section 3685, Title 39 U.S. Code

Publication title: EAP Association Exchange
Publication No.: 1085-0856
Filing date: November 6, 1996
Issue Frequency: Bimonthly
No. of issues published annually: 6
Annual subscription price: $20.00
Complete mailing address of known office of publication: 2101 Wilson

Boulevard, Suite 500, Arlington, Va 22201
Complete mailing address of headquarters of general business office

of publisher: Employee Assistance Professionals Association, 2101
Wilson Boulevard, Suite 500, Arlington, Va 22201

Full names and complete mailing address of publisher and editor:

Category

Total no. copies
Paid and/or requested circulation

(sales through dealers and carriers,
street vendors, and counter sales)
(paid or requested mail subscriptions)

Total paid and/or requested circulation
Free distribution by mail
Free distribution outside the mail
Total free distribution
Total distribution
Copies not distributed

(office use, leftovers, spoiled)
(return from news agents)

Publisher, Employee Assistance Professionals Association, 2101
Wilson Boulevard, Suite 500, Arlington, Va 22201; Editor; Kay
Springer, 2101 Wilson Boulevard, Suite 500, Arlington, Va 22201.

Owner: Employee Assistance Professionals Association, 2101 Wilson
Boulevard, Suite 500, Arlington, Va 22201.

Known bondholders, mortgagees, and other security holders owning
or holding 1 percent or more of total amount of bonds, mortgages,
or other securities: none.

The purpose, function, and nonprofit status of this organization and
the exempt status for federal income tax purposes has not
changed during preceding 12 months.

Average

8417

0
6215
6215
28
132
159
6534

1883
0

Total 8417
Percent paid and/or requested circulation 78%

certify that the statements made by me above are correct and complete. Kay Springer, Editor

November/December 1997 issue

8500

0
6712
6712
35
151
186
7084

1416
0

8500
83%
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CORPOR.ATION'S NAT RESOURCE:.....................................................................................................................................................................................................................................................

TIC EXPATRIATE

by Carol M. Schubech, LCSVIW CEAP, CAS

s an expatriate who provides EAP services to
United States families stationed in Europe and
Asia, I have personally experienced many of
the challenges associated wiCh moving to a new

country. Although most articles about working overseas are
either personal or clinical, I have combined both in this
article.

Despite the optimum preparation for an over-
seas assignment, the reality of the ova
assignment experience is unpredicta~
Although an employee is selected for the
assignment based on work skills, exper-
tise, knowledge, and corporate needs,
the employee is really a "package deal."
The person's personality, patterns of
coping with stress and change, use of
alcohol and substances, and emotional
support systems are not measurable skills
in work performance, nor have the
employee's family members and their sta€
of psychological tasks and coping skills
measured. Corporations do not usually 1....,.. ~..~
families when selecting employees for overseas assign-
ments. In these cases, the "honeymoon approach" is oper-
ating. Everyone is on their best behavior.

Employees today appear to be affected by many more
corporate changes than in the 1980s. Why is this happen-
ing? Former United Nations Secretary General Boutros
Boutros-Ghali was recently quoted as saying,
"Globalization has created a feeling of insecurity, of loss of
traditional values among people. The rules of yesterday no
longer apply; the rules of tomorrow's work force have not
yet been defined." And each corporate culture creates its
own level of stress with change and new work rules.

Employees may feel compelled to accept an assign-
ment due to the corporate culture, may want to visit
another culture, or may want to travel, not realizing the
hours that will be spent adjusting to a new and different
work office and hosting national employees. Because the
world of work has changed through downsizing, rightsiz-
ing, and total quality organization, employees who are
selected often decide to seize the moment and become part
of the new global work force.

Bon Voyage

My bags are packed, I look forward to my overseas
assignment, my friends have bid me farewell with a party
and promises to write and visit, and I set foot in my new
country. Having lived in Germany and Thailand, I under-
stand that an identity crisis sets in the minute I set foot in

a new country. As a tourist, my cultural learning is
~d to a few areas. Being a resident, my new
:ure consists of experiencing many new
iings simultaneously through my senses
and learning how to do differently every-
thing Ithought Iknew how to do.

Now I see, smell, taste, hear,

and feel the culture. The metric system
is different. How do I select a shower
curtain? I choose by color or pattern.
No, not enough; I forgot to measure the

size in meters. There are eight choices. I
:lect one that appears correct, but, alas, it
s four trips before I choose the correct size
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No amount of preparation or "look-and-see" visits can
provide the daily support required to become bicultural.
My feelings occur all at once: excitement, confusion, anxi-
ety, fear, comfort, discouragement, anger, isolation, and
sometimes withdrawal. Any variation or inconvenience has
intensified reactions due to the adjustment process.

Being single or being part of a family has no advantage
in the adaptation process. In my country of origin, the
nuclear family structure and extended family and friends
have been my support—a place where I can receive assis-
tance with daily issues that occur sporadically. In a new cul-
ture, each member of the nuclear family is adapting indi-
vidually and is not necessarily available to provide support
to me or other members of the family. My extended family
and friends are not in the new location to support and
assist me. The process is a challenge of accepting ambigui-
ty, suspending judgment, risking failure, and accepting my
new home.

The stages of adjustment are predictable but not easy or
smooth. Like grieving, the stages come in waves, and a per-
son can be in several stages at the same time. Often,some-

_______
\ - .;,



one in the family remains stuck in a stage of adjustment
and coping with the new culture. This can happen to any-
one in the family, but the greatest degree of change, frus-
tration, and adaptation appears in the employee's spouse
and children. The spouse is often unable to seek employ-
ment due to the employment laws of the host country. If
the spouse has been a viable member of the work force, the
role of household engineer or household coordinator is
often viewed as a lackluster position and creates a series of
role adjustments.

The Cultural Impact

The new country's culture may have a huge impact on
the employee and his or her family. Culture consists of art,
history, customs, traditions, architecture, transportation,
communication, personal safety, crime, drugs, religion,
recreation, food, beverages, and laws. It takes hundreds
and, in some cultures, thousands of years to develop.

A country's culture also affects its occupational health
and safety standards, clean air and water, automobile and
appliance safety, reliable medication and prescriptions, and
food free of pesticides and carcinogens. Culture varies
tremendously in emerging world countries, developing
countries, and industrialized countries. For example, in
some cultures, weapons are visible and accepted as mea-
sures of security and protection.

Living in a highly developed industrialized country is
comparable to living in awomb--one feels protected and
secure. 'Emerging world or developing countries lack the
laws and infrastructure of industrialized nations. For exam-
ple, economic growth and human development are contin-
uing issues in Asia.

The acceptance of alcohol as a beverage greatly intlu-
ences the perception of its use, dependency, and abuse pat-
terns in some cultures. The availability of medications and
substances sold over the counter in some cultures creates a
risk of abuse and self-medicating.

The acceptance of sex as recreation and socialization in
business meetings is accepted in many Asian cultures. This
concept is one of the most difficult for Western cultures to
understand. Communication surrounding this topic is crit-
ical. Marriages without strong foundations are often chal-
lenged in Asia.

The health risks of diseases and acceptance of available
immunizations in developing countries create a heightened
protection requirement. Use of alcohol or drugs greatly
influences the risk-taking behavior of adolescents and
adults in sexual behavior. In Thailand, the prevalence of
HIV infection has become awell-documented health risk
factor.

The acceptance and hierarchy of servants in some cul-
tures may be challenging for the newcomers. Western cul-
tures value independence and self-initiative. Learning to
accept servants who perform day-to-day tasks creates an
identity crisis for family members who value independence
and task mastery. Teaching children responsibility and mas-
tery of tasks is difficult. The value of collectivism or indi-

vidualism permeates each person's experience in a new cul-
ture. Spirituality and religion are practiced differently, and
familiar forms may not be available.

Step 1

How can corporations that expand globally support
employees and their families? The first step is to create a
proactive plan rather than a reactive approach. A prepaid,
proactive plan ensures an earlier identification of issues.
This can operate as an insurance policy when identifying
problems that can be resolved before escalating. Early repa-
triation due to preventable issues is costly to all employees,
families, and corporations.

Develop a Plan of Action:

A: Acknowledge your most valuable resource:
YOUR HUMAN RESOURCES.

C: Consult with the employee and each family member.

T: Take a preventive approach to the cross-cultural assign-
ment.

I: Insure a successful assignment by pre-move preparation,
an in-country EAP for families in the host country, and next
assignment or repatriation counseling. These services
should be provided not by telephone, but by a profession-
ally trained EAP in the host country.

O: Only you can acknowledge that job skills are only a por-
tion of a successful assignment. Provide a counseling ser-
vice for personality features exacerbated by the move,
crises, life tasks, and adaptations to the culture. Many
countries have acommunity-based cultural adaptation ser-
vice; however, the sensitivity to each issue of adaptation is
frequently missing from local services. Anonymity and con-
fidentiality of information is critical to families. An EAP is
skilled in identifying the needs and in triaging the level of
CONFIDENTIAL assistance required, with follow-up sup-
port for each member of an employee's family.

N: No amount of money and housing provided are guaran-
tees of a successful overseas assignment. They are added
benefits of an overseas assignment but are not enough to
create a successful assignment. Q

Carol M. Schubeck, LCSW, CEAP, CAS, is Regional
Director-Asia of the Overseas Assistance Program of
SAIC. Carol is past president of EAPA Orange
County, California Chapter. Carol has worked in the
United States, Germany, and Asia directing, coun-
seling, and managing EAPs for U.S. military and
private corporations. For more information, contact
her at 66-2-714-9404; (fax) 66-2-714-9490.
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Onthe
Labor Front
L~zbov~ Meets i~ L~zs Ve~~zs
by Ted Mapes, CAC, CEAP, NCAC II

onferences always provide an
exciting atmosphere. The
excitement begins at registra-
tions where you see the

friends you've made over the years but
only get to see once or twice a year
and the new people you meet for
the first time who later join the
ranks of old friends. It is truly a
wonderful time.

This year at the Fourth Annual
Labor Assistance Professionals (LAP)
gathering, it was very hectic from the
start, due to more than 300 people
registered for the conference. They
came from all over the country and
Canada. More than 100 unions and
locals were represented along with
counterparts from management and a
vast scope of other professionals from
the EAP field.

The plenary speaker was Dr.
Howard Parnes, clinical director of the
Allied Trade Association of
Philadelphia, who has worked within
the construction trades delivering ser-
vices for union brothers and sisters for
more than 20 years. Dr. Parnes pre-
sented ahistory of treatment for alco-
hol and substance abuse, how it was
developed, what it is now, and some
ideas on where it will go. He was able
to give us afact-filled one and one half
hours and still keep it personal and
from the heart.

Jerry Dahman and Faye McAfee
gave a model of labor/management
"Cooperation Is the Key" at UAW/GM.
It demonstrated how valuable it is
when labor and management work
together. Everybody reaps the benefits
of this cost-effective, efficient, and car-
ing EAP. It gave us all something to
strive for.

The entire program received top
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More than 300 people registered far the Labor Assistance Professionals Conference in Las Vegas.

evaluations from all attendees except
one, who stated that he or she was
disappointed to have gained 10
pounds during the conference. You
have to watch the buffets in Las Vegas!

Las Vegas would seem an odd
place to have a presentation on prob-
lem gambling, but Bob Zientek held
everybody's attention and gave an
excellent viewpoint of this type of
addiction.

The issues of treating our increas-
ingly large older adult population was
expertly addressed by Dr. Patricia
Woods, Jim McKenna, and Rose Cola.
Cola has received more than 100
requests for a short film that responds
to this issue.

Regina Brevetti and Scot Finkel-
stein, from Daytop Village, educated us
on Therapeutic Communities, how we
overlooked this modality of treatment,
and how cost-effective and clinically
sound this resource really is. Linda
Conversa and Henry Bennett explored
the declining role of healthcare and
offered some answers to the problem.

The quality of the presenters was
outstanding. They delivered their mes-
sages in ways that left everybody feel-
ing enriched and able to go back to
their EAPs with new ideas and infor-
mation. We're looking forward to see-
ing everybody in Baltimore for the big
one! Q



Announcing ... The SASSI-3

~~~ 

,,..

Since 1988, counselors have used the BASSI (Substance Abuse
Subtle Screening Inventory) to identify substance dependence
accurately, objectively, and simply. Last year, over a million clients
were screened.

Now you and your clients may benefit from the new SASSI-3, which
has an improved overall accuracy of 93%.

• SASSI questionnaires may be administered in less than
15 minutes and scored in less than five

Effective even if your client is unable or unwilling to
acknowledge relevant behaviors

Computerized versions S •A• •S •I
are available ~ N S T ~ T ~ T E

MARSHFIELD ~,LINIC, a 450-plus physician
multispecialty clinic, has afull-time EAP counselor
opportunity in its Department of Employee Assistance.

The focus of this individual's responsibilities will be to
provide confidential assessment, short-term counseling
and referral services to employees and their family
members. This will be accomplished through individual
work, consultation, conflict resolution, training and outreach.

This person will work with the EAP team in Marshfield,
however work independently at the Wausau Medical
Center, a member of the Marshfield Clinic system.
Service area will include Wausau, Merrill and Mosinee
regional sites as well as providing counseling to external
contracts in the Wausau area.

Marshfield Clinic offers a comprehensive benefit package

and competitive salary. For further information, please

call 1-800-782-8581, ext. 9-3869, or send a resume to:

Human Resources Representative

Marshfield Clinic

1000 North Oak Avenue, Marshfield, WI 54449-5777

Fax:715-387-5400 E-mail: lintlnersC~mfldclin.edu

QUALIFICATIONS

• Master's Degree in social
work or counseling and
guidance from an accrediied
program of study

•State certification and/ar
certified employee assist-
ance professional, and
current/valid Wisconsin
driver's license required

• A minimum of 5 years of
experience in clinical work
with a varied population
required. EAP experience
preferred

MAI~SHFIELD
CLINIC

EOE/AA/M/F/H/V
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Order Now!!!
Workplace

Critical Incidents

Wlicct Businesses

Cali Do to Preve►it Violeiace
from Str•ikirag

includes guidance from:

U.S. Attorney General Reno

The International Critical Incident

Stress Foundation

Center for Substance Abuse Prevention

Polaroid Corporation

U.S. Postal Service

and many others

$14.95 per copy

(plus postage and handling)

To order from the

EAPA Resource Center,

call Ashley Harris at 703-522-6272.
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Certification
U date
Ch~z~~es Cov2i~~ to C~~11' Re~uiv~e~e~ts
~%~~ ~ees by Steven Posen, CEAP, EACC Chair

s EAPA members meet in

Baltimore for the annual

conference, the EACC is

preparing for many new

and exciting changes. Each year, one

third of the commissioners leave the

EACC. This year, the exiting members

include myself, Ron Winters, Midgie

Brawley, and Carl King. Two commis-

sioners—Betty Hosokawa and Kathleen

Handron—filled positions that were

vacated, and are eligible to be reap-

pointed to a full three-year term. To

Ron, Ivlidgie, and Carl, I want to express

my appreciation for all your hard work.

Commissioners not only attend three

meetings per year, they also devote

many hours of work in between meet-

ings. New commissioners will join the

EACC at the November meeting and

will be announced in the next edition of

the EAPA Exchange. I am also pleased to

announce that Doug McKibbon, a com-

missioner from Edmonton, Alberta,

Canada, will assume the chairmanship

of the EACC. I wish Doug and the new

commissioners great success.

The EACC has worked extremely

well over the past several years as it

implemented changes to the require-

ments for obtaining and maintaining the

LEAP credential. The Commission is

also positioning the CEAP for the next

century in relation to the global growth

of EAPs. At our summer meeting in

Ottawa, Ontario, the Commission

approved several changes. As the field

of employee assistance (EA) has changed

over the years, so has the role of EA pro-

fessionals. Many EA professionals now

need more specialized training to carry

out their responsibilities. Recognizing

this, the EACC is removing the require-

ment in 1998 that 60 percent of PDHs

for recertification be in content areas 3
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and 4. New candidates will still need 60

percent of their PDHs in content areas 3

and 4 and the examination will still be

weighted in these areas. Watch for your

fall CEAP Update for further details.

Fee Increase for Examination
and Recertification

PTC, the company that administers the

CEAP examination, has raised its fees

after 11 years of no increases. Con-

sequently, the EACC has found it neces-

sary to adjust the Association's fees for

examination and recertification. The

new fees for examination, beginning

with the May 1998 exam, will be: For

EAPA members $295; For nonmembers

$435. If you join EAPA at the time you

apply for the exam, the combined

exam/membership fees will total $410.

After five years with no increase in

the CEAP maintenance fee—despite ris-

ing expenses—the Commission is also

making the following adjustment. The

fee will be more accurately named the

certification fee. The certification fee will

be for three years and will be due at the

time of recertification. In the past, some

CEAPs have obtained their recertifica-

tion without ever paying their fees,

which make the certification program

possible. Beginning in 1998, the three-

year fee will be $120 for EAPA members

and $165 for nonmembers. Also,

instead of post-approval fees for PDHs

for CEAPs, these PDHs will be reviewed

upon recertification, and a $40 member

and $80 nonmember PDH review fee

will be required.

Undoubtedly, many CEAPs will

question the fee increases. The EACC

has made these changes only after care-

ful consideration of the financial impact

on individuals. If the CEAP is to remain

a viable credential, it must generate the

funds to support the infrastructure. The

EACC is also mindful of the costs of

similar credentials in other professions.

Fond Farewells and Thanks

Since this is my final article as

EACC chair, I want to thank especially

the Certification Department for its

devotion and commitment to the day-
to-day administration of the credential.
Certification Director Joni Reed Cooley,
exemplifies this commitment through
her tireless efforts to maintain the
integrity of the CEAP. Certification
Manager Kimberly Willis answers thou-
sands of inquiries every year and keeps
the information flowing to all CEAPs
and candidates.

Certification Assistant Anthony
Brown also makes sure that people get
the materials they need to stay current. I
have benefited from the support of Past
President George Cobbs, President Don
Magruder, and President-Elect Greg
Dei.app who have provided the support
of EAPA. A special thanks to COO
Sylvia Straub, for her counsel and
advice. Special recognition is deserved
by Jesse Bernstein, who encouraged me
to accept this assignment and supported
me by allowing me the time to devote
to this task. Without the support of
employers, the EACC would be hard
pressed to find commissioners who can
take the time to make the EACC a
viable Commission.

It has been a privilege to serve on
the EACC for the past three years and
to the many professionals who have
e~ressed their support, I thank you. Q

See important announcement in
EAPA Extracts on page 7.
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Emotions have a direct impact on physical health.
And poor emotional health and the problems of every-
day living can interfere with on-the-job productivity. The
solution—Health Sentry.

Health Sentry offers helpful information for confront-
ing emotional and lifestyle problems—the kinds of
problems that can drive up health care costs and reduce
productivity.

Health Sentry is a four-page, quarterly newsletter that
can be personalized with your program or company
name, logo and phone number. Each issue comes
ready to distribute to clients, employees or potential
customers.

• Addresses emotional and lifestyle issues—stress,
family conflicts, relationship issues, alcohol or other
drug use, mental health and emotional problems,
and more.

• Reach new clients, customers or employees who can
benefit from your services.

To Order By Phone Call 1-800-453-773
Or Fax with Purchase Order to

1-800-49g-5718

Performance Resource Press
1270-F Rankin, Suite F
Troy, MI 48083-2843

To determine your total cost, multiply your number of copies requested by the subscription
rate listed below. Add imprint changes as applicable. Shipping and handling charges are
included with the subscription price.

Number of
Employees

1 Year Subscri Lion Rate 4 Issues Custom
ImprintingU.S. AK, HI, and Canada

100,000 + $.52 $.57
Free

personalized
front

and

back
covers

50,000 - 99,999 $.60 $.66

20,000 - 49,999 $.80 $,gg

10,000 - 19,999 $1.12 g~,43

5,000-9,999 $1.32 $1.45

1,000-4,999 $1.60 $~•~b
500 - 999 1.80 1.98
100 - 499 $2.32 $2.55 Imprinting available

for only $30 per
quarterly issue.

50 - 99 $3.44 $3.78
20 - 49 $4.44 $q,gg

Your company
name/logo here
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Foreign Countries: Please call for pricing

Canadian orders please include 7% GST or 15%HST. All orders payable in U.S. funds. Health
Sentry can be shipped in quantity to multiple sites. Call 1-800.453.7733 for pricing information.
For imprinted orders, attach your logo or company name as you wish it to appear on the front
cover, and list your phone number or contact name for the back cover. We typeset all copy for you.

I'd like more information on the

O Copies requested x Subscription rate
X

D Imprinting $30 per issue on orders
between 100 and 1,000

D Canadian orders add 7% GST or 15% HST

All orders payable in U.S. funds TOTAL =

Please include purchase order or check.
Credit card orders—Visa or MasterCard--call 1-800-453-7733.
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NMHI~T
the Inlormolion Syikm~ and Txhnology SoluNani farvm

NMHCC can help you become a

~RMNG FORCE
in Managed Health Care

9= Build Your Own Conference Agenda from

Industry Tracks, NMH/IT Topic Tracks,

In-Depth Pre-Conference Symposia, anc

the Congress Live Debate Series

Capitalize on Over 13 Hours in One

Expanded and Integrated

Exhibit Hall

Network with Your Senior Level Peers

iJnder One Roof -Including Attendees

of the Exclusive Executive Swmnit

Programs: Medical Directors,

Employers, Pharmacy Directors,

CEOs, CIOs, and Radiology Executives

Gain a Broader Perspective of

Healthcare Through Thought

Provoking Keynote Speakers.

Keynotes confirmed to date:

~v

`''FEATURED
r, ,' ';, Keynote Speaker

BIII Cosby

April 20-23,1998 •Georgia World Congress Center
ATLANTA, GEORGIA

For more information on The 10th Annual National Managed Health Care Congress, please call toll free (Sf3B) Sd2-2500,

fax p81) 663-6412, e-mail info<~nmhcccom, or mail to NMHCC, Inc., 71 Second Avenue, 3rd Floor, Waltham, MA02154.~

❑Conference Registration ❑Exhibiting Opportunities ❑Sponsorship Opportunities ❑Speaking Opportunities
Mario M. Cuomo, I ~eQ~~ i x c l p yf9

Governor I `~~ 9s Name Title

Company

Address
Jack Kemp,
'96 Vice Presidential I ~^o ~~`~ City State Zip

Candidate; I G~9~l0NBL E'~~~~~
Co•Director, Phone Fax E-mail

n-vvn-N98-i Visit uur web site at www.nmhcc.or ~ 754.97
Empower America L---------------------~------J



Father Martin's Ashley
The Bec~ut is ust e~ Bo n us!y J

We provide the finest treatment available for the disease of alcoholism and chemical addiction.
Here dignity, respect, and hope are restored.

We have a Primary Program for those new to recovery.
Our world renown Relapse Program is designed to overcome and resolve the unique core issues of relapse.

JCAHO Accredited •Most Insurance Plans Accepted

father Martin's Ashley
1-800-799-HOPE

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



Conferences
& V~/ork~ho sp
EACC-Approved
Conferences and Workshops

Greenbriar Treatment Center

January 2 and May 1 in Washington, PA,
"Supervisory Training II: Confronting the Troubled
Employee and Rehearsing your Approach," 3 hrs.;
contact William Dorn, 412-225-9700.

National Employee Assistance
Service

January 9 in Waukesha, WI, "Customer Service,"
1 hr., January 15 in Waukesha, WI ""Sexual
Harassment in the Workplace," 1.5 hrs.; contact
Gerry Pas, 1-800-634-6433.

EAPA Columbia River Chapter

February 6 in Portland, OR, "Serving the
Gay/Lesbian/Bi Client in EAP Practice," 1 hr.;
contact Carylee Eaton, 503-681-7902.

EAPA Central New York Chapter

April 24 in Syracuse, NY, "EAP Credenlialing,
Advisement, &Recertification," 2 hrs.; contact
Constance Palumb, 315-435-4538.

EAPA Colorado Chapter

May 8, in Denver, CO, "Strengthen Your Step
Family," 1 hr.; June 12, in Denver, CO, "Creative
Techniques and Impact Therapy," 1 hr.; contact
Janice McBritle, 303-832-1068.

Other Workshops of Interest

Academy for International Health
Studies

Summit on International Managed Care Trends,
December 7-9 in Boca Raton, FL; call Tim Harrall
415-435-9754.

The Customers
You Want Read the
EAPA Exchange

To Advertise in the Next Issue of

EAPA Exch ange
Call Marilyn Lowrance

703-538-5557
Jan/Feb ̀ 98 Issue Deadline:

12/22/97
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WINDOWS BASED 
~S~ AI~AGEM~NT

N. , , ,the easy way,.
V 
ERS~ON

2.0' Now you can...
• Organize Client Records

NETWORK COMPATIBLE ~ Maintain Resource Lists
Match Providers to Client's Needs

• Evaluate Program Effectiveness
N~ •Prepare Reports and Summaries

IN 
EAp ̀~ ...ALL FROM YOUR DESKTOP COMPUTER~~
V ERS~~N

And, you'll...

GREAT VALUE •Save Money
• Reduce Administrative Overhead
• Decrease the Burden of Managing D1ta

CA`L

A
BEM 0 CaseManagerFREE

PROGRAM
The easy-to-use, Windows compatiUle,
EAP Information Manlgement System

LABOR SAVING OFFICE AUTOMATION GROUP

(714) 831-6680

~assocu~noN

1998 Editorial Calendar
Jan/Feb Addiction in the Workplace

Mar/Apr EAPs: Defining the Core and
the Concept

May/June Measuring EAP Effectiveness
and Utilization

Jul/Aug Returning Employees to the
Workplace: Pros &Cons

Sept/Oct Eldercare and the Needs of an
Aging Work Force

Nov/Dec Public Policy/Americans with
Disabilities



Ethical Dile as inV'Uorl~ lacep
Counselln : A Casebool~g

Developed by the EAPA Houston Chapter in coll~zbo~cztion
with EAPA Intev~nationczl Heaa'g~ucz~te~s

- ~"- '~~~,~ :~.:: In today's healthcare environment, EA professionals often find themselves dealing
~''~. -~~ 4~ ' ~ `~ ' ' ' with issues that are com lex and confiisin In 11't1CLlI1Y the need standards that~•== .4 ~ P g• l~ ~ Y

_ :. ~~- ~-~. ~ - ~ protect the interests of those with Uehavioral problems and the integrity of the EAP field.

`' ~~ ̀ ~ Members of EAPA's Houston Chapter have prepared a new publication that will
<yry; ~.~, ~ , ,.. ~,`~ be a valuable working resource for EA professionals as well as others in the
=̀~~~ a ~- ° ~ r , ~, ~= counseling professions.

3f~~
~~: `` '~ ~~~ '~ This 86-page report includes:

`QM ~•'y~~ y~ { 20 sample ethical dilemmas for increasing awareness
``4°~ ~ ~ t ~ an outline of adecision-making process for these issues

~, r
`F ~ — ;> a - ~ ~ essays from professionals regarding workplace ethics
` `'~''`-'~ ~ °° °~' • codes of Ethics from eight professionals organizations

Malce Ethical Dilevve~eas in Workplace Counseling: A Casebook the newest addition to your EAP library.
Price: $19.95 (EAPA member); $24.95 (non-member); add $3.00 per copy for shipping and handling.

Order now from the EAPA Resource Center, 2101 Wilson Boulevard, Suite 500, Arlington, Virginia 22201
703-522-6272; (fax) 703-522-4585; (e-mail)eaprescenQaol.com

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

Are you providing DOT mandated Substance Abuse Professional evaluations?

Certified Employee Assistance Professionals (CEAPs) have been recognized by the

DOT as one of the categories of health professionals who have demonstrated the
necessary clincal experience to provide DOT alcohol and drug evaluations.This self-

study program will provide you with the necessary Knowledge about the DOT's var-

ious operating administrations' regulation and the SAP Guidelines to:

• reduce your liability

• improve standards of practice
• understand an accepted step-by-step evaluation procedure

• Know DOT confidentiality, reporting and record Keeping requirements

Successfully complete the included multiple choice exam and we will send you a
Certificate of Completion and add you to an on-line Substance Abuse
Professional registry.

~ DOT Regulations Module O
4 400+pg. Manual and companion video 4

O Completion Exam O



1998 CEP EXAM
Application Deadlines: Exam Dates:

March 15 May 16
October 1 December 12

Eligibility: you must meet one of two eligibility options:

OPTION 1:
• 3,000 hours of work experience in an EAP setting,

which must have been gained over a minimum of 2
years, and within 7 years of the date of the applica-
tion for the LEAP exam; AND

• 40 PDHs* (Professional Development Hours) with
at least 24 of them in content areas 3 and/or 4 (see
PDH requirements below*); AND

• 24 hours of CEAP advisement spread out over at
least six months (**see extended timeline below for
May 1998 exam candidates only)

PDH Requirements for Both Options:

• Must have at least 60% of total PDHs within content areas 3

and/or 4;

• No more than 50% of PDHs may be earned through ElAPA Self

Study Guides;

• No PDHS maybe earned by writing sample exam questions;

PDHS must be from training occurring November 11, 1995 ar later.

OPTION 2:
• Graduate degree in an EAP-related discipline. (or

equivalent outside the U.S.); AND
• 2,000 hours of work experience in an EAP setting,

which must have been gained over a miniinutn of 2
years, and within 7 years of the date of the application
for the CEAP exam; AND

• 10 PI7Hs* (Professional Development Hours) with at
least 6 of theirs in content areas 3 and/or 4 (see PDH
requirements below*); AND

• 24 hours of CEAP advisement spread out over at
least 6 months (**see extended timeline beloau for May
1998 exam candidates only)

ExT$NDED ADVISEMENT TIMELINE FOR
MAY 1998 E2~AM ONLY

Candidates for the 1V1ay 1998 exam musti begin their
advisement process no later than January 1, 1998.

The 24 hours of advisement must be completed prior to
applying, for the exam (application deadline =March 15).

Get your 1998 Certification Guide with further details from the

EACC table at the EAPA Booth in the Exhibit Hall!

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